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ABSTRACT 

The main purpose of the study was to analyse factors which contribute to employees 

engagement in organisation performance, due to the fact that, despite the efforts to 

engage employee, still employee engagement remains one of the greatest challenge 

facing many organizations in Tanzania. A case study research design was adopted, the 

population of study consisted of employee from the department of health, education 

and human resource. Simple random sampling and purposive sampling methods were 

used in this study. A Sample size of 130 respondents was selected through simple 

random sampling and purposive sampling. Data were collected through 

questionnaires, interviews and observation methods. Data analysis was done by using 

Software Package for Statistical Science (SPSS) version 20. 

 

The study findings revealed that remuneration and benefit to a large extent seemed to 

be a major contributor of employee engagement, followed by other factors. 

Conversely, factors like unsatisfactory regular meeting, inadequate feedback, 

insufficient of social events, uninformed organisation objectives and insufficient 

employee involvement, were revealed to contribute in employee disengagement as it 

was found to be the need of employees and at the same time these dimensions were 

not well practiced by the council.  

 

The study offers significant recommendations to government, public and private sector 

on how to promote employees engagement in their organisations, Also employees have 

been advised to develop themselves without waiting for the organisation to administer 

a formal learning opportunity. 
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CHAPTER ONE: INTRODUCTION 

1. An overview 

This chapter presents the background information to the problem, statement of the 

problem, objectives of the study, research questions and the significance of the study. 

1.0 Back ground of the Study 

According to Lockwood (2007), Employees engagement is a key driver for 

organizational success. High levels of engagement promote retention of talents, foster 

customer loyalty and improve organizational performance. Engagement is influenced 

by many factors: workplace culture, communication, managerial styles, trust and 

respect.  

Welbourne (2007), contends that employees engagement is about striving to ensure 

that each employee fully cares for his/her job, the company he works for, its customers 

and ensuring that the employee is always committed to do in his best in these respects. 

This will be manifested in the way the employee shows proactive enthusiasm for the 

job and takes ownership of his tasks. Employee engagement is a two-way street, a 

reciprocal relationship of trust and respect between employer and employee. To bring 

about engagement, the employer (executives and managers) must clearly and 

extensively communicate and show what is expected from the employee and 

coworkers, empower the employees within the level of each one’s competence, as well 

as create the working environment and the kind of corporate culture in which 

engagement will thrive.  

Russo (2010), defines employees engagement as the efforts of imparting and 

socializing the employees with a sense or any reason for genuine commitment to the 

organization. He goes further to add that employees engagement serves to inspire 
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employees with a bias for action on the organization’s behalf and pride and emphasizes 

that establishing a culture of engagement is important to the bottom-line and top-line 

of the organization.  

Welbourne (2007), argued that, over the past years, employees engagement has 

increasingly been focused on human resource management. It is understood to 

encompass the physical, mental and emotional aspects of the human resource and 

brings earlier studied concepts of employee commitment and satisfaction which 

ultimately affect performance. Having emerged into the scene of human resource 

management relatively recently, not much research has been done on the concept of 

employee engagement. However, the idea has become popular today and increasingly 

resonated with employers. Before the 1980’s, employees were expected to be loyal to 

the organization in exchange for a lifetime employment.  

In the 1980’s, this started to change with organizations realizing that they needed to 

be more innovative and flexible in the development of employees due to the increased 

global competition. 

Cascio (2010), is of the view that, employees engagement goes further than simple 

compliance or surface behavior. It is an emotional attachment to the organization that 

brings the employee to go the extra mile because they feel valued and have a passion 

for their work.  

Another view of employee engagement is presented by Cotton (1993), he uses the term 

employee involvement to describe the concept of employees engagement as “A 

participative process to use the entire capacity or workers, designed to encourage 

employee commitment to organizational success.”He contends that, by involving 

workers, by having them participate in decision making, by making the workplace 
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more democratic and by empowering employees, there are certain outcomes such as 

attitudes and productivity that improve.  

Price (2011) considers that employees engagement refers to positive feelings held by 

employees about their jobs and also the motivation and effort they put into their work 

and concludes that engagement leads to positive employee behaviors that lead to 

increased performance levels and ultimately to organizational success. Evidently, 

employees engagement is an important component in human resource management, as 

it directly affects the bottom line of the organization. The management of any 

organization should seek to adopt a culture of engagement in order to motivate their 

employees beyond the personal factors. Understanding what motivates and enables 

your people to give their best leads to better decision making and planning, wiser 

investments and deeper customer loyalty.  

An employees engagement survey is one of the ways to accurately gauge your 

employees motivation and engagement needs and help to create a way forward. Proper 

measurement of the level of engagement of employees is the key before implementing 

any actions to improve engagement. This helps to uncover the things that matter most 

to employees and that affect their performance and the overall performance of the 

organization. Organizations are not static; they keep evolving as their environment 

evolves as well. This means that they need ideas all the time and engaged employees 

are a good source for bright ideas.  

The study therefore makes analysis on the factors which contribute to employees 

engagement in the organisation performance of which scholars perceived it to be 

critical in modern organisation. 
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1.1. Statement of the Problem. 

Luthans and Avolio (2009) are of the view that, the growing level of uncertainty in the 

business environment requires organisations to continuously adapt to changes and 

accommodate different needs of the workforce for effectiveness. Organisations often 

compete and attempt to survive by lowering prices, cutting costs, redesigning business 

processes and downsizing the number of employees as strategies to acquire a 

competitive advantage. However, the fact is that there is a limit to cutting costs and 

downsizing. Therefore, new approaches to human resource management are inevitable 

for organisational survival and progress, rather than focusing on reducing costs. The 

shift of the focus in human resource management has called for new approaches 

including building employee engagement. 

Kundy Joseph et al (2014), in collaboration with the Ministry of Health and Social 

Welfare, studied Health Worker engagement in Tanzania by exploring the relationship 

between engagement and performance and concluded that, more engaged workers 

perform better and are more productive in health and other sectors. Despite the efforts 

to engage employees, still employee engagement remains one of the greatest 

challenges facing many organizations in Tanzania. The site survey done by the 

researcher found that Dodoma Municipal council has tried to make a retention 

mechanism strategy which helps them to make their employees engage to their 

organisation. Furthermore, there is timely promotion of employees and payment of 

substance allowances to new employees as engagement modalities. Surprisingly, still 

workers especially, from health and education department, conduct some part time 

jobs to private sectors which is a signal of a gap in their engagement. Taking into 

consideration the inevitability of engaging employees, this study therefore, aims to 



5 
 

make a systematic analysis of the factors contributing to employee engagement which 

is conceived to be an issue in many organisations in Tanzania. 

1.2. Objectives of the Study  

1.2.1 General Objectives 

The general objective of this study was to make an analysis of the factors contributing 

to employee engagement in performance of an organisation. 

1.2.2 Specific Objectives 

i. To identify the factors perceived by employees’ as major contributors to their 

engagement in organization.  

ii. To explore the practice of employee engagement dimensions in Dodoma 

municipal council.  

iii. To examine the extent to which Dodoma Municipal Council employees are 

engaged in their organization. 

1.3. Research Question 

i. What are the factors perceived by employees that contribute to their   

engagement in the organisation? 

ii. How does the Dodoma Municipal Council practice the dimensions of 

employees engagement? 

iii. To what extent does the Dodoma Municipal Council employees engage in their 

organisation?  

1.4 Significance of the study 

Studying the factors contributing to employee engagement has a great significance in 

the following aspects: 
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From a theoretical perspective, the study contributes to the growing body of paradigms 

of employee engagement in the public sector in general, providing the human 

resources management an understanding concerning the factors that can contribute to 

the employee engagement in the organisation, in which ultimately attempts to enhance 

their performance and makes the organisation a profitable entity.  

To the policy makers, the Government, through the respective ministry concerned with 

human resource management and policy, will also benefit. For example, through this 

study the Government, can use the findings to make some policy recommendations 

which will govern employees in both the public and the private sector to increase the 

performance of the organisation. 

Practically, the study is essential to the organisation and HR stakeholders because it 

will give them feedback or comments concerning employee engagement and explore 

the dimensions of employees engagement and enable them to create a culture that 

enhances the level of employee engagement within an organisation, while recognizing 

the vitality of employees engagement as a strategy to improve performance. 

 

 

 

 

CHAPTER TWO: LITERATURE REVIEW 

2.0 Introduction 

This chapter is devoted to the relevant literature on the factors contributing to 

employee engagement in organization performance. It consists of definitions of the 



7 
 

key terms, theories underpinning employee engagement, empirical literature review, 

the research gap and the conceptual frame work.  

2.1 Definition of Key Terms 

2.1.1 Engagement  

The Business Dictionary (2013), defines engagement as the emotional connection that 

an employee feels towards the organization that has engaged him or her.  

2.1.2 Organisation Performance 

Bititci et al (1997), state that organisation performance is the process by which the 

company manages its performance in line with corporate and functional strategies and 

objective. 

2.1.3 Employee 

According to Tanzania Employment and Labour Relation Act (2004), an employee is 

an individual who has entered into a contract of employment; or has entered into any 

other contract under which the individual undertakes to work personally for the other 

party to the contract.  

2.1.4 Employee Engagement 

Kahn (1990), points out that, in the academic literature, employee engagement referees 

to “the harnessing of organization members’ selves to their work roles. In engagement, 

people employ and express themselves physically, cognitively and emotionally during 

role performances”.  

2.1.5 Researcher's Operational Definition of Employee Engagement:  

For the present research work, the researcher defines Employee engagement as a 

voluntarily total submission of an employee, whereby he/she gives herself/himself 
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away for the organisation to achieve its goal, based on the existing factors which 

contribute to his/her submission. However, those factors may differ from one 

employee to another due to individual differences. 

2.2. Theoretical Review 

According to Christensen and Dusky (2003), “Theory refers to a set of knowledge that 

explains or purports to explain a set of phenomena. It is a coherent description or set 

of principles that illuminate or explain some particular set of phenomena”. In this study 

both motivational, goal setting, Maslow hierarchy of needs, and theory X and Y have 

been employed and critically analysed to the understanding of the study. 

2.2.1 Motivation Theories  

The concept of motivation has been studied by numerous scholars. Wright and Noe 

(1996) defined motivation as “the combination of forces that lead people to behave as 

they do.” Latham and Pinder (2005) define motivation as “the process that determines 

how energy is used to satisfy needs.” 

Steers et al (2004), argue that motivation theories can be categorized into two types: 

content theories and process theories. Content theories aim to identify factors 

associated with motivation in a relatively static environment. The well-known 

examples of content theories are Maslow’s Hierarchy of Needs and Motivational-

Hygiene Theories. On the contrary, process theories aim to identify factors associated 

with motivation from a dynamic perspective and look for causal relationships across 

time and events.  The well-known examples of process theories are expectancy and 

goal setting theories. A brief review of each theory is presented in the following 

section.   
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Maslow (1970), in his Hierarchical Theory of Needs, proposed all basic human needs 

are organized into a hierarchy of physiological needs, safety needs, belongingness and 

love needs, esteem needs, and self-actualization needs. Once individuals satisfy their 

physiological needs, these needs are no longer the dominant drivers in their current 

dynamic, so higher needs will emerge and this process will continue. However, the 

physiological needs are the salient needs, especially for those who are “missing 

everything in life in an extreme fashion.” Finally, self-actualization needs are likely to 

occur when all other needs are satisfied. The term self-actualization needs refers to a 

person’s desire for self-fulfillment, which is a tendency to become what that person is 

capable of becoming. Thus, self-actualization needs vary from person to person. 

However, not every person will develop his/her needs according to the hierarchy of 

needs as Maslow suggested; some people may satisfy just the lower needs, especially 

those who have experienced life at a very low level.   

2.2.2 Motivational Hygiene Theory  

Herzberg (1987) proposed his motivational-hygiene theory based on the examination 

of events in the lives of engineers and accountants and he found that “the factors 

involved in producing job satisfaction (and motivation) are separate and distinct from 

the factors that lead to job dissatisfaction.” Job satisfaction is not the opposite of job 

dissatisfaction. In fact, two different sets of human needs are involved: the first group 

of needs relates to basic biological needs and the second group of needs relates to 

unique human characteristics such as the ability to achieve and to experience 

psychological growth.  

Thus, these two factors, called hygiene and motivators, are involved to complete these 

two groups of needs. Hygiene or factors related to job environment, such as company 
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policies, interpersonal relationships, salary, and working conditions; are the primary 

causes of unhappiness on the job or job dissatisfaction. On the contrary, motivators or 

job content, such as achievement, recognition for achievement, the work itself and 

responsibilities, are the primary causes of happiness on the job or job satisfaction. 

According to this theory, salary increases cannot lead to an increase in job satisfaction 

or motivate employees, but can only decrease job dissatisfaction. The only way to 

motivate employees is to assign challenging work to them so that they can achieve 

their internal growth.    

2.2.3 Hygiene and Motivation Factors on Employee Engagement  

Frederick Herzberg’s book, The Motivation to Work, written with research colleagues 

Mausner B. and Snyderman B. (1959), suggest that employee engagement links with 

almost every aspect of management in some or other form. Although there is not 

enough evidence to support a direct relationship between them but several factors show 

that they are indirectly connected with each other. In the same way, the hygiene and 

motivation factors have also been associated with employee management. In fact, they 

have been proven to be dependable and unswerving predictors of the level of 

involvement and engagement of employees towards their jobs. 

Motivation factors are intrinsic conditions that influence the level of employee 

engagement. They have the ability to satisfy one’s own psychological needs including 

the sense of achievement, personal and professional growth, proficiency and status in 

the organization. The psychological fulfilment at any stage of an individual’s career 

plays a vital role in determining his or her involvements and commitment towards their 

work as well as the organization. 
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Hygienic factors, on the other hand, are considered the extrinsic conditions that 

motivate employees to perform their best and feel committed towards their work. The 

factors such as working conditions, organizational culture, remuneration, perks and 

benefits, job security and relationship with colleagues and subordinates and immediate 

supervisors play an important role and make them stay within the organization and 

grow with it. 

 

 

 

 

 

 

 

 

Figure 1: Hygiene and Motivation Factors on Employee Engagement 
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Source: Herzberg (1987) 

2.2.5 Motivational factors 

According to Mausner B. and Snyderman B. (1959) explains the motivation factors in 

this way: 

Recognition: It is the prime responsibility of an organization to recognize the efforts 

made by employees. Along with its HR department and a reputed management firm, 

it should establish a well-defined reward and recognition program. 

Employee Empowerment: Employees should be given an autonomy to make their 

work related decisions. This helps them to perform the task in the best possible manner. 

Moreover, this gives them a platform to be creative and perform an assigned task in a 

unique manner. 
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Career Progression: The talent is attracted to work with only those organizations that 

can help them build up a career. Organizations must have clear and well defined 

policies regarding the career progression of its employees. 

 

Personal and Professional Growth: This is something that motivates employees to 

work harder and perform their best. If they see their personal and professional growth 

with the organization, they will stay and develop a feeling of belongingness towards 

the organization. 

 

Interesting and Challenging Work: Different tasks must be assigned to employees 

at different times. Managers should try to assign them interesting and challenging tasks 

that motivate them to do something different from their routine job and feel a sense of 

achievement. 

 

Sense of Achievement: Last, but not the least, the sense of achievement gives 

psychological fulfilment to any individual at the end of the day. Organizations can help 

their employees to achieve this feeling by recognizing and rewarding their efforts. 

2.2.4. Hygiene Factors 

Remuneration and Benefits: The wages and additional benefits are the first 

requirement to attract a pool of talents and actively engage them in their jobs. 

 

Job Security: Individuals want to associate themselves with only those organizations 

where they can have job security. Highly productive and most reputed private firms 
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are far more popular than government sector companies just because they offer good 

compensation, job security and excellent working conditions. 

 

Relationships with colleagues, Subordinates and seniors: It is the basic need of an 

individual to belong and to fit in. Cordial relationship with other employees at the 

workplace creates a positive work environment. Employees do not hesitate in offering 

or seeking help from others to execute an assigned task in the best possible manner. 

 

Human Resource Policies and Procedures: HR policies and procedures of a 

company reveal a lot about its working. A company with well defined HR policies 

attracts a bigger pool of talents and it is successful in keeping their employees actively 

engaged. 

The only thing that makes highly productive organisations stand apart from the rest of 

the companies is the quality of the employees and the level of their commitment 

towards their work. The vice versa, the trust that an organisation shows in their 

employees and efforts that it makes to keep them focussed, motivated and satisfied, 

also is one of the many variables that distinguish between highly reputed workplaces 

and those that are not up to the mark. Organisations cannot achieve their goals just by 

defining their mission statement nor can they foster a high performing work culture 

until they take substantial steps. They need people to get the jobs done and that too 

with excellence. 

For fulfilling all their goals, organisations require actively engaged employees. 

Employee engagement happens only in those organisations which treat their people as 

their biggest assets and take care of their basic necessities and other psychological 



15 
 

needs. Workplaces that meet all these conditions of employee engagement grow much 

faster and sustain much longer than those which fail to meet them 

2.2.5 Maslow’s Hierarchy of Needs Theory and Employee Engagement 

Management Study Guide (2008), based on Maslow Hierarchy of needs propounded 

by Maslow (1970), suggested that, any organisations looking to bring the best out of 

their employees and engage them thoroughly in their job must prioritise their response 

towards the various needs of its employees. To align their response, they can utilise 

the Maslow’s Hierarchy model as shown in figure 2, below: 

 

 

 

 

 

 

 



16 
 

    

Maslow Hierarchy of Needs                                         Response of the organisation 

Figure 2: Employee Engagement in Relation to Maslow Hierarchy of Needs 

 

Source: Management Study Guide (2008). 

Biological and Physiological Needs: These are basic human needs including food, 

water and shelter. Organisations can buy them lunch, offer gift cards and give time off 

for necessary day-to-day tasks. It will not only make their life easier, but also gives 

them a chance to retain with the organisation. 

 
Safety Needs: Safety needs include good shelter, protection, safety, security, law, 

order and stability. Once human beings have enough food, water and shelter, they want 

to live a comfortable and safe life. Again, the reason of keeping them with the 

organisation is to pay and help them to build their own home. 
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Belonging Needs: It is a basic human need that they always want to be associated with 

something. They want to belong and to be belonged, the managers can establish 

friendly relationships with their subordinates so that they feel that they are an 

important asset of the organisation and they add value to it. Including them in the 

decision making process or any other sensitive issue springing up within the 

workplace, is a good idea. Also, involving them in improvement teams where they 

really can contribute something substantial is beneficial. 

 

Self Esteem: According to Maslow’s Hierarchy Model, the fourth stage of one’s life 

is to attain a status in the society as well as in professional life. Besides this, a sense of 

achievement and recognition of their efforts play a vital role. Organisations which are 

successful in recognising the efforts of employees and reward them for their 

performance and contribution are able to retain their talents. Issuing newsletters 

recognising their contribution, or giving “thank you cards” or awarding them with a 

trophy can serve the purpose. 

 

Self-Actualisation: It is the last stage in the Maslow’s Hierarchy Model that is about 

growth and fulfilment in personal and professional life. By this time, individuals are 

well settled in life and are able to contribute through their work experiences. It is the 

time when organisations can make them feel empowered by giving them leadership 

authority, autonomy to take decisions and training opportunities. 

2.2.6 Expectancy Theory  

According to Vroom, (1964), Expectancy is defined as “a momentary belief 

concerning the likelihood that a particular act will be followed by a particular 

outcome” Individuals will behave in a certain way when they believe that this behavior 



18 
 

will bring them the desired outcomes. Robbins, (1998), observed that, there are three 

relationships on which expectancy theory focuses. The first is the relationship between 

effort and performance or the belief that exerting a given amount of effort will lead to 

a certain performance. The second is the relationship between performance and reward 

or the belief that behavior at a particular level will lead to the attainment of a desired 

outcome. The third is the relationship between rewards and personal goals or the 

degree to which rewards satisfy an individual’s personal goals or needs. He also argues 

that, individual performance is dependent both on ability and motivation. Thus, 

increasing the motivation of those with high ability will bring greater results in 

increasing performance than increasing the motivation of those who are low in ability. 

Similarly, increasing the ability of those who are highly motivated will boost 

performance more than increasing the ability of those who have little or no motivation.    

2.2.7 Goal Setting Theory   

Locke and Latham, (1990) originally proposed their Goal Setting Theory in the 1960s. 

They then fully presented the theory in their book in 1990. Goal Setting Theory 

assumes that “human action is directed by conscious goals and intentions.” Goals have 

two main attributes: content and intensity. Goal content refers to the object or result, 

whereas goal intensity refers to the degree to which the individual is committed to that 

goal, including the importance of that goal.  

Two main aspects of goal content, specificity and difficulty, have been of interest in 

current research. Research has suggested that specific and difficult goals lead to higher 

performance. Locke and Latham (1994), in addition, point out that commitment to the 

goal or goal intensity can be enhanced when “people believe that achieving the goal is 

possible, and that achieving the goal is important.” Thus, encouraging high 
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performance must start with specific, challenging, but achievable goals. However, 

individual differences in terms of personal desire toward an outcome must be 

considered too.     

2.3. Empirical Review  

This part reviews the empirical studies done by different researchers in Tanzania and 

outside Tanzania in view of validating the research gap. It also includes the conceptual 

framework which shows the relationship between variables.  

2.3.1. Studies Conducted in Tanzania 

Kundy Joseph et al (2014), in collaboration with the Ministry of Health and Social 

Welfare and the Muhimbili University of Health and Allied Sciences in Tanzania, 

studied Health Worker engagement by exploring the relationship between engagement 

and performance. The study revealed that more engaged workers perform better and 

are more productive in health and other sectors. 

2.3.2. Studies Conducted Outside Tanzania 

This part reviews engagement drivers, dimension of employee engagement as well as 

the link between engagement and organisation performance identified across different 

studies, to give more in-depth knowledge on the engagement construct.  

 

Robinson et al. (2004) established substantial differences in the views of authors and 

actual descriptions of engagement and what drives engagement. They argued that, 

there is no easy answer as far as engagement is concerned and, it is unlikely to find 

one particular approach or certain drivers that induce engagement, since employee 

engagement and its drivers may possibly differ in every organisation and job itself. 
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Amongst the most notable studies is the Gallup Q12 questionnaire of engagement. 

Gallup (2006) developed the Gallup Q12 instrument, known as Q12 Meta-Analysis. A 

meta-analysis is a “statistical integration of data accumulated across many studies.” 

Gallup researchers established 12 key expectations to which, they argued, form the 

foundation of strong feelings of employee engagement. These sets of questions, 

according to Gallup, are basic questions that every engaged employee should be able 

to answer yes to.   

Another set of engagement drivers was developed by Siddhanta and Roy (2011). The 

drivers developed in their study which was conducted in Asia were on the basis of 12 

major studies conducted by research firms, such as Gallup, Towers Perrin, Blessing 

White, The Corporate Leadership Council and others. The drivers include:  

Trust and integrity: Employees tend to communicate better with managers and 

organisations that are honest, trustworthy and go by their word. Such managers make 

employees more engaged in their jobs. This idea is also supported by Cleland et al. 

(2008) who indicate that employees trust managers who listen, encourage 

development, open communication, make time, respect individuals, encourage 

employees and are just and fair in providing feedback for their employees.  

Nature of the job: Highlighted ‘nature of the job’ as one of the drivers of engagement. 

They claimed that for employees to be fully be engaged, the job should be challenging 

enough to motivate them.  

 

Career growth opportunities: Organisations that lay more emphasis on employees’ 

development and career path are likely to have more engaged employees than their 

counterparts.  
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Pride: The study also found that an establishment with a good reputation instills 

admiration in their employees, thereby increasing their level of input in the 

organisation.  

 

Co-workers: The survey also found that good working relationships between 

employees could enhance engagement. Relationships with colleagues significantly 

increase employee engagement levels. Effectual and confident relationships between 

managers and co-workers are important if employees are to be engaged. 

Towers and Watson (2012) in their study identified five top drivers, which they argued 

characterize engagement:  

 

Leadership: is an effective tool in growing business. Hence, a capable and motivated 

leader will not only drive the business forward, but also find suitable ways of making 

employees work beyond their required role. 

 

Stress, balance and workload: Engaged employees know how to manage stress and 

have a flexible work arrangement, i.e. a healthy balance between work and personal 

life. They also believed that for employees to be engaged in their jobs, the organisation 

must make sure the employees understand the organizational business goals, the steps 

they need to take to achieve those goals and how their jobs contribute to achieving 

those goals.  

 

Supervisors: Organisations must employ the supervisor’s knowledge on how to 

manage employees, how to assign tasks suited for all employees’ skills and employ 

supervisors who will act in a dependable manner, be consistent with their words and, 

most importantly, treat employees with respect.  
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Organization’s image: Besides the above mentioned drivers, the organizational 

image was also argued to boost engagement. Further review suggests that 

organisations must strive to build a brand name that is highly regarded by the general 

public, and display honesty and integrity when dealing with employees and business 

activities with the general public. This act can, to a large extent, propel the employees 

to be engaged.  

 

Robinson et al. (2004), in agreement with most of the already mentioned drivers, the 

Institute of Employment Studies, in a survey carried out with the NHS, identified more 

drivers they believe propel an employee to be fully engaged. Their findings suggest 

that the strongest driver of employee engagement is ‘involvement in decision making’. 

The extent to which employees are able to voice their ideas, views and values, and 

have managers listen to such contribution, is a strong way for employees to be more 

engaged.  

 

Aon Hewitt, (2012) in the survey on engagement and its drivers, came up with factors 

attributed to boost engagement in employees. The studies included 6.7 million 

employees and re present more than 2,900 organisations. The engagement drivers 

identified were: 

 

Quality of life which makes the employees feels relaxed, for example, physical work 

environment and the employees, work-life balance and Company practices. According 

to Aon survey, other factors include policy and practices, performance management, 

brand alignment, company reputation and diversity, rewards, which  includes pay, 

benefits and recognition, opportunities which  include, career development, training 

and development. 
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MacLeod and Clarke, (2009) argue that engagement and engagement drivers have 

been mostly studied by organisations and consulting firms, creating a hole in the 

academic analysis of the concept. However, from the engagement drivers above, one 

can notice that the construct engagement is very broad and can have many drivers. 

Adding voice to the argument Shaw, (2005) pointed out that, it is arguably unfeasible 

to justly measure in a survey all the actions behind engagement, because there are 

potentially thousands of different individual actions, attitudes, and processes that 

might affect engagement. 

 

Dimensions of Employee Engagement 

Mamun (2012) suggests that there are different dimensions of employee engagement 

that make productive organisations stand apart from the rest and determine their 

destiny. Things like what employees get in exchange for the efforts they put to perform 

the delegated tasks, if employees are able to perform their best, if they are treated as 

an important asset or just a means to perform the job and how they can grow if they 

stick to their organisation are of great importance. Actually, these are emotional 

elements revealing the basic employee needs. They would like to contribute only when 

their efforts are recognized and awarded. Not only this, they can also drive them to be 

more efficient while delivering their jobs. 

 

Fleming J. and Asplund J. (2007) argue that among many variables that discriminate 

highly productive a workplace and those that are unproductive is the quality of the 

local workplace. Manager and his or her ability to meet the core set of employee 

emotional requirements.Work units that meet these conditions of engagement perform 

at much higher level than work units that fails to meet them. 
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Figure: 3 Dimension of Employee Engagement 

 
Source: Fleming J. and Asplund J. (2007) 

 

What Do I Get? Employee engagement, to an extent, depends upon what people get 

in exchange for performing the job. This includes basic compensation, benefits, 

organisational culture and working environment. These are basic elements that 

motivate them to join the organisation and perform the given task with complete 

dedication. 

 

What Do I Give? As it is a two way process, setting clear expectations plays an 

important role. This helps employees to understand what exactly they are expected to 

give the organisation. This includes defining their job responsibilities that they need 

to fulfill and tasks that they need to perform. The human resource team and immediate 

supervisors or managers need to tell them clearly what they are expected to do. It 
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creates more meaningful relationships among seniors and subordinates and 

workgroups. 

 

Do I Belong to the Organisation? Social association is the most basic requirement 

for anyone. Even employees would like to stay with the organisation that treats them 

as their integral part and not just the means to get the job done. My opinion Counts, 

give them satisfaction and motivates them to put their best to meet organizational 

goals. 

 

How Can I Grow? Continuous growth including promotions, salary hikes and 

rewards and recognition are most essential tools to retain employees in the 

organisation? New challenges and opportunities to learn keep them motivated towards 

their work life and encourage them to give their best even during crisis. According to 

Fleming J. and Asplund J. (2007) work units that meet these conditions of engagement 

perform at a much higher level than work units that fail to meet them. Primary within 

these conditions, are emotional elements that reveal our basic human needs: to be 

recognized as individuals and to contribute. At a local level, managers can influence 

employees' most basic needs by setting clear expectations and providing the needed 

resources.  

 

More than this, they can energize their employees by showing them that they care 

personally and professionally: Personally, managers can create meaningful 

relationships within workgroups and position employees so that they can do what they 

do best. Professionally, managers can provide challenging work and opportunities to 

learn, grow and make significant contributions. 
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Employee Engagement and Organisation Performance 

In this part we will see how employee engagement impacts organizational performance 

in the light of various research works done. 

Why should companies invest in employee engagement? The answer is, because 

employee engagement is interwoven significantly with important business outcomes.  

In the light of various research works done, Studies have found positive relationship 

between employee engagement and organizational performance outcomes: employee 

retention, productivity, profitability, customer loyalty and safety. Studies done by Ellis 

and Sorensen, (2007) suggest that Organisations should invest in employee 

engagement because employee engagement is interwoven significantly with important 

business outcomes.  

Towers Perrin Talent Report, (2003) shows that, engaged employee consistently 

demonstrates three general behaviors which improve organizational performance: Say 

the employee advocates for the organization to co-workers and refers potential 

employees and customers .Stay-the employee has an intense desire to be a member of 

the organization despite opportunities to work elsewhere Strive-the employee exerts 

extra time, effort and initiative to contribute to the success of the business. Blessing 

White (2006), Meere (2005) based on the survey conducted by ISR on 360000 

employees from 41 companies in the world’s 10 economically strong countries found 

that both operating margin and net profit margins decreased over a three year period 

in companies with low engagement, while these measures increased over the specified 

period in companies with high levels of engagement. Coffman and Gonzalez, (2002) 

say that engaged employee consistently demonstrates three general behaviors which 

improve organizational performance:  
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Say: The employee advocates for the organization to co-workers, and refers potential 

employees and customers. 

Stay: The employee has an intense desire to be a member of the organization despite 

opportunities to work elsewhere. 

Strive: The employee exerts extra time, effort and initiative to contribute to the success 

of the business. 

2.4. Research Gap 

There are a number of studies by different scholars both in Tanzania and outside 

Tanzania who have written on factors contributing to employee engagement. Kundy 

Joseph et al (2014), conducted a study with the main objective on employee 

engagement among workers providing HIV services in a low-resource setting in 

Tanzania Health sector. 

Robinson et al. (2004) in their study found that it is unlikely to find one particular 

approach or certain drivers that induce engagement since employee engagement and 

its drivers may possibly differ in every organisation. 

Siddhanta and Roy (2011) in their study found that trust integrity, nature of the job, 

career growth opportunities and also good working environment could enhance 

employee engagement. 

From the literature, there were limited studies done in Tanzania on factors which 

contribute to employee engagement. Many studies have been conducted outside 

Tanzania whereby those countries differ from Tanzania on geographical attributes, 

political inclination and socio cultural values. Also factors which contribute to 

employee engagement vary globally, depending on the country, culture and 

organisation.  
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Moreover, despite the fact that many studies were conducted to explore factors for 

employee engagement in relation to performance of an organisation, there is no 

empirical research which has been carried out to investigate the factors for employee 

engagement in Dodoma Municipality. Therefore, this study aims at filling the gap left 

by the previous researches, specifically to analyse the factors contributing to 

employee’s engagement necessary for the performance of an organisation. 

2.5. Conceptual Framework  

According to Smyth, (2004) conceptual framework is structured from a set of ideas 

and theories that help researchers to properly identify the problem they are looking at, 

framing their questions and find suitable literature. Generally, it guides the researcher 

towards the clarification of the research questions and objectives from the beginning 

of the study to the final stage. In this regard, the conceptual framework below provides 

the relationships existing between the independent variables; intermediate variables; 

and the dependent variables. It is expected that employee engagement as an 

independent variable will increase organization performance. But for the organization 

to perform well there must be intervening variables which will make an employee be 

engaged to the organisation. Those variables are recognition, empowerment, carrier 

development, professional growth, remuneration, job security, good relationship with 

colleagues and seniors, and lastly good human resource policies. 

 

 

 

Independent variable                           intervening variables                dependent variables 
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Figure 4: Conceptual Framework 

 

Source: Researcher Constructs (2014) 
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below  
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3.1 Study area 

The study was conducted at the Dodoma Municipal Council, in Dodoma Region, 

which was declared by the Government of Tanzania to be the Capital City of Tanzania 

in 1973. In July 1980 Dodoma town was granted a Municipal status. It is one of the 

districts among the seven district of Dodoma region. It has an area of 2,769 km2 with 

road navigation of 524.1 km. Out 203.2 km are passed easily throughout the year. The 

district population is 437,394(NBS 2012) whereby male are 211,206 and female are 

226,118. Women of bearing age are 149,177; less than five years are 87,479 with the 

growth rate of 2.9%. 

 

The study area has been chosen because, like many other local government authorities 

in Tanzania, Dodoma Municipal Council faces more or less the same problem of lack 

of employee engagement as exhibited by some workers from health and education 

departments attending part time employment. Therefore this is a rationale for selecting 

the Dodoma Municipal Council to be the study area and expecting to contribute in 

mitigating this very problem of employee disengagement. 

3.2 Research design 

Kothari (2004) defines a research design as “the arrangement of conditions for 

collection and analysis of data in a manner that aims to combine relevance to the 

research purpose with economy in procedure”.  

 

This study was a case study design because it provides rich details about cases of a 

predominantly qualitative nature. According to Saunder et al (2003), a case study 

generally aims to provide insight into a particular situation and often stresses on the 

experiences and interpretations involved in the study. Moreover, according to Babbie, 
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(1998) a case study seeks insights that have more generalized applicability beyond a 

single or few cases under the study.  The researcher used various methods of data 

collection including interviews, questionnaires and Observation to obtain in-depth 

information about the study.  

3.3 Sampling Design 

Sanders et al (2000) state that sampling technique provide a range of methods that 

enables the researcher to reduce the amount of data needed to be collected by 

considering only data from a sub-group rather than from all possible cases. The study 

employed purposive sampling and simple random sampling to obtain the information 

from the required area. Simple random sampling was employed so as to obtain 

information from the respondents who have an idea of the problem under the study 

and purposive sampling was employed because some of the respondents are experts 

on the information needed by the researcher. 

3.4. Sampling and Sample Size 

Trochin (2006) defines Sampling as the process of selecting units (e.g. people, 

organizations) from a population of interest so that by studying the sample, we may 

fairly generalize our results back to the population from which they were chosen. 

Additionally, Kothari (2009) defines a sample as a small portion that re presents the 

whole population. The study sample was drawn from six (6) secondary schools located 

in the town center, three (3) health centers and three (3) dispensaries located in the 

town center. Three (3) heads of department, all together constitute total number of 195 

employees. The selection of the sample size relied on Yamane’s (1967) formula for 

sample size with an error of 5% and with a confidence level of 95%; the population of 
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one hundred and ninety five (195) people comes up with one hundred and thirty (130) 

sample size. 

3.4.1 Target population 

The targeted population under this study was the staff from the departments of Health, 

Human Resource and Education, in the Dodoma Municipal council with a total number 

of 195 respondents as shown in table 1 below. 

Table1. Population of the study 

S/No Title of Respondent Population 

1 Health Department 80 

2 Secondary Education 

department 

111 

3 HR department 4 

Total Number of Respondent  195 

Source: Dodoma Municipal Council (2016) 

Yamane’s formula on sample size 

n =          N 

            1+N (e) 2 

Whereby : 

           n = is the sample size         

          N = is total population 

          e=  error of (5%) 

          1= is constant 

Data given:- 

n=            195/1+195(0.05)2 
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n=     195/ 1.4875 =195/1.5 

Therefore, n = 130 

3.5 Sampling Methods 

3.5.1 Purposive Sampling  

Adam and Kamuzora (2008) maintain that the decision with regard to which an 

element or item should be included or excluded in the sample rests on the researcher’s 

judgment and intuition. Therefore, the researcher chose respondents from the Dodoma 

Municipal Council Head office which comprised 18 respondents who are heads of 

section. Through these method four (4) respondents from the HR Department, four (4) 

respondents from the Education Department and ten (10) respondents from the health 

department were selected. The major criterion for selecting heads of section in the 

sample is the possession of expertise or experience about the problem under 

investigation. 

3.5.2. Simple Random Sampling 

Omary (2011) said that in simple random sampling, individuals are chosen in such a 

way that each has an equal chance of being selected and each choice is independent of 

any other choices. Kothari (2005) defines simple random sampling as a sampling 

technique which provides an equal chance of being selected from a wide population. 

Random sampling technique was employed to get six (6) schools and six (6) health 

facilities comprising one hundred and seventy seven (177) respondents which build up 

the population of the study. 
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3.6. Data Type and Sources 

3.6.1 Primary Data  

Kothari (2004) contends that Primary data are those collected afresh and for the first 

time and thus happen to be original in character. The researcher collected data directly 

from respondents through the use of questionnaire and interviews.  

3.6.2. Secondary Data  

There is no single source that has complete advantage. Instead, many sources are 

highly recommended for information harmonization. Then, secondary data were 

sourced from different archival materials such as circulars, journals, articles and 

official reports both published and unpublished. These sources were found at Dodoma 

Municipal council archives, Official reports, University of Dodoma Library and from 

electronic sources i.e. internet blogs. 

3.7 Data Collection Methods and Tools  

The study used two methods for data collection which were interview and 

questionnaire. The interviews were conducted with the employees whereby interview 

guiding questions were used. Also guided questionnaire was used. The secondary data 

were collected using documentary review.  

3.7.1 Interview Method 

Interviews was arranged to allow respondents to freely provide their views related to 

the problem that was under investigation. Both structured and unstructured interview 

guides were prepared before to guide a free flow of conversation. The purpose of 

applying this method is to supplement the questionnaire method of data collection so 

as to obtain qualitative data which was not collected through questionnaire.  
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3.7.2 Questionnaire 

The researcher used a questionnaire which contain close ended and some open ended 

questions to limit the respondents not to give irrelevant information to the topic under 

study. This was the main tool of data collection to facilitate the collection of 

quantitative data from top leaders and some lower level staffs in selected Departments. 

3.8 Reliability and Validity 

i. Reliability 

Golafshani (2003) defined reliability as the extent to which results are consistent 

overtime. Kothari (2007) defined reliability as the extent to which data collection 

process yields consistent results. In addition, Saunders et al (2007) argued that the term 

reliability meant to what extent does the repeated measurement of the same object, 

using the same instrument, yields the same or very similar results. This study adopted 

the construct validity to validate data and Cronbach Alpha (α) scale to measure internal 

reliability. Miller et al (2002) confirmed that Cronbach’s alpha (α) should be at least 

0.70 or higher to retain variables in adequate scale. The reliability test was done using 

SPSS.  

ii Validity 

Data qualities were explored through validity and reliability of the information 

collected from the field. Ndanshau (1996) noted that to obtain correct data from the 

field survey in the developing world remains questionable as they may affect social 

scientific research accuracy because of deficiency proof. In this respect, as information 

and data were fundamental in research, more interest was to ensure that several efforts 

were made. First, the questionnaires were pre-tested before actual data collection to 

counter-check the degree of accuracy of data to be gathered. Second, participant 
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observation and in-depth interview application allowed the researcher to participate 

fully in some activities and the respondents were allowed to respond freely to the 

questions which provided a clear misconception of concepts. 

3.9 Data Analysis  

Once the questionnaire or other measuring instruments were administered, the mass of 

raw data collected were systematically organized in a manner that facilitated analysis 

Mugenda (1999) is of the view that in order to facilitate data from questionnaires, 

interviews and reports, findings are extracted and presented to answer the research 

questions. Quantitative data were analyzed by using the Statistical Package for Social 

Science (SPSS) software to compute percentages, tabulation and cross-tabulation of 

responses. Variables were defined in the SPSS variable view window and thereafter, 

data were entered and analyzed descriptively, qualitative data were analyzed manually 

by the researcher.   

3.10 Ethical Consideration 

The consent for conducting the research was properly obtained by the researcher from 

the respective authorities. The right of the individual to participate or not to participate 

was protected and respected effectively, given that individuals participated voluntarily. 

Prior information concerning the ground and importance of the study were conveyed 

to the participants on time. No force or threatening was employed against any 

respondent during the time of data collection. Instead the individuals were free to 

volunteer and express their views relating to the problem under the study. Moreover 

confidentiality of participants was strictly observed. 
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CHAPTER FOUR: RESULTS AND DISCUSSIONS 

4.0 Introduction  

This chapter presents the results and findings of the study on each research objectives 

with regards to the data collected from the respondents. The first section provides the 

background information of the respondents, section two, present findings with respect 

to the research objectives and the guiding research questions as outlined in chapter one 

as follows : 

i. To identify the factors perceived by employees’ as major contributors to their 

engagement in the organization. The guiding question was: what are the factors 

perceived by employees that contribute to their engagement in the 

organisation? 

ii. To explore the practice of employee’s engagement dimensions in Dodoma 

municipal council. The guiding question was: How does the Dodoma 

Municipal Council practice the dimensions of employee’s engagement? 
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iii. To examine the extent to which Dodoma municipal employees are engaged in 

their organization. The guiding question was: To what extent are the Dodoma 

Municipal Council employees engaged in their organisation? 

4.1. Respondents Profile 

This sub section provides background information relating to the respondents in terms 

of age, department, gender, marital status, academic qualification and working 

experience. The respondents targeted in the study were one hundred and thirty (130) 

respondents.  

A total of 130 questionnaire ware administered and all of them were collected back 

which makes the respondent‘s rate 100%. 

4.1.1. Respondent’s Age 

Schaufeli et al (2006) suggest that the relationship between age and work engagement 

aligns with international research that found older employees had higher levels of work 

engagement than younger employees. James et al. (2011) suggest that older workers 

may have different expectations of work and may therefore respond differently from 

younger employees to the same working conditions. These authors suggest that older 

workers are more concerned with job security and company loyalty than younger 

workers and are therefore, more likely to persevere at their job and stay engaged than 

younger workers.  

Table 4.1 Respondent’s age 

Respondent 

age 

 Frequency   Percent  

20-30  38  29.2 

31-40  50  38.5 

41-50  31  23.8 
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51-60  11  8.5 

Total  130  100 

 

Source: Research data, 2016 

The findings in table 4.1 above revealed that 50 respondents were aged between  31-

40 years comprising (38.5 %); followed by 38 respondents who were aged between 

20-30 years (29.2%,);thirdly were 31 respondents were aged 41-50 that amounts to 

(23.8%); and the last were 11 respondents aged between 51-60 with (8.5%.). For this 

data, it shows that individual’s age can mediate their engagement. Robinson et al. 

(2004) found in their study that an individual’s level of engagement declines as they 

get older until they reached a tipping point of 60 years old. From the findings, it can 

be concluded that age does not have much effects on employee engagement because 

each individual is motivated differently depending on the situation. 

4.1.2. Respondent Department 

According to Business Dictionary (2013), department refers to specialized functional 

area or division, such as accounting, marketing, planning. Generally every department 

has its own manager and chain of command.  

 

The study involved respondents from three departments, namely, Human Resource 

Department, Education Department, and Health Department, which constituted of four 

(4) respondent from HR department comprising (3.1%,), sixty seven (67) respondent 

amount to (51.5%)  from Education Department and fifty nine (59) respondents equals 

to (45.4%) from Health Department as shown in table 4.2 below. This triangulation is 

important to the study as it enabled the researcher to obtain a representative sample 

which ultimately increased the reliability and validity of this study.  
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Table 4.2 Respondent’s department 

 Frequency Percent 

Human Resource 4 3.1 

Education 67 51.5 

Health 59 45.4 

Total 130 100 

 Source: Field Data, 2016 

4.1.3. Respondents Gender 

Gender is defined by FAO (1997) as ‘the relations between men and women, both 

perceptual and material. Gender is not determined biologically, as a result of sexual 

characteristics of either women or men, but is constructed socially. It is a central 

organizing principle of societies and often governs the processes of production and 

reproduction, consumption and distribution. Despite this definition, gender is often 

misunderstood as being the promotion of women only. However, as we see from the 

FAO definition, gender issues focus on women and on the relationship between men 

and women, their roles, access to and control over resources, division of labour, 

interests and needs. Therefore this study involves both male and females for the 

purpose of bringing gender equality as shown in the figure 4.1 below. 
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Figure 4.1: Respondents gender distribution 

 

Source:  Field data, 2016 

 

 

 

Figure 1 above shows that the respondent were chosen fairly involving both sexes male 

and female whereby fifty seven (57) males amounts to 56% and seventy three (73) 

female comprising 44% this shows that female respondents were very much dedicated 

in filling the questionnaire.   

4.1.4. Marital Status 

Marital status is a situation with regard to whether one is single, married, separated, 

divorced or widowed. In this study the researcher wanted to know the marital status of 

the respondent for the purpose of knowing the status of the respondents compared to 

their engagement level as shown in figure 4.2 below. 

44%

56% Male

Female
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Figure 4.2: Respondents’ Marital Status Distribution 

 

Source:  Field data, 2016 

 

 

The findings presented on figure 2 above revealed that, 72.3% of respondents were 

married, 21.5% were single, 5.4% were divorced and 0.8% were widows. Generally, 

the findings show that married respondents seem to be more engaged and stay long 

with the organization because they have establish their families. This finding is 

supported by the study conducted by Waseem and Yawar (2013) an investigation of 

the Relationship between Work Motivation (intrinsic& Extrinsic) and Employee 

Engagement. The large number of married respondents indicates that most of them 

have secured their jobs. They will, therefore, work for the same organization for long 

because they have to support their families.  

21.5%

72.3%

5.4%

0.8%

Single

Married

Divorce/divorcee

Widow/widower
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4.1.5. Academic Qualification 

Education is one of the most important characteristics that may affect a person’s 

attitudes and the way of looking and understanding any particular social phenomenon. 

In a way, the response of an individual is likely to be determined by his/her educational 

status and, therefore, it becomes imperative to know the educational background of the 

respondents. Hence, the variable ‘Educational level’ was investigated by the researcher 

and the data pertaining to education is presented in table 4.3 below 

Table 4.3 Respondents academic qualification 

 Frequency Percentage 

Certificate 20 15.4 

Diploma 39 30.0 

Degree 59 45.4 

Masters 8 6.2 

Advanced diploma 4 3.1 

Total 130 100 

Source:-Field data, 2016 

4.1.6. Working Experience 

The researcher intended to extract information on the respondents working experience 

in the Dodoma Municipal Council for the purpose of knowing the length of service for 

each respondents. 

Table 4.4 Respondents working experience 

 Frequency Percentage 

1-5 years 40 30.8 

6-10 years 37 28.5 

11-15 years 15 11.5 

16-20 years 13 10.0 

21-25 years 11 8.5 
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25 years and above 14 10.8 

Total 130 100 

Source:  Field data 2016 

 

The research results in table 4.4 above revealed that 40 (30.8%)  respondents who are 

the majority had experience of between 1-5 years, followed by 37(28.5%) who had 

experience of 6-10 years, 15 (11.5%) of respondent had experience of 11-15 years,13 

(10%) of respondents had an experience of 16-20 years, followed by 11 (8.5%) of 

respondent with experience of 21-25 years and lastly  14 (10.8%) of respondents had 

experience of 25 years and above as shown on the table above. The findings indicate 

that the study constituted respondents with different length of services. Therefore, it 

can be concluded that the majority of the sample had sufficient experience to comment 

on the study.  

4.3. Factors Contributing to Employees Engagement 

The aim of this area was to identify the factors contributing to employee engagement. 

In this respect, several factors have been identified and are perceived by employee to 

be the core contributor of their engagement. Here under is an explicate of each factor 

conceived to be a contributor of employee engagement.  

4.3.1 Recognition and reward 

According to Mandal and Dalal, (2006), the concept of reward and recognition has 

gained much importance in the current times and has captured the attention of 

organizational managers and researchers equally. Nelson (2003) suggests that in order 

for organizations to ensure that employee recognition activities are effective, genuine 

and meaningful, they should consider the following: recognition should be fair, 

transparent, inclusive, frequent, timely and varied; the form of recognition used should 
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be appropriate to the contribution that was made; recognition should be meaningful 

and reflect the preferences of the recipients.  

 

Saks (2006) is of the view that recognition is central to any discussion of employee 

engagement. Recognition may take the form of monetary or nonmonetary awards or a 

simple acknowledgement of a job well done. Whatever the method, recognition 

systems encompass a number of variables that are all important for maintaining high 

levels of employee engagement, including communication and respect. When an 

organisation or a supervisor rewards or recognizes an employee or team, they are 

communicating in a powerful way what types of activities and accomplishments the 

organisation values. By granting this recognition, the organisation is reinforcing what 

kind of effort and what types of behaviors it would like to see repeated by other 

employees. Recognition and reward are also the method which an organisation can use 

to make employees feel respected and valued. When employees are rarely recognized 

for a job well done, or when recognition is given inappropriately, engagement will 

suffer. According to Maslach et al (2001) lack of recognitions or rewards can lead to 

burnout. Therefore proper recognitions or rewards is very important for engaged 

employee Procedures must be well prepared to ensure that the employee’s job 

objectives are clearly defined and understood their job roles should be aligned with 

their career aspiration as possible. Sometimes there is an obvious divergence between 

the tasks and outlines offered by the organisation, compared to the employee 

expectations. Bhatnagar (2007) contends that since rewards strategies play an 

important role in reflecting the organizational culture, the organisations need to modify 

their rewards strategy to be aligned with their own particular organisation objectives.  
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Table 4.5 Recognition and Reward 

 Frequency Percentage 

Strongly Disagree 4 3.1 

Disagree 15 11.5 

Neutral 17 13.1 

Agree 59 45.4 

Strongly Agree 35 26.9 

Total 130 100.0 

Source:  Field data 2016 

Research data on table 4.5 above revealed that 59 (45.4%) of respondents “agreed” 

that recognition and reward can be a contributor of employee engagement, followed 

by 35 (26.9%) who “Strongly Agreed”, 17(13.1%) were “Neutral” in the sense of not 

sure if recognition and reward can make them to be engaged in their organisation.15 

(11.5%) “Disagreed” and the last one is 4 (3.1%) of respondents who “Strongly 

Disagreed” with this factor as contributor to employee engagement. Therefore, it can 

be concluded that if the organization recognizes and reward its employees for what 

they give for the organization, it will be easy for them to be engaged to the 

organization. This increases self esteem of the employees. However, employees have 

a tendency of responding to appreciation expressed through recognition of their good 

work because it confirms their work is valued. Furthermore this view is in line with 

the study conducted by Bratton and Gold (2007) who pointed out that rewards 

strategies can be described as the management’s key lever to creating higher levels of 

employee commitment and employee engagement.  

4.3.2 Employee Empowerment  

Empowerment has been defined by Conger and Kananga (1988) as a process of 

enhancing feelings of self-efficacy among organization members through the 
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identification of conditions that foster powerlessness and through their removal by 

both formal organizational practices and informal techniques of providing self-

efficacy information. 

  

A more operational level and process oriented definition of empowerment was given 

by Ugbaro and Obeng, (2000) who define empowerment as sharing with front-line 

employees the information about an organization’s performance, information about 

rewards based on the organization’s performance, knowledge that enables employees 

to understand and contribute to organizational performance and giving employees the 

power to make decisions that influence organizational direction and performance. 

 

 

 

Table 4.6 Employee Empowerment 

 Frequency Percentage 

Strongly Disagree 3 2.3 

Disagree 16 12.3 

Neutral 18 13.8 

Agree 64 49.2 

Strongly Agree 29 22.3 

Total 130 100.0 

Source:  Field data 2016 

 
Study findings in table 4.6 above showed that 64 (49.2%) of respondents “Agreed”, 

29 (22.3%) respondents “Strongly Agreed”, 18 (13.8%) were “Neutral” whether 

employee engagement can help employee to be engaged in the organisation, 16 

(12.3%) Disagreed followed by 3 (2.3%) who “Strongly Disagreed”. These findings 
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indicate that there is a relationship between employee engagement and employee 

empowerment. Hence it can be concluded that the more employees feel like they have 

the authority to make decisions about how their work is done, the more engaged they 

become in their work and the organization. Empowerment leads to greater 

collaboration and sharing of ideas. It can also lead to productivity gains and increased 

performance. These findings are in line with the study conducted by Chaturvedi (2008) 

who explains that empowerment is one of the most effective ways of enabling 

employees at all levels to use their creative abilities to improve the performance of the 

organization they work for and the quality of their own working life.  

 

 

 

4.3.3 Personal and Professional Growth 

Wellins and Concelman (2005), in their study, suggested that organizations can 

enhance engagement in their work force by creating a learning culture and creating 

individual development plans for every employee. Employees want to keep their jobs 

inventive and interesting by acquiring new knowledge and skills and applying new 

approaches in their daily work life. This can increase employee motivation, job 

satisfaction and help workers to more effectively manage job stress and so become 

engaged.  

 Well Satisfied and educated employees are the key to any organization’s short and 

long term success. Its growth helps employees to expand their knowledge, skills, 

attitude and abilities and apply the competencies they have gained to new situations.  

Table 4.7 personal and professional growth 

 Frequency Percentage 
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Strongly Disagree 

Disagree 

0 

5 

.0 

3.8 

Neutral 19 14.6 

Agree 65 50.0 

Strongly Agree 41 31.5 

Total 130 100.0 

Source:  Field data 2016 

 

The findings in the table 4.7 above shows that 65 (50.0%) of respondents “Agreed”, 

41 (31.5%) “Strongly Agreed,” 19 (14.6%) of respondents were “Neutral,” 5 (3.8%), 

“Disagreed” and 0 (0.0%) of respondents “Strongly Disagreed”.  

During an interview held at Health Department of the Dodoma Municipal Council,  on 

18 May 2016 with the Health secretary, concerning personal and professional growth 

of employees in relation to their engagement, She said that :- 

Personal and professional growth is a major contributor to 

employee engagement in a sense that most organizations especially 

public organizations have a tendency of developing their employee 

by helping them to pay tuition fees, whether it’s a short term or long 

term studies, and there must be a budget for employees development 

in the Council budget. Due to this fact, any employee who is helped 

to grow personally and professionally will automatically be engaged 

to the organization because the organisation valued him or her. 
 

Therefore, it can be concluded that personal and professional growth to employees is 

very important because the employees fill that they are educated and fit for the work 

they perform. In line with this findings a study conducted by Ahmadi et al, (2012) 

suggested that investing in human resources and developing their talents through 

personal and professional growth gives employees a sense of belonging within the 

organisation which in turn, promotes employee engagement,  
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4.3.4 Interesting and challenging work 

Challenging work can be a great motivator as it can keep employees engaged and 

interested in their work. However, if work becomes so challenging, it is practically 

impossible or if employees feel that they do not have the skills, resources or 

management to support to overcome the challenges, it can reduce their motivation and 

have a very negative impact on staff morale. Douglas et al (2004) revealed that the 

characteristics of one's job can influence the degree of meaningfulness an employee 

experiences at work, people need to feel challenged at work. This can be achieved 

through effective job design where employees are provided with challenging work that 

is varied. Workers are motivated by challenging and rewarding work. When an 

employee gets stuck in a position with limited upward mobility, his/her level of 

engagement in that role can disappear.  

Table 4.8 Interesting and Challenging Work 

 Frequency Percentage 

Strongly Disagree 3 2.3 

Disagree 12 9.2 

Neutral 8 6.2 

Agree 50 38.5 

Strongly Agree 57 43.8 

Total 130 100.0 

Source:  Field data 2016 

The study findings in table 4.8 above showed that 57 (43.8%) of respondents were 

“strongly agreed” that challenging and interested work is contributes to employee 

engagement, 50(38.5%) “Agreed,” 8 (6.2%) were “Neutral” whether interesting and 

challenging work can contribute to employee engagement, 12 (9.2%) “Disagreed” and 

3(2.3%), “Strongly Disagreed”. During an interview held at Makole Health Center on 
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18th  May 2016, with one of the nurses concerning, interesting and challenging work 

in relation to employee engagement, she said that:-  

To me, interesting and challenging work can contribute to employee 

engagement  because if an employee is interested in his work, it is 

easy to be fully engaged as he is working in the area of his interest, 
but at the same time, it can reduce the level of engagement to 

employee if the work is too challenging and the employee lacks the  

skills to perform the task; the work will become a source of boredom 

and reduce the level of engagement.  

 

From the findings it can be concluded that challenging work can be a greater 

contributor of employee engagement only if the employee are well equipped with the 

required skills, have all the resources necessary for performing task and they are aware 

of what they are supposed to achieve. In line with this view, Cleland et al. (2008) in 

their study identified work as a driver of engagement. They argued that for employees 

to be engaged, the job should be challenging, have clear goals and accountability, there 

should be freedom to act, purpose and meaning, important work and resources 

available. 

4.3.5 Sense of Achievement 

McClelland’s (1961) theory as discussed by Moorhead and Griffin (2002) is based on 

the individual’s need for achievement; the need for achievement refers to an 

individual’s desire to accomplish a task or goal more effectively than in the past. The 

need for achievement is most relevant to this study as a factor which contributes to 

employee engagement. Individuals with a high need for achievement, set moderately 

difficult goals and take moderately risky decisions. Conversely, individuals with a low 

need for achievement are inclined to set easily achievable goals with minimum risk. 

High need achievers are preoccupied with their work and continuously think about it 
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even when they are away from work. They also become frustrated with incomplete 

projects.  

High need achievers take personal responsibility for the job and often take on more 

than is required. This, in turn, leads to a sense of accomplishment. From this 

characteristic, it may be deduced that the job itself becomes a source of motivation. 

 

High-need achievers often do not make it to senior managerial positions as their traits 

conflict with the requirements of higher-level positions. At higher-levels they are 

expected to delegate more and are forced to take either more or less risky decisions 

than they are prepared to. The characteristics of high-need achievers closely resemble 

those associated with engaged employees.  

 

Table 4.9 Sense of achievement 

 Frequency Percentage 

Strongly Disagree 5 3.8 

Disagree 11 8.5 

Neutral 21 16.2 

Agree 66 50.8 

Strongly Agree 27 20.8 

Total 130 100.0 

Source: Field data 2016 

The results in table 4.9 show that 66 (50.8%) of respondents “Agreed” that the sense 

of achievement can contribute to employee engagement, along with 27(20.8%) of 

respondent who “Strongly Agreed,” 21 (16.2 %) were “Neutral,” 11 (8.5%) 

“Disagreed, ” and lastly, 5 (3.8 %) of respondents “Strongly Disagreed.” 
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These findings indicate that sense of achievement can be a contributor to employee 

engagement to a large number of employees. It can therefore be concluded that 

employees are influenced by achievement need because they want to be successful in 

what they are performing, though each employee is affected in a different degrees. For 

some employees, the desire to achieve overwhelms other factors that could cause 

failure, such as lack of required skills to perform task, lack of experience, and lack of 

ability. 

4.3.6 Remuneration and benefit 

The Employment and Labor Relation Act of the United Republic of Tanzania, Act No 

6 (2004) defines remuneration as the total value of all payments, in money or in kind, 

made or owing to an employee arising from the employment of that employee. 

Yermack (2004) contends that remuneration is not a new concept in business 

establishments. In the corporate world, all the members from owner to lower level 

employees work for money. Not only in manufacturing industries, but also in retail 

shops everybody wants high remuneration and financial incentives to fulfill one’s 

basic needs. Thus, it is necessary to work hard to improve the productivity of the 

employees and earn more money. Employee Remuneration can be a reward or 

compensation given to the employees for their work performances; it provides the 

basic attraction to an employee to perform a job efficiently and effectively.  

Table 4.10 Remuneration and benefit 

 Frequency Percentage 

Strongly Disagree 3 2.3 

Disagree 7 5.4 

Neutral 6 4.6 

Agree 44 33.8 
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Strongly Agree 70 53.8 

Total 130 100 

Source:  Field data 2016 

The results shown on the table 4.10 above indicate 70 (53.8%) of respondents 

“strongly agreed,” 44 (33.8%) “Agreed,” 7 (5.4%) “Disagreed” followed by 6 (4.6%) 

of respondents who were “Neutral” they were not sure if remuneration and benefit can 

contribute to employee engagement, and the last one is 3 (2.3%) of respondents who 

“Strongly Disagreed.”  

 

These findings show that remuneration, to a very large extent, influences engagement 

of employees. Thus poor, remuneration would lead to employee dissatisfaction and 

subsequent lack of motivation which, in turn, contributes to disengagement of 

employees as they will be looking for other means of getting payments to fulfill their 

needs. In line with this findings a study conducted by Wheeler (2008) suggest that 

according to different motivation theories, such as Maslow's Need Hierarchy, Two 

Factor Theory given by Herzberg's, McGregor's Theory X and theory Y, Achievement 

Theory, money is a key source to persuade the behaviour of an individual towards 

his/her organization and work productivity. Thus, it is important for the corporate 

executives or managers to be aware of the economic and social background of 

employees so as to offer good remunerations to develop their talent enhance their skills 

and motivate them to work.  

To conclude this, therefore, for the organisation to engage its talented workforce, it 

should have to examine the needs of their employees, because some of the employees 

today may shift to other organisations because of the better remuneration and benefits 

or other attractive incentive packages. I 
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4.3.7 Job security 

Job security is another factor which contributes to employee engagement. Usually 

employees may become more satisfied with their jobs and decide to stay in the 

organization if they know that their jobs are secured. Hertzberg (1968) defines job 

security as the level to which an organization provides stable employment for 

employees. There are certain agreements made between the employee and employer 

which prevent the latter from sacking the former without any valid reasons. However, 

this particular term has different meanings according to the employment laws of each 

country. 

 

Guzel, (2001) and Taşkent (1992), are of the view that job security plays an important 

role in both social and working life because it helps individuals not to worry about 

their future, contributes to maintaining labor peace, increasing organizations’ 

productivity and protecting social balance and values. For this very reason, in order 

not to cause employee’s prestige loss in society, employees should not be dismissed 

from the organizations without reasonable grounds, because job security has political 

and social dimensions. 

 

Bakan and Buyukbeşe (2004) argue that factors motivating employees can occur in 

various forms, and in fact, job security is one of the most influential means of 

motivating employees, particularly in times of economic downturn. Employees’ belief 

that they will not lose their jobs or they will be employed in the same organization as 

long as they want is a significant reason for motivation. Therefore, job security is one 

of the most significant variables of employee satisfaction which expresses the general 

attitude of the employee towards his/her job. 
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Table 4.11 Job security 

 Frequency Percentage 

Strongly Disagree 4 3.1 

Disagree 6 4.6 

Neutral 22 16.9 

Agree 56 43.1 

Strongly Agree 42 32.3 

Total 130 100 

Source:  Field data 2016 

The results on table 4.11 above show that 56 (43.1%) “Agreed” followed by 42(32.3%) 

who “Strongly Agreed,” 22 (16.9%) were “Neutral,” 6 (4.6%) “Disagreed,” and 4 

(3.1%) “Strongly Disagreed” These results indicate that job security to a large extent 

can contribute to employee engagement though does not contribute to all employees. 

During an interview held at Dodoma Secondary School on 18th May 2016, with the 

Second Mistress of that school, concerning job security and employee engagement, 

she said that: 

 Any person who works in either a public organisation or private 

organisation needs job security which makes an employee feel 

confident about their organization’s future. A person who feels 

insecure or who thinks his/her job is at risk, may be more likely to 

be looking for another work elsewhere or tell others negative things 
about the organization. 

 

Conclusively, these findings show that there is a relationship between job security and 

employee engagement. Furthermore, these finding is supported by the study done by 

Fazil Şenol (2011), on The Effect of Job Security on the Perception of External 

Motivational Tools which revealed that Continuity of employment is essential for the 

existence of job security in which it is impossible to say that an employee who 
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constantly worries about the future of his/her employment would be motivated to work 

by any motivational tools. 

4.3.8 Socialization and Good Relationship with colleagues 

Much of the work we do every day depends on having a positive working relationship 

with our colleagues in the organisation. Having a good rapport with the supervisor, 

manager or our colleagues is very important but some of the employees may spend a 

day, a week or even a year without speaking or meeting with his/her boss. Being able 

to communicate effectively with our supervisors, mangers or our colleagues helps us 

to get our jobs done by sharing information and offering feedback. 

Austin (2002) and Weidman et al.(2001) suggest that Socialization is the process 

through which an individual learns to adopt the values, skills, attitudes, norms and the 

knowledge needed for membership in a given society, group or organization.  

 

Table 4.12 Socialization and Good Relationship with Colleagues 

 Frequency Percentage 

Strongly Disagree 5 3.8 

Disagree 12 9.2 

Neutral 24 18.5 

Agree 63 48.5 

Strongly Agree 26 20.0 

Total  130 100.0 

Source:  Field data 2016 

The results shown on the table 4.12 above indicate that 63(48.5%)” agreed” that 

socialization and good relationship with colleagues contribute to employee 

engagement, 26(20%) “Strongly Agreed,” 24 (18.5 %) were “Neutral”, 12 (9.2%) 

“Disagreed” and the last one is 5 (3.8%) who “Strongly Disagreed.” 
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These findings reveal that employees who socialize and have good relationship with 

colleagues are likely to be engaged and during socialization they are influencing each 

other. Thus, in conclusion on this factor, there is a relationship between higher levels 

of socialization and increased employee engagement level. Thus, supervisors and 

heads of departments should encourage employee socialization at the work place. In 

line with this view, the study done by McGee (2015) revealed that there is a significant 

correlation between employee socialization and high levels of employee engagement.  

 

4.3.9 Policy and Procedures 

Hallberg and Schaufeli, (2006) argue that Human Resource practices vary across 

regions and organizations. Some of the important aspects of HR practices include 

recruitment criteria, work plan, compensation structure, promotions, staff training and 

reward attached with effective performance. HR practices are significantly related with 

employee work performance and employee satisfaction. However Organizational 

expertise about HR practices signifies the role of workers to execute their described 

jobs for enhancement of organizational work. Human Resource practices are vital for 

the development of organizations.  

Table 4.13 Policy and procedures 

 Frequency Percentage 

Strongly Disagree 1 .8 

Disagree 8 6.2 

Neutral 24 18.5 

Agree 64 49.2 

Strongly Agree 33 25.4 

Total 130 100 

Source:  Field data 2016 
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The findings in the table 4.13 above indicate that 64 (49.2%) of respondents “Agreed” 

that good HR policy and procedures contribute to employee engagement, then 33 

(25.4%) “Strongly Agreed”, 24 (18.5%) were “Neutral”, followed by 8 (6.2%) who 

“Disagreed” and the last one is 1 (0.8%) of the respondents who “Strongly Disagreed” 

.These findings show that if there are good human resource procedures and policies 

and are well and fairly practiced, they can lead to engagement of employees as they 

will feel the organisation to be a safe place to work.  

 

It can, therefore be concluded from the findings of the present study that human 

resource procedures and policies are influential in enhancing work performance and 

satisfaction of workers, hence employee engagement. This view is in line with the 

study done by Vance R.J (2006) who suggests that to engage workers, as well as to 

benefit from that engagement, your organization must invest in its human resource 

practices starting with employer practice such as job and task design, recruitment, 

selection, training, compensation, performance management and career development. 

Such practices affect the employees level of engagement.  

4.4 Practice of the Dimensions of Employees Engagement 

The aim of this part is to reveal the extent to which Dodoma Municipal Council 

practices the dimensions of employee engagement, which are believed to make an 

employee be engaged to the organization. Here under is the presentation of what has 

been found during data collection. 

4.4.1 Employee Clearity about the Organization Objectives to be achieved  

Powell (2015) is of the view that one of the biggest challenges to employee 

engagement is the lack of clarity from company leaders about an organization’s goals 
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and purposes. Without that clarity, employees at all levels will find it difficult to align 

their goals and vision, with that of the organization. Employees then get frustrated, 

their engagement drops, and they do not know how to work effectively and re-engage. 

Moreover, Weber and Weber (2001) explain that goal clarity is the degree to which 

employees understand an organization’s goals and the means for achieving those goals 

precisely, because people are goal-oriented and they are driven by their sense of 

purpose, desire, and value.  

 

 

 

Table 4.14 Clarity about the Organization Objectives 

 Frequency Percentage 

Strongly Disagree 33 25.4 

Disagree 53 40.8 

Neutral 1 .8 

Agree 35 26.9 

Strongly Agree 8 6.2 

Total 130 100.0 

Source: Field data 2016 

 

Research on table 4.14 revealed that, 33 (25.4%) of respondents “Strongly Disagreed” 

followed by 53 (40.8%) who “Disagreed,” 1 (0.8 %) were “Neutral” 8 (6.2 %) 

“Strongly Agreed” and 35 (26.9%)  “Agreed” During an interview held at Lukundo 

Secondary School on 12th May 2016, with one of the teachers concerning their 

participation in setting the organisation objectives and his awareness about the 

objectives of the Council, mission and vision, this is how  He responded:- 



61 
 

I am now having 9 years experience in my work. But I have never 

been participating in setting any organization’s goal or objectives 

concerning my department. What I know is that I am a teacher and 

I have to teach and at the end of the day the students must pass their 

examination. But I am not aware if there are any other objectives 

which I am supposed to meet concerned my profession. 

 

These findings indicate that the employees are not clear with the organization’s 

objective. This is caused by management failure to explain the goals or mission and 

vision of the organisation. This may lead to disengagement of employees because a 

large percent of employees are not clear with what they are supposed to achieve. Locke 

and Latham, (1994) support this by arguing that Commitment to the goal or goal 

intensity can be enhanced when people believe that achieving the goal is possible and 

that achieving the goal is important. Conclusively employee should be made clear with 

the organisation goal or mission and vision to help them know what the organisation 

want from them.  

4.4.2 Employee Opportunity to Learn and Grow 

Growth is one of the key factors of employee engagement. When employees are clearly 

explained what will be their career growth in the next three years, they will get 

engaged. It is also to be plainly made known to employees that someone in the 

organization takes care of their growth. It is also important that if the organization is 

successful in creating a feeling in the minds of employees that they have long term 

career in the organization then that will boost the engagement level.  

 

A study done by Sivakumar (2012) shows that employees want to learn and update 

themselves continuously when given an option for employees to choose the training 

they want, and when the organization puts them into relevant training for their future 
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role, showing keen interest in developing employees by investing money and time, 

then people will show a higher level of engagement. 

 

Also, Hewitt (2004) in their previous study, on double digit growth organizations, 

revealed that in double digit growth companies, there was a clear mechanism to 

encourage employees’ growth. Not only employees can improve the skills needed in 

their current job, but they can also develop new skills to assume greater responsibilities 

in the double digit organizations.  

 

 

Table 4.15 Employee Opportunity to Learn and Grow 

 Frequency Percentage 

Strongly Disagree 40 30.8 

Disagree 

Neutral 

49 

0 

37.7 

.0 

Agree 32 24.6 

Strongly Agree 9 6.9 

Total  130 100.0 

Source:  Field data, 2016 

The results on table 4.15 above show that 49 (37.7%) “Disagreed”, 40 (30.8%) were 

“Strongly Disagreed”, 32 (24.6%) “Agreed,” 9 (6.9%) “Strongly Agreed” and 0 (0.0%) 

of respondents were “Neutral”. This shows that employees are not given the 

opportunity to learn and grow. During an interview held on 12th May 2016 at 

Chinangali Secondary School and Miyuji Secondary School, concerning about being 

given an opportunity to grow and learn, two teachers from their respective schools said 

that. 
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We are not given opportunity to study compared to other sectors. I 

found that in the Education Department, it is very hard to be given 

an opportunity to study and to be supported with tuition fee. 

Something which leads to some of the employees to abscond and 

others cheat on something which will give them a chance to study 

compared to the Health sector whereby there is a budget for 

developing its employee. 

 

 The second respondent said that: - I think if someone is given an 

opportunity to study, it will make him/her capable of overcoming a 

lot of challenges. I am employed in the public sector, but the 
situation is worse because the circular requires that a new employee 

should work for three years and above in order to be allowed to 

study. This, for sure, disappoints us because we are losing a lot of 

opportunities and sometimes you may work for more than three 

years but you may also miss the opportunity. So, we are doing 

business as usual with a lot of challenges. One can give more if 

he/she feels there is a sense of progress.  

Conclusively, the organisation should invest in its employees in self development and 

training towards enhancing their skills and give them an opportunity to learn and grow 

as it has been found that this factor contributes to employee engagement and makes 

them more productive at the workplace. This view is in line with McGregor’s Theory 

Y and theory X (1960) in which it is believed that in theory Y, people are capable of 

learning new tasks and skills and encouraging this behaviour which lead to higher 

levels of performance. 

4.4.3 Giving Feedback to Employee about their Work Progress. 

Ashford and Cummings (1983) define feedback as information about one’s task 

performance or behavior as perceived and evaluated by others or oneself. Feedback is 

a critical management practice that supports empowerment. It is used by management 

for the following purposes. Aids employees in improving weak performance, helps to 

highlight employees’ weaknesses, highlights employees’ strengths and abilities and 

provides an encouragement tool. It is also important for managers to collect their 

employees’ feedback, because a two way communications will increase the 
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opportunity for employees’ involvement. Williams (2008) suggest that, although 

numerous studies cite communication as a critical component of employee 

engagement, the fact is that literature on the effects of feedback delivery on employee 

engagement is limited. Feedback research has been historically connected to the Goal 

Setting Theory, in which positive behaviors are attained by developing goals and 

improved through the use of feedback.  

 

 

Table 4.16 Giving Feedback to Employee about their Work Progress 

 Frequency Percentage 

Strongly Disagree 20 15.4 

Disagree 42 32.3 

Neutral 25 19.2 

Agree 39 30.0 

Strongly Agree 4 3.1 

Total 130 100.0 

Source:  Field data 2016 

 

The results on table 4.16 above show that 42 (32.3%) of respondents “Disagreed,” 39 

(30.0%)”Agreed,” 25 (19.2%) were “Neutral” they did not say if they are given 

feedback or not, 20 (15.4%) “Strongly Disagreed”, 4 (3.1%) “Strongly Agree”. During 

an interview held at Makole Health Center on 26th May 2016, with one of the medical 

attendants concerning the feedback mechanism in their working place, she said that: 

Feedback is the information we all need to be truly effective in the 

workplace, whether positive or negative feedback. But I see that 

things are going differently because most of the employees lack 
feedback, especially those who are in the lower cadre. We can stay 

even a year without meeting with our supervisors something which 

causes the  employee to become unaware of how things are going on 

in the organisation; we cannot even know how we perform our work.  
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The interpretation of these data shows that feedback is not given to the employees to 

a large extent and this may lead to employee disengagement. Due to the importance of 

feedback, the study concludes that if employees continue to work without any 

feedback, concerned their work it will decrease the employees morale. The 

management therefore should take initiatives in providing employees with feedback. 

This view is in line with Holzer et al. (2001) who suggest that feedback information 

influences employees satisfaction at the place of work, thereby motivating them to 

continue working, thus becoming engaged. 

4.4.4 Tendency of Organizing Social Event to Employees. 

Based on McClelland’s theory (1961), affiliation needs entail the need for human 

companionship and to spend time in social relationships. People with a high need for 

affiliation want reassurance and approval from others and are genuinely concerned 

about other’s feelings. They are more likely to conform their thinking and actions to 

comply to those individuals with whom they have a close relationship with. 

 

Professions including high levels of interpersonal contact and helping others appeal to 

people with a high need for affiliation. Kreitner and Kinicki (2002) report that, those, 

people who fall within this category, prefer to spend time nurturing relationships and, 

therefore, find it hard to take unpopular decisions. As a result, individuals in this 

category are not the most effective managers as they would be concerned about taking 

decisions that others may dislike. The need for affiliation does not correspond well 

with the characteristics of an engaged employee. This however, does not imply that 

there is no room for employees with high affiliation needs in organisations. On the 

contrary, production processes utilizing a team approach and assembly line workers, 

due to the nature of their jobs, have a much greater need for affiliation than knowledge 
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workers. The relationships that an employee has at his or her workplace can be divided 

into the relationship the employee has with co-workers and the relationship the 

employee has with the manager. The importance of the relationships that an employee 

has at work has been emphasized in many studies of employee engagement, such as 

Robinson et al. (2004), Sibson Consulting (2010) and the Society for Human Resource 

Management (2013), which revealed that positive relationships with co-workers can 

foster a sense of loyalty, solidarity and moral support and engagement among the staff. 

These bonds may boost the overall results and productivity, as employees are more 

likely to want to avoid disappointing their teammates and to remain a cohesive team, 

especially when faced with adversity. Creating a more pleasant working environment 

through relationships with co-workers can increase employee satisfaction. 

Table 4.17 Tendency of organizing Social Events to Employees 

 Frequency Percentage 

Strongly Disagree 14 10.8 

Disagree 65 50.0 

Neutral 7 5.4 

Agree 41 31.5 

Strongly Agree 3 2.3 

Total 130 100 

Source: Field data 2016 

The findings in table 4.17 above revealed that 65 (50%) of respondents “Disagreed” 

that their organisation organize social events, 41(31.5%) “Agreed”, 7(5.4 %) were 

“Neutral,” 14(10.8%) “Strongly Disagreed” and 3 (2.3%), “Strongly Agreed.” The 

researcher also interviewed one of the nurses in charge at the Aghakhan Health Center 

on 13th May 2016, about organizing social events at the work place and this is what he 

said: 



67 
 

What I see is that there is a gap between the management and 

employees and also between employees and employees which to my 

perception, it is due to the lack of social events something which 

creates a gap between us and create a sense of fear to our 

supervisors, even if you did not do anything wrong., I do believe that 

friendship at the workplace can form a strong social support network 

for each other, both personally and professionally. 

  

The findings show that most of thme employees do not participate in social events or 

the management arranges social events which, in one way or another, involve a few 

employees. Conclusively, as the data reveal, a great percent of the employees do not 

participate in social events. The management should therefore, take into consideration 

the importance of employees socialization at the workplace. This view is in line with 

Kahn (1990) who argues that interpersonal relationships that is trusting and supportive, 

including both the relationships that an employee has in groups, teams and with the 

manager, promotes employee engagement. 

4.4.5 Employee involvement when Setting Organization Goal or Designing 

Engagement Strategies. 

According to Ackers (2006) employees participation is a process in which decisions 

in an organisation are shared among individuals who are, otherwise hierarchically 

unequal. Participatory management practices involve subordinate, the staff and their 

managers in sharing information, problem solving and decision making endeavors. 

Thus, employee participation does not only involve decision making processes, but the 

entire welfare of the employees. Any organisation that involves its employees in the 

management process does so through employee involvement programs. These 

programs involve employees in the decision making process, or when designing any 

strategy that touches the interest of the employees and  in the  areas that affect their 

jobs in order to make the organisation more efficient and to  increase commitment 

from the employees to the organization's success. By involving workers in the areas 
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that affect their jobs, employee involvement programs aspire to give workers more 

control over how they perform their jobs; this leads to greater motivation and 

engagement of the employees.  

According to Baumruk et al (2006) the concept of employee participation and 

involvement has seen a growing interest from different scholars and human resource 

management. Many organisations are faced with the challenges of managing and 

empowering their employees to actively participate in decision making. In this current 

tumultuous economic environment, organisations require creative and innovative 

employees who can take initiative, embrace change, stimulate innovation and cope 

with high uncertainty in the market. Most of the new generation employees want to 

work in companies that can actively listen and embrace their ideas.  

 

Hung (2008) argues that the concept of employee’s participation has taken many 

forms, evolving through the employee participation and involvement decision making 

concepts into the contemporary empowerment perspective. Employee’s involvement 

and participation thus, contribute greatly to how organisations make decision and run 

their businesses. The employee’s participation and involvement affect both the 

employees and the organisation positively and negatively. In fact involvement and 

participation are very important in the organisation because as Baumruk et al (2006) 

argued when the employees have the feeling of being treated ‘in the loop’ were 

engaged; employees who feel that they are suffering in terms of engagement were ‘out 

of the loop’. As manager’s, they should have an influential power to get employees to 

be involved in making decisions and completing the daily up-to-date organisation 

progress and objectives to build the employees confidence. 
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Table 4.18 Employee involvement when Setting Organization Goal or Designing 

Engagement Strategies. 

 Frequency Percentage 

Strongly Disagree 19 14.6 

Disagree 67 51.5 

Neutral 4 3.1 

Agree 32 24.6 

Strongly Agree 8 6.2 

Total 130 100.0 

Source:  Field data 2016 

The study found that 67 (51.5%) of respondent “Disagree”, 32 (24.6%) “Agreed,”19 

(14.6%) “Strongly Disagree,” 8 (6.2%) “Strongly Agreed” and 4 (3.1%) were 

“Neutral” to whether they are involved in setting organisation goal. This shows that 

the employees were not involved in setting the organization’s goals/objectives. This 

makes most of the employees not aware with the organization’s goal. This is proved  

by the results obtained from question number 8 (1) which revealed that 66.2% of 

respondents were not aware about the organization’s objective due to lack of 

involvement as shown in table 4.18 above. In conclusion from these findings, if the 

employees do not feel that they can contribute to the job or task they are performing, 

they feel disconnected and thus, engagement and motivation will be lacking. This view 

is in line with a study conducted by George and Jones (2012) who said that when 

employees have the ability to make decision and when they make decisions, they feel 

more connected with the job or task they are performing. This in turn influences 

engagement in a positive way.  
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4.4.6 Regular Meeting with Your Manager for Discussing Your Progress 

Meeting is where a group of people come together to discuss issues, to improve 

communication, to promote coordination or to deal with any matters that are put on 

the agenda and to help get any jobs done. Mehle, (1996) is of the view that meetings 

occur for a variety of reasons and are necessary for the success of any organization. 

For any meeting to be successful it needs the support of the group involved, or the 

organisation behind it and it must have the intention of achieving some goal or 

objective. Meetings are necessary for any organization to grow. Through meetings, 

employees and management team can have opportunities to exchange ideas and 

discuss the organization’s objectives though some organisations   think that meetings 

are not necessary and they run their organizations without holding any meeting unless 

there are emergency issues. 

Table 4.19 Regular Meeting with Your Manager for Discussing Your Progress 

 Frequency Percentage 

Once a year 19 14.6 

Twice a year 9 6.9 

Thrice a year 10 7.7 

More than thrice 15 11.5 

Never 77 59.2 

 130 100.0 

Source:  Field data 2016 

The findings in table 4.19 below show that 77 (59.2%) had “never” met with their 

supervisor in a period of 12 months, only 19 (14.6%) had met “once a year”, followed 

by 15 (11.5%) who succeeded to meet with their supervisor for “more than thrice a 

year,” 10 (7.7%) met “thrice a year” followed by 9 (6.9%) who met “twice in a year.” 
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The finding above reveal that the management does not conduct their regular meetings 

comes to the point that some of the employees do not know their supervisors. This 

therefore, can be concluded that lack of meetings with the employee, can reduce their 

morale to the work they perform due to lack of feedback and other benefits of 

employee meetings. This view is in line with the study conducted by Kambuwa (2014) 

which indicated that the views of participants should be an indicator that attempts 

should be made to make meetings more productive by selecting the appropriate staff 

to sit in meetings. The staff should be made aware of what meetings would encompass 

and take the necessary steps to ensure good leadership during the meetings.  

4.5 Employee Engagement Level 

According to Carnegie (2012), a fully engaged employee is enthusiastic about his or 

her work and feels completely involved. He or she will go the extra mile to ensure 

customer satisfaction, spread enthusiasm and ensure that his team is successful. On the 

other hand, the partially engaged employee does the minimum to get by, concentrates 

on the job at hand and adds little extra value. The disengaged employee demonstrates 

negativity at work and undermines the accomplishments of others, potentially creating 

a toxic atmosphere in the workplace. Because engaged employees feel personally 

connected to the organisation, they are more productive and less likely to leave their 

job. Fully engaged employees are a top priority. 

 

Pech and Slade (2006) argued that disengaged employees are those who have mentally 

quit the organisation but stay on while their energies are unavailable to the 

organisation, while engaged employees are fully committed to the organisation and 

work to the best of their ability. Disengaged employees can show up for work each 

day and use minimum effort just to get by. This means that they are physically present 
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but not engaged cognitively. A person who fails to fully engage and is disconnecting 

from his/her role is displaying personal disengagement, something which Kahn (1990) 

describes as the unemployment of the self. When this occurs, it can be a source of 

concern for employers as symptoms of disengagement and can be very damaging for 

the performance of the organisation such as increased absenteeism, reduced 

productivity, less commitment towards the organisation and reduced customer focus. 

Simon (2012) in essence says that employee disengagement is the polar opposite to 

employee engagement and is something which can have a damaging effect on the 

business. It ultimately means that an organization’s most valuable resource is its 

employees are not performing to their full potential, with disengagement being the 

central problem of the worker’s lack of commitment and motivation. The ultimate act 

of disengagement is for an employee to quit the organisation, something which leads 

to the key talents being lost and is both costly and time consuming to replace.  

Table 4.20 Employee Engagement Level 

 Frequency Percentage 

Very high 13 10.0 

High 30 23.1 

Medium 51 39.2 

Low 28 21.5 

Very low 8 6.2 

Total 130 100.0 

Source: Field data 2016 

The study found that 51 (39.2%) of respondent respond that the engagement level of 

employees in the Dodoma Municipal Council fell under “medium” level, 30 (23.1 %) 

reported that the engagement level was “high”, 28 (21.5%) reported the engagement 

level was “low”, 13 (10.0%) reported engagement level was “very high” and 8 ( 6.2%) 
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reported engagement level to be “very low,” as shown in table 4.18 above. During data 

collection in the field, the researcher observed that many employees were not in their 

workplaces and some of them were just sitting idle outside their work stations. When 

the researcher held an interview with one of the teachers at Viwandani Secondary 

School, on 26th May 2016, the respondent said that: 

You cannot find all the teachers here because if someone stays here 

from morning to evening what shall we eat? We are doing a very 

tough work but the salary is too small to fulfill our needs. Therefore 

if you get a chance you go out to find other means of earning income. 

 

In conclusion the study revealed that some of the employees in the Dodoma Municipal 

Council are not highly engaged. They are moderately engaged and this level of 

engagement has been caused by different factors which have been revealed on how the 

Council practices the dimensions of the employee engagement which cause the 

employees not performing to their full potential. 

 

 

 

 

 

 

CHAPTER FIVE: CONCLUSIONS AND RECOMMENDATIONS 

5.0. Introduction 

This chapter presents a summary of the study, conclusions, areas of further research 

and recommendations in view of the findings of the study. 
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5.1. Summary of the Study 

Several factors have been revealing to be the contributors of employee engagement. 

Generally the findings reveal that remuneration and benefits was pointed out as factor 

which, to a large extent, contributed to engagement of employees at the Dodoma 

Municipal Council, Other factors includes interesting and challenging work, personal 

and professional growth, job security, human resource policies and procedures, 

recognition and reward, employee empowerment, sense of achievement and lastly 

good relationship with colleagues. 

 

Moreover the dimensions of employee engagement were explored and see to what 

extent they were practised. The study revealed that the Municipal Council practices 

the dimensions of employee engagement partially something which remove employees 

commitment and lower their sense of belongings to the organisation, especially those 

employees from the lower cadres.  

 

Lastly the study intended to know the extent to which the employees of the Dodoma 

Municipal Council were engaged to their Council. The results revealed that the 

employees were moderately engaged.  

5.2 Conclusions 

Based on the study findings, it is concluded that remuneration and benefits is a major 

contributor of employee engagement, followed by other factors arranged according to 

how they contribute to employee engagement. These include, interesting and 

challenging work, personal and professional growth, job security, human resource 

policy and procedures, recognition and reward, employee empowerment, sense of 

achievement and lastly good relationship with colleagues. All these factors have a 
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significant influence on employee engagement. However, the contribution of these 

factors varies in strength and appeal to the workers. 

 

Objective two was intended to explore the dimension of employee engagement and 

how they are practiced. The study findings revealed that majority of respondents they 

are not given opportunity to go for further study as it is not so easy to be allowed to go 

for further studies. Very few are lucky to get the opportunity. Very few respondents 

were clear about the organization’s objectives, feedback is not given to the employees 

at specific time and, sometimes, it is not given at all. No social events which may make 

the manager, supervisor and other lower cadre employees to intermingle. There is lack 

of employee involvement, this leads to most of employees not to be aware of what they 

are supposed to achieve, and they are doing business as usual. Lastly there are no 

regular meetings this lead to some of the employees not to meet with their supervisors 

and others do not even know the names of their bosses. Although the majority of the 

respondents revealed that the employee engagement dimensions are not well practiced 

at the Dodoma Municipal Council conversely these dimensions were found to be 

practiced based on the response of few respondents. 

The last objective was to examine the extent of employee engagement at the Dodoma 

Municipal Council. Findings showed that the employees were moderately engaged. 

Nonetheless there were some employees who were highly engaged.  

 

Consequently  remuneration and benefit, interesting and challenging work, personal 

and professional growth, job security, Human resource policy and procedures, 

recognition and reward, employee empowerment, sense of achievement and good 

relationship with colleagues revealed to be factors contributing to employee 

engagement while poor employee involvement, difficultness in getting opportunity to 
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go for further study for personal and professional growth, unclear about the 

organisation objectives, poor feedback mechanism, lack of  social events poor 

employee involvement in setting organisation objectives and other issues which 

directly touch employees, lack of regular meetings revealed to be contributors of 

employee disengagement, these factors were revealed to be the necessitate of the 

employee but the Dodoma Municipal council does not practice them as it is supposed 

to be. However, some factors may work better as engagers in certain organisation than 

others 

5.3 Recommendations 

With regards to the findings, the study comes up with the following recommendations 

to different levels.  

5.3.1. To the Government 

 Given that employee engagement is very important for the organization’s 

success, it is important for the government and the executive director in 

collaboration with the Heads of Departments to promote employee engagement 

from the very beginning when the employee is employed by putting into 

consideration those factors which have been revealed to be contributing to 

employee engagement. They all play a certain role when it comes to employee 

engagement. 

 The Government, through policy making bodies, should formulate policies and 

issue circulars which will demand every organisation, especially Local 

Government institution to have an employee engagement strategy and focus 

more on employee engagement as a key driver of the organization’s 

productivity. 
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 Both public and private organisation should enforce the dimension of 

employee engagement as they have greater importance in the organisations and 

they can increase the level of engagement to employee.  

5.3.2. To Management 

 The Management should focus on the involvement of staff which will motivate 

them to develop themselves within the organisation and be aware of what is 

going on in the organisation especially in areas that touch them directly this in 

one way or another, will bring positive effects to employees and the 

organisation as whole and in turn will maintain and improve the engagement 

levels.  

 The Management should make sure that employees are continuously 

developing their skills through the training, by allowing them to go for further 

studies and setting aside a budget for developing its employees so as to support 

them with training cost. This will make employees feel that the organisation 

has invested on them and they will make some effort in their work. 

 The Heads of Departments and Head of Sections should be fair in allocating 

employees to various seminars and workshops. 

 The Management should conduct regular meetings with the lower cadre staff.  

 The Management should try to conduct social events, for example, sports 

between the management and staff or interdepartmental social events because 

socialization causes a positive relation with employee engagement and they 

should search for a new way of socializing its employee. 
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 HR professionals must recognize that engagement is a strategic issue that 

cannot simply be left to manage itself. Therefore, they should initiate strategies 

which will help in engaging employees. 

5.3.3. To employees 

 Employees need to take proactive roles to ensure the progress of their 

career/professional development by taking initiative to develop themselves 

without waiting for an organization to administer a formal learning 

opportunity. 

 Engaged employees should act as an agent of change to those employee who 

seems to be disengaged. 

5.4 Areas for further Research  

This study focused on factors contributing to employee engagement and captured some 

dimensions of employee engagement. The practice of the employee engagement 

dimensions would be a matter for further research for the purpose of providing deeper 

understanding into practices of dimension of employee engagement in different 

organisations both public and private. 

 Moreover, research on the same topic can be done to private and public organisation 

in Tanzania and other countries to find out more factors for employee engagement. 
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APPENDICES 

Appendix 1: Research questionnaire 

Research Title: Analysis of factors contributing to employee engagement on 

performance of an organization. The purpose of this questionnaire is to assist in 

collecting relevant data to be used in accomplishing the study. You are kindly 

requested to respond to these questions and the information provided shall be used for 

academic purposes only and will be treated confidentially. 

A. Personal information  

1. Your age 20-30……….31-40………41-50………51-60……….. 

2. Department…………………………. 

3. Gender (please circle whichever is relevant) 

a. Male  

b. Female  

4. Marital Status 
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a. Single  

b. Married  

c. Divorced/Divorcee  

d.  Widow/widower 

5. Academic qualifications (circle the relevant answer) 

a. Certificate       

b. Diploma       

c. University degree  

d. Master’s degree 

e. Any other (specify)…………………………………… 

6. How long have been working at this organization? (put √to the relevant answer) 

Less than one year ……1-3 years …...4-6 years …...7-9 years……10+ years  

B. Factors contributing to employee engagement 

7. The factors mentioned below are predicted to be the major contributors of employee 

engagement, Please rate them by putting a tick in an appropriate box which best 

describe your feeling. 

Key:  1=strongly disagree. 2= disagree. 3= Neutral. 4= Agree. 5= strongly Agree 

S/N  factors contributing to employee engagement Responses  

1 2 3 4 5 

1. Recognition and reward      

2. Employee Empowerment.      

3. Personal and Professional Growth.      

4. Interesting and challenging work      
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5. Sense of Achievement      

6. Remuneration and benefit      

7 Job Security      

8 Relationships with Colleagues, Subordinates and 

Seniors 

     

9 Human Resource Policies and Procedures      

 

 

 

C. The extent to which employees are engaged in their organization 

8. Please rate the following as to what extent do Dodoma Municipal council/other 

institution in Dodoma municipal council employees are engaged in their organization, 

tick one item.  

 Very high  

 High   

 Moderate  

 Low   

 Very low  

 

9. Apart from the factors which have been mentioned in this tool, In your own opinion 

what factors do you perceive to make you engaged in your organisation? 

1. ………………………………………………………………………………… 

2. ………………………………………………………………………………… 

3. …………………………………………………………………………………. 
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4. …………………………………………………………………………………. 

5. ……………………………………………………………………………… 

D. Dimension of employee engagement 

10.The below items are said to be the dimension of employee engagement that can 

make an employee to engage himself/herself to the organization, please tick in the 

appropriate box by showing whether you strongly agree, agree, disagree and strongly 

disagree. 

Key:  Key:  1=strongly disagree. 2= disagree. 3= Neutral. 4= Agree. 5= strongly Agree  

 

11. How often do you have regular meeting with your manager for discussing your 

progress? 

S/No Dimensions 1 2 3 4 5 

1 The council/institution  make its employee clear 

about the organization objectives to be achieved 

     

2 The council/institution give opportunity to its 

employee to learn and grow 

     

3 The council/institution has a tendency of giving 

feedback to its employee about their work progress 

     

4 The council/institution have a tendency of organizing  

social event to its employees, eg sports, get together 

parties etc 

     

5 The council always involve its employee when 

setting organization goal, or when designing 

employee engagement strategy.  
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Once/year          twice/year           thrice/year         More than trice          never         

 

THANK YOU FOR YOUR COOPERATION 

 

 

 

Appendix 2: Interview guide 

1. Do you think interesting and challenging work can contribute to employee 

engagement and how? 

2. Does job security have any impact for you to stay in this organisation? 

3. Do you participate in activities of setting objectives or strategy regarding 

employee requirements or your department? 

4. How does your organisation provide opportunity for employee development, 

and do you think providing opportunity for development can to contribute 

employee engagement?  

5. How does your organisation provide feedback to its employee? 

6. In your organisation, is there any socialization between employee and 

management? Does socialization have any impact to both employee and 

management concerning their engagement? 

7. How do you rate employee engagement level in your organisation? 

 


