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ABSTRACT 

This study assessed the factors affecting employees‟ attraction and retention in Local 

Government Authorities of Tanzania by using Njombe District Council as a case 

study. More specifically the study sought to: assess the status of employees‟ 

attraction and retention, examine the factors affecting employees‟ attraction and 

retention, analyze the challenges facing employees‟ attraction and retention, and 

suggest possible strategies to improve employees‟ attraction and retention in Local 

Government Authorities of Tanzania. The study used cross sectional design and by 

adopting both quantitative and qualitative approaches. This study has pointed out that 

there is generally low employees‟ attraction and retention in local government 

authorities of Tanzania. The study has put forward the factors affecting employees‟ 

attraction and retention in local government authorities to be basic salary/pay rate, 

fringe benefits, training and development opportunities, career growth, adequacy of 

working resources, recognition level and status level whereby they are at lower level 

in local government authorities. The study pinpointed the challenges drawing back 

the efforts to attract and retain employees in LGAs to be Salary difference between 

Local Government Authorities and other public organizations other than Local 

Government Authorities, low human resource management autonomy, inadequate 

financial resources, effects of decisions of national board of salaries and re-

employment of public servants by some public. The suggested strategies to improve 

employees‟ attraction and retention in local government authorities is to improve the 

factors affecting employees‟ attraction and retention and addressing the challenges 

drawing back the efforts to attract and retain employees. The study administered 

questionnaires to 60 respondents and interviewed 08 key informants while 

documentary review was used to get data from pre-existing documents. Quantitative 

data were analysed through statistical package for social sciences (SPSS) and 

qualitative data were pertinent to factual and logical interpretation of contents. The 

study recommends that, employees‟ attraction and retention efforts in local 

government authorities be taken as a very serious national issue and the suggested 

strategies by this study be observed for the survival and outstanding performance of 

local government authorities of Tanzania. 
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CHAPTER ONE 

INTRODUCTION 

1.0 Introduction 

This study entails an assessment of the factors affecting employees‟ retention in 

Local Government Authorities (LGAs) of Tanzania and suggests solutions to 

improve employees‟ retention. Employees‟ retention has become a topic of interest 

for this research due to great importance of attracting and retaining competent 

employees in public organizations. Also employees (human resources) are the most 

important resources acting on other resources to bring benefits and are to be retained 

for optimal performance of Local Government Authorities (LGAs) in Tanzania. The 

employees‟ attraction and retention are to be highly observed by all organizations 

including Local Government Authorities of Tanzania for their survival. 

This chapter of this study provides the discussion onthe background to the study; 

statement of the problem; objectives of the study; research questions, the scope of the 

study as well as significance of the research to policy makers, academicians and 

researchers. 

1.1 Background to the Study 

It has become very difficult to attract and retain competent employees in different 

organizations; most of organizations remain victim of employee turnover through 

voluntary transfers and other reasons (Jack, 2003). The problem of employees‟ 

turnover globally can be traced back to 19
th

 century during the beginning of formal 

human resources management in European industries, it has been increasing over 

time and in 2008 about 20 millions of employees left their employers (ibid). Such 

problem is expected to be more serious in future as it is projected to increase over 

time in both public and private sectors (Edward, et al.,  2009). Taylor (2012) reports 

that the employee retention was decreasing overtime in 2010s in some organizations 

in UK for example at Asda the UK‟s largest supermarket. Even in America, 

particularly in Unites States it is reported that Employees to leave their employers 

has now remained the life of the day (Huckman, 2014). 

To retain competent employees is an issue in African countries due to free mobility 

of employees and variation in benefits at different organizations (Jack, 2003). Other 
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factors are like looking for all benefits, recognitions, career growth, caring 

environment, work life balance and competitive salaries. Most of employees who are 

competent are thinking of moving to look for better employers (Swarnaltha & 

Vasantham, 2016). The trend of employees‟ turnover in different continents by 2010 

was not god and is still a problem signifying low employees‟ attraction and retention 

(Maganga, 2011). 

Table 1. 1: Employees’ turnover rate in different continents by 2010 

CONTINENT YEARS AND TURNOVER RATE IN (%) 

2010 2009 2008 

Europe 10% 10% 10% 

America 16% 23% 09% 

Asia 14% 11% 11% 

Africa 08% 05% 11% 

 

The information on the Table 1.1 justifies that employees‟ turnover has been existing 

in different organizations for several years ago and directly signifies low employees 

retention in different organizations in the World.  

Employees‟ turnover as a problem of different organizations has been reported in 

Tanzania particularly in Public sectors and leads to low Employees‟ retention. 

Muhoho (2014) found that there is turnover of employees in public sector of 

Tanzania through voluntary transfer something which signifies low employees‟ 

retention, this is because the higher the voluntary turn over the lower the employees‟ 

retention. In 2014 several employees voluntarily left their employment from their 

public organizations to other public organizations on grounds of bad human 

resources management practices and psychological torture at their point of origin 

(ibid).  

The freedom of labour mobility in Tanzania has made employees‟ attraction and 

retentions to be a big issue to some organizations and Local Government Authorities 

(LGAs) have become the most vulnerable organization with high out migration of 

employees. LGAs in Tanzania have remained the area for absorbing new employees 

and training then when they become competent most of them do not stay in LGAs 
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but leave to other organizations, this is evidenced by different researchers like 

(Thomas, 2011), (Muhoho, 2014)  and  (Mrope, 2018). All these reseachers found 

that the employees, attraction and retention is low in Local Government Authorities 

in Tanzania. Their studies concentrated on observing human resource management 

practices and environmental factors in relation to general employees turn over in one 

single Local Government Authority (LGA) and not on the national perspective to 

cover public policy issues on Human Resource Management in Tanzania. For 

example Mrope (2018), found that contextual factors like shortage of social services 

such as transport and communication, water electricity and health services were the 

sources of general turn over of employees at Chunya District Council. The author, 

indicated that, in 2012 a total number of 173 employees left the council (ibid). 

Therefore the current status of employees‟ attraction and retention has not been well 

known, the general factors for employees‟ attraction and retention in LGAs have not 

been adequatily assessed, there has been little knowledge on the challenges facing 

employees‟ attraction and retention in Local Government Sector as whole and the 

strategies for improving employees‟ attraction and retention by reducing the transfer 

of employees from LGAs have not  been adequatly suggested. This study covers 

such gaps of knowledge by attending specifc issue of voluntary transfer from LGAs 

to other public sectors of employees and low attraction rate to LGAs. 

1.2 Statement of the Problem 

Some of job positions at Local Government Authorities (LGAs) exist the same as in 

Central Government, executive agencies and other institutions. These positions are 

Like Administrative Officers, Accountants, Procurement Officer, Human Resource 

Officers, Personal Secretaries, Internal Auditors, Legal Officers, Drivers and Record 

Managers. 

For the aim of improving efficiency in public service labour mobility is allowed by 

Public Service Management and Employment Policy Section 5.23 (URT, 1999), The 

Public Service Act No 8 of 2002 (URT, 2002) together with Public Service 

Regulations of 2003 section 107 (1) as well as Standing Orders for the Public Service 

of 2009 Section J. 4 (1) (URT 2009) Section J. 4 (1) allow labour mobility across the 

public service but still the movement is one sided since LGAs are experiencing 
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higher emigration rate than in-migration rate of employees, most of employees shift 

from Local Government Authorities (LGAs) to other institutions and not from other 

institutions to LGAs. Also it is very rare to get employees like Administrative 

Officers, Human Resource Officers, Personal Secretaries, Internal Auditors, Legal 

Officers, Drivers and Record Managers applying to shift from other institutions to 

LGAs but there are frequent requests of these employees to move out of LGAs 

(URT, 2018). This unidirectional movement of employees from LGAs to other 

institutions signifies low employees‟ attraction and retention at LGAs. This has made 

LGAs as trainers of these employees and after being competent they emigrate to 

other institutions and LGAs remain the victims of this one directional movement of 

employees. 

This low employees‟ attraction and retention raises many unanswered puzzles for the 

growth of Local Government Authorities (LGAs). According to (Bibble, 1999) in 

most cases employees who voluntarily leave the organizations are those with Talent 

and Good contributors, most of these are those who make difference to the 

organization.  

The Employment Policies, Laws and Regulations guiding public service in Tanzania 

allow the free mobility of labour across the public service and employees are moving 

out of Local Government Authorities, for example the available data in five Councils 

of Njombe Region (Njombe DC, Njombe TC, Makambako TC, Wanging‟ombe DC 

and Ludewa DC) show that 36 employees left these LGAs to other public sectors in 

one year 2018, and a total number of 119 employees left these LGAs within the five 

years from 2014 to 2018 while only one (1) employee was received by these LGAs 

from other public organizations. This is an alarming rate of LGAs to loose 

employees through voluntary transfer and needs attraction and retention measures 

(URT, 2018) 

Despite high transfer of employees from Local Government Authorities (LGAs) to 

other organizations in the public service of Tanzania, the general factors affecting 

employees‟ attraction and retention at local government authorities have not recently 

been adequately assessed. Most of researchers have studied factors for employees 

turnover in Tanzania by focusing on environmental and management practices at 
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individual local government authorities and not on employees‟ attraction and 

retention issues out of environment and management practices, for example Mrope 

(2018) found that contextual factors like shortage of social services such as transport 

and communication, water electricity and health services were the sources of general 

turn over of employees at Chunya District Council whereby in 2012 a total number 

of 173 employees left the council. Also Thomas, (2011) and Muhoho, (2014) 

observed that bad human resources management practices were the source of general 

turnover of employees in LGAs. The aspects of employees‟ attraction and retention 

in LGAs have been not well covered by these former scholars as most of employees‟ 

are leaving the LG sector. More knowledge is needed on employees‟ attraction and 

retention factors and status in local governments of Tanzania and suggest solutions to 

reduce out migration of employees from LGAs.  

This study therefore, assessed the current factors affecting employees‟ attraction and 

retention in Local Government Authorities (LGAs) in Tanzania drawing experience 

from Njombe District Council. This study is very important in ending the persistence 

of high transfer of employees from LGAs to other public organizations and then 

improve the performance of LGAs. 

1.3 Objectives of the Study 

1.3.1 Main objective 

The main objective of the study was to assess the factors affecting employees‟ 

attraction and retention in Local Government Authorities of Tanzania.  

1.3.2 Specific objectives 

i. To assess the status of employees‟ attraction and retention in Local 

Government Authorities of Tanzania 

ii. To examine the factors affecting employees‟ attraction and retention in Local 

Government Authorities of Tanzania 

iii. To analyze the challenges facing employees‟ attraction and retention in Local 

Government Authorities of Tanzania 

iv. To suggest possible strategies to improve employees‟ attraction and retention 

in Local Government Authorities of Tanzania 
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1.4 Research Questions 

This study uses research questions instead of research hypothesis and the following 

questions guide this study: 

i. What is the status of employees‟ attraction and retention in Local 

Government Authorities of Tanzania? 

ii. What are the factors for employees‟ attraction and retention in Local 

Government Authorities of Tanzania? 

iii. What are the challenges hindering employees‟ attraction and retention efforts 

in Local Government Authorities of Tanzania? 

iv. What are the strategies to improve employees‟ attraction and retention in 

Local Government Authorities of Tanzania? 

1.5 Significance of the Study 

This study is useful to researchers and academicians. The study will end up with the 

report which will be useful those who wish to understand the problem of employees‟ 

attraction and retention as well as turnover. 

The study is also a good source of knowledge to students, this is because the product 

of this study will be used as a reference for students who wish to gain more 

knowledge on employees‟ turn over or employees‟ attraction and retention.  

The study also contributes to theoretical knowledge, the study used different theories 

of which their strengths and weaknesses have been pinpointed in relations to 

employees‟ attraction and retention. Hence there is contribution to theoretical 

knowledge. 

1.6 The Scope of the Study 

In terms of geographical coverage, the study covered Njombe District Council, it 

covered the 12 departments of where by each department was surveyed. In terms 

contents the research dealt with issues of employees‟ attraction and retention in 

Local Government Authorities of Tanzania and Njombe District Council was the 

representative authority of other Local Government Authorities in Tanzania. In terms 

of respondents only the employees at the head office of Njombe District Council 

were covered to represent the rest employees in rural areas. 
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CHAPTER TWO 

LITERATURE REVIEW 

2.0 Introduction 

This chapter entails information on the on employees‟ attraction and retention and it 

has been divided into three sections. The first section is the theoretical literature 

review where different related theories and concepts on employees‟ attraction and 

retention have been discussed. The second section deals the empirical literature 

review where different information form related researches, Journal article and 

reports have been explained from global to specific country and area of study as the 

empirical evidences of the existence of the problem. Also there is the conceptual 

frame work showing the relationship of dependent and independent variables. 

2.1 Theoretical Literature Review  

2.1.1 Definitions of key terms/concepts 

Employees’ attraction is the ability of the organization to attract potential job 

seeckers from the labour market or employees from other organization to enter the 

organization (Devaro, 2011). Employees‟ attraction is about maximizing the size of 

qualified applicants who wishes to be employed and work with the organization 

(Nikolaou & Oostrom, 2015), however under this study the employees‟ attraction 

will be narrowed to the ability of local government authorities to encouraging public 

servants from other public organizations to shifting into local government authorities. 

Employees’ Retention is the percentage of employees remaining in the 

organizations in a specific period of time (Jack, 2003). It involve the encouragement 

of workers to remain in for a long time within a single organization until the 

completion of the project. This study covers employees remaining at the 

organizations voluntarily. 

Labour/Employees’ Turnover is the opposite of employees‟ retention, therefore it 

is the percentage of employees leaving the organization for whatever reason (Jack, 

2003). Under this study it means the employees leaving the organizations voluntarily 

like transfers on request of employees from Local Government Sector to another 

public sector. 
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Employees’ attractions and retention in Local Government Authorities under this 

study means attracting and retaining employees at Local Government Sector as 

whole in Tanzania and not an individual Local Government Authorities. 

2.1.2 Theories and Models of Employees’ Attraction and Retention 

Equity Theory, according to Swarnaltha & Vasantham (2016) this is the motivation 

theory developed by J. Stancy Adams in 1960s with the idea that individuals are 

motivated by fairness in distribution of resources, for this theory there should be 

equity between one‟s own input and output/outcome ratios and the ratios of others. 

Under this context inputs entails all contributions of employee to his/her work like 

Time spent, efforts applied, hard work, commitment, ability, tolerance, personal 

sacrifices, trust in superiors, skills and the like. While the outputs entail all positive 

and negative consequences to employees like job security, esteem, salary, 

employees‟ benefits, recognitions, reputation, thanks and the like.  

This theory is related to this study because there is a difference in inputs and output 

ratios between employees in Local Government Authorities (LGAs) and those in 

other organizations forcing the formers to quit to other organizations with good ratios 

of inputs and outputs. The theory backs well the two objectives of this study which 

are “to examine the factors affecting employees‟ attraction and retention in Local 

Government Authorities of Tanzania and to analyze the challenges facing 

employees‟ attraction and retention in Local Government Authorities of Tanzania” 

The employees‟ attraction and retention at LGAs can be successful by reducing 

voluntary turn over through harmonizing inputs and outputs ratios throughout the 

public sector in Tanzania. 

Expectancy Theory, according to Swarnaltha & Vasantham (2016) this is the 

motivational theory developed by Victor Vroom with the idea that individuals act in 

certain way due to expected result of that behavior/actions, therefore people will 

choose to do what results to maximum pleasure and minimum pain. So, employees 

will shift away from the organization which results to minimum pleasure with 

maximum pain and move to organizations where they expect to get maximum 

pleasure (attractive outcomes) and little pain. Therefore, according to this theory, 
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employees might be moving away from Local Government Authorities (LGAs) 

because of the maximum pain with little pleasure and looking for better conditions to 

other organizations. 

The weaknesses of expectancy theory as related to this study is that perceptions 

effort, performance and the value of rewards are so staff that quantify comparisons 

between different choices or people using the expectancy theory framework may not 

be accurate. However, the theory does not list the factors for employees to stay or 

leave an organization. 

Maslow’s Hierarchy of Needs Theory, according to Swarnaltha & Vasantham 

(2016) this theory was developed by Abraham Maslow, for this theory human needs 

are grouped into five (5) levels to be observed by employers and managers to 

motivate employees and eventually attract competent employees and retain them. 

These levels are hierarchically arranged as follows: 

 Physiological and biological needs, these includes basic needs for human 

survival like food, air, shelter, water, sex, sleep and the like. These are the 

most important needs, so at first employers and managers should make sure 

that these needs are met before.  

 Safety or security needs, in this case after having physiological needs, human 

needs security. For example, home security, job security, stability and others. 

 Belongingness and love need, These are needs which aim at overcoming 

loneliness, these includes social needs / interpersonal needs like family, 

affection, working group, relationships and others of the like. 

 Esteem needs; Involves person to be respected and valued; in this case a 

person respect and value oneself also; these needs are like status, 

achievement, responsibility, reputation, recognition and others of the like, so 

workers should be respected and valued to be motivated and retained. 

 Self-actualization need, this is person‟s need to be what he/she was born to 

be. 

For this theory, in order to motivate employees and retain them all obstacles to 

human needs must be removed. It also adds that when employees‟ needs in hierarchy 
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are met employees will be motivated, retained and work harder to achieve 

organizational objectives. Therefore, low retention levels at Local Government 

Authorities (LGAs) might be caused by lower ability to meet human needs compared 

to other organizations. 

 

Figure 2. 1: Maslow`s Hierarchy of Needs 

Employee Retention Model, this is a philosophical newly founded theory which 

states that to keep or retain employees‟ employers and managers must understand 

what they like and what they do not like and address what they do not like by 

focusing on masses‟ needs (Swarnaltha & Vasantham, 2016). For this theory despite 

the big picture of the organizations also employers and managers must work to meet 

employees‟ needs. With this theory employees might be leaving at Local 

Government Authorities due to unaddressed issues that are not liked by employees 

also weaker arrangements on meeting employees needs as compared to other 

organizations can be big reasons for low attraction and retention of employees at 

Local Government Authorities sector as whole. 
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2.2 Empirical Literature Review 

Employee Attraction and Retention is reported to be facing several challenges 

globally and there is existence of Labour Turnover in all organizations in the world. 

According to (Jack, 2003) analysts believe that in 2008 about 20 million of 

employees left their employers globally. The status, factors, challenges and solutions 

on employees‟ attraction and retention have been reported in developed countries, 

Africa and Tanzania in particular. 

In developed Countries particularly in Europe the problem of low employees‟ 

attraction and retention also exist and increases as time passes. Taking United 

Kingdom (UK) as an example in Europe. Jack, (2003) explains that in 2001, the 

survey was conducted in UK and 90% of the total number of 109 executives 

surveyed said that it was difficult for them to attract and retain the best people in 

their organization. 90% is a large number and it is a good evidence that the problem 

of attracting and retaining competent employees is a serious problem in UK and 

Europe in General.  

Also Cole, (2013) asserts that in UK after hiring employees in many public and 

private organizations to retain them is a great challenge. For him, fighting for 

attracting and retaining talented employees is a global war among different 

organizations. In UK the problem of turnover is a big problem he gives examples at 

two European International companies namely Tesco and Sainsbury where in 2012 

and 2013 several employees left.  

According to Taylor (2012) the employee retention is decreasing over time and 

turnover rate is increasing rapidly in the whole UK The Skill Need in Britain 

reported the annual turnover rate in UK to be 16% in 1991, in 1995 it grew up to 

21%. The Chattered Institute of Personal and Development (CIPD) survey reported 

that the UK‟s annual turnover rate was 26% in 2000 and at Asda the UK‟s largest 

supermarket the turnover rate in 2001 was 28%.  The scholars who studied the 

problem of employees‟ retention in UK found that the major reasons for Employees 

to leave their organizations were: the need for recognition, lack of loyalty, looking 

for all types of benefits, looking for career growth, work life balance level, caring 

environment, looking for competitive compensation and looking for organizations 
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with good reputation. However, these results were much based on the developed 

nations and more studies are needed to know the real employees‟ attraction and 

retention status and factors for the phenomenon in Tanzanian context. 

In America the problem of employees to leave their employers has been reported by 

several scholars. Attracting and retaining competent employees is a headache and 

difficult Human Resource Management function in America. Employees are leaving 

their employers and this has remained the life of the day (Huckman, 2014). For 

example, in United States (US) the employees voluntarily leave their employers to 

other organizations to look for More Salary, career growth, recognition and for 

studies (ibid). These literatures are based in America and not in Tanzania where also 

the problem exist.  

These studies pay little attention to employees‟ attraction and retention factors and 

challenges, so more researches are important. From these findings one can suggest 

that public organizations in Tanzania particularly LGAs should struggle to attract and 

retain employees by paying living salary, recognizing employees and having good 

ladders for career growth.  

Furthermore, employees‟ attraction and retention is reported to be an issue in human 

resources management in middle income and developing countries. For instance, 

most of African countries are facing great challenges in attracting and retaining 

competent employees something which threatens organizational performance and 

survival (Swarnaltha & Vasantham, 2016). The more employees stay longer in the 

organization the more the performance of the organization can be and employees are 

the appreciating assets of the organization, their value increase over time and losing 

the experienced ones and replacing with new ones is a very big mistake and a great 

lose(ibid). The labour turnover in Africa is high and attracting and retaining 

employees who are competent is not an easy task. 

According to Schalkwyk, (2011) there is existence of turnover of employees in South 

Africa in public and private sectors something which makes the employees attraction 

and retention problematic. There are several reasons for employees to leave 

organization and one of the reasons is bullying at workplace. The bullying by 



13 

supervisors as well as by co-workers is a big reason for employees to leave an 

organization and makes low attraction and retention. This is because bullying is 

linked to psychological torture as well as physical effects to the employees and 

employees remains the victims of bullying in South Africa as a result employee leave 

the organizations and retention is lowered. It was then suggested that bullying 

(oppression and general bad treatment) of employers and supervisors as well as 

workers be removed at workplaces in South Africa and other African Countries. 

Mampane, (2012) adds that there is high rate of voluntary turnover of teachers in 

public sector in South Africa. In 2004 several teachers left the public sector and 53% 

of those who left were due to resignation and there were several factors for 

resignation including economic reasons like looking for more salaries, also due to 

looking for recognition and job characteristics as some jobs are more attractive than 

others in different organizations.  

Similarly, the attraction and retention of employees in Public Sectors in Tanzania is a 

big issue that requires public attention. Most of employees leave one public 

organization to another public organization due to several reasons like economic 

reasons such as salary, psychological factors and recognition reasons (Muhoho, 

2014).  

Moreover, Mrope, (2018) studied employees‟ turnover in local government 

authorities, his study aimed at exploring the influence of job satisfaction on 

employee‟s turnover, he used cross sectional survey design and questionnaire tools to 

collect data. He found that the major reasons for employees to leave local 

government authorities were co-workers relationship problem, lower pay rates, 

delayed promotion, long operating procedures and the bad environment of work. 

However, the researcher used only questionnaire tools and the study was in Mbeya 

region. Also the researcher did not include the aspect of employees‟ attraction in his 

study. Therefore, more studies in other regions like Njombe Region using more 

methods and including the aspect of Employees‟ Attraction could be meaningful. 

Also Thomas (2011) conducted study to identify reasons for employees to decide to 

quit the Lushoto District Council, he found that inequality, delayed promotion, lack 

of training and development and lower salary were the key causes of employees to 
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leave the council. He generalized that Lushoto District Council remained with 

shortage of employees and finally suggested to strengthen the employee retention 

strategies. The study has not covered the element of employees to leave the local 

government sector but just to leave Lushoto District Council. There is little evidence 

on the existence of recent researches conducted studies to explore the causes of low 

attraction and high employees‟ turnover and the impacts of the phenomenon at Local 

Government Authorities. It would be worth upholding to understand the real status 

and factors for employees‟ to leave the LG sector to other organizations. 

2.3 Conceptual Frame Work 

Ndunguru, 2007 defines conceptualization as to specify what is meant by a research 

concept. Put differently, conceptualization is about giving literal and scientific 

meaning, or definition of the concept. Fastine, (2012) argue that a conceptual 

framework help to link abstract concept to theory, and it is the first stage in designing 

a piece of research. Fisher (2010) explains that a framework is not a matter of 

thinking up completely new things, rather it is done by building upon the knowledge 

you have acquired from doing a literature review. 

Independent Variables                                       Dependent Variables 

                                                                            

                

                                                                               Or           

                                                                          

 

 

Figure 2. 2: Conceptual Frame Work  

Source: Adopted by Researcher 

From the conceptual framework, when the factors for employees‟ attraction and 

retention increase or decrease causes an increase or decrease of employees‟ attraction 
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and retention in LGAs. The arrow pointing upward implies the increase of the factors 

and the arrow pointing down signifies the decrease in the factors. 

2.4 Literature Review Summary 

There are several motivation theories related to the problem of employees‟ attraction 

and retention or turnover. There are several studies both in developed and developing 

countries that have been done on the employees turn over and retention problems, 

most of literature show that there are several causes of employees to leave the 

organizations or be retained. Some of them are pay rates, working environment, 

relationship with co-workers, supervision, work life balance and others of the like. 

There are few researches talked about the attraction element of employees, also most 

of them do not go beyond to cover the impacts of low employees‟ retention or high 

turnover rate.  

2.5 Research Gap 

 Most of researchers including (Thomas, 2011), (Muhoho, 2014)  and  (Mrope, 2018) 

did not include the aspect of employees‟ attraction in their studies and did not study 

in Njombe Region. For example Thomas (2011) just did not cover the element of 

employees to leave the local government sector to other organizations but just 

covered the aspect of employees to leave Lushoto District Council. Therefore, more 

studies in other regions like Njombe Region using more methods and including the 

aspect of Employees‟ Attraction as well as covering the voluntary transfer of 

employees to other public organizations that are not LGAs could be meaningful. 
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CHAPTER THREE 

RESEARCH METHODOLOGY 

3.0 Introduction 

Research methodology is a way to systematically solve the research problem. It may 

be understood as a science of studying how research is done scientifically (Kothari, 

2004).  Research Methodology is the philosophy of research process, that includes 

assumptions and values that serve as rationale for research and standards or criteria 

that researchers use for interpreting data and reach conclusions (What; Why; How). 

This chapter on methodology consists of research design, research site, population, 

sample and sampling procedures, data collection, data analysis plan, validity and 

reliability, limitations of study, time table and budget for this study. 

3.1 Research Design 

Research design is the detailed plan of obtaining enough data scientifically. Or is the 

arrangement of conditions for collecting and analyzing data in the best manner/way 

(Kothari, 2004). This study used Cross-Sectional design. This is the research design 

in which data are collected from the study population at a single point of time. The 

cross- sectional study design was selected and used in this study because it saves 

time due to the fact that dada are collected only one time and the study was given 

specific period of time to meet academic requirement of Master in Public 

Administration. So, required data were collected by dada collection tools only one 

time without repeating the exercise. 

3.2 Research Site 

Research site is the place or field where research is done or going to be done 

(Kothari, 2004). A good research site must be/have accessible, near, where required 

data are available, peace and harmony, good climatic condition and no 

communicable diseases. The research site for this study was in Njombe Region 

specifically at Njombe District Council. The Njombe region in general and Njombe 

Distric Council in particular was selected as a study area because of having an 

alarming rate of employees to leave LGAs of Njombe Region. For example 36 

employees left LGAs of Njombe Region to other public sectors in one year 2018, and 

a total number of 119 employees left these LGAs of Njombe Region within the five 

years from 2014 to 2018 and Njombe District Council had 12 employees who left 
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LG sector in 2018, this is a large number as no any employee was received by 

Njombe District Council LGAs from other public organizations from 2014 to 2018. 

Therefore, Njombe District Council fits as a research site for this study because of 

experiencing the challenges in attracting and retaining employees but losing several 

employees without any in migrant employee for several years. 

3.3 Population, Sample and Sampling Procedures 

3.3.1 Population  

In research work implies the total number of elements like people or objects 

identified for study (Palaniswany, 2006). The population for this research was all 

employees of Njombe District Council Head Offices and were 76 during the period 

of this study. This is because such population could be easily accessed and are 

always experiencing employees‟ turnover through transfer. 

3.3.2 Sample  

Is the small representative portion of the whole population selected for data analysis 

(Keller, 2012). This is the representative portion or subset of that population used in 

getting information. This study covered 68 respondents whereby 64 were purposively 

selected at the head office of Njombe District Council with 76 employees and other 4 

were also purposively selected from employees who left Njombe District Council to 

other organizations other than Local Government Authorities. The sample size from 

employees at Njombe District Council was determined by the following formula:     

   

Whereby   

N = Target population (76 employees)  

„ ‟ is an acceptable error (5%) 
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63.866   

 ≈  64 

Table 3. 1: Summary of Number of Respondents 

EMPLOYEES OF NJOMBE DISTRICT COUNCIL EMPLOYEES WHO 

LEFT NJOMBE DC 

TO OTHER PUBLIC 

ORGANIZATIONS 

TOTAL 

NUMBER OF 

RESPONDEN

TS 

NORMAL 

EMPLOYEES 

HEADS OF 

DEPARTMENYS 

HUMAN 

RESOURCES 

OFFICERS 

60 2 2 4 68 

 

3.3.3 Sampling  

In research is the process by which a representative portion of the population is 

selected for data analysis/collection. (Keller, 2012).  Purposive sampling method of 

non-probability sampling was used to obtain the sample. Purposive sampling is the 

sampling technique in which only typical characteristics of the population are 

selected for study. Only people who meet certain characteristics are selected for 

study from the population. This sampling technique was chosen and used because it 

is the best method of getting respondents with best attributes for research. 2 heads of 

departments, 2 human resources officers and 4 employees who left Njombe District 

Council were purposively selected as key informants of which data were collected 

from them through interview guide. Other 60 respondents were selected from among 

the employees of Njombe District Council head offices and questionnaires were used 

to get information from them. 

3.4 Data Collection 

Data collection is the research stage which involves obtaining require data from the 

sample by using research methods and tools (Kothari, 2004). 
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3.4.1 The Types of Data 

The study involved collecting primary and secondary data whereby primary data are 

the original/fresh data/first hand data collected for the first time from the field. These 

data were collected by interview method and Survey method through Questionnaires. 

Secondary Data are the second-hand data obtained from existing documents and 

were collected by documentary review method. 

3.4.2 Data Collection Methods and techniques/tools 

This study used three methods of data collection which are documentary review, 

survey method and interview (face to face interview and telephone interview.  

3.4.2.1 The survey method involved administering Questionnaires to collect data 

from 60 employees. Questionnaires were applied so as to cover many respondents 

within a short period of time. Also the survey method and questionnaire tools 

matched well with the objective and research questions in obtaining the required 

data. The respondents were educated enough to fill in written down questions 

because were government officials.  

Questionnaire was also convenient in this study as it is inexpensive technique of data 

collection and it serves the researcher time. Not forgetting that questionnaire offers 

greater secrecy as it does not offer face to face interactions between researcher and 

respondents and therefore gives respondents a chances to free expression of attitudes 

and perceptions that increases the probability of gaining precise data (Kumar; 2011).  

3.4.2.2 Interview Method, under this method 08 key informants/officials were 

interviewed. Interview method was used so as to test the validity and reliability of 

data collected by questionnaire method. Also the method could fit well in the 

objectives of suggesting the measures to improve employees‟ attraction and 

retention. 

3.4.2.3 Documentary Review Method was used to get the secondary data from 

written records/documents like Human Resources Reports and Human Capital 

Management Information System. The data include those showing the rate at which 

employees are leaving LGAs to other public sectors and the rate at which employees 

are received by LGAs from other public sectors. Therefore, documentary review was 
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useful in getting data on the status of employees‟ attraction and retention in LGAs 

where by the number of employees leaving and those entering Njombe District 

Council were obtained and compared.  

3.5 Data Analysis 

The multivariate analysis of data was used to analyse data by focusing on multiple 

regression analysis because this study has one dependent variable that is being 

affected by various independent variables. However, data for this study were 

analysed both qualitatively and quantitatively. Data analysis involved three main 

stages namely, preparing the data for analysis, analyzing data and interpreting data.  

3.5.1 Qualitative Data Analysis   

Qualitative data analysis is about extracting meaning, understanding from non-

numerical data whereby findings are communicated via narrative, diagrams, visual 

methods or interactive forms (Sutton & Austin, 2015). In this study, qualitative data 

analysis was achieved through content analysis. Content analysis is a research tool 

used to determine the presence of certain words or concepts within texts or sets of 

texts working though many text passages and analysis of frequencies (ibid). 

Therefore, in this study information collected by interview method were analysed by 

content analysis whereby relevant contents on employees‟ attraction and retention 

were extracted from the responses of interviewees.  

3.5.2 Quantitative Data Analysis  

A quantitative data analysis is characterized as being structured with predetermined 

variables, hypotheses and design (Bryman, 2012). In this study quantitative data 

analysis was performed by support of IBM computer software well known as 

Statistical Package for the Social Science (SPSS). By using SPSS frequencies and 

percentages of data were analysed and presented in frequencies and percentage 

tables, pie charts and bar graphs. 

3.6 Validity and Reliability of Results/Data 

3.6.1 Validity of Results/Data 

Validity refers to the extent to which a test measures what we actually wish to measure so 

that accurate and appropriate inferences can be made (Kothari, 2004). Validity of the 
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findings/results/data is confirmed by triangulating several methods and techniques of 

data collection and by triangulating data collected from different points or 

circumstances (Denzine, 1994). 

This study applied methods/techniques triangulation and data triangulation. Firstly, 

in methods triangulation, different methods and techniques of data collection were 

applied, these included interview method (both face to face and telephone 

interviews), Documentary review method and Survey method which involved 

administering questionnaires. The results from different methods and techniques of 

data collection are similar and are not contradictory something which proves that the 

results are valid.  

Moreover, in data triangulation, persons‟ triangulation was highly observed whereby 

data were collected from different groups of persons and these were: employees who 

left Local Government Authorities, Heads of departments, Human Resources 

Officers and Normal employees of lower levels. The results from these different 

groups of people and sources have the same direction and this proves that the 

findings/data/results are valid. 

3.6.2 Reliability of Results/Data 

Reliability refers to whether data collection techniques produce consistent findings if 

repeated in other similar situations and if replicated by other researchers (Saunders & 

Lewis, 2012). Also, it is said that reliability is the consistency of the measurements 

of the test. For example, if the same results are obtained repeatedly whenever the test 

is retaken (Kothari, 2004). Therefore, under this study the data collection technique 

particularly questionnaires were pre-tested before actual data collection and proved 

to bring good results something which makes then reliable. Also, the data collected 

have reasons of being believed to be stable and trustworthy. 

3.7 Limitations of the Study 

Research work is a laborious activity which can face several challenges like shortage 

of financial resources, shortage of equipment/instruments for data analysis, shortage 

of time to collect enough data, shortage of transport facilities, language barrier, bad 

weather or climatic condition, bad relief of a place, presence of diseases, ignorance 
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among respondents, poor cooperation from respondents and dad traditional beliefs. 

But in this study faced few limitations which are explained below: 

i. Shortage of Time; this study was conducted by the researcher to meet the 

academic qualifications of Master in Public Administration and was to be 

completed within the limited period of time. However, the researcher 

addressed the challenge of time shortage by working with high 

commitment to meet the deadline.  

ii. Shortage of Financial Resources, the researcher was self-funded and all 

research process were to be funded by oneself. For this reason, financial 

challenges were unavoidable in this study. There was high amount of 

money required for house rent, printing, travelling to meet respondents 

and eating. This challenge was addressed by the researcher by trading off 

and fore going some other areas that could consume money and allocate 

such money to this study. 

iii. Low Cooperation from respondents, the respondents of this study were 

all public servants who were busy with their official works, so some were 

not willing to respond timely to my study like for interview and filling in 

questionnaires. But this challenge was addressed by my daily physical 

present to their working premises to get the required data from them 

timely. 

iv. COVID-19 Pandemic, during carrying out this study there was outbreak 

and spread of Corona Virus which cause a flabbergasting and deadly 

malady known as COVID-19. The Virus/malady occurred at the end of 

December 2019 and rapidly spread throughout the World including 

Tanzania where the first case was reported in March 2020. The disease 

created great fear among people including my target population (all 

employees of Njombe District Council head office). As the disease was 

known to be spreading via physical contact among people, the study 

needed some more additional measures for the researcher and 

respondents to be safe and to hire good response rate from respondents. 

The challenge was solved by wearing masks, sanitizing hands, frequent 

washing of hands and physical distancing. 
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3.8 Logistical and Ethical Issues Consideration 

3.8.1 Logistical Issues 

Logistical issues refer to all those processes, activities or actions that a researcher 

must address or carry out to ensure research activities are conducted out peacefully 

and systematically. The main logistical aspects which were highly considered in this 

study are:  

i. Clearance from the Supervisor 

The clearance from the supervisor was obtained just after completing research 

proposal and testing it by plagiarism checker whereby the plagiarism report 

indicated the plagiarism rate of 15%. 

ii. Research Permit 

After the proposal was ready and cleared by the supervisor, the permission was 

sought and obtained from authority concerned at the University of Dodoma 

through the Head of Department of Political Science and Public Administration.  

iii. Fieldwork Permit 

The permission to collect data was obtained from the District Executive Director 

of Njombe District Council before starting collecting data in the field and this 

was done to avoid problems. 

3.8.2 Ethical Issues 

Research ethics deals primarily with maintaining good interaction between 

researchers and the respondents. This study was adhered to the following research 

Ethics: 

Safety and Security, under this element more attention was paid on precaution 

against COVIDI 19. All precautionary measures were considered to avoid the spread 

of Corona Virus. All respondents were secured from corona virus by ensuring that 

sanitization and washing of hands were well done. Also, questionnaires were self-

administered and face to face interview observed the reasonable distance between the 

researcher and the respondent whereby only four (4) respondents were interviewed in 

their physical presence while other four (4) respondents were interviewed through 

telephone call. 
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Respect for person, the autonomy of all research participants was highly respected. 

People were not used simply as a means to achieve research objectives. 

Beneficence, the risks of the respondents were minimized but the profits of the 

respondents were maximized. 

Informed Consent, the researcher ensured that people understand what was it means 

to participate in the research and allowed them to consciously decide to participate or 

not. This informed consent was not written but just involved accepting verbally.  

Confidentiality, the researcher adhered to confidentiality, information provided by 

the respondents did not go out to other persons. Also, the respondents‟ information 

like names and their job positions were not collected to maintain confidentiality. 
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CHAPTER FOUR 

RESULTS/FINDINGS AND DISCUSSION 

4.0 Introduction 

This chapter gives the discussion of results of the study which are tied with each 

research objective and questions. The data analysis and discussion has been grouped 

into five (5) parts to enable easy understanding. These parts include: the first is 

demographic information of respondents, the second is employees‟ attraction and 

retention status, the third part is factors affecting employees‟ attraction and retention 

in Local Government Authorities (LGAs), the fourth part is challenges facing 

employees‟ attraction and retention in LGAs and the fifth part entails the suggested 

strategies to improve employees‟ attraction in LGAs. From the second to fifth part 

the discussion is in line with specific research objectives of the study which are: 

i. To assess the status of employees‟ attraction and retention in Local 

Government Authorities of Tanzania. 

ii. To examine the factors affecting employees‟ attraction and retention in Local 

Government Authorities of Tanzania. 

iii. To analyze the challenges facing employee‟s attraction and retention in Local 

Government Authorities of Tanzania. 

iv. To suggest possible strategies to improve employee‟s attraction and retention 

in Local Government Authorities of Tanzania. 

4.1 Demographic Information of Respondents 

In this study 68 respondents were attended and in the demographic information each 

respondent was asked to give out one‟s Age, Sex and Education Level, this 

demographic information add value in this study as findings on factors affecting 

employees‟ attraction and retention may have relationships with these demographic 

variables. For instance, if most of respondents were youths one can say the 

participants were youth who are very mobile and another scholar may decide to 

include older people like those aged 51-60 years to see if the results comes the same.  

The demographic characteristics are presentment and discussed. 
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4.1.1 Age Distribution of Respondents 

Table 4.1 shows the ages of all 68 respondents who were involved in the study. Their 

ages are grouped into five (5) age categories of 11–20, 21–30, 31-40, 41–50, and 51–

60. This is because government employees follow under this range in Local 

Government Authorities.  

Table 4. 1: Age Distribution of the Respondents (N=68) 

Age 

Groups Frequency Percent Valid Percent 

Cumulative 

Percent 

11 - 20 

21 - 30 

0 

8 

0 

11.8 

0 

11.8 

0 

11.8 

31 - 40 30 44.1 44.1 55.9 

41 - 50 20 29.4 29.4 85.3 

51 - 60 10 14.7 14.7 100.0 

Total 68 100.0 100.0  

Source: Field Data (2020) 

The data presented in Table 4.1 above indicate that no or 0(0%) respondent was aged 

between 11–20 years, but 8 (11.8%) respondents were aged between 21-30 years, 30 

(44.1%) respondents were aged 31-40 years, 20 (29.4%) respondents were aged 41-

50 years and 10 (14.7%) respondents were aged 51-60 years. Therefore, there were 

68 (100%) respondents who participated in this study. The analysis in the Table 4.1 

indicates that most of the respondents were under age category/group of 31-40 years 

which contain 30 respondents which is equivalent to 44.1% of all respondents. Also, 

age group of 11-21 had zero respondent. For easy comparison the data on the 

distribution of ages of respondents are pictorially presented by bar chart below:  
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Figure 4. 1: Age Group of Respondents  

These data on ages of respondents give some implications to this study: Firstly, the 

age group 31 to 40 to have the largest number respondents (44.1%) followed by age 

group 41 to 50 which had (29.4%) implies that the study involved the respondents in 

the age group of mobile labour (employees under mobile ages) and are relevant in 

this study which is linked to labour mobility. Hence the data were collected from the 

right respondents at the middle of working age for public servants in Tanzania. 

4.1.2 Sex Distribution of Respondents 

Under demographic information the study collected the sex categories of respondents 

in two groups of male and female with assumption that any bisexual respondent 

could fall under the two categories by observing the sex which could be proved to be 

more powerful than the other one. The data are well presented in Table 4.2 below: 
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Table 4. 2: Sex Distribution of Respondents (N=68) 

Sex Groups 

Frequency Percent Valid Percent 

Cumulative 

Percent 

Male 32 47.1 47.1 47.1 

Female 36 52.9 52.9 100.0 

Total 68 100.0 100.0  

Source: Field Data (2020) 

Table 4.2 reveals that 68 respondents participated in the study and among them 32 

respondents which is equal to 47.1% were males and 36 respondents which is 

equivalent to 52.9% were females. Hence the number of female respondents 

exceeded the number of male respondents by 4 which is equivalent to 5.8% 

difference. These data on sex of respondents have been presented by bar chart below 

for easy comparison and impression. 

 

Figure 4. 2: Sex Categories  
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These results on sex of the respondents imply that the study involved both men and 

women and therefore this study was gendering sensitive and such gender sensitivity 

makes the results of the study to be free from gender bias. 

4.1.3 Education Levels of Respondents 

In collecting data from respondents in the field it was important to get their education 

levels. The education levels of respondents were in the five ranks namely Certificate, 

Diploma, Bachelor, Master and PhD levels. The distribution of respondents across all 

these five categories of education is demonstrated in Table 4.3 below: 

Table 4. 3: Distribution of Education Levels of Respondents (N=68) 

Education 

Levels Frequency Percent Valid Percent 

Cumulative 

Percent 

Certificate 4 5.9 5.9 5.9 

Diploma 20 29.4 29.4 35.3 

Bachelor 31 45.6 45.6 80.9 

Master 13 19.1 19.1 100.0 

Total 68 100.0 100.0  

Source: Field Data (2020) 

The findings in the Table 4.3 reveals that 4 respondents which is equal to 5.9% had 

certificate level of education, 20 respondents which is equal to 29.4% had diploma 

level of education, 31 respondents which is equal to 45.6% had bachelor level of 

education and 13 respondents which is equivalent to 19.1% had Master level of 

education while no one had PhD level. 

The findings indicate that most of respondents had bachelor level of education which 

amount to 31 respondents which is equivalent to 45.6% of all respondents. Also PhD 

level had zero respondents and certificate level had few respondents which counted 4 

respondents which is equivalent to 5.9% of all respondents. These same data have 

been presented by the Bar Chart below: 
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Figure 4. 3: Education Levels of Respondents  

These data on education levels of education helps to understand how the study was 

diverse in education status of respondents and such diversity helps to know how the 

results cover variety of education levels. Also, from the data most of respondents 

were having Bachelor degree which have different implications. For instance, 

including large number of people who excel well in the labour market. 

4.2 Employees’ Attraction and Retention Status in LGAs of Tanzania 

This part entails findings and discussion on the status of employees‟ attraction and 

retention status in Local Government Authorities of Tanzania. The section responds 

to the specific objective of: “To assess the status of employees‟ attraction and 

retention in Local Government Authorities of Tanzania”. 60 respondents filled in 

questionnaires and 8 others were interviewed while documentary review came up 

with some more statistics to cement this section. 
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4.2.1 Readiness of Employees’ to Remain in LGAs 

In this area 60 respondents were asked if they were ready to remain working in Local 

Government Authorities. Those who were ready to remain working in Local 

Government Sector were to respond “YES” and those who were not ready to remain 

working in Local Government Authorities were required to give “NO” response and 

the results were as presented in Table 4.4 below: 

Table 4. 4: Readiness of Employees to Remain in LGAs (N=60) 

Responses 

Frequency Percent Valid Percent 

Cumulative 

Percent 

YES 9 15.0 15.0 15.0 

NO 51 85.0 85.0 100.0 

Total 60 100.0 100.0  

Source: Field Data (2020) 

The findings in Table 4.4 reveal that most of respondents that is 51 which is equal to 

85% of all respondents were not ready to remain at Local Government Authorities. 

Only 9 respondents which is equal to 15% of all respondents were ready to remain 

working in Local Government Authorities.  

These results imply that most of employees in Local Government Authorities are not 

ready to continue working in Local Government Sector. Very few of them are 

willing to remain working in Local Government Sector. This implication proves that 

there is very low employees‟ retention in Local Government Authorities of Tanzania 

as almost every employee is thinking of leaving the Local Government Authorities. 

The results are meaningful due to covering policy issues which can help to make 

resourceful Local Government Reforms in human resources. There are several 

former scholars who come out with different findings which did not cover the aspect 

of why employees‟ were leaving LGAs to other organizations but just focused on 

general turn over. For instance, Mrutu & Ngowi (2016) found that there was high 

employees‟ turn over in Moshi Municipal Council which is among the Local 

Government Authorities of Tanzania. Also, Mrope (2018) had the same observation 

of high Employees‟ turn over at Chunya District Council which is also among the 
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Local Government Authorities of Tanzania. However these scholars did not cover 

the aspects of employees‟ attraction and retention which have been the concern of 

this study inquestion. 

4.2.2 Readiness of Employees to Transfer their Employment to LGAs 

In investigating the status of employees‟ attraction in Local Government Authorities 

by using questionnaires, respondents were asked the question to know their readiness 

to transfer their employment to Local Government Authorities against other public 

organization rather than Local Government Authorities. The question was “………… 

will you chose to go to Local Government Authority? Respondents who could choose 

to transfer their employment to Local Government Authority were to respond “YES” 

and those who could choose to transfer their employment to other public 

organization other than Local Government Authorities were to respond “NO”. The 

responses of the respondents were collected and are presented in Table 4.5 below: 

Table 4. 5: Readiness of Employees to go to LGAs Again (N=60) 

Responses 

Frequency Percent Valid Percent 

Cumulative 

Percent 

YES 5 8.3 8.3 8.3 

NO 55 91.7 91.7 100.0 

Total 60 100.0 100.0  

Source: Field Data (2020) 

Findings presented in Table 4.5 indicate that most of respondents (55 out of 60) 

which is equivalent to 91.7% out of 100% gave “NO” response meaning that they 

were not ready to transfer their employment to Local Government Authorities but 

they could rather transfer they employment to another public organization other than 

Local Government Authority. Only 5 respondents out of 60 which is a small number 

amounting to 8.3% out of 100% gave the response “YES” meaning that they were 

ready to transfer their employment to Local Government Authority again even if they 

were free to choose between Local Government Authority and another public 

organization other than Local Government Authority. These data are also presented 

pictorially: 
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Figure 4. 4: Readiness to Transfer to LGAs 

Similarly, the interview was conducted with 4 employees who left Njombe District 

Council which is a Local Government Authority. They were asked to tell if they were 

ready to go back to Local Government Authorities again if they were given the 

chance to transfer their employment to Local Government Authorities and the 

responses of several interviewee showed that employees were not ready to go to 

LGAs as evidenced by the response of one interviewee: 

“No! “To come back to Local Government Authorities you 

should just Excuse me please! I cannot do that”(Interviewee 2, 

2019) 

These results imply that most of employees in other public organizations other than 

Local Government Authorities are not ready to go to Local Government Authorities. 

Equally, most of employees in Local Government Authorities are not ready to be 

transferred to Local Government Authorities again but are ready to go to other public 

organizations other than Local Government Authorities and only few employees who 

are in Local Government Sector are ready to go to Local Government Sector again. 
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This vividly confirms that there is low employees‟ attraction in Local Government 

Authorities as very few employees are attracted to go and work there. 

These findings reveal a new observation of employees‟ attraction status in LGAs 

which have been neglected by different former scholars. For example most of pre-

existing studies are concerned with employees‟ turnover and not employees‟ 

attraction in Local Government Authorities of Tanzania. For instance, it is 

documented that Local Government Authorities are experiencing employees‟ 

shortage due to high employees‟ turnover in Local Government Authorities. 

(Michael, 2013). This literature does not cover the employees‟ attraction status which 

have been covered by this study. 

4.2.3 The Level of Employees’ Attractions and Retention 

The study involved measuring the perceived level of employees‟ attraction and 

retention by letting the respondents rate the levels in Likert Scale of: 1=Very Low, 

2=Low, 3=Moderate, 4=High and 5=Very High. The results were recorded and are 

presented in Table 4.6 below: 

Table 4. 6: The Level of Employees Attraction and Retention in LGAs (N=60) 

 Responses of Respondents 

 Very Low Low Moderate High Very High Total 

The Level of 

Employees‟ 

Attraction 

39(65%) 14(23.3%) 5(8.3%) 1(1.7%) 1(1.7%) 60(100%) 

The Level of 

Employees‟ 

Retentions 

43(71.7%) 11(18.3%) 4(6.7%) 1(1.7%) 1(1.7%) 60(100%) 

Source: Field Data (2020) 

Data presented in Table 4.5 show that large number of respondents 39(65%) 

responded that employees‟ attraction is very Low in Local Government Authorities, 

other 14(23.3%) respondents answered that the employee‟s attraction is Low in 

Local Government Authorities, therefore a total of 53 respondents which is equal to 

88.3% of all respondents had the responses which agree that the level of employees‟ 

attraction is Low in Local Government authorities. 5(8.3% respondents were in 
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moderate response and Only 2(3.4%) respondents provided the responses to support 

that the level of employees‟ attraction is high in Local Government Authorities. 

These data can also be presented pictorially for easy interpretation: 

 

Figure 4. 5: Levels of Employees’ Attraction in LGAs 

Similarly, the level of employees‟ retention was also measured in the same manner 

whereby 43(71.7%) respondents indicated that the level of employees‟ retention is 

very low and other 11(18.3%) respondents indicated that the level of employees‟ 

retention in just low in Local Government Authorities. Therefore, both of those who 

indicated very low and who indicated low are 54(90%) support that the level of 

employees‟ retention is generally low. Other 4(6.7%) responded that the level of 

employee‟s retention is moderate while a total of 2(3.4%) fall under the categories of 

high and very high. The data can be presented pictorially as shown below: 
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Figure 4. 6: Levels of Employees’ Retention in LGAs 

These results on the perception of employees on the level of employees‟ attraction 

and retention imply that the level of employees‟ attraction and retention in Local 

Government Authorities of Tanzania is generally very low. 

4.2.4 The Rate at which Employees are Leaving LGAs to Other Public Sectors 

and the rate at which employees are received by LGAs from other Public 

Sectors 

In searching knowledge on the status of employees‟ attraction and retention it was 

found important to get enough information on the rate at which employees are 

leaving Local Government Authorities and the rate at which new employees are 

received by Local Government Authorities. Under this area respondents were asked 

to rate the flow of employees in and out of Local Government Authorities by likert 

scales of: 1=Very Low, 2=Low, 3=Moderate, 4=High and 5=Very High. The 

findings were as presented in Table 4.7 below: 
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Table 4. 7: The Rate at which Employees are Leaving LGAs to Other Public 

Sectors and the rate at which employees are received by LGAs 

from other Public Sectors (N=60) 

 Responses of Respondents 

 Very Low Low Moderate High Very High Total 

The Rate of 

Employees 

to Leave 

LGAs 

1(1.7%) 1(1.7%) 7(11.7%) 22(36.7%) 29(48.3%) 60(100%) 

The Rate of 

Employees 

Received by 

LGAs 

46(76.7%) 
10(16.7%

) 
2(3.3%) 2(3.3%) 0(0%) 60(100%) 

 

Results portrayed in Table 4.7 point forward that less number 2(3.4%) respondents 

supported that the rate at which employees‟ leave Local Government Authorities is 

low by falling in the categories of very low and low in the likert scale. While 

7(11.7%) employees signified that the rate of employees to leave Local Government 

Authorities is moderate. But most of the respondents fallen on the zone supporting 

that the rate of employees to leave the Local Government is high and that is 51(85%) 

whereby among them 22(36.7%) were under “high” and 29(48.3%) were under “very 

high”. The results imply that there is high rate of employees to leave Local 

Government Authorities this confirms that there is low employees‟ retention. 

Equally, from the same table (4.7%) most of respondents 46(76.7%) indicated that 

the rate of employees to transfer their employment from other public sector to Local 

Government Authorities is very low, also 10(16.7%) respondents indicated that the 

said rate is low. Just few respondents 2(3.3%) considered the rate to be moderate and 

only 2(3.3%) respondents considered the rate to be high and no any respondents said 

the rate is very high. These data can also be presented pictorially: 
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Figure 4. 7: The Rate at which Employees are Leaving LGAs to Other Public 

Sectors and the rate at which employees are received by LGAs 

from other Public Sectors 

These results imply that the rate at which employees are transferring their 

employment from public sectors other than Local Government Authorities is 

generally very low. This confirms that there is very low employees‟ attraction in 

Local Government Authorities of Tanzania. 

On the other hand, the documentary review was made and the available documents 

indicated that there was a large number of employees who were leaving Njombe 

District Council to other public organizations other than Local Government 

Authorities in the five consecutive years from 2014 to 2018 but no one employee 

was received by the respective Council in one‟s wishes to go there. 
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Table 4. 8: The Number of Employees who Left and who entered Njombe DC 

 Years and Number of Employees 

2014 2015 2016 2017 2018 Total 

Employees Left to Other 

Public Sectors 
4 6 2 3 6 21 

Employees entered 

Njombe DC from other 

Public Sectors on one‟s 

will 

0 0 0 0 0 0 

 

The documented results in Table 4.8 show that a total of 21 employees left Njombe 

District Council to other public organizations other than Local Government 

Authorities in the five consecutive years from 2014 to 2018. Wonderful enough there 

were no any employees who transferred to Njombe District Council in all the five 

years in one‟s wishes.  

Surprisingly, in the available documents it was noted that the rate of employees to 

leave Njombe District Council and the whole Local Government Sector has grown 

exponentially as it was found that from June 2019 to May 2020 there were 13 

employees who left from Njombe District Council to other public organizations other 

than Local Government Authorities meaning that they left the Local Government 

Sector on their own request. There were 5 employees completed the process to move 

out and were just waiting for the transfer letter from The Permanent Secretary Public 

Service Recruitment Secretariat. But for the same period of time from June 2019 to 

May 2020 the Council did not receive any employees who transferred to it from 

other public organizations other than Local Government Authorities on one‟s own 

request but only few who were appointed to be heads of departments were received.  

These results imply that Local Government sector is losing important human 

resources than it receives from other public sectors and not just losing but at high rate 

which is evidenced to be growing exponentially over time. 

Moreover, under the objective of status of employees‟ attraction and retention in 

Local Government Authorities an interview was conducted to some respondents and 
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most of them acknowledged that there were several employees who were leaving 

LGAs including Njombe District Council to other organizations and at high rate: For 

example some interviewees narrated as seen below: 

“I see that the rate of employees to shift from Njombe District 

Council to other public organizations is increasing rapidly 

compared to previous years”(Interviewee 3, 2019)  

This feedback implies that employees leave LGAs in high rate and the situation 

makes most of LGAs to remain with shortage of employees. 

Most of conversations with interviewees had the same direction supporting that 

employees are shifting from Local Government Authorities to other public 

Organizations that are not Local Government. The responses of the 

respondents/interviewees confirm that the status of employees‟ retention is not 

satisfactory in Local Government Authorities as employees are shifting out of the 

Local Government Sector. 

In addition to that, the researcher found it important to know the status of employees‟ 

attraction in Local Government Authorities by asking the interviewees to tell if there 

are some employees transferring their employments to Njombe District Council from 

other public organizations. The feedback showed that there were no employees 

received by Njombe District From other organizations that are not LGAs: 

“I don’t think if there are government employees thinking of shifting 

from other public organizations to come to work in Local Government 

Authorities on one’s wishes, there are no such employees completely, 

if you see an employee arriving at Njombe District Council from those 

organizations that are not Local Government Authorities you should 

just know that has been transferred by the office of the Permanent 

Secretary, Public Service Management and Good Governance” 

(Human Resource Officer, 2019) 

Most of interviewees showed that there are no employees who are willingly 

transferring their employments from different organizations other than LGAs to 
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Njombe District Council. This feedback depict that public employees are not shifting 

from other public sectors to Local Government Authorities despite the freedom of 

labour mobility provided by the public service act 2002 and other Laws and 

regulations governing the public service in Tanzania. The results imply that there is 

low employees‟ attraction in Local Government Authorities of Tanzania. 

The general findings on the specific objective aimed at assessing the status of 

employees‟ attraction and retention in Local Government Authorities of Tanzania 

indicate that there is very high rate of employees shifting out of Local Government 

Authorities to other public organizations other than Local Government Organizations 

while there is a smaller number of employees moving from external public 

organizations into Local Government sector. The results signify that there is very low 

employees‟ attraction and retention in Local Government Authorities of Tanzania. 

These results come with a meaningful observations which adds new knowledge on 

the findings of other researchers who conducted their studies in Local Government 

Authorities on the areas of employees‟ turnover and other related topics. For 

instance, it is documented that several employees shifted out of Moshi Municipal 

Council in early years of their employment from 2011 to 2015 (Mrutu & Ngowi, 

2016). This is a sign of high employees‟ turnover in Local Government Council but 

the attraction and retention sides have not been the focus of these scholars. Also, 

Joseph, (2012) conducted study at Musoma District Council and found that several 

employees were leaving Musoma District Council to other public organizations due 

to various reasons. These findings of the researcher imply that there was high 

employees‟ turnover at Musoma District Council which is among the Local 

Government Authorities of Tanzania just like Njombe District Council but do not tell 

clearly about employees‟ attraction and retention.  

Mrope, (2018) also documented that there was high level of employees‟ turnover in 

Mbeya City Council and Chunya District Council by 2012 and several employees 

were leaving the said Local Government Authorities as shown in the Table 4.9 

below: 
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Table 4. 9: Employees quitted out of Mbeya City Council and Chunya DC  

 YEARS 

Organization 2008 2009 2010 2011 2012 Total 

Mbeya City Council 50  74 98 127 153 502 

Chunya District 

Council 

86 112 136 152 173 659 

Source: Mrope (2018) 

Therefore, the findings of this study cover an aspect of employees‟ attraction in 

LGAs which was not covered by these previous studies. Also previous studies 

concerned much with general turnover of employees in a particular council and 

disregarded the employees‟ attraction status to get the difference between incoming 

and outgoing employees while this study has gone beyond to deal with specific issue 

of voluntary turnover through transfer to other public sectors other than LGAs as 

well as employees‟ attraction status to LGAs. The study suggest the low employees‟ 

attraction and retention in Local Government Authorities of Tanzania and the said 

Authorities are losing employees over time. 

4.3 Factors Affecting Employees’ Attraction and Retention in LGAs of 

Tanzania 

This part entails findings and discussion on the factors affecting employees‟ 

attraction and retention in Local Government Authorities of Tanzania. The section 

responds to the specific objective of: “To examine the factors affecting employees‟ 

attraction and retention in Local Government Authorities of Tanzania”. Data were 

collected by administering questionnaires to 60 respondents who filled ii answers to 

closed ended questions. To collect valid and enough data interview method was also 

applied where by 8 other employees were interviewed differently. 

In questionnaire method respondents responded to two related questions and their 

responses were recorded and were in likert scale with five level of: 1=Strong 

Disagree, 2= Disagree, 3=Neutral, 4=Agree, 5=Strongly Agree 
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These responses were to be given depending on how they accept or reject the pre-

given alternative factors and the results from the field are presented in Table 4.10 

below:  

Table 4. 10: Factors Affecting Employees attraction and Retention in LGAs 

 Responses of Respondents 

Variables Strongly 

Disagree 

Disagree Neutral Agree Strongly 

Agree 

Total 

Pay Rate/Basic 

Salary 

1 

(1.7%) 

0 

(0%) 

0 

(0%) 

6 

(10%) 

53 

(88.3%) 

60 

(100%) 

Politics 5 

(8.3%) 

11 

(18.3%) 

4 

(6.7%) 

16 

(26.7%) 

24 

(40%) 

60 

(100%) 

Reputation 0 

(0%) 

5 

(8.3%) 

11 

(18.3%) 

14 

(23.3%) 

30 

(50%) 

60 

(100%) 

Recognition 2 

(3.3%) 

5 

(8.3%) 

6 

(10%) 

14 

(23.3%) 

33 

(55%) 

60 

(100%) 

Career Growth  1 

(1.7%) 

0 

(0%) 

1 

(1.7%) 

15 

(25%) 

43 

(71.7%) 

60 

(100%) 

Training and 

Development 

Opportunities 

0 

(0%) 

1 

(1.7%) 

1 

(1.7%) 

14 

(23.3%) 

44 

(73.3%) 

60 

(100%) 

Adequacy of 

Working 

Resources 

0 

(0%) 

0 

(0%) 

1 

(1.7%) 

17 

(28.3%) 

42 

(70%) 

60 

(100%) 

Status Level 3 

(5%) 

4 

(6.7%) 

3 

(5%) 

14 

(23.3%) 

36 

(60%) 

60 

(100%) 

Fringe Benefits 1 

(1.7%) 

0 

(0%) 

2 

(3.3%) 

8 

(13.3%) 

49 

(81%) 

60 

(100%) 

Clarity of 

Tasks 

2 

(3.3%) 

11 

(18.3%) 

2 

(3.3%) 

17 

(28.3%) 

28 

(46.7) 

60 

(100%) 

 

The findings displayed in Table 4.10 indicate that basic salary/pay rate was strongly 

agreed by 88.3% of respondents and just agreed by 10% of respondents to be the 

factor affecting the decision of employees to remain or leave the local government 

sector. In the issue of Fringe benefits 81% of respondents strongly agreed and 13.3% 

of all respondents just agreed on the factor. Training and Development Opportunities 

was the thirdly strongly supported factor whereby 73.3% strongly agreed on it and 
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23.3% just agreed on the factor. Career Growth was strongly agreed by 71.7% and 

agreed by 25% of all respondents. Adequacy of Working Resources was strongly 

agreed by 70% and agreed by 28.3% of all respondents and was followed by other 

factors namely recognition level and status level 

Therefore, basic salary, fringe benefits, training and development opportunities, 

career growth, adequacy of working resources, recognition level and status level are 

the mostly agreed factors (arranged from the mostly agreed to the least agreed) to be 

the factors affecting the employees‟ attraction and retention in Local Government 

Authorities.  

From the same findings in Table 4.10 some factors were less agreed and few of them 

are pointed out. Politics was strongly agreed by only 40% of respondents and 

strongly disagreed by 8.3% and agreed by 18.3% of all respondents. Also, clarity of 

tasks had only 46.7% of respondents who strongly agreed on it and 3.3% strongly 

disagreed while 18.3% disagreed on the factor. 

On the other hand, 18.3% of all respondents were neutral on the reputation factor and 

this shows that they were not ready to agree or disagree on the factor. 

Similarly, the same factors were negated into pushing factor format so as to get more 

proofs. The same respondents were requested to show their agreement or 

disagreement on whether these pushing factors were the true reasons for employees 

to leave the Local Government Sector. The respondents provided the answers and the 

findings are presented in the Table 4.11 below: 
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Table 4. 11: Pushing Factors for Employees to Leave LGAs 

 Responses of Respondents 

Variables Strongly 

Disagree 

Disagree Neutral Agree Strongly 

Agree 

Total 

Lower Salary/Pay 

Rate 

2 

(3.3%) 

0 

(0%) 

0 

(0%) 

3 

(5%) 

56 

(91%) 

60 

(100%) 

Politics 2 

(3.3%) 

9 

(15%) 

7 

(11.7%) 

19 

(31.7%) 

23 

(38.3%) 

60 

(100%) 

Lower Reputation 

of LGAs 

1 

(1.7%) 

5 

(8.3%) 

7 

(11.7) 

18 

(30%) 

29 

(48.3%) 

60 

(100%) 

Lower 

Recognition at 

LGAs 

1 

(1.7%) 

5 

(8.3%) 

5 

(8.3%) 

18 

(30%) 

31 

(51.7%) 

60 

(100%) 

Lower Career 

Growth at LGAs 

2 

(3.3%) 

1 

(1.7%) 

3 

(5%) 

13 

(21.7%) 

41 

(68.3%) 

60 

(100%) 

Lower Training 

and Development 

Opportunities at 

LGAs 

2 

(3.3%) 

2 

(3.3%) 

0 

(0%) 

12 

(20%) 

44 

(73.3%) 

60 

(100%) 

Inadequate 

Working 

Resources 

0 

(0%) 

0 

(0%) 

3 

(5%) 

20 

(33.3%) 

37 

(61.7%) 

60 

(100%) 

Lower Status at 

LGAs 

1 

(1.7%) 

2 

(3.3%) 

4 

(6.7%) 

14 

(23.3%) 

39 

(65%) 

60 

(100%) 

Lower Fringe 

Benefits at LGAs 

0 

(0%) 

0 

(0%) 

0 

(0%) 

14 

(23.3%) 

46 

(76.7%) 

60 

(100%) 

Lower Clarity of 

Tasks at LGAs 

2 

(3.3%) 

3 

(5%) 

8 

(13.3%) 

17 

(28.3%) 

30 

(50%) 

60 

(100%) 

 

The findings in Table 4.11 display that lower basic salary/pay rate at Local 

Government Authorities was strongly agreed by most of respondents (91%) and just 

agreed by 5% of them as the pushing factor/reason for employees to leave Local 

Government Authorities. Lower fringe benefits at Local Government Authorities was 

the second and strongly agreed by 76.7% of all respondents strongly agreed and 

23.3% of them just agreed on it to be the reason/pushing factor for employees to 

leave Local Government Sector. Lower training and development opportunities in 

Local Government Authorities was the third agreed pushing factor/reason with 
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73.3% count on strongly agree scale and 20% count on agree scale. Lower career 

growth in Local Government Authorities was the fourth reason/pushing factor which 

counted 68.3% in strongly agree and 21.7% in agree scales. Also, lower status in 

Local Government Authorities was the fifth in count whereby 65% strongly agreed 

and 23.3% just agreed on the variable/reason while inadequacy of working resources 

was strongly agreed by 61.7% of all respondents.  

These findings prove that major reasons/pushing factors for employees to leave the 

Local Government Sector are: lower basic salary, lower fringe benefits, lower career 

growth, lower training and development opportunities, lower status, and inadequate 

working resources in Local Government Authorities  

From the findings, politics in Local Government Authorities proves to be less 

pushing employees to leave Local Government Sector as it has only 38.3% in 

strongly agree scale and 3.3% strongly disagreed while 15% disagreed on this reason 

and 11.7% commented to have nothing to suggest by being neutral to the reason. 

Lower reputation of Local Government Authorities was the second lowest supported 

reason/pushing factor by having only 48.3% of all employees in strongly agree scale. 

Similarly, the telephone interview was conducted with employees who left the Local 

Government Authorities (Njombe District Council) so as to get information from 

them on what forced them to leave, such employees respondent and here is the 

response of one of them: 

“My career growth was very low because I could  just follow 

commands of ward councilors, working with politicians was 

very difficult for me, they were not ready to accept my good 

expertise advice by just looking for their political benefits. 

Again working resources are very few in almost all Local 

Government Authorities and I was not ready to go to other 

Local Government Authority where I could find the same 

situation, there were no reliable cars and computers were few 

unlike where I am working now” (Cooperative Officer, 2019) 
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The findings from telephone interview verify that lower salary, lower fringe benefits, 

lower recognition, politics, inadequate working resources and lower training and 

development opportunities are the major pushing factors of employees to leave the 

Local Government Sector. 

Equally, as a way to supplement the findings the researcher conducted face to face 

interview with key informants comprising human resources officers and heads of 

departments. The conversation was based on similar question which was asked 

individually to each interviewee to tell the reasons for employees to leave LGAs and 

several reasons were outlined:  

“For me the major reason is lower salary, there is lower 

salary in Local Government Authorities than some other 

public organizations, however also working environments for 

most of Local Government Authorities are not in similar 

manner as in other organizations” (Interviewee 3, 2019) 

From the data collected by face to face interview it is easily depicted that the reasons 

for employees to leave LGAs and low attraction level in LGAs is due to lower salary, 

lower fringe benefits and bad working environments (inadequate working resources) 

as all of these were mentioned by the interviewees. 

The general findings under this objective based on examining the factors affecting 

employees‟ attraction and retention in Local Government Authorities (LGAs) of 

Tanzania proves that the following are among the major factors and are arranged or 

ordered from the most accepted to the least accepted as per findings of this study: 

Firstly, basic salary/pay rate, with regard to the findings this is the major factor with 

great effect whereby employees are leaving Local Government Authorities to other 

public organizations other than LGAs to run away from lower pay rate to look for 

better pay in new other government organizations. Equally, employees of other 

public organizations are not ready to go to LGAs as they see their fellow are 

complaining about less pay rate. This automatically leads to low employees‟ 

attraction and retention in Local Government Authorities. 
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Secondly, fringe benefits, this includes the set of other benefits other than salary like 

extra duty allowances and housing allowances. The findings indicate that fringe 

benefits take the second position in affecting employees‟ attraction and retention in 

Local Government Authorities (LGAs). Less fringe benefits in LGAs forces several 

employees to leave and prohibit other new employees to transfer their employment to 

LGAs leading to lower employees‟ attraction and retention in Local Government 

Authorities of Tanzania. 

Training and development opportunities is the third pin pointed factor in the findings 

of this study. Under this factor most of employees are leaving Local Government 

Authorities due to limited opportunities for training and development compared to 

other public organizations. This also is a barrier to employees in other public 

organizations to transfer their employments to Local Government Authorities.   

 Also, career growth is depicted as a factor affecting employees‟ attraction and 

retention in Local Government Authorities of Tanzania. With regard to the findings 

of this study there is low career growth due to interference of politics in Local 

Government Authorities.  

In addition to that adequacy of working resources is another factor, under this factor 

there is shortage of working resources in most of Local Government Authorities 

making people to leave to other organizations that are full equipped with enough 

working resources. Lastly, recognition level and status level were other factors 

seemingly to be affecting the employees‟ attraction and retention in Local 

Government Authorities of Tanzania. The findings show that employees are leaving 

Local Government Sector due to low level of recognition and status of employees 

working there. These also create less attraction of new employees from other 

organizations to enter the sector. 

These findings are well supported by some theories of motivation which also 

appreciate the same factors found to be affecting employees‟ attraction and retention 

in Local Government Authorities, some of the theories are:   

Equity Theory, this is the motivation theory developed by J. Stancy Adams in 1960s 

with the idea that individuals are motivated by fairness in distribution of resources, 
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(Swarnaltha & Vasantham, 2016). For this theory there should be equity between 

one‟s own input and output/outcome ratios and the ratios of others. Under this 

context inputs entails all contributions of employee to his/her work like Time spent, 

efforts applied, hard work, commitment, ability, tolerance, personal sacrifices, trust 

in superiors, skills and the like. While the outputs entail all positive and negative 

consequences to employees like job security, esteem, salary, employees benefit, 

recognitions, reputation, thanks and the like.  

This theory finds this study well because findings of the study confirm that there is a 

difference in basic salary/pay rate, fringe benefits, training and development 

opportunities, career growth, adequacy of working resources, recognition levels and 

status levels. These outputs are less in Local Government Authorities as a result it 

become difficult to attract and retain employees at Local Government Authorities. 

Expectancy Theory, this is the motivational theory developed by Victor Vroom with 

the idea that individuals act in certain way due to expected result of that 

behavior/actions, therefore people will choose to do what results to maximum 

pleasure and minimum pain (Swarnaltha & Vasantham (2016). So, employees will 

shift from the organization which results to minimum pleasure with maximum pain 

and move to organizations where they expect to get maximum pleasure (attractive 

outcomes) and little pain. Therefore according to this theory, employees might be 

moving away from Local Government Authorities because of Maximum pain with 

little pleasure such as lower basic salary/pay rate, lower fringe benefits, lower training 

and development opportunities, lower career growth, inadequacy of working 

resources, lower recognition levels and lower status levels and looking for better 

conditions to other organizations other than Local Government Authorities where 

they expect to get little pain with maximum pleasure. 

The findings uncover the interesting observations on employees‟ attraction and 

retention factors in LGAs of which were not the concern of many former researchers 

who concentrated on the factors for employees‟ general turnover in particular 

organization. For example, Saimon, (2018) conducted a study at the Coffee 

Management Services (CMS) Company Mbozi District, the study used interview and 

questionnaires and came up with the findings that in private companies among other 
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motivational factors salary, health and other benefits as well as timely promotion 

were highly motivating employees and were the key elements of employees to decide 

to remain or leave the private organization (CMS) depending on their levels in 

relation to other organizations. This was the case in such private organization and not 

in LGAs. Therefore this study comes with observations in public sector and show 

that salary and fringe benefits have been highly pointed out as the factors affecting 

employees‟ attraction and retention in Local Government Authorities of Tanzania. 

Moreover, it is said that pay rate and employees‟ attraction has positive relationship, 

the higher the pay rate/salary at organization X than other organizations the higher 

the employees‟ attraction at organization X and the less the employees‟ attraction at 

other organizations (Nikolaou & Oostrom, 2015). For the authors, employees 

imagine or treat themselves as already are part of the organizations they wish to go 

and see how they can be getting treatment and decide to join or not depending on 

how they observe before they join such organization (ibid). This was the case in 

developed nations and the study in question concern with the issue in Tanzania 

specifically in LGAs. 

Furthermore, Devaro, (2011) conducted a study which focused on exploring the 

relationship between training policy of the organization and employees‟ turnover and 

found that employees‟ training policy has positive effect on employees‟ turnover. 

This observation of this former scholar is concerned with employees‟ turnover and 

neglect the attraction and retention which have now been addressed by this study that 

training and development opportunities is among the factors affecting employees‟ 

attraction and retention in Local Government Authorities of Tanzania and employees 

from other public organizations are not attracted to join Local Government Sector 

due to Low training and development opportunities and the available employees in 

Local Governments are leaving to other public organizations with more training and 

development opportunities. 

Also, Oni & Pietersen, (2014) conducted a study to explore employees‟ turnover in a 

Local Government Department in Limpopo province of South Africa whereby 

questionnaires, interview and focus group discussion were used to get data from 

stratified participants. Their findings indicate that the reasons for employees to leave 
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were: lower compensation, lower career growth, inferior working conditions and low 

promotion opportunities. But their findings considered general turnover of 

employees including those who completely left their profession and decided to 

employ themselves. Also the literature did not observe employees‟ attraction side. 

The findings of this study covers the left parts with the study of Oni & Pietersen, 

(2014) as they did not cover Tanzania and did not observe employees‟ attraction and 

voluntary turnover by transfer and all these have been the concern of this study in 

Tanzanian LGAs. 

The finding of this study also gives an impression by adding more knowledge to the 

study of Sunderji, (2004) who found that the major factors for employees‟ motivation 

were: recognition, career growth, salary, status and job security. Most of these 

factors for the scholar, they make employees perform better but did not show if they 

would also attract and retain employees. This study in question finds that salary, 

recognition, career growth and status levels do not just motivate employees but have 

impact on employees‟ attraction and retention in Local Government Authorities of 

Tanzania. 

4.4 Challenges Facing Employees’ Attraction and Retention in LGAs of 

Tanzania 

This is another sub section of chapter four (4) with presentation and discussion of 

findings pertaining to the objective of this study stated that: “To analyze the 

challenges facing employees‟ attraction and retention in Local Government 

Authorities of Tanzania”. Under this section 60 respondent were attended by 

questionnaires and 8 others were key informants and were attended by interview. The 

study under this objective concentrated on getting the real limitations pull back the 

efforts of Local Government Authorities in attracting and retaining employees. The 

data were collected and findings are presented in Table 4.12 below: 
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Table 4. 12: Challenges Facing Employees’ Attraction and Retention in LGAs 

 Responses of Respondents 

Variables Strongly 

Disagree 

Disagree Neutral Agree Strongly 

Agree 

Total 

Insufficient Financial 

Resources to Attract and 

Retain Employees 

2 

(3.3%) 

1 

(1.7%) 

0 

(0%) 

23 

(38.3%) 

34 

(56.7%) 

60 

(100%) 

Insufficient Human 

Resources Management 

Autonomy 

1 

(1.7%) 

1 

(1.7%) 

1 

(1.7%) 

27 

(45%) 

30 

(50%) 

60 

(100%) 

Salary Gap Between 

LGAs and Other Public 

Organizations 

0 

(0%) 

0 

(0%) 

0 

(0%) 

7 

(11.7%) 

53 

(88.3%) 

60 

(100%) 

Source: Field Data (2020) 

The findings in Table 4.12 indicate that most of respondents 88.3 % strongly agreed 

and 11.7% others agreed that salary difference/gap between the Local Government 

Authorities and other organizations is the limiting challenge of employee‟s attraction 

and retention efforts in Local Government Authorities. The scale categories of 

strongly disagreed, disagree and neutral did not get any response under this 

challenge. These results are also represented by bar chart below for easy comparison 

of data: 
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Figure 4. 8: Salary Gap as a Challenge Facing Employees’ Attraction and 

Retention in LGAs 

These presented results imply that salary difference between Local Government 

Authorities and other public organizations other than Local Government Authorities 

is the major challenge facing employees‟ attraction and retention efforts in Local 

Government Authorities. 

Also, from the same Table 4.12 the findings pin point that insufficient financial 

resources to attract and retain employees was the secondly accepted to be the 

challenge limiting the efforts to attract and retain employees in Local Government 

Authorities. 56.7% of respondents strongly agreed and other 38.3% just agreed on 

this challenge. Only 3.3% of all respondents strongly disagreed while 1.7% of all 

respondents just disagreed and zero respondents were neutral. For easy comparison 

of these results are well illustrated by bar chart below:  
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Figure 4. 9: Insufficient financial resources as a Challenge Facing Employees’ 

Attraction and Retention in LGAs 

These presented findings imply that insufficient financial resources at Local 

Government Authorities including Njombe District Council is among challenges 

drawing back employees‟ attraction and retention efforts in Local Government 

Authorities. 

Lastly, the findings from Table 4.12 show that insufficient human resources 

management autonomy is strongly agreed by 50% of respondents and just agreed by 

45% of respondents while was strongly disagreed by 1.7%, disagreed by 1.7% and 

neither disagreed or agreed by 1.7% of respondents. The results are presented 

pictorially below: 
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Figure 4. 10: Insufficient human resources management autonomy as a 

Challenge Facing Employees’ Attraction and Retention in LGAs 

Despite insufficient human resources management autonomy to have 50% counts in 

strongly agree but was not highly rejected. Hence the results confirm that insufficient 

human resources management autonomy is also the limiting challenge in bringing 

about high employees‟ attraction and retention in Local Government Authorities. 

Similarly, interview was conducted with key informants so as to get data by different 

methods and techniques. The interviewees were asked similar question differently 

and individually and the question aimed at getting barriers underpinning the efforts 

of employees‟ attraction and retention in Local Government Authorities. And the 

results are as evidenced by the feedback of one respondent as quartet below:  

 “The Council Directors have no mandate to accept or reject 

the transfer of employees. Again there is a big salary 
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difference between Local Government Authorities and other 

public organizations, and Local Governments Authorities have 

no power to decide how much to pay their employees but the 

National Board of salaries arrange the salaries for all job 

positions in Local Government Authorities. But the salary for 

employees of some organizations even more than two times 

that of employees of Local Government Authorities while there 

is higher work load in Local Government Authorities” (Head 

of Department, 2019) 

From the findings collected by interviewing key informants it is pointed out that low 

human resource management autonomy and low financial resources as challenges. 

The second interviewee outlines the tendency of some employers to look for 

employees who have already employed and the low autonomy of Local Government 

Authorities in setting pay rates. The third interviewee considers low autonomy of 

Council Directors to decide on transfers of employees and to set the salary and also 

talks about salary differences between local government Authorities and other public 

organizations. The fourth interviewee low autonomy of making decision and low 

financial resources in Local Government Authorities. 

From these findings derived from interview the challenges are insufficient financial 

management power, low financial resources, reemployment of public servants, 

insufficient human resource management autonomy and effects of decisions of 

national board of salaries. 

The general findings on the challenges drawing back the efforts to attract and retain 

employees in Local Government Authorities of Tanzania confirm that the major 

challenges are as discussed below: 

Firstly, salary difference between Local Government Authorities and other public 

organizations other than Local Government Authorities whereby there is lower basic 

salary/pay rate in Local Government Authorities making the efforts to attract and 

retain employees unsuccessful as employees continue to flow towards organizations 
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with high salary and employees from the organizations with high salary are reluctant 

to go to Local Government Authorities. 

Secondly, low human resource management autonomy hinders the efforts of 

employees‟ attraction and retention to bear fruits. This is particularly on promotion 

of employees, employees transfer, human resource recruitment and human resource 

compensation which are not fully decided by Local Government Authorities. 

Also, inadequate financial resources is pin pointed to be the barrier in attracting and 

retaining employees. This is because some employees‟ attraction and retention 

policies need some money for example provision of fringe benefits is expensive and 

some Local Government Authorities have low financial power to achieve the goals 

of attracting and retaining employees. 

Furthermore, effects of decisions of national board of salaries. The board is said to 

set the lower salaries for Local Government employees and Local Government 

Authorities cannot do anything more on the decision of the board. 

Lastly, re-employment of public servants by some public organizations. This has 

made Local Government Authorities to lose several employees, however these is not 

bad at national level to allow labour mobility but such mobility freedom has 

impacted negatively the efforts of Employees‟ attraction and retention in Local 

Government Authorities. 

 These challenges of employees‟ attraction and retention in Local Government 

Authorities obtained from the field by this study show the difference from other 

former/previous studies in different ways as pin pointed below. 

Firstly, Mushi & Kessy, (2018) observed that there is low autonomy of managing 

human resources in Local government authorities. Such activity is more done by 

many institutions like, Public Service Recruitment Secretariat, President‟s Office 

Regional Administration and Local Government, the President‟s Office Public 

Service Management and Regional Secretariats. However, this former scholar was 

not interested on how low human resource management autonomy was impacting 

employees‟ attraction and retention in LGAs. This study finds that insufficient 
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human resources management autonomy is a challenge in employees‟ attraction and 

retention efforts in Local Government Authorities as LGAs has nothing to decide on 

human resource attraction and retention policies. 

Also, Mrutu & Ngowi, (2016) conducted a study on impacts of centralized 

recruitment on employee‟s turnover in Local Government Authorities of Tanzania. 

They found that after centralization of human resource recruitment employees‟ 

turnover increased in Local Government Authorities than before as employees were 

recruited from different places to work in Local Government Authorities which are 

not of their choice/interest and decide to leave in just early years of their employment 

to other areas of their interest. This literature supports that there is low human 

resource management autonomy in LGAs and employees are leaving LGAs which 

are not the interest of employees due to force placement. This observation include 

employees who are leaving from one LGA to another LGAs. However the findings 

of this study adds that such low human resource management autonomy is a 

challenge drawing back the efforts of employees‟ attraction and retention in Local 

Government Authorities of Tanzania as employees leave the LGA sector. So this 

study cover the aspect of employees to leave LG sector and is not interested with the 

movement of employees among LGAs themselves. 

In addition to that, Local Government Authorities are limited in raising revenue and 

still the flow of funds from central government to local government authorities for 

non-salary recurrent expenditure was is not at 100% in most of Local Government 

Authorities (Mush, 2018). This literature supports that there is insufficient fund in 

LGAs but does not relate such fund shortage with employees‟ attraction and 

retention. This study finds that lower financial resources negatively impact the 

efforts of employees‟ attraction and retention in Local Government Authorities of 

Tanzania. 

Moreover, the difference in salary between Local Government Authorities as 

challenge to be drawing back the employees‟ attraction and retention efforts observe 

by this study is supported by Equity Theory of Motivation. Under the theory 

employees are demotivated and unsatisfied with lower salary in Local Government 
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Authorities and decide to go to other organizations with less input‟s ratios and higher 

output ratios than Local Government Authorities. 

4.5 Strategies to Improve Employees’ Attraction and Retention in LGAs 

This part entails findings and discussion on the strategies to improve employees‟ 

attraction and retention in Local Government Authorities of Tanzania. The section 

responds to the specific objective of: “To suggest possible strategies to improve 

employees‟ attraction and retention in Local Government Authorities of Tanzania”. 

Data were collected by administering questionnaires to 60 respondents. Also, to 

collect more valid and enough data interview method was also applied, whereby 8 

other employees were interviewed differently. The findings are presented and 

discussed in Table 4.13 below: 

Table 4. 13: Strategies to Improve Employees’ Attraction and Retention in 

LGAs 

 Responses of Respondents 

Variables Strongly 

Disagree 

Disagree Neutral Agree Strongly 

Agree 

Total 

Improving Pay 

Rate/Basic Salary at 

LGAs 

1 

(1.7%) 

0 

(0%) 

0 

(0%) 

1 

(1.7%) 

58 

(96.7%) 

60 

(100%) 

Regulating Politics at 

LGAs 

1 

(1.7%) 

2 

(3.3%) 

6 

(10%) 

14 

(23.3%) 

37 

(61.7%) 

60 

(100%) 

Improving Reputation 

of LGAs 

0 

(0%) 

2 

(3.3%) 

7 

(11.7%) 

8 

(13.3%) 

43 

(71.7%) 

60 

(100%) 

Improving Recognition 

of Employees at LGAs 

0 

(0%) 

2 

(3.3%) 

2 

(3.3%) 

11 

(18.3%) 

45 

(75%) 

60 

(100%) 

Improving Career 

Growth of Employees 

at LGAs 

0 

(0%) 

0 

(0%) 

1 

(1.7%) 

15 

(25%) 

44 

(73.3%) 

60 

(100%) 

Improving Training and 

Development 

Opportunities at LGAs 

0 

(0%) 

0 

(0%) 

3 

(5%) 

13 

(21.7%) 

44 

(73.3%) 

60 

(100%) 

Supplying Adequate 

Working Resources at 

LGAs 

0 

(0%) 

0 

(0%) 

1 

(1.7%) 

13 

(21.7%) 

46 

(76.7%) 

60 

(100%) 

Improving the Status of 

Employees at LGAs 

0 

(0%) 

0 

(0%) 

6 

(10%) 

13 

(21.7%) 

41 

(68.3%) 

60 

(100%) 

Improving Fringe 

Benefits at LGAs 

0 

(0%) 

0 

(0%) 

0 

(0%) 

14 

(23.3%) 

46 

(76.7%) 

60 

(100%) 

Improving Clarity of 

Tasks at LGAs 

1 

(1.7%) 

5 

(8.3%) 

8 

(13.3%) 

13 

(21.7%) 

33 

(55%) 

60 

(100%) 
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In the findings displayed in Table 4.13 most of respondents 96.7% strongly agreed 

that improving basic salary/pay rate could help to increase employees‟ attraction and 

retention in Local Government Authorities and this strategy takes the first position to 

be highly supported. Improving fringe benefits take the second position because 

76.7% of respondents strongly agreed on it and all the remaining respondents 23.3% 

just agreed on the strategy. Supplying adequate of working resources at local 

government authorities was strongly agreed by 76.7% of respondents and just agreed 

by 13% of respondents. Improving recognition hired 75% of respondents in strongly 

agree scale and 18.3% of respondents agreed on the strategy. Improving career 

growth was strongly agreed by 73.3% of respondents and just agreed by 25% of 

respondents. Improving training and development opportunities was strongly agreed 

by 73.3% of all respondents and just agreed by 21.7% of all respondents. Improving 

reputation of local government authorities and improving the status of employees in 

local government authorities also were supported by reasonable percentage of 

respondents as shown in the Table 4.13 above. 

Improvement in the clarity of tasks was the least supported option whereby 55% of 

respondents strongly agreed on it, 21.7% of respondents just agreed on it and 13% of 

respondents became neutral on it. Also regulating politics was the second to hire less 

support as 61.7% of respondents strongly agreed on it, 23.3% agreed on it while 10% 

were neutral on it. 

These findings obtained from 60 respondents by questionnaires imply that the 

strategies which can help to raise employees‟ attraction and retention in local 

government authorities are: improving in basic salary/pay rate, improving fringe 

benefits, supplying adequate of working resources, improving recognition, improving 

career growth, improving training and development opportunities, improving 

reputation and improving the status of employees in local government authorities. 

Similarly, an interview method was used to get data from 8 key informants as a way 

of triangulating methods and techniques of data collection to increase the validity of 

data. Some of the responses form employees working at Njombe District Council as 

heads of departments and human resources officer were as follows: 
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“I recommend basic salary to be improved in local 

governments, salary difference between local government 

authorities and other public organizations to be harmonized 

and fringe benefits be improved in local governments, also 

appreciations for work done be improved” Also working 

environment are not conducive especially working tools and 

physical resources” (Human Resource Officer, 2019) 

From these responses of interviewees the suggested strategies to improve employees‟ 

attraction and retention can be summarised. One of the interviewees pin pointed four 

strategies namely improving salary, fringe benefits and appreciation/recognition in 

local government authorities and finally recommends reduction in salary gap 

between local government authorities and other public organizations other than local 

government authorities. The second interviewee mentioned supply of working 

resources, increased autonomy of council directors and incentive policies 

improvement to be the strategies. The third interviewee listed improvement of 

working environments and reduction of salary gap between local government 

authorities and other public sectors as the key strategies to improve employees‟ 

attraction and retention in local government authorities. Lastly, the fourth 

interviewee talked about financial support from central government as a way to 

afford all attraction and retention measures in local government authorities. 

The data were triangulated to make them more valid by collecting from different 

groups of persons hence employees who left Njombe District Council to other public 

organizations other than local government authorities also interviewed on the 

strategies to improve employees‟ attraction and retention in local government 

authorities and respondent accordingly. For example one of the respondents 

responded as follows: 

“I can come back to local government authorities if the 

following are improved: remuneration, fringe benefits, 

working environment, decision making power to employees 

and training and development opportunities, at my current 

employer all training and development costs are covered by 
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employer, there are recognition certificate for good 

performance, overtime allowances and honoraria which were 

not available in local government authorities all these and 

many others should be available at local governments to 

attract me think of coming back” (Forest Officer, 2019) 

From the interview the strategies to improve employees‟ attraction and retention in 

local government authorities are outlined by interviewees. One of interviewee 

mentioned improvement of remuneration, fringe benefits, working environment, 

decision making power to employees and training and development opportunities as 

well as recognition of employees. Another interviewee suggested the improvement in 

salary and working environment as well as reduction in salary gap between local 

government authorities and other public organizations and Another interviewee 

mentioned improvement of fringe benefits and regulation of political powers from 

politicians. 

With regard to Employee Retention Model, which is a philosophical newly founded 

theory which states that to keep or retain employees‟ employers and managers must 

understand what they like and what they do not like and address what they do not 

like by focusing on masses‟ needs (Swarnaltha & Vasantham, 2016). This 

employees‟ retention model explains well that the strategies for improving 

employees‟ attraction and retention in LGAs must be those basing on maximizing 

what employees like and minimizing what they do not like. Therefore, the general 

findings on the strategies to improve employees‟ attraction and retention in local 

government authorities obtained by both questionnaires and interview suggest the 

following strategies which obey the employee retention model: 

Firstly, improving the salary/pay rate in local government authorities. Several 

respondents ranked this as a good solution and many employees at local government 

authorities will stay there and many other from other public organization will start 

shifting into local government authorities. 
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Secondly, improving fringe benefits in local government authorities, these can 

include extra duty allowances, house allowances, honoraria and many other. This 

will at least attract and retain employees at local government authorities. 

Thirdly, supplying adequate of working resources/improving working environment, 

these will add value to the working areas and employees will be able to complete 

tasks comfortably in local government authorities and finally make employees 

retention higher and new employees will be willing to go to local government 

authorities. 

Improving recognition, under this strategy any employee working at local 

government authorities should be easily recognized for good work even by the 

central government. Then many employees will be attracted and retained in local 

government authorities. Improving career growth, the findings shows that career 

growth improvement can also help to attract and retain employees in local 

government authorities. Employees should be given tasks related to their career and 

work per their expertise need. 

Improving training and development opportunities, under this strategy the employees 

should be more supported in attending trainings and developing themselves. This 

will not make them leave as they will know that they are developed and trained. 

Even other employees from other organizations will be attracted to go to local 

government authorities.  Improving reputation of local government, the local 

government should be seen as are very important units in the country and the central 

government should advocate such importance then employees in local government 

authorities will be proud of their sector and fill comfortable to work in local 

government authorities. 

Improving the status of employees in local government authorities. Employees 

working in local government sector should be treated as very important as works 

very closer to normal citizens where government policies are implemented. Then 

employees in local government will be proud of their status and employees‟ 

attraction and retention will be high. 
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Reduction in salary difference between local government sector and other public 

organizations. This will make employees think of remaining in local government 

authorities as there will be no positive change in their pay rate as they leave the local 

government sector. And other employees in other organizations can start thinking of 

going to local government authorities because they will have nothing to lose in their 

salary. 

Lastly, funding local government authorities by the central government, the fund 

transfers from central government to local government authorities for recurrent 

expenditure will make the economically powerless local government authorities 

afford the implementation of employees‟ attraction and retention policies which are 

expensive.  

These findings are supported by various previous studies which were conducted in 

the topic of employees‟ retention, turnover and motivation and some of them are as 

explained below in relation to this study. 

According to Swarnaltha & Vasantham, (2016) the methods to motivate employees 

include enough compensation, recognition and effective recruitment process. 

However, these scholars mentioned sufficient compensation to be the fundamental 

factor to motivate employees. These scholars based on motivating employees but this 

study observes that improving salary and recognition do not just motivate employees 

but also are good strategies for improving employees‟ attraction and retention in 

local government authorities of Tanzania. 

Also, Taylor, (2012) observed that Asda, the UK‟s third largest supermarket chain 

managed to lower employees‟ turnover by internal measures which were: a share 

option scheme, training and development programmes and increasing the salary to 

competitive level in relation to other organizations. This study also suggests salary 

improvement and training and development opportunities in local government 

authorities. 

With regard to Sunderji, (2004) the good strategy to motivate employees and reduce 

employees‟ turnover is to boost the motivators and reduce demotivators. It is 

suggested to boost salary, recognition, career growth, training and development and 
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job security and avoid poor working environment and poor supervision. This 

literature finds this study well because such motivators have been observed to not 

just motivating employees but also are the strategies to improve employees‟ 

attraction and retention in LGAs. 
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CHAPTER FIVE 

CONCLUSION, RECOMMENDATIONS AND SUGGESTION FOR 

FURTHER RESEARCH 

5.0 Introduction 

This study intended to examine the factors affecting employees‟ attraction and 

retention in local government authorities of Tanzania whereby different questions 

have been answered. These questions are: 

i. What is the status of employees‟ attraction and retention in Local 

Government Authorities of Tanzania? 

ii. What are the factors for employees‟ attraction and retention in Local 

Government Authorities of Tanzania? 

iii. What are the challenges hindering employees‟ attraction and retention efforts 

in Local Government Authorities of Tanzania? 

iv. What are the strategies to improve employees‟ attraction and retention in 

Local Government Authorities of Tanzania? 

This last chapter presents conclusions and recommendations for further research in 

which other researchers may carry out the research. The research findings have been 

used to energize the conclusions and recommendations.  

5.1 Conclusion 

In general, the main objective of this study was to assess the factors affecting 

employees‟ attraction and retention in Local Government Authorities of Tanzania 

was met. This is because different questions tied with specific objectives have been 

answered by this study making the general objective of the study full filled by having 

reasonable findings in each specific objective as follows: 

5.1.1 To assess the status of employees’ attraction and retention in Local 

Government Authorities of Tanzania 

Under this objective the findings were show that most of employees of local 

government authorities are leaving the sector and such movement is of high rate. 

Also, there are almost no employees joining the local government authorities from 

other public organizations other than local government authorities in their will. This 
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trend generally confirms that there is low employees‟ attraction and retention in local 

government authorities of Tanzania. 

5.1.2 To examine the factors affecting employees’ attraction and retention in 

Local Government Authorities of Tanzania 

This objective was also well met and the pin pointed factors affecting employees‟ 

attraction and retention in local government authorities are: basic salary/pay rate, 

fringe benefits, training and development opportunities, career growth, adequacy of 

working resources, recognition level and status level whereby they are at lower level 

in local government authorities and finally acting to push out employees. The Equity 

Theory of motivations backs well the findings of this objective as employees are 

leaving LGAs because of high input with lower outputs ratios in relation to other 

public organizations. 

5.1.3 To analyse the challenges facing employees’ attraction and retention in 

local government authorities of Tanzania. 

Under this objective the findings suggest that salary difference between Local 

Government Authorities and other public organizations other than Local Government 

Authorities, low human resource management autonomy, inadequate financial 

resources, effects of decisions of national board of salaries and reemployment of 

public servants by some public organizations are the challenges drawing back the 

efforts of employees‟ attraction and retention in local government authorities. The 

Expectancy Theory apply at this objective because employees‟ expect to gain more 

in other organizations rather that LGAs and decide to move from LGAs to other 

public organizations where they expect to get better results or better benefits. 

5.1.4 To suggest possible strategies to improve employees’ attraction and 

retention in local government authorities. 

This objective was also met and the findings from the field show that the strategies to 

improve employees‟ attraction and retention in local government authorities include 

adjusting the factors affecting employees‟ attraction and retention to a good level and 

those are improving the salary/pay rate, improving fringe benefits, supplying 

adequate of working resources/improving working environment, improving 

recognition, improving training and development opportunities and improving the 
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status of employees. Also, reduction in salary difference between local government 

sector and other public organizations, increasing human resource management 

autonomy and funding local government authorities by the central government can 

help much to address the problem of low employees‟ attraction and retention in local 

government authorities. These suggestions comply with Employee Retention 

Model, which states that to keep or retain employees‟ employers and managers must 

understand what they like and what they do not like and address what they do not 

like by focusing on masses‟ needs (Swarnaltha & Vasantham, 2016). For this theory 

despite the big picture of the LGAs the leaders must work to meet employees‟ needs 

in all LGAs of Tanzania. 

At this point the research objectives both general and specific objectives were met 

and the findings from the field are satisfactory. 

5.2 Recommendations 

This study intended to assess the factors affecting employees‟ attraction and retention 

in local government authorities of Tanzania. The findings suggest that there is low 

employees‟ attraction and retention in the sector and some measure must be taken to 

address the problem. The study recommends the following to increase employees‟ 

attraction and retention in local government authorities: 

5.2.1 Improving the salary/pay rate, 

The basic salary for employees of local government authorities should be raised to 

the competitive level in relation to salaries of other organizations other than local 

government authorities. Lower salary was pointed as the major reason for employees 

of local government authorities to leave the sector. Hence raising salary to the same 

level or higher than other organizations the move will change and employees‟ 

attraction and retention will go up in local government authorities. 

5.2.2 Improving fringe benefits  

There should be allocation of fringe benefits in local government authorities just like 

other public organizations or even more. This will help to attract competent 

employees from other public organizations and retain them. These fringe benefits are 

like honoraria, extra duty allowances, housing allowances and reasonable per diems. 
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5.2.3 Supplying adequate of working resources/improving working 

environment, 

There should be good national plan to ensure that there is supply of adequate 

working resources like tools and other facilities like cars and buildings. This will 

eventually improve the working environments of employees. The improved working 

resources will motivate the available employees in local government authorities to 

work and will be satisfied as a result employees‟ attraction and retention in local 

government authorities will be high. 

5.2.4 Improving recognition 

It is also evidenced than lower recognition in local government is a problem in 

attracting and retaining employees. Hence there should be a great effort to recognize 

potential employees for their deeds in local government authorities. The central 

government should pay dearly for this as employees in local government authorities 

are closer to people where government policies are being implemented. 

5.2.5 Improving training and development opportunities 

It has also been observed that in local government authorities most of employees 

develop and train themselves by using their own fund. But in some other 

organizations employees are trained and developed. Therefore, there should be 

improvement in opportunities for training and development in local government 

authorities just like in other public organizations. Then employees‟ attraction and 

retention will increase. 

5.2.6 Improving the status of employees.  

The status of employees working in local government authorities should be 

improved. They should be seen as important employees in the country. This will 

make them feel proud to work in local government authorities as they will be highly 

valued. As results other employees from other organizations will run into local 

government authorities. 
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5.2.7 Reduction in salary difference between local government sector and other 

public organizations 

There should be harmonization of salaries across the public service of Tanzania 

depending on the work load. Employees in local government authorities will not run 

to other organizations as the salary will be the same with what they receive. The 

equity in remuneration is very important in addressing this problem in question. 

5.2.8 Increasing human resource management autonomy. 

Human resource management functions should be completely done by local 

government authorities, for example, promotion, human resource recruitments and 

others of the like. The literatures show that some employees run away from some 

local government authorities because of being posted to local government authorities 

which were out of their wishes. Also, some motivation factor like salary are not 

decided by local government authorities. 

5.2.9 Funding local government authorities by the central government 

There should be enough fund transfer from the central government for recurrent 

expenditure to local government authorities with economically powerless status to 

afford all employees‟ attraction and retention measures like supplying enough 

working tools and providing fringe benefits to employees. Then such local 

government authorities will be able to use the fund to attract and retain competent 

employees. 

5.3 Suggestions for Further Research 

Despite the detailed discussion on the subject matter of employees‟ attraction and 

retention in local government authorities there are some areas which have not been 

covered. Therefore, the following are the suggested areas for further studies: 

1. Assessment of the impacts of employees‟ emigration from local government 

authorities on local governments‟ survival. Under this area further research 

can be carried out to measure the effects of high out migration of employees 

on local government authorities. 
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2. Impacts of salary gap in Tanzanian public service on attaining employees‟ 

equality. The research may concentrate on comparing the social and 

economic impacts of salary differences among employees of different 

organizations and that of local government authorities. 

3. Another study can also be conducted to assess the factors affecting 

employees‟ attraction and retention at other local government authorities 

other than Njombe District Council and by using other research 

methodologies like another study design and other methods and techniques of 

data collection. 

4. Another study can be carried out on employees‟ attraction and retention in 

other public organizations other than local government authorities, then the 

different between factors for employees‟ attraction and retention in local 

government and other sectors can be understood. 
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APPENDICES 

Appendix 1: Questionnaire for Employees of Njombe District Council 

Introduction 

My name is Mr. Hezbon T. Mtawa a bonafide student of the University of Dodoma 

pursuing a Master degree in Public Administration under the department of Political 

Science and Public Administration of the same University. I am currently conducting 

Research on “Factors affecting employees’ attraction and retention in Local 

Government Authorities of Tanzania”. The research site is Njombe District Council 

and the Target population is all employees of Njombe District Council Head Office. I 

kindly request you to honestly answer the following questions. The information 

gathered will be treated as confidential and be solely used for the purpose of this 

research. 

PART A: DEMOGRAPHIC INFORMATION 

Please put a „√‟ in the appropriate space provided in the following questions: 

1. What is your Sex?  

Male Female 

  

 

2. What is your Age in years?  

11 - 20 21 - 30 31 - 40 41 - 50 51 - 60 

     

 

3. What is your level of Education? 

Certificate Diploma Bachelor Masters PhD 

     

PART B: EMPLOYEES’ ATTRACTION AND RETENTION STATUS 

4. If you are given a job opportunity at another public organization other than Local 

Government Authority and given choices whether to remain at Njombe District 

Council or to leave, Will you remain at Njombe District Council?  

YES NO 

  



76 

5. If you were given two chances to transfer your employment, One with Local 

Government Authority and another with Public Organization other than Local 

Government Authority. Will you choose to go at Local Government Authority?  

YES NO 

  

 

6. How do you rate the status of employees‟ attraction and retention in Local 

Government Authorities in the likert scale of: 1=Very Low, 2= Low, 

3=Moderate, 4=High, 5=Very High 

(Insert ‘√’ appropriately) 

 

 Very Low 

(1) 

Low   

(2) 

Moderate 

(3) 

High   

(4) 

Very High 

(5) 

Level of Employees‟ 

Attraction 

 

 

    

Level of Employees‟ 

Retention 

     

 

7. Indicate the rate at which employees are leaving local government sector to other 

organization per year: (Insert √) 

 Very Low 

(1) 

Low   

(2) 

Moderate 

(3) 

High   

(4) 

Very High 

(5) 

Employees leaving LGAs  

 

    

 

8. Indicate the rate at which employees are shifting from other public organizations 

to LGAs per year: (Insert √) 

 Very Low 

(1) 

Low   

(2) 

Moderate 

(3) 

High 

(4) 

Very High 

(5) 

Employees received by 

LGAs 
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PART C: FACTORS AFFECTING EMPLOYEES’ ATTRACTION AND 

RETENTION IN LOCOL GOVERNMENT AUTHORITIES 

9. The following factors affect the decision of employees in deciding to leave the 

Local Government Sector or to Remain (Insert ‘√’ appropriately) 

 Strongly 

Disagree (1) 

Disagree 

(2) 

Neutral 

(3) 

Agree 

(4) 

Strongly 

Agree (5) 

i.Pay Rate/Basic Salary      

ii.Politics      

iii.Reputation      

iv.Recognition      

v.Career Growth       

vi.Training and Development 

Opportunities 

     

vii.Adequacy of working 

resources 

     

viii.Status Level      

ix.Fringe Benefits      

x.Clarity of tasks      

 

10. The following are the reasons which influence employees to leave Local 

Government Sector (Insert √) 

 Strongly 

Disagree (1) 

Disagree 

(2) 

Neutral 

(3) 

Agree 

(4) 

Strongly 

Agree (5) 

i.Lower Salary/Pay Rate      

ii.Politics      

iii.Lower Reputation of LGAs      

iv.Lower Recognition at LGAs      

v.Lower Career Growth at LGAs      

vi.Lower Training and 

Development Opportunities at 

LGAs 

     

vii.Inadequate working resources      

viii.Lower Status at LGAs      

ix.Lower Fringe Benefits at LGAs      

x.Lower Clarity of tasks at LGAs      
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PART D: PERCEIVED CHALLENGES AND SUGGESTED STRATEGIES  

11. The following are the challenges hindering the efforts of employees attraction 

and retention in Local Government Authorities: (Insert √) 

 Strongly 

Disagree(1) 

Disagree 

(2) 

Neutral 

(3) 

Agree 

(4) 

Strongly 

Agree (5) 

i.Insufficient Financial 

Resources to Attract and Retain 

Employees 

     

ii.Insufficient Human Resources 

Management Autonomy 

     

iii.Salary Gap between LGAs 

and Other Public Organizations 

     

 

12. The following strategies can help to improve employees‟ attraction and retention 

in Local Government Authorities of Tanzania: (Insert √) 

 Strongly 

Disagree(1) 

Disagree 

(2) 

Neutral 

(3) 

Agree 

(4) 

Strongly 

Agree (5) 

i.Improving Pay Rate/Basic Salary 

at LGAs 

     

ii.Regulating Politics at LGAs      

iii.Improving Reputation of LGAs      

iv.Improving Recognition of 

Employees at LGAs 

     

v.Improving Career Growth of 

Employees at LGAs 

     

vi.Improving Training and 

Development Opportunities at 

LGAs 

     

vii.Supplying adequate working 

resources at LGAs 

     

viii.Improving the Status of 

Employees at LGAs 

     

ix.Improving Fringe Benefits at 

LGAs 

     

x.Improving Clarity of tasks at 

LGAs 

     

 

Thanks a lot for your Cooperation 
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Appendix 2: Interview Quide for Key Informants of Njombe District Council 

EMPLOYEES’ ATTRACTION AND RETENTION STATUS 

1 What is the status of employees leaving Njombe District Council to other 

organizations other than LGAs? 

2 What is the status of employees applying to transfer from other organizations 

other than LGAs to Njombe District Council? 

FACTORS AFFECTING EMPLOYEES’ ATTRACTION AND RETENTION 

IN LOCOL GOVERNMENT AUTHORITIES 

3 What do you think are the factors influencing the decision of employees to 

remain or leave at Njombe District Council to other organizations other LGAs 

4 What do you think are the major reasons for employees to leave from LGAs to 

other public organizations other than LGAs?  

5 Most of Employees‟ are leaving LGAs to other Public Organizations, what are 

they looking for to those organizations? 

PERCEIVED CHALLENGES’ IN ATTRACTING AND RETEINING 

EMPLOYEES  

6 What do you think are the challenges drawing back the efforts to attract and 

retain employees‟ in LGAs including Njombe District Council? 

STRATEGIES TO IMPROVE EMPLOYEES’ ATTRACTION AND 

RETENTION AT LGAs 

7 What do you think can be the strategies to attract and retain employees at LGAs? 
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Appendix 3: Telephone Interview Quide For Key Informants Of Employees 

Who Left Njombe District Council 

EMPLOYEES’ ATTRACTION AND RETENTION STATUS 

1 If you were given the chance to shift back to Local Government Authorities 

would you be ready to come back to LGAs and stay? Yes/No 

FACTORS AFFECTING EMPLOYEES’ ATTRACTION AND RETENTION 

IN LOCOL GOVERNMENT AUTHORITIES 

2 What factors influenced your decisions when you were deciding to leave the 

Local Government Sector? 

3 What are the pushing factors forced you to Leave Local Government Sector?  

STRATEGIES TO IMPROVE EMPLOYEES’ ATTRACTION AND 

RETENTION AT LGAs 

4 What do you think can be done at LGAs to attract you back and make you 

remain at LGAs? 
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Appendix 4: Back Ground Information of the Research Area 

Departments and Units of Njombe District Council 

Finance and Trade  

Administration and Human Resource 

Agriculture, Irrigation and Co-operative 

Planning, Monitoring and Statistics 

Livestock and Fisheries 

Primary Education 

Secondary Education 

Works and Fire rescue 

Land and Natural Resource 

Health  

Environmental Health and Sanitation 

Community Development, Youth and Social welfare 

Internal Audit unit 

Legal unit 

Beekeeping unit 

Election unit 

Information Communications Technology and Public Relations unit 

Procurement Management Unit 

Vision 

The vision of Njombe District Council is to have a community with better and 

sustainable livelihood by 2025 

Mission 

The mission of Njombe District Council is to provide high quality and sustainable 

services through efficiency and effective use of available resources and opportunities 

for improved community‟s livelihood
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Background Information  

Njombe District Council was established in 1962 and later was dissolved on 1
st
, July 

1972 by the Decentralization of Government Administration (Interim Provisions) Act 

No 27 of 1972 which was enacted by the Parliament of the United Republic of 

Tanzania and its function were transferred to District Development Councils. In 1983 

the election in local government took place and Njombe District Council was re-

established in 1984.   In 2012 the District council was promoted to Njombe Region 

with 4 District Councils namely Njombe, Makete, Ludewa and Wanging‟ombe 

District council; and two Town Councils of Njombe and Makambako Town 

Councils.  

Geographical Location and Boundaries 

Geographically, Njombe District  Council is situated in Southern Highlands. In the 

South Njombe District Council it borders Njombe Town Council where it extends up 

to south West, in the West it borders Wanging‟ombe District Council, in the East it 

borders Kilombero District Council of Morogoro Region and in the North it borders 

Mufindi District Council of Iringa Region and in the North West it borders 

Makambako Town Council. The headquarters is located in Njombe Township along 

the Njombe-Songea Road and its location lies between latitudes 8
o
8‟ and 9

o
.8‟ South 

of the Equator and between longitudes 33
o
.5‟ and 35

o
.8‟ East of Greenwich 

Land Area 

The surface area of Njombe District Council is 3,134 square kilometers equivalent to 

313,400 Hectares. Out of these 227,000 Hectares are suitable for agriculture and 

livestock production while the rest of the land is for other activities. 

Climate  

The mean annual rainfall at the highlands zone experiences reliable rainfall ranging 

between 1000 - 1800 mm annually with lower temperature, largely humid lies below 

15
0
 C. while at the lower zone experiences unreliable rainfall ranging between 900 – 

1500mm annually, with relatively warm temperatures ranging between 15
o
C – 25

o
C 

of which higher temperatures are experienced from September to November. 
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Administrative Units 

Administratively, the Council has one election constituency that is North Njombe 

which comprises 2 divisions, 12 wards, 45 villages, 227 hamlets with 20,341 

Households as per 2012 PHC 

Population Size 

Demographically, according to the National census of 2012, the District had a total 

population of 85,747 (40,047 Male and 45,700 Female) and the projected population 

of Njombe District Council as of December 2018 is 96,817 (45,911 Males & 50,906 

Female) and 24,210 households.  

Ethnic Groups 

The dominant indigenous ethnic groups in Njombe District are the Bena, Hehe and 

Kinga. The customs and norms of indigenous tribes found in the district do resemble 

and have the same originality though the existing differences are due to subjection of 

economical and developmental changes. 
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Appendix 5: Research Clearance from the University of Dodoma  
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Appendix 6: Ethical Clearance from the University of Dodoma  
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Appendix 7: Research Permit from Njombe Region  
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Appendix 8: Research Permit from Njombe District Council  

 


