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ABSTRACT 

This study assessed the strategies adopted by private organizations in employees‟ retention 

in Tanzania using NMB Bank in Dodoma district as a case study.  Four research 

objectives guided the study. First, to identify the causes of employee attrition in the 

private organizations; second, to examine the current retention strategies in the private 

organizations; thirdly, to examine the usefulness of the current retention practices in 

retaining the employee in the private organizations; and fourthly, to determine the 

challenges facing the strategies used in retaining the employees in the organizations.  Data 

were collected in two branches of NMB Bank in Dodoma district namely Mazengo and 

Dodoma branches.  

The study applied quantitative and less qualitative approaches and cross survey research 

designs was employed. The sample size was 80 respondents. The study used primary and 

secondary data. Data were collected through questionnaires, interview and documentary 

review. Data were analyzed using Statistical Package for Social Science (SPSS) version 

16.0 and the use of description was employed. The findings revealed that several current 

retention practices in the private organization had brought positive results in retaining 

worker in the organization. Creation and maintaining good working environment, 

allowances to employees, motivation and good relationship with top management. The 

study reveals several challenges facing organization to retain employees. These include 

high need for training, life style changes and declining of the value of local currency. 

Organizations should make sure that subordinates are listened and assisted in solving their 

problems facing in their work place. This could make them feel as they are part of the 

organization, hence make them remain working with the organization. 
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CHAPTER ONE 

                     INTRODUCTION AND BACKGROUND INFORMATION 

1.0 Introduction  

This chapter introduces the background to the problem as well as statement of the problem 

on strategies used by organizations in employees‟ retention. Further it presents the 

research objective, research questions, and the significance of the study. 

1.1 Background Information 

The new world of work puts the importance of human capital and indeed human capital 

development at the centre of organizational success or failure. Worldwide, a number of 

factors have been attributed to the increase in the level of employee turnover. One of the 

most important drivers of productivity and sustainable economic growth in developed 

economies is the quality and stability of its work force. The way people are paid, 

recognized and achieve salary advancement are critical factors in attracting, retaining, and 

motivating employees. Majority of the employees would soon quit the organization and 

lastly, the high rate of employee turnover in the organization is largely attributed to poor 

reward system administration (Chiboiwa et al, 2010).  

 

Employee‟s retention is affected by economic factors, as workers make rational economic 

decisions about their careers and seek better paid work where they can. In developing 

countries, there is also considerable evidence that workers especially in public sectors that 

feel their work is becoming increasingly stressful and that their status is falling 

(Macdonald, 1999).  
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A variety of strategies to increase retention has been devised. For example in Ghana, 

teachers are required to have a bond signed. If they leave works before their initial three-

year posting is completed, they are barred from further employment in the state sector and 

the guarantor must repay the bonded amount. In practice, however, the value of the bond 

has been reduced by inflation, and the system is no longer enforced. Lack of enforcement 

has led to widespread cynicism about the scheme (Hedges, 2002). 

 

Increasing employees‟ salaries may appear to be the obvious response to attrition 

problems. However, there is little evidence that increased salary alone has a high long-

term impact on retention. Improving employee physical, social, and professional 

experience of work increases their commitment, reduces attrition, and is often cheaper 

than trying to tackle salary or the costs of working dissatisfaction, loss and retraining 

(Macdonald, 1999).  

 

A number of factors have been articulated in order to explain the reasons employees leave 

one organization for another, or in some cases, leave the country. Abassi and  Hollman 

(2000) and Hewitts (2006) highlight some of these reasons as hiring practices, 

management style, lack of recognition, lack of competitive compensation system, toxic 

workplace environment. Others include lack of interesting work, lack of job security, lack 

of promotion and inadequate training and development opportunities.  

 

For managers, nothing feels better than having a strong, successful, happy workforce in 

place that is mutually focused on the organization‟s performance. Hiring top-quality 

individuals is an important task on its own, but essential to any manager‟s ongoing process 

is a critical retention strategy. 
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1.1.1 NMB Historical Background 

NMB was established in 1997 by an Act of Parliament through the National Microfinance 

Limited Incorporation Act No 22 of that year. It was created from the restructuring of the 

National Bank of Commerce (NBC) by an Act of Parliament in preparation of NBC‟s 

privatization, which resulted in the unbundling of the NBC into three entities i.e.NMB, 

NBC Holding Corporation and NBC (1997). NMB is registered at the Companies Registry 

and is regulated by the Bank of Tanzania and licensed under the Banking and Financial 

Institutions Act, 2006 to provide commercial banking activities. 

 

In the same year (1997) it was incorporated into private limited liability company under 

the Companies Act (Cap 212) of the laws of Tanzania and issued with a Certificate of 

Incorporation Number 32699 (NMB Plc Annual Report, 2011). 

 

As part of its privatization policy, the Government commenced the privatization of NMB 

in 2004. Specifically, the repeal of the NMB Ltd Incorporation Act of 1997 was assented 

by the President on 30
th

 January 2004, paving way for its privatization and on 30 

September 2005 the Government sold 49% of its shareholding in the Bank of consortium 

led by the Cooperative Centrale Reiffeisen-Boerenleenbank B.A. („Rabobank‟) of the 

Netherlands (NMB Plc Annual Report,2011). 

 

The Government further sold 21% of NMB‟s shares to the public in 2008 in accordance 

with the undertakings given under the Shareholders Agreement executed with Rabobank 

consortium. (NMB Plc Annual Report, 2011). 
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1.1.2 NMB Ownership 

According to National Microfinance Bank Plc Annual Report, 2011, the names of the 

holders and percent of the shares are;  

Cooperative Centrale Rainffeisen-Boerenleen bank-B.A “Rabobank Nederland” (34.9%)  

The Treasury Registrar (31.8%) 

National Investment Company Limited (6.6%) 

Exim Bank (Tanzania) Limited (4.6%) 

SCB (T) Nominee Limited (2.0%) 

Aunali F.Rajabali (1.7%) 

Sajjad F.Rajabali (1.6%) 

Standard Bank Plc (1.3%) 

Parastatal Pension Fund (0.8%) 

National Social Security Fund (0.7%) 

TCCIA Investment Company Limited (0.5%) 

 

1.1.3 NMB Mission Statement 

“NMB will provide access to a full range of financial services for the rural and (peri) 

urban population in Tanzania and its current and prospective client base, in a sustainable 

and viable way. Special attention will be given to micro entrepreneurs, SME‟s, rural 

enterprises and agriculture‟‟ (NMB Plc Annual Report, 2011). 

 

In order to achieve its mission of providing the rural and (peri) urban population in 

Tanzania, access to a full range of financial services, NMB has formulated a pillar of three 

values namely:- 

One; Customer Value i.e. to become recognized as the leading rural bank in Tanzania 
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Second; Financial Value i.e. to generate sufficient profits to remain financially sustainable 

Third; Employee Value i.e. to be a challenging employer for its workforce providing 

ample opportunities for their career development (NMB Plc Annual Report, 2011). 

 

1.1.4 NMB Control Structure 

NMB entered into Management Service and Technical Assistance Agreement with 

Rabobank on 30 September 2005. Under the agreement Rabobank will be providing 

management services and technical assistance to NMB (NMB Plc Annual Report, 2011). 

 

NMB has Board of Directors and Management of the bank on the other side. Nomination 

of Members of Board of Directors is led by the Memorandum and Articles of Association 

provided by the Bank of Tanzania (BOT) of 2006 and 1994. The shareholder that have 

shares over 10% of the whole capital have the right to nominate a name that will be 

presented to the annual general meeting for contesting the election (NMB Plc Annual 

Report, 2011). 

 

According to the Banking and Financial Institution Act,2006 which provides that, „The 

Board of Directors of  a licensed bank must have a membership of not less than five, two 

of whom must have banking or related experience and majority of whom must be non-

executives‟ (NMB Plc Annual Report, 2011). 

  

NMB Board of Directors consists of eight Directors. None of the Directors hold executive 

positions in the Bank. The Board takes overall responsibility for the Bank, including 

responsibility for identifying the key risk areas, considering and monitoring investment 

decisions, considering significant financial matters, and reviewing the performance of 
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management business plans and budgets. The Board is also responsible for ensuring that a 

comprehensive system of internal control policies and procedure is operative, and for 

compliance with sound corporate governance policies (NMB Plc Annual Report, 2011). 

 

The Bank is committed to the principles of effective corporate governance. The Directors 

also recognize the importance of integrity, transparency and accountability. The Board has 

four sub-committees in order to insure a high standard of corporate governance throughout 

the Bank; the committees include; Board Executive Committee, Board Audit, Risk and 

Compliance Committee, Board Human Resources and Remuneration Committee and 

Board Credit Committee  (NMB Plc Annual Report, 2011). 

 

The Board is required to meet at least four times a year. The Board delegates the day to 

day management of the business to the Chief Executive Officer assisted by the 

Management Team. The Management Team is invested to attend board meetings and 

facilitate the effective control of all the Bank‟s operational activities, acting as a medium 

of communication and coordination between all the various business units (NMB Plc 

Annual Report, 2011). 

 

The Management Team is abided to the Banking and Financial Institution Act, 2006 of 

engaging in taking deposits on demand, provision of credit facilities and other commercial 

banking services (NMB Plc Annual Report, 2011). 

 

1.2 Statement of the Research Problem 

Turnover among valued employees is costly, disruptive, and negatively correlated with 

customer satisfaction. Employee turnover involves three types of costs, each of which saps 
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bottom-line results (Harvard Business School Press, 2002); Direct expenses; including the 

out-pocket cost of recruiting, interviewing, and training replacements. However, it has 

been observed that in a tight labour market, replacements may require a higher salary than 

the people who are defecting not to mention the potential cost of signing on bonuses. 

Indirect cost, such as the effect on workload, morale, and customer satisfaction.  

 

Employees expect to get positive service from their employers but still suffer with 

insufficient development opportunities, boredom, ineffective supervision, poor 

management, poor level of both employers and employee‟s involvement, straight forward 

personality clashes, poor communicating time and others. There are some researchers who 

have done researches regarding employees‟ turnover in the work organizations. For 

example Korantwi, Bilson  and Wanyor (2006), identified factors that can affect 

recruitment and retention of staff. It has been observed that about 20 years ago employees 

were loyal to their employer and tended to stay within the same firm for life. Today, the 

situation is different: if an employee is not satisfied with what the employer has to offer, 

the step to move on and to find other alternatives is not very big issue (Perppitt, 2004).  

The firms can benefit from having long-term employees in that the costs of recruiting and 

training the employees can be spread out over a longer time period. Thus, when 

organization realizes the value that can be gained by being able to keep the valuable 

people within the firm, they will want to discourage these people from leaving voluntarily. 

This is indeed possible and can be done by having strategies that reduce turnover (Baron 

&Kreps, 1999; Peppitt, 2004).  

 

Over the recent past, the Government of Tanzania has tried various methods to create 

good environment to organizations for the healthy and sound business environment. Some 
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methods have worked well and others have failed. Failures, perhaps is in implementation 

more so than in concept. To a large extent, the evolution of the government requires major 

changes in how business and services should be conducted. The challenge for most 

organizations today is the formulation of an effective employee retention strategy that will 

help in retaining employees that are considered critical in attaining organizational goals.  

 

The prevailing hostile economic environment in Tanzania has made the formulation of a 

realistic retention strategy particularly difficult for managers in the face of an ever 

changing economic environment that is characterized by inflation with a depleted labour 

market occasioned by skill emigration seeking for green pasture (Peppitt, 2004).  That is 

to say there is a scantiness of detailed researches underpinning poor remunerations in both 

public sector and conducive environment in an organization especially in private sector as 

on how private sector retain the employees. Therefore, this study intended to investigate 

and document on strategies used by organizations in private sector to retain the employees 

in the competitive market environment. 

 

1.3 Research Objectives 

1.3.1 General Objective 

The general objective of this study was to assess strategies used by private organizations 

in employees‟ retention for performance improvement in Tanzania using National 

Microfinance Bank Plc in Dodoma district as the case study. This would advise the public 

sector to adopt the suitable strategies. 
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1.3.2 Specific objectives 

             Specific Objectives of the Study were:- 

 

i. To identify the causes of employee attrition in the private organizations 

ii. To examine the current retention strategies in the private organizations 

iii. To examine the usefulness of the current retention practices in retaining the 

employee in the private organizations 

iv. To determine the challenges facing the strategies used in retaining the employees 

in the organizations 

1.4 Research Questions 

                  Research Questions of the Study were:- 

 

i. What are the causes of employee attrition in the private organizations? 

ii. What are the current retention strategies in the private organizations? 

iii. How the current retention practice is useful in retaining the employee in the 

organizations? 

iv. What are the challenges facing the strategies used in retaining the employees in 

the private organizations? 

1.5 Significance of the Study 

This study is significance to all stakeholders of in human resource management for their 

decision making as improves the performance of the organization especially in public 

sector in Tanzania.  

 

The findings of this study are important to policy makers, planners and other stakeholders 

to improve adopt attainable strategies used to retain employee in the organization. The 
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findings of this study are also useful as the baseline and references to academic 

researchers and policy makers especially in human resource field.  

 

1.6 Limitations of the Study 

The study was conducted in Dodoma district using NMB bank as the case study. This 

study was limited to time as was framed by the authority. It lacked enough time to exhaust 

comprehensively. This led it to focus on one area only. However, financial resource was 

the challenge to researcher to meet the necessary expenses. In addition, the study faced the 

problem of inadequate respondents because it studied only one organization (NMB).  

 

1.7 Scope of the Study 

The scope of the study in terms of content of the research generally was to examine the 

strategies used by private organization on employee retention using NMB bank as the case 

study.  

 

1.8 Organization of the Chapters 

This work is made of five chapters. Chapter one presents background of the study and 

research problem. It also presents objectives, significance, scope and limitation of the 

study. Chapter two presents the review of the related literatures. The third chapter 

describes the research methodology which is organized in the following sections; the 

study area, research design, data collection techniques, sampling frame and sample size, 

data analysis techniques. The fourth chapter is the chapter which presents findings and 

discussions of the findings. The final chapter is chapter five presents introduction, 

summary, conclusions, recommendations and area for further research.   
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CHAPTER TWO 

                                                 LITERATURE REVIEW 

2.0 Introduction 

This chapter analyzes the literature review in relation to study. These include definition of 

key terms, theoretical literature review, empirical review, conceptual framework, critical 

review of literature, relevance of the literature review and conceptual framework. 

 

2.1 Theoretical Literature Review 

2.1.1 Definition of Key Terms 

2.1.1.1 Organization 

An organization is a group of persons organized for some end or work; association: a 

nonprofit organization ((Nickols, 2003). 

 

2.1.1.2 Private Sector 

Private sector refers to institutions that are formed, controlled, managed, and principally 

funded by private individuals and groups rather than by governments (Cruz, 2006). For 

our case NMB bank is principally controlled and managed privately, therefore our 

research has taken NMB to sweet that purpose. 

 

 2.1.1.3 Retention  

Retention is a voluntary move by an organization to create an environment which engages 

employees for a long term (Chaminade, 2007). Employee retention is affected by 

economic factors, for example teachers make rational economic decisions about their 

careers and seek better paid work where they can. However, there is also considerable 
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evidence that teachers feel their work is becoming increasingly stressful and that their 

status is falling (Macdonald, 1999).  

 

2.1.1.4 Attrition 

Attrition is defined as a result of economic factors, as employee make rational economic 

decisions about their careers and seek better paid work where they can (Mulkeen et al, 

2007).  

 

Increasing employee salaries may appear to be the obvious response to attrition problems. 

However, there is little evidence that increased salary alone has a high long-term impact 

on retention. Improving employees‟ physical, social, and professional experience of work 

increases their commitment, reduces attrition, and is often cheaper than trying to tackle 

salary or the costs of teacher dissatisfaction, loss, and retraining (Mulkeen et al, 2007). 

 

2.1.1.5 Employee 

Employee means a person who has entered into or works under a contract of service or a 

training contract with an employer (whether by way of manual labour, clerical work or 

otherwise, and whether the contract is expressed or implied, and whether the contract is 

oral or in writing) (Worker Cover, 2005). 

 

2.1.1.6 Strategy 

Strategy is a term that comes from the Greek strategia, meaning "gen-eralship." In the 

military, strategy often refers to maneuvering troops into position before the en-emy is 

actually engaged (Nickols, 2003). 
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Strategy is the bridge between policy or high-order goals on the one hand and tactics or 

concrete actions on the other. Strategy and tactics together straddle the gap between ends 

and means. In short, strategy is a term that refers to a complex web of thoughts, ideas, 

insights, experiences, goals, expertise, memories, perceptions, and expectations that 

provides general guidance for specific actions in pursuit of particular ends (Nicklos, 

2003).  

 

Strategy is at once the course we chart, the journey we imagine and, at the same time, it is 

the course we steer, the trip we actually make. Even when we are embarking on a voyage 

of discovery, with no particular destination in mind, the voyage has a purpose, an 

outcome, and an end to be kept in view (Nickols, 2003). 

 

2.1.1.7 Practice 

Methods or techniques found to be the most effective and practical means in achieving an 

objective of an organization (Nickols, 2003) 

 

2.1.1.8 Effectiveness 

Effectiveness is a measure of the match between stated goals and their achievement. It is 

always possible to achieve „easy‟, low-standard goals (Fraser, 1994). 
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2.1.1.9 Public sector 

Public sector refers to institutions that are formed, controlled, managed, and principally 

funded by governments rather than by individual and groups as a private (Cruz, 2006).  

 

2.1.2 Causes of Employee’s Attrition  

Armstrong (2006), points out some reasons for employee attrition or turnover out of the 

organization. He developed some reasons why employees tend to leave their organizations 

as following:- 

 

2.1.2.1 More opportunity to develop skills 

One of the reason for employees‟ attrition or reasons why employees tend to leave their 

organizations is seeking for more opportunity to develop their skills. Employees need to 

get more training to improve their CVs and performance to their carriers, thus leave the 

organization to learn more in other environment (Armstrong, 2006). 

 

2.1.2.2 Better working condition 

Apart from more opportunity to develop skills as the cause to employees‟ turnover, it is 

noted also that employees leave the organization because they need better working 

conditions. Some of the organizations have unsatistifactory working condition compared 

to others. (Armstrong, 2006). 

 

2.1.2.3 Poor relationship with managers/term leader 

Furthermore, it is obvious that is one of the subordinate quarrels with top management 

means that working condition could be poor to subordinate forcing him or her to run away 

(Armstrong, 2006). 
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2.1.2.4 Poor relation with colleagues 

Due to interaction with other colleagues within the organization sometimes 

misunderstanding occurs. If these misunderstanding would not be solved early, it could 

lead to uncontrolled conflicts which force one of the employees to leave the organization 

(Armstrong, 2006). 

 

2.1.2.5 Bullying or harassment  

Some of the top management or leaders in the organization have poor leadership skills as 

they treat unfair their workers. Make workers unhappy with their carrier forcing them to 

leave the organization.  

 Furthermore, according to Kiran (2006), eemployees leave jobs for five main 

reasons including poor working conditions, lack of appreciation, lack of support, 

lack of opportunity for advancement and inadequate compensation.   

 Weiwei (2010) identifies three aspects in which reasons for employees turnover. 

These include personal reasons, culture shock, and school issues, such as 

management problems, lack of respect from the school, and not receiving a new 

contract from school. 

 According to REED (2005), lack of development opportunities was the most 

important cause in employees‟ decisions to leave their previous organization. 

Moreover, high levels of stress and lack of opportunities for growth to employees 

cause employee attrition. Matching development opportunities to individual 

employee‟s career aspirations is likely to have the most positive influence on staff 

retention.  
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2.1.3 Causes of Employee’s Retention 

As Maslow stated, all humans have a need to be respected and to have self-esteem and 

self-respect. People need to engage themselves to gain recognition and have an activity or 

activities that give the person a sense of contribution, to feel accepted and self-valued, be 

it in a profession or hobby (Weiwei, 2010). 

 

2.1.3.1 Avoid loss of talented employees 

Among the many reasons organization need to avoid about turnover are the direct and 

indirect costs linked to the loss of talented employees. In a number of studies, managers 

have estimated the cost of turnover to vary between 50% and 150% of the departing 

employee‟s annual salary, depending on job level, industry, and geography (Baron 

&Kreps, 1999; Peppitt, 2004). This is to say the organization must make sure that 

employees‟ retention especially to key workers due to their valuable contribution to the 

organization. 

 

2.1.3.2 Avoid the costs of recruiting and training the employees  

Furthermore, firms or an organization can benefit from having long-term employees in 

that the costs of recruiting and training the employees can be spread out over a longer time 

period. Thus, when organization realizes the value that can be gained by being able to 

keep the valuable people within the firm, they will want to discourage these people from 

leaving voluntarily. This is indeed possible and can be done by having strategies that 

reduce attrition (Baron &Kreps, 1999; Peppitt, 2004) 

 



17 

2.1.3.3 Benefits and profitable reasons 

Globally, the labor market is growing and changing fast. It is the responsibility of the 

leader/Manager in the organization to adapt of these changes to be able to make the 

organization profitable.  To be able to do this would retain key employees in the 

company/organization since they are the ones which drive the company forward (Baron 

&Kreps, 1999; Peppitt, 2004). 

 

2.1.4 Retention Practices 

According to Ware (1997), six dimensions that are most critical to influencing retention of 

employee in the organization which must be infused into three major components that 

must be in place and aligned for an organization to achieve retention.  

 

2.1.4.1 Managers’ Retention Practices 

 Managers play a significant role in influencing the employee's commitment level and 

retention. There are a number of managers‟ retention practices which increase the 

probability that an employee will remain committed to an organization over time. These 

retention practices represent the manager's actual behaviors on the job (Ware, 1997). 

 

2.1.4.2 Organizational Retention System 

The organizational practice retention systems on which an organizational systems and 

processes is among the factors that  influence retention in the organization, among them 

they include, equity of pay scales, organization's recruiting systems and processes 

(Ware,1997).  
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2.1.4.3 Measurement and Accountability 

Measurement and accountability is one of the components which ensure that retention 

becomes an ongoing priority. Many organizations do not even know what their attrition 

rates are (Ware, 1997). 

 

2.1.4.4 Practice of Promotion 

 Part of the retention practices in the organization is the practice of promotion within the 

organization which fosters good succession plan and encourages employees to build a life-

long career around the organization. This will also foster commitment and loyalty amongst 

the employees (Chiboiwa et al, 2010). 

 

2.1.4.5 Follow Best Practice 

 This contents that in order the organization to retain employees, organization should 

implement the following best practices: hire right to begin with, engage in longer 

orientations with new employees, live the values, use creative rewards and recognition, 

create annual personal growth plans for each employee, consider non-compete 

agreements, recruiter-proof your company, make it easy for people to get their jobs done, 

do corporate succession planning, conduct exit interviews with employees who resign 

(Kiran,2006).  

 

2.1.4.6 Leaders Role in Retaining Employees  

The leader‟s relationship with employees plays a central role in retaining employees, 

because employees need to feel involved, and that their presence counts. When retention is 

a core value, good things happen for concentrate only on key employees, leaving out other 
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employees who are also the company‟s greatest asset, which my study needs to address 

(Kiran, 2006). 

 

2.1.5 Challenges to Retain the Employees 

In addition, it is said that turnover of employees can be a source of disadvantage for an 

organization or retention is advantage.  But there are challenges in attempting to retain 

these employees (Barney, 1991). 

 

2.1.5.1 No guarantee to employ to stay in the organization for long time 

Keeping employees for longer periods is an important challenge for firms today, neither 

employees nor employers seems to take for granted that the employees will stay with the 

same firm until retirement (Barney, 1991). 

 

2.1.5.2 Consuming and costly for organizations 

Many seems to agree that employee turnover is both time consuming and costly for 

organizations (Branham, 2001; Peppitt, 2004; Baron & Kreps, 1999) and that the market 

for talents and valuable employees has become more competitive today than it was on a 

few decades ago. The strategy that the firms must take is neither easy nor the same for all 

firms, but the facts remain; firms must take action and work with long -term perspectives 

to keep their valuable resources.  

 

The point here is that for firms to work with turnover is difficult to the organization, even 

though this work is difficult, especially when there is no quick-fix solution. This is 

because it is difficult for the organization to make the employee satisfy completely 

(Branham, 2001; Peppitt, 2004; Baron & Kreps, 1999). 
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2.1.5.3 External and internal factors 

There are a number of factors which promote the employees to stay or leave the 

organization. It may be external factors, internal factors and the combined effect of both. 

Human resource practices counts a lot in this regard. It is the need of the hour that Human 

Resource Managers should identify the needs of the employee and then devises the 

retention strategies (Hassan et al, 2011). 

 

Retaining employees involves understanding the motivators in them which many 

organizations unable to identify. The reason is individuals differ greatly in this regard. A 

company/organization should make some efforts and undertake some analyses to 

determine the non-monetary interests and preferences of its key employees, and then 

attempt to meet these preferences in action (Hassan et al, 2011). 

 

The organizations should implement only the relevant retention strategies. Since one 

Strategy does not fit in all the organization, there is a need for the Human Resource 

Managers to identify the employee needs and then plan the retention strategies (Hassan et 

al, 2011). 

 

2.1.6 Strategies to Retain Employees 

Retaining employees and developing a stable work force involves a two-step process 

understanding why employees leave in the first place, and developing and implementing 

strategies to get them to stay (Kiran, 2006).  

Don Grimmer (2011), suggests out some ways to retain the Employees as follows:  

 In his opinion pay employees reasonably and well as motivation to work.  
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 Treat each and every employee with respect. This is to show them that you care 

about them as persons, not just as workers.  

 Praise their attempts; clearly communicate goals, responsibilities and expectations. 

Never criticize in open.  

 Reward for outstanding performance (e.g., with promotions and opportunities). 

Create opportunities for employees to learn & grow 

 Involve employees in plans and decisions. Ask for their ideas and opinions. 

Encourage initiative.  

 Link the goals of the organization with the goals of each individual in it. Keenly 

listen to employees concerns both work related and personal.  

 Share information openly and clearly. Celebrate successes and milestones reached 

organizational and personal.  

 Create an organizational culture that is open, trusting and fun. 

 

Furthermore, Karan (2006) identifies several strategies which could be used to retain 

employees at the work place. These include environmental strategies, create and maintain 

a workplace that attracts, retains and nourishes good people, relationship strategies focus 

on how you treat your people and how they treat each other, support strategies involve 

giving people the tools, equipment and information to get the job done, growth strategies 

deal with personal and professional growth and compensation strategies cover the broad 

spectrum of total compensation, not just base pay and salary. 
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2.1.7 Theories for Employees’ Retention   

2.1.7.1 Maslow’s Hierarchy of Needs theory (Motivation Theory)  

This study adopts the theory which postulates that humans have specific needs that must 

be met. Chamberlin et al (2002) and Conley and Odden (1995) developed this theory. 

According to this theory, there are five „levels‟ of need, namely physiological (thirst, sex, 

hunger), safety (security, stability and protection), love and belongingness, self-esteem 

and self-actualization. A key proposition is that if the lower level needs remain unmet, the 

higher level needs cannot be fulfilled. This theory seems particularly relevant to 

employees retaining in the organization because meeting the basic survival needs for food 

and shelter as well as security in conflict situations are major daily challenges for some of 

workers in many countries. These can seriously impair the realization of higher level 

needs without which effective performance cannot be attained.  

 

For example, employees who are tired and hungry and excessively preoccupied about 

meeting their household‟s livelihood needs are unlikely to become strongly motivated by 

their involvement in professional development activities in the organization. It is also to 

be expected that the fine-tuning of pay to individual employee performance, tasks or 

skills, which has received so much attention recently in the USA and England 

(Chamberlin et al, 2002; Conley and Odden, 1995), will not be seen as a major issue 

where workers feel that they do not earn a „living wage‟. 

 

2.1.7.2 Herzberg’s Theory of Equity  

Spector (2008) and Herzberg (1999) in the book named “Industrial and Organizational 

Behavior” developed two theory provided theoretical background to the study. The equity 

theory posit that employees seek to maintain equity between the input that they bring into 
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a job (e.g. education, time, experience, commitment, effort) and the outcome they receive 

from it (e.g. promotion, recognition, increased pay) against the perceived inputs and 

outcomes of other employees.  

 

Equity theory proposes that individuals who perceive themselves as either under-rewarded 

or over-rewarded will experience distress, and that this leads to strategic recruitment plan 

by sponsoring students in tertiary institutions with the undertaking that beneficiaries of 

such sponsorship would be bonded to work for the organization after completing their 

studies for the number of years such sponsorship lasted. For instance, a student who 

receives sponsorship for five years would be required to work for the organization for at 

least five years before such employee could seek alternative job elsewhere, Spector (2008) 

and Herzberg (1999).  

 

As part of the retention practices in the organization, there is the practice of promotion 

within the organization which fosters good succession plan and encourages employees to 

build a life-long career around the organization. This will also foster commitment and 

loyalty amongst the employees, Spector (2008) and Herzberg (1999). 

 

2.1.7.3 The Theory of X and Theory Y 

Armstrong (1992) has developed in the book of “Human Resource Management” a theory 

of motivation on the basis of hypotheses relating to human behavior. According to 

Armstrong, the function of motivating people involves certain assumptions about human 

nature. According to him he believes if an employee is motivated, the organization might 

retain him/her; this is as result of satisfaction. There are two alternative sets of 
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assumptions which Douglas and McGregor helped to develop Theory X and Theory Y for 

the organization. 

 

Theory X assumes that, the average individual is by nature indolent and will avoid work if 

he/she can; an average human being is inherently self-centered, and indifferent to 

organizational goals; most people are by nature resistant to change and want security 

above all; the average individual is gullible, not very bright, the ready victim of the 

schemer ( Armstrong ,1992). 

 

Theory Y proposes assumes that; the expenditure of physical and mental is as natural as 

play and rest. The average human being has no inherent dislike for work. Work, if 

meaningful, should be a source of satisfaction and it can be voluntarily performed; 

Commitment to objectives is a result of the rewards associated with the employee 

achievement. The most significant of such rewards, e.g., the satisfaction of ego and self-

development needs, can be the direct result of effort directed towards organizational 

objectives. Once the people have selected their goal, they will pursue it even without close 

supervision and control (Armstrong, 1992). 

 

2.1.8 Factors for Attrition 

Factors contributing to employee attrition include:- 

2.1.8.1 Illness to some of employees 

This happens when a worker gets sick especially often and/or for a long time of period. 

This might be the leading cause or factors for employee‟s attrition within the organization 

as the employee could be seeking for conducive environment for living while working. 
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2.1.8.2 Variety of unattractive conditions of working environment 

Leaving the organization or carrier due to this reason come the result of favorable working 

conditions. For example lack of enough facilities. Other include perceived low salary, 

arbitrary teacher deployment systems, unattractive work locations, unprofessional 

treatment of teachers, lack of professional development opportunities, and insufficient 

supportive supervision (Mulkeen et al, 2007). 

 

2.1.8.3 Geographical locations  

Attrition is highest in geographical locations where living conditions are extremely poor, 

harsh, or expensive, or where employees do not feel comfortable with the local ethnicity, 

customs, or language (Macdonald, 1999). Attrition rates are also higher in the early years. 

The most highly qualified employees may be the most likely to leave, as they can easily 

get alternative employment (cited by Mulkeen et al, 2007 from Macdonald, 1999).  

 

2.1.9 Factors of Employees’ Retention   

According to Samuel and Chipunza (2009), the main purpose of retention include:- 

 To prevent the loss of competent employees from leaving the organization as this 

could have adverse effect on productivity and profitability.  

 Retention practices have become a daunting and highly challenging task for 

managers and Human Resources (HR) practitioners in a hostile economic 

environment like the one being witnessed in Zimbabwe.  

 One of the traditional ways of managing employee retention and turnover is 

through organizational reward system.  
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 William and Werther (1996) explain reward as what employees receive in 

exchange for their contributions to the organization. This reward could come in 

form of salary, promotion, bonuses and other incentives.  

 When the reward system is effectively managed, it helps in achieving 

origination‟s corporate objectives, maintains and retains a productive workforce. 

If employees perceived they are inadequately rewarded, it is often likely that they 

will leave; and replacement can be costly and in most cases not readily available. 

 Previous studies done by Cappelli (2000) indicate that several factors are 

considered important in a well-functioning of employee retention. The 

determinants that are considered to have a direct affect are career opportunities, 

work environment and work-life balance.  

 Cole (2000) suggests that people stay at such companies where there is a sense of 

pride and will work to their fullest potential. The reasons to stay are work 

environment, rewards, growth and development and work-life balance. 

 

2.2 Empirical Literature Review  

2.2.1 Studies conducted in Developed Countries 

United Kingdom 

 In United Kingdom, Kinnear and Sutherland (2001) through their study on retention of 

employees assert that, managers should not be deceived that money is no longer matters in 

retaining employees any longer. Kinnear and Sutherland (2001) further reiterate the 

importance of money in retaining quality employees in the organization and further 

concluded that skilled employees are achievement oriented and want their achievements 

rewarded with money.  
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Tietjen and Myers (1998) conducted study on employees‟ retention practices and reviewed 

four methods of motivating and retaining employees that includes; money can improve 

performance, goal-setting, participation in decision making, and job redesign.  

 

A research study on retention of employees was conducted by Meudell and Rodham 

(1998), they suggest that money can be considered to act as both a “scorecard” which 

enables employees to assess the value the organization places on them in comparison to 

others, and as a medium of exchange in that an individual can purchase whatever he/she 

needs. In a comparative analysis, organizational practitioners observe that in organizations 

experiencing turnover, compensation was the most common reason given for leaving. 

However, in organizations with low turnover, compensation was not the reason for staying 

– instead, most employees stayed because of intrinsic reasons such as job satisfaction and 

good relationships with their managers and other employees (www.reliable surveys.com, 

2011). 

 

 This suggests that the cause of dissatisfaction is not the same thing that determines 

satisfaction on the job. This assertion is consistent with both Herzberg‟s and Maslow‟s 

theories of motivation, which propose that compensation and other financial benefits 

satisfy only lower level needs, but motivation and satisfaction result from higher needs 

being met and make retention of workforce. 

 

Canada 

A study conducted by Robbins (2005) in Canada, stipulated that people are motivated to 

satisfy five need levels and these include physiological, safety, social, esteem and self 

actualization needs. The study adds that at the bottom of the hierarchy are the 
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physiological needs that represent basic issues of survival and include things like food, 

clothing and shelter. Others include safety and social needs. These needs can be satisfied 

through adequate salaries, job security and social affiliation.  

 

After a rigorous research work on needs and employees‟ retention practices in some 

developed countries Chiboiwa et al, (2010) asserts that, if these needs are not adequately 

satisfied, then the individual embark on the process of searching for alternative 

employment. The inability of the organization under study to satisfy the lower level needs 

of its employees through provision of competitive remuneration, good working conditions 

and job security might have combined to account for the high rate of turnover amongst the 

organization‟s non managerial employees. The use of money as a motivator for the 

purpose of retention has generated a lot of debate from researchers. 

 

2.2.2 Studies conducted in Africa 

South Africa 

Concurring with Hay (1999), Dess et al, (2008) through their study on retention in South 

Africa, state that money cannot be ignored, but it should not be the primary mechanism to 

attract and retain talent because employees who come for money will leave for money. 

The controversy surrounding the use of money as a strong retention factor will persist for 

a long time to come as most labour union agitations, for example in South Africa and 

other parts of Africa in recent times were motivated by pay rise. In a non inflation 

environment, money may not motivate certain category of employees like those in 

managerial level.  
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Zimbabwe 

This may not however, be the case in a hyper inflation environment like Zimbabwe where 

salary can be used as an effective retention tool. In such a situation, it is important that 

salaries be constantly and continually reviewed in order to match inflation trend. This can 

be achieved through periodic market surveys. Reward system in a hyper inflationary 

environment such as Zimbabwe could adopt a bi-monthly basic salary payment systems 

whereby a percentage of the organization‟s previous month‟s salary is paid out in the 

middle of the month then the current month‟s salary including the monthly increase and 

minus the advance made in the middle of the month is paid on the normal per day (IPMZ, 

2007).  

 

Furthermore, the IPMZ (2007), convention after a research study on employees‟ retention 

also outlines options of common benefits that organizations can use to reward their 

employees for retention purposes to include annual bonuses like the 13th cheque, 

Performance related bonuses, opportunity for further education, 100% medical aid 

contribution, education loan for dependants, housing allowance, subsidized meal per day 

and provision of essential commodities such as groceries. 

 

2.2.3 Studies conducted in Tanzania  

Amar (2004), conducted study on employees‟ retention practices in Tanzania and then 

argues that money has not remained as good motivator for retention purpose as it was in 

the past. The efficiency of money as a motivator of skilled employees is quite low.  

 

After a study of attrition and retention of employees, money, in the opinion of Amar 

(2004) has been the obvious and most important outcome from employment and, until a 
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couple of decades back, was the only outcome that employers offered to their employees. 

That practice has changed. The efficiency of money as a motivator for retaining of talent 

is quite low.  

 

2.3 Conceptual Framework  

Griffith (2000), conducted a review research in the model of element analysis on all 

papers on employees‟ volunteer turnover describes that related variables around attitude 

models reached eleven kinds of demographic predictors; sixteen kinds of sub-structure 

variables related to job satisfaction and organization factors and work environment 

factors, such as expectations, pay satisfaction, distributive justice, supervisory satisfaction, 

leader-member exchange, work group cohesion, coworker satisfaction, role clarify; six 

kinds of variables related to job content and external environment factors, such as job 

scope, routenization, job involvement, alternative job opportunities, comparison with 

present job.  

 

The model as displayed in Figure 1, it depicts that organization investment and production 

is there to be carried out by the staff management and workers. Both are able to attain 

organization goals depending to the organization commitment. Once employees are 

ensured by job satisfaction which stands as intermediate variable it leads to employee 

remaining on the organization for a long time off period. Hence, organization achievement 

of its goal. 



31 

Figure 1: The Turnover Model with modification  

 

 

 

 

 

 

 

 

Source: Adapted from WeiBo, (2010) as was adapted by Griffeth et al. (2000) 

2.4 Critical Review of Literature 

Robbins (2005), conducted study on the factors affecting employees‟ retention in Canada. 

The study gave attention only on one aspect mainly needs of the employees. The 

researcher ignored other factors affecting employees‟ retention. 

 

Kinnears and Sutherland (2001), conducted research study on employees‟ retention 

practices in United Kingdom. The study conducted was not much effective since, the 

number of respondents was less and the methodology adopted for the study was not 

scientific based. Even the respondents were only from on area/region of United Kingdom. 

 

During the review of literatures on employee retention, it was observed that retention is 

affected by economic factors which enable employee to make rational economic decisions 

about their compensation to the workload and seek better paid work where they can 

improve their daily individual economic development. But better paid does not only the 
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conducive environment on working places. However, there is also considerable evidence 

that some of employees feel their work is becoming increasingly of not value to their life 

and that their status is falling particularly in public sector (for example teacher). Thus 

retention becomes very difficult. On this aspect, the write focused only on one category of 

workers who were teachers. This should look also workers on financial institutions like 

banks. 

 

Although, several factors which contribute to employee leaving work as were shown by 

this study which include variety of unattractive conditions of working, unfair treatment 

among the staff such as low salary, unattractive work locations, lack of professional 

development opportunities, and insufficient supportive supervision during the work, but it 

does not mean that with consideration of all the mentioned factors, employees‟ retention 

within the organization because the nature of the human being is of unsatisfaction 

behavior. Attrition which always comes as the result of failure to retain the employee by 

several ways such as increasing employee salaries the way which may reduce attrition 

problems in the organization it has been observed that there is little evidence that 

increased salary alone has a high long-term impact on employee retention. Therefore 

many factors may be looked such as improving employees‟ physical, social, and 

professional experience of work increases the commitment to perform their 

responsibilities, hence reduction of attrition to employees.  This could be good way of 

solving the problem of employee leaving the organization. Critically, satisfying all human 

being at the same utility is impossible. It might be noted that the organization need to 

analyze on what is beneficial between allowing attrition or incur the cost of retention. 
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As the study adopts Maslow‟s Hierarchy of Needs theory (Motivation Theory) which 

postulates that humans have specific needs that must be met, the study seeks to show how 

satisfactory condition of employee can lead to employee retention. For example it has 

been observed that employees are motivated to satisfy five need levels and these include 

physiological, safety, social, status or respect and self actualization needs. As criticized 

above there is no way that can be done to satisfy all human being at the same utility for the 

aim of retaining workers. It also points on basic needs which include food, clothing and 

shelter and other necessary needs like school expenses, health service expenses. All these 

needs can be satisfied through adequate salaries, job security and social affiliation. It has 

been said that once the reward system is effectively managed, it retains the worker by 

maintaining and retaining a productive workforce and it also helps in achieving 

origination‟s corporate objectives. With these related literatures and theories adopted, it 

can be said that as far as employee plays a great role in organization development. But the 

reviewed literatures do not explain clearly more techniques used by private sectors in 

employees‟ retaining compared to those used by public sector. Therefore this study will 

cover on this aspect. Therefore, the organization should note that there is no employee 

who born for such organization.  

 

2.5. Relevance of the Literature review 

The study on retention of employees and reasons for attrition conducted by Griffith (2000) 

is very much relevant to developing countries, particularly African counties like Tanzania 

where more business and trade is taking place, and new industries are being established. 

This study helps to understand what variables and factors lead to the attrition of 

employees and what practices could be adopted to retain the employees. 
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In most cases the reviewed literatures including theories adopted by the study 

underpinning factors that could lead to retaining of the employee in the organization are 

suitable to this study as it enabled to find out their relevance to employee retention. For 

example, the Maslow‟s Hierarchy of Needs theory depicts also the motivations of the 

employees. Therefore with reasonable turn-over and high motivations the retention of 

workers in the organization could be of higher, hence sustainable production or services 

provision, hence could lead to workers retaining. Human resource management as seen in 

this study gives its importance although it is necessary to be accompanied by the 

motivation and incentives to workers. As this study documents on the role of private 

organizations strategies used in retaining workers was important to underpin the human 

resource management. 

 

Since several number of factors have been articulated in order to explain the reasons 

employees leave one organization and efforts to restore equity within the organization is 

again very important. These reasons were not only enough for employees‟ attrition. Social, 

culture and environment should be focused in as one of the effort or strategy to retain 

workers. For example, they may quit, and when high reformers leave the organization, the 

company loses its productive talent and the capacity to gain competitive advantage. If 

dissatisfied employees stay, they may react by withholding effort in order to restrict output 

or lower quality, or embark on deliberate sabotage of equipment. This may also put the 

organization at competitive disadvantage. An under-rewarded employee tend to show 

feelings of hostility to the organization and perhaps their co-employees which may lead to 

reduced productivity and this may impair the overall performance of the organization 

especially when high performing employees are involved.  
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Since the theory of X and Y explains motivation factors to him the convectional view of 

management puts forward the following propositions: Management is responsible for 

organizing the elements of productive enterprises-money, materials, equipment, people-in 

the interest of economic gain; with respect to people, management involves directing their 

efforts, motivating them, controlling their actions and modifying their behavior to fit the 

needs of the organization; without action intervention by management, people would be 

passive-even resistant to organizations needs. They must, therefore, be persuaded, 

rewarded, punished and controlled. This theory does not fulfill the retaining of workers. 

According to this theory „X‟ notions one in which there is close supervision and control of 

subordinates and high centralization of authority. Leadership in such an organization will 

tend to be autocratic, and workers will have very little (if any) say in decisions affecting 

them. The climate in the Theory X organization would be impersonal-this theory implies 

use of carrot and stick approach. 

 

Theory Y represents a modern and dynamic nature of human beings. It is based on 

assumptions which are nearer to reality. An organization designed on the basis of Theory 

Y is characterized by decentralization of authority, job enrichment, participative 

leadership and two-way communication system. The focus is on self-control and 

responsible jobs. Theory X places exclusive reliance on external control of human 

behavior while Theory Y relies on self-regulation. „This is the difference between treating 

people as children and treating them as mature adults. After generations of the former we 

cannot expect to shift to the latter overnight‟‟. As far as the theory stipulates on 

motivation, there should no way that on motivation could satisfy employees. 
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CHAPTER THREE 

RESEARCH METHODOLOGY 

3.0 Introduction  

This chapter describes where and how the study has been conducted. The chapter presents 

the description of the area under study, justification for selecting the study area, research 

design, research approach, data types and sources, sampling and sampling techniques, data 

collection techniques, analysis. It also presents the data validity and reliability of the tools. 

 

3.1 The Study Area 

This study was conducted in Dodoma Municipality. The choice was purposely done due to 

the fact that Dodoma is the head quarter of the country and one among the fast growing 

cities in Tanzania. Also it is one of the local emerging private organizations in response to 

its growth. It is more convenient to the researcher in the context of scarce resources and 

time limit for the completion of the research. So, the area was easily accessed within time 

frame of the research. 

 

3.1.1 Location  

Dodoma, the capital of Tanzania is located in the centre of the country. Dodoma 

Municipality is boarded by Chamwino district in the East and Bahi district in the West.  It 

lies between Latitudes 6
0
N and 6.3

0
S, and Longitude 35.3

0
 and 36.02

0
 East.  It is 456 km 

to Dar es Salaam and 426 km to Arusha (URT, 2005).  

 

3.1.2 Climate and rainfall 

The climate of Dodoma is semi-arid, marked with seasonal rainfall distribution with a 

long dry season starting from late April to late November and a short wet season starting 
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late November to the end of April.  Average rainfall ranges from 550 to 600mm per 

annum.  The minimum average temperatures vary from 10ºC in July to 20ºC in November.  

July is the coldest month whereas November is the hottest month, with mid-day 

temperatures exceeding 30ºC (URT, 2005). 

 

3.1.3 Administration 

Dodoma Municipality is administratively divided into 4 divisions,   30 wards, 40 villages 

and 70 Mitaa (hamlets).  At the Headquarters there are 9 departments with a total of 2040 

employees (URT, 2005) 

 

3.1.4 Economy 

About 75% of the Municipal income comes from Agriculture and Animal husbandry.  

25% of the population is engaged in petty Businesses such as retail shops, carpentry and 

food venders. Other activities include small and medium industries, consultancy and 

construction work (URT, 2005).   

 

3.2 Research design and Study settings 

Research design is the research plan (Chikoko and Mhloyi, 1995). This study used cross 

sectional survey design. This is because the method allows the researcher to study 

different groups of respondents at one point at a time (Bailey, 1994). 

 The design consists of asking questions to respondents at a single point in time where the 

main tools and methods were interviewed by using questionnaire. 
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3.3 Research Approach 

This research was designed to use both quantitative and less qualitative approaches. 

Qualitative approach is needed for data which were collected through interview. The 

quantitative approach used for data to be collected through questionnaire survey.  These 

complemented each other for reliable information. According to Creswell (1994), one of 

the chief reasons for conducting a qualitative study is that the study is exploratory and the 

researcher seeks to listen to informants and build a picture based on their ideas.  

 

3.4 Data types and Sources  

Primary data are data which collected for the first time (Kumar, 2005). The primary data 

were collected through sampled respondents by conducting interviews in the field (both 

structured and semi structured) and conducting focused group discussion with key 

informants in the study area. 

 

Kumar (2005), defines secondary data are those which have already been collected and 

analyzed by someone else. Secondary data were obtained from libraries, Organization 

offices and other resource centers. Collection of secondary data were done through 

reading and summarizing various published and unpublished materials such as books, 

journals, government circulars, municipal records and reports, policies, Internet surfing 

and newspapers. Therefore, the study was based on both primary as well as secondary 

data. 

 

3.5 Population of the Study  

Population is defined as the universe of such group of people or object which a researcher 

is interested in the research (Nwankwo, 1999).  
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The population to be studied was the number of employees from NMB bank in Dodoma 

municipality which were obtained from the study area. Also some of the top management 

team was involved in the study.  

 

3.6 Sample and Sampling Techniques 

Dawson (2002), defines sample a segment of the population selected to represent the 

population as a whole. This section describes sampling techniques and design to be used 

in the selection of sample. It describes sampling procedures and sample size of the study.  

 

3.6.1 Sampling Frame 

Sampling is the process of selecting samples from population randomly where all 

members of the population have an equal chance of inclusion in the sample to achieve 

representativeness and to minimize biasness (Veal, 1997).  

 

The researcher took the sample frame of one randomly selected organization individual 

employees came from those organizations by consideration of gender during selection. 

However, purposive sampling frame used to leaders and some staffs for interview.  

 

3.6.2 Sample Size 

Best and Kahn (2006), argue that a sample is a small proportion of population selected for 

observation and analysis, with characteristics which can enable the researcher to make 

certain inferences about the population from which the sample is drawn. The sample size 

was obtained from the total number of 400 households in the study area. According to 

Veal (1997), it is the absolute size of the sample which is important, not its size relative to 

the population. The sample size determined was based on the following criteria; the 
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required level of precision in the results, the level of detail in the proposed analysis and 

the available budget.  A total number of 80 employees from organization plus other 10 

informers including 5 top management from National Microfinance Bank Plc were 

chosen, also a sample involved three Ex-NMB workers to make the total number of 88 

respondents.  

Table 1: Sample size and composition  

 

3.6.3 Sampling Procedure 

Random sampling is the process of selecting samples from population randomly where all 

members of the population have an equal chance of inclusion in the sample to achieve 

representativeness and to minimize biasness (Veal, 1997). Both the probability and non-

probability sampling techniques were used to select the appropriate respondents. With 

probability sampling, simple random sampling used to pick households for interview. But 

with non probability sampling, purposive sampling preferred to get response from key 

informants. 

 

3.7 Data collection techniques 

The research employed various techniques of data collection, various techniques of data 

collection employed include; interview, questionnaire and documentary review.  

 

Type of Respondent 

           

Number 

 

Total 

Employees from NMB 80 80 

Top management team 5 5 

Ex-NMB workers 3 3 

Grand Total 88 88 
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3.7.1 Interview 

Enon (1998), defines interview is the one that involves the purposive oral questioning 

technique or discussion that is a face to face interaction between individuals leading to 

self-report. The interview can be guided by structured or semi structured questions which 

are used to obtain information from one person about particular situations, problems or 

topics.  Structure and semi-structured interviews was conducted to get in-depth view about 

perception, opinions, and the related issues on techniques used by private organization on 

employee retention. The researcher interviewed the respondents directly to draw the first 

hand knowledge on various aspect of the study. This technique employed to key 

informants. 

 

3.7.2 Questionnaires Survey  

Dawson (2002), also defines questionnaire as a use of formal lists of questions asked to all 

respondents in the same way. The questionnaires were administered to both employees as 

well as to key informants for assessing perception, opinions the related issues on 

techniques used by private organization on employee retention. 

 

3.7.3 Documentary Review 

Documents are any written or recorded materials which are not prepared at the request of 

the inquirer or for the purpose of evaluation (Guba and Lincolin, 1985).  

 

The documentary review method was used to supplement questionnaires and interview 

which are tools for primary data. The secondary data were collected through the use of 

documentary review where a reading of books, reports, internet surfing were done (Guba 

and Lincolin, 1985). 
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3.8 Data Handling, Processing and Analysis  

The researcher was handled, processed, analyzed and presented the collected data with the 

aim of ensuring successful study which provided real information on retention of 

employees in private organization in Dodoma Municipal a case of National Microfinance 

Bank Plc. 

 

3.8.1 Processing 

The data were collected, processed and verified prior to analysis. Data were edited to 

detect errors and omissions, classifying before coding into numeral to make them 

amenable for analysis, and then were entered into the computer using Social Package for 

Social Science (SPSS) software. Other data were processed through use of Ms Excel 

programme. 

 

3.8.2 Data Analysis /Simulation Results Analysis 

Statistical Package for Social Science (SPSS) used in data analysis for quantitative data 

where by the analysis began to code by giving numerical or other symbols to answer the 

responses as the pre-step in analysis where by data were transformed into another format 

that programmer could understand. Thus, data from questionnaires were converted into 

numbers one for each value. This is the creation of code book prior to data entry.  

 

After having coded, data were entered directly into a prepared code book for analysis and 

were commanded to analysis, descriptive statistic, and frequency to get outputs for closed 

ended nature of questions from questionnaires. While for open ended nature of questions 

the command was started from multiple responses, define the frequency to get outputs. 

Data collected through interview and from documentary materials were analyzed by using 
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content analysis. This is the rich or thick descriptions approach that requires 

comprehensive and detailed explanations of the findings from the data collection. It is 

intended to make the reader feel the real experience through the researcher‟s detailed and 

in-depth explanations. The research was referring on the theme of the topics discussed by 

identifying the major concepts of the topic and summary of report.  

 

3.9 Validity and Reliability of the tools 

3.9.1 Validity 

Joppe (2000), provides the following explanation of what validity is in quantitative 

research: Validity determines whether the research truly measures that which it was 

intended to measure or how truthful the research results are.  

 

The validity of data collection tools were assured by accommodating comments from 

supervisor, administration of tools by the researcher and testing of some tool before the 

actual data collection.  

 

Data collected were valid because the instruments used, in data collection as stated 

(empirical research), concerns people‟s attitudes and behaviour, information from 

respondents, outputs of analyzed data regarding to the study. 

 

3.9.2. Reliability 

Joppe (2000), argue that reliability is the extent to which results are consistent over time 

and an accurate representation of the total population under study is referred to as 

reliability and if the results of a study can be reproduced under a similar methodology, 

then the research instrument is considered to be reliable. All respondents made the study 
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reliable for its findings obtained. Different questions will be constructed cutting across the 

information required, hence the reliability of data to be collected.   

 

3.10 Research Ethics 

Permission to conduct this study was from relevant authorities including Dodoma 

Municipal Council. This includes written permission from the University authorities. In 

addition to that the respondents were assured of the confidentiality of the information that 

was provided to the researcher. 
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CHAPTER FOUR 

 

                             PRESENTATION AND DISCUSSION OF RESULTS 

4.0 Introduction 

This chapter deals with data presentation, interpretation and discussion of results and 

major findings of the study in regard to data obtained from the studied organization. 

Discussion of the findings is based on data and information obtained from respondents in 

the areas of study. The discussions of the findings are based on designed research 

objectives which included the identification of the causes of employee attrition in the 

private organizations, examination of the current retention practices in the private 

organizations, examination of the usefulness of the current retention practices in retaining 

the employee in the private organizations and determination of the challenges facing the 

strategies used in retaining the employees in the organizations. The chapter however 

describes other important variables in relation to the subject, especially the characteristics 

of the respondents.  

 

4.1 Social Characteristics of Respondents  

The targeted groups of people for this study were all the selected employees from different 

departments from National Microfinance Bank Plc, Dodoma and Mazengo branches. The 

socio-demographic characteristics of the respondents discussed in the study include sex, 

age, education level, marital status and position of the respondents. 

 

4.1.1 Working Departments of Respondents 

Concerning the sample size of this study a total of 80 respondents  employed by the study 

that were obtained from different departments of the both branches of NMB Bank in 

Dodoma Municipality. On this aspect a large proportion of respondents (23.8%) were 
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obtained from Administration as well as from Bank Teller units as shown in table 2 below. 

This was followed by Customer Service department which had 22.4% of total of the 

respondents. Other area of working or units which were surveyed with their proportion in 

brackets include; loan (18.8%) and audits (11.2%). All these visited departments and units 

from NMB Bank during data collection were important to obtain required information for 

this study. Under normal circumstances all departments and units of the organization 

should be under top management team through implementation of policies, principles and 

regulations for its growth and sustainability. 

Table 2: Working Departments of Respondents 

Variable Findings 

Department Frequency  Percent (%) 

Customer Service 18 22.4 

Bank teller 19 23.8 

Loan 15 18.8 

Administration 19 23.8 

Audits 9 11.2 

Total 80 100.0 

Source: Fieldwork Survey, 2012 

4.1.2 Sex of the Respondents 

As far as the study employed a total number of 80 respondents from presented 

departments in NMB Bank organization Dodoma, results of the study on sex of 

respondents show that majority of interviewed respondents (58.8%) were males as 

presented in table 3 below.  In the other hand the results on this aspect show that (41.2%) 

of total of the respondents were females. This results means that despite that the study 

considered the gender issue by involving both sexes equally as they were selected 

randomly from the visited departments of the organization, it has been observed the slight 
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gender disparities in the NMB Bank organization. These results indicate that men were 

more than women in the organization. These results imply that relatively large proportion 

of employees in the organization were men which means that gender gap in employment 

opportunities still exists in private organizations in Tanzania. In regard to the study, it can 

be said that men are more likely to have enough information on the subject of the study as 

far as concerns. 

Table 3: Sex of the Respondents 

Variable Findings 

Sex Frequency  Percent (%) 

Male 55 58.8 

Female 25 41.2 

Total 80 100.0 

Source: Fieldwork Survey, 2012 

4.1.3 Age of the Respondents 

Results of this study on age of respondents show that a large proportion of the respondents 

(40%) were in age group of 36 to 46 years followed closely by those in the age group of 

26 to 35 years old as was accounts for 32.5% of the total respondents as indicated in table 

4. The age group which ranges between 46 to 55 accounts for 16.2% and the age group 

which had between 18 to 25 years old accounts for 5% of total of respondents. Age group 

is an important variable in services provisions at any place of work as can determine the 

ability and experience of the employee. These results imply that mainly young people 

were employed in the organization as the effective manpower in goods and services 

provision for organization development.  
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Table 4: Age of the Respondents 

Variable Findings 

Age Frequency  Percent (%) 

18 – 25 4 5.0 

26 – 35 26 32.5 

36 – 45 32 40.0 

46 – 55 13 16.2 

> 55 5 6.3 

Total 80 100.0 

Source: Fieldwork Survey, 2012 

4.1.4 Education level of the respondents 

Results on the education level of respondents show that large number of interviewed 

respondents (61.2%) had higher learning level of education followed by those employees 

with diplomas who accounts for 23.8% of total of respondents. Figure 2 below has the 

details as illustrated. These results imply that the majority of employees had higher 

learning education from institutions and universities. This is the result of an increased in 

enrolment of students in both secondary schools and institutions of higher learning like the 

University of Dar es salaam, St. Augustine University of Tanzania, the University of 

Dodoma, and Institute of Rural Development Planning-Dodoma. However, it can be noted 

that a good education is the key to better opportunities for employment, accessibility to 

information, and for services, independent and correct actions with regard to survival and 

sustainable development as well as development of the organization as the result of 

employee outcomes. 
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Figure 2: Education level of Respondents 
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Source: Fieldwork Survey, 2012 

4.1.5 Marital Status of Respondents 

Another characteristic of the respondents is marital status. The findings of the study on 

this aspect show that, 60% of the total respondents were married, 30% of the total 

respondents were single, while the divorced were 8.8% and the widow/widower were 

1.2% of the total respondents as shown in table 5 below. This indicates that majority of the 

respondents were married with great focus on caring for their families through receiving 

salaries from their respective NMB Bank. Therefore it can be said that they work for their 

personal and family development. Eventually, for single serves their relatives and friends 

through earning from the organization.  
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Table 5: Marital Status of Respondents 

Variable Findings 

Status Frequency  Percent (%) 

Married 48 60.0 

Single 24 30.0 

Divorced/Separated 7 8.8 

Widow 1 1.2 

Total 80 100.0 

Source: Fieldwork Survey, 2012 

4.1.6 Time period (in years) Working in the Organization 

This study found out that 60% of total of respondents had worked in the NMB Bank for 

about 4 to 6 years period of time as indicated in table 6. At least 35% of respondents had 

been working in the organization in within 1 to 3 years. This means that many interviewed 

staff had enough time of period in the organization. Therefore they could be suitable for 

the study as they provided required information since they were familiar with the 

environment and structure of the organization and its management. 

Table 6: Time period (in years) in the organization 

Variable Findings 

Period Frequency  Percent (%) 

1-3 years 28 35.0 

4-6 years 48 60.0 

7-9 years 4 5.0 

Total 80 100.0 

Source: Fieldwork Survey, 2012 
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4.2 First Objective: Causes of employee attrition in the private organizations 

4.2.1 Whether the Employees Leave the Organization 

This study posed the question on whether employees leave NMB Bank for any reason. On 

this aspect results of the study show that more than half of respondents (62.5%) said that 

employees do not leave the organization frequently as presented in table 7. In the other 

hand, about 37.5% of total of respondents said that NMB Bank staffs leave the 

organization for different reasons. This indicates that although staffs or employees leave 

NMB Bank, but not in extreme condition implying that there is low movement of 

workforce from the organization. But why there is low release of shift of employees from 

NMB Bank. 

Table 7: Whether the employees leave the organization 

Variable 

 

Findings 

Frequency  Percent (%) 

Yes 30 37.5 

No 50 62.5 

Total 80 100.0 

Source: Fieldwork Survey, 2012 

 

]4.2.2 The rate of the employees leaving the organization  

Results on the rate of the employees leave the organization shows that 46.2% of total of 

respondents said that there was low shifting of employee from the organization as 

presented in table 8. While about 27.5% of total of respondents said there was high 

movement of employees from the organization. Through unstructured interview it 

explained that there is movement throughout the organization for the mainly reason of 

training for more skills or education. This is main reason which always makes employee 

leave the NMB Bank. 
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Table 1: The rate of the employees leaving the organization 

Variable 

 

Findings  

Frequency  Percent (%) 

High 22 27.5 

Moderate 21 26.3 

Low 37 46.2 

Total 80 100.0 

Source: Fieldwork Survey, 2012 

 

Using interview, three ex-NMB bank employees supported the majority from of 

respondents by observing that the rate of the employees leaving the organization was low 

in recent years compared to past years where by many of employee were leaving the work. 

 

4.2.3 Causes of Leaving the Organization 

One of the causes of employees‟ attrition from organization is training needs. This 

accounts for 33.91% of total number of responses as shown in table 9. Due to high 

demand of employees to get more skills and qualifications to improve their Curriculum 

Vital (CV) through training. Once employees find out that there is little possibility of 

being released by the organization for training, most of them decide to resign and leave the 

organization. This normally comes as the result of cost benefits analysis done by employee 

and discovers that there is necessity to improve their academic knowledge. 

 

Another mentioned cause of employee leaving the organization was seeking green pasture. 

This accounts for 35.66% of total number of responses as shown in table 8. Under normal 

circumstance, human being always seeks for betterment throughout his/her life. Therefore 

in the context of employment, workers normally need for more compensation and 

motivation. This is so called green pasture where by assumed that he/she could be satisfied 
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and work for long time if possible until his/her retirement. This happens the same to NMB 

Bank as some of workers especially young people leave the organization seeking for better 

package. 

 

In addition to that, it has been found out that poor relationship with top management 

which accounts for 30.43% as presented in the table 8. Good relationship between 

subordinates and top management of the organization is very important for the health of 

the organization. When an organization has poor relationship with staff in low level who 

are the main work force and producers, some of employees have been leaving the 

organization to avoid disputes because some people in nature dislike conflicts. 

 

Table 9: Causes of leaving the organization  

Variable                               Findings 

Causes                  No. counts Percent (%) 

For training 39 33.91 

Poor relationship with top management 35 30.43 

For greener pasture 41 35.66 

Total 115 100.0 

Source: Fieldwork survey, 2012 

Note: The information in the table is based on multiple responses 

 

The above information were supported by Perppitt, (2004) who reported that about 20 

years ago employees were loyal to their employer and tended to stay within the same firm 

for life. Today, the situation is different: if an employee is not satisfied with what the 

employer has to offer, the step to move on and to find other alternatives is not very big 
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issue. Unsatisfactory causes or causes to leave the organization included in the table as 

discussed above. 

 

4.3 Second Objective: Current retention strategies in the private organizations 

This study wanted to explore current retention practices in the private organizations by 

posing the questions on reasons for remaining working in the organization. 

 

4.3.1 Organization has efforts to retain employees 

This study found out that, there were organization efforts to retain employees for the sake 

of the sustainability of the organization. This has been evidenced by results of the study as 

presented in table 10 where by majority 78.8% of total of the respondents. However in the 

other hand, about 21.2% of total of the respondents said that there is no efforts of retaining 

employees in the organization. From these results it can be concluded that the organization 

has efforts to make sure that the available work force remain in its own track with no 

disturbance on the chain of daily business activities. This is done for the reason that, NMB 

Bank knows that it works in competitive business environment. There by any possible 

means needs to put conducive environment for it workforce especially the productive 

force who is normally subordinates. 

Table 10: Organization has efforts to retain employees 

Variable 

 

Findings 

Frequency  Percent (%) 

Has efforts 63 78.8 

Has no efforts 17 21.2 

Total 80 100.0 

Source: Fieldwork Survey, 2012 
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4.3.2 Good working environment 

One of among mentioned reasons for remaining working in the organization was good 

working environment created by the organization. This was evidenced by 29.30% 

equivalent to 29 of total respondents as indicated in table 11 below. The reason above 

revealed that, NMB Bank has been creating conducive environment to workers for the 

purpose of retaining. This means that conducive or good working environment to workers 

could be one of important strategies which can be used in retaining employees.  

 

4.3.3 Allowances and overtime 

The next mentioned reason that makes employees to remain working with NMB Bank is 

availability of allowances and overtime which accounts for 23.23% of total of responses 

which is equivalent to 23 of counts of the responses as indicated in table 11. During 

interview it was noted that NMB Bank, Dodoma branches make various allowance 

available to all workers. With availability of different allowance make workers not depend 

only to salaries which motivate them to work with high spirit feeling as were in safe 

working environment. This situation reduces the need to seek for employees in other 

areas.  

 

4.3.4 Motivation 

Furthermore, motivation which accounts for 18.18% of total of responses in this area was 

mentioned as indicated in table 11. This was also said to be important factor to make the 

worker remain working in the organization.  
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4.3.5 Good relationship with top management 

Good relationship with top management which accounts for 29.29% was also mentioned 

10% of the total respondents (table 11 below). This was observed as one of the reasons 

influencing them to remain working in the organization. Respondents from the studied 

organization who were interviewed explained that most of employees especially 

subordinates had good relationship with top management. Good relationship between 

subordinated and administrative department is very important in the enhancement of the 

organization.  

Table 11: Organization has efforts to retain employees 

Source: Fieldwork survey, 2012 

Note: The information in the table is based on multiple responses 

 

Reviewing document Branham, (2001) argues that strategy that the firms must take is 

neither easy nor the same for all firms, but the facts remains, firms must take action and 

work with long -term perspectives to keep their valuable resources. He added that it is also 

crucial for the survival and success firms to have long-term relationships with their 

employees, since they are the most valuable resource the firm has and what in the end 

leads to the success of the firm. Therefore it can seen that it is not indeed important for 

Variable                               Findings 

Reasons                  No. counts Percent (%) 

Good working environment  29 29.30 

Allowances 23 23.23 

Motivation 18 18.18 

Good relationship with top management 29 29.29 

Total 99 100.0 
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firms to work with turnover, even though this work is difficult, especially when there is no 

quick-fix solution. 

 

4.4 Third Objective: Usefulness of the current retention practices in retaining the 

employee  

4.4.1 Relationship between bank management and subordinate 

Results on relationship between bank management and subordinate at NMB Bank shows 

that 53.8% of total of respondents said there is good relationship as indicated in table 12. 

In the other hand it has been observed that 46.2% of total of respondents said there has 

been poor relationship between subordinates and top management in the organization. 

These results show good administrative practice to workers. This is supported by 

Branham, (2001) who reported that it is also crucial for the survival and success firms to 

have long-term relationships with their employees, since they are the most valuable 

resource the firm has and what in the end leads to the success of the organization.  

Table 12: Relationship between bank management and subordinates 

Variable 

 

Findings 

Frequency  Percent (%) 

Good 43 53.8 

Not good 37 46.2 

Total 80 100.0 

Source: Fieldwork Survey, 2012 

 

4.4.2 Comfortability of working environment in the Organization 

When the study asked whether workers were comfortable working in NMB Bank Majority 

of respondents (82.5%) said were comfortable as illustrated in figure 3. While only 17.5% 

of total of respondents said they were not comfortable with the working environment in 
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NMB Bank. This indicates that large numbers of employees were satisfied by working 

environment and the system of the organization management. Therefore, the strategies 

used by NMB Bank Dodoma branches were convincing to employees to remain working 

in the organization for a long time. If these strategies differ from those used in public 

institutions should be adopted to make sure that the provided public social services should 

be quality and respective in manner. This could improve public social services, reduce 

poverty among the communities, and hence accelerate better welfare. This is because man 

power with experience is very important in production of goods and services and 

satisfaction of customers. 

Figure 3: Are you comfortable working in the organization 

Whether Employees were Confortable Working with NMB 

Bank

82%

18%

Confortable

Not confortable

 

Source: Fieldwork Survey, 2012 

 

4.5 Forth Objective: Challenges facing the strategies used in retaining the employees  

The most mentioned challenge facing NMB Bank in retaining employees was high need 

for training as it has 38.1O% of total of responses as indicated in the table 13. This 

confronting challenge was explained more that since in recent years has been competition 
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of academic qualification among the people due to many people understand the 

importance of education especially tertiary education, employees need more training to 

meet the competitive market of the employment in Tanzania and worldwide. This situation 

forces some of workers to leave the organization seeking for more education. One of the 

staff from administration department said that: training could be the major challenge for 

the organization for employees’ retention. 

 

Another mentioned challenges facing NMB Bank in retaining employees is life style 

changes to employees which accounts for 32.38% as presented in table 13. Probing using 

unstructured interview this was explained more that due to dynamic life as changes 

always, employees need many valuable assets and decent life through earning good 

package of salaries especially to young employees. This is normally giving difficulties to 

organization to make fluent increment of compensation.  

 

Not only that, but also declining of local currency which accounts for 29.52% of total of 

responses  complied with this argument, as one of the challenge facing NMB Bank in 

retaining its workforce as indicated in the table 13. One of the interviewee said that the 

decline of local currency goes hand in hand with the continuing inflation throughout the 

country. However, it was explained in the sense that the continuous devaluations of the 

local currency pose significant difficulties to increase workers compensations. 
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Table 13: Challenges for Employee Retention by NMB Bank 

Variable                               Findings 

Challenge                  No. counts Percent (%) 

Life style changes to employees 34 32.38 

High need to training 40 38.10 

Declining of local currency 31 29.52 

Total 105 100.0 

Source: Fieldwork survey, 2012 

Note: The information in the table is based on multiple responses 
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CHAPTER FIVE 

 

                                  CONCLUSIONS AND RECOMMENDATIONS 

5.0 Introduction 

In this chapter summary has been presented regarding to all chapters. This chapter also 

provides conclusion in regards to the findings of the study. However, recommendations of 

the study are presented in this chapter as well. Finally, the chapter presents areas for 

further research as identified by the study on the bases of objectives. 

 

5.1 Summary of the findings  

This study was carried out to assess the strategies adopted by private organizations in 

employees‟ retention in Tanzania using NMB Bank Dodoma branches as a case study. 

This study intended to fill the gap of studies on strategies used by organization private 

sector to retain the employees in the competitive market environment. The study 

employed a total of four research objectives which comprised the identification of the 

causes of employee attrition in the private organizations, examination of the current 

retention strategies in the private organizations, examination of the usefulness of the 

current retention practices in retaining the employee in the private organizations and 

determination of the challenges facing the strategies used in retaining the employees in the 

organizations. The study adopted Maslow‟s Hierarchy of Needs theory (Motivation 

Theory) which postulates that humans have specific needs that must be met, the study 

seeks to show how satisfactory condition of employee can lead to employee retention. 

Employees were selected randomly out of all staff from NMB Bank, Dodoma branches. A 

total of 80 respondents were purposively and randomly chosen for interview. Data were 

collected using questionnaires, semi-structured interviews, documentary review and 
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slightly a case study. Data analysis was made using computer program, Statistical Package 

of Social Science (SPSS). The study noted that private sectors use creation and 

maintaining good and conducive working environment, allowances and overtime to 

employees, motivation and good relationship with top management to retain workers. 

 

5.2 Conclusion  

The findings of this study in the aspect of the causes of employees‟ attrition from 

organization show that several causes were found out regarding on the opinions of the 

interviewee. The causes include training needs, seeking for green pasture and poor 

relationship with top management.  

 

The study also observed that, several current retention practices in the private organization 

had brought positive results in retaining workforce in the organization. Creation and 

maintaining good and conducive working environment, allowances and overtime to 

employees, motivation and good relationship with top management. These strategies seem 

to be of common but are very valuable were actually practiced by organization. 

 

However, the research has come up with the notion that, if there is a good relationship 

between subordinates and top management, this might be because of usefulness and 

effectiveness of strategies adopted by the organization in retaining workers in the 

organization. However, it was noted that, employees were comfortable by that working 

environment.  

 

Moreover, there have been several challenges facing organization to retain employees. 

These include high need for training, life style changes and declining of local currency. In 
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order to achieve employee retention there is a need to confront and fight against these 

challenges and the related problems. 

 

5.3 Recommendations  

Organization should make sure that subordinates are listened and addressed on the 

problems that they are faced with. This could make them feel as they are part of the 

organization, hence make them remain working with the organization. 

 

5.3.1 Recommendations for private sectors 

Private organizations have to learn from each other regardless to what sector does the 

organization belong.   

 

Private organizations should choose suitable employees‟ retention strategies in retaining 

workers in the organization, good organization services and development of both 

organization and employees as well. 

 

Private sectors should share experience with other sectors for the purpose of learning from 

each other and improve employees‟ retention strategies within the work place. 

 

Private sectors should borrow strategies used by other sectors of organization and adopt 

valuable strategies which could add value to retain employees. 

 

5.3.2 Recommendations for private banks 

Private Banks should learn from each other on what can be improved for retention of 

workers, improve services and sustain the organization. 
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As far as private banks run in profit oriented, banks should improve compensation and 

motivation to workers. This could lead to improvement in workers‟ retention. 

 

5.3.3 Recommendations for policy makers 

Policy makers should formulate policies in favor of both public and private sectors for the 

purpose of harmonization and adopt suitable strategies on managing workers. 

 

5.4 Areas for Further Studies 

(i) The study was limited to private organization. Therefore, it is suggested that there is a 

need to conduct a study on strategies used by public sector to retain employees. 

(ii) It has been suggested that, the research should be carried out on the impact of retaining 

employees on private organizations. 

(iii) It is also suggested that, a research should be carried out on challenges facing public 

organizations on retaining employees. 

(iv) It has been further been suggested also to carry out a research on the impact of good 

human resource management in the organization. 
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Appendix 1: Questionnaire to employees 

Dear respondent, you are kindly requested to answer the set of questions below giving 

relevant details for the title “Assessment of strategies adopted by private organizations in 

employees‟ retention in Tanzania, a case study of National Microfinance Bank Plc in 

Dodoma”.  They are purely meant for academic purpose for the award of Master Degree 

in Business Administration from the University of Dodoma as your contribution. Any 

inconveniences that may arise are highly regretted. Thank you in advance 

 

1.0 Section one: Personal information 

1.1 Working department of respondent............................................................................. 

1.2 Sex of respondent (a) Male (b) Female      {   } 

1.3 Age of respondent (a) 18-25 (b) 26-35 (c) 36-45 (d) 46-55 (e) >55 {   } 

1.4 Marital status (a) married (b) Single (c) divorced (d) widow/widower   {    } 

1.5 Working period of respondent in the organization…….………………………..... 

1.6 Level of education (a) O-level (b) A-level (c) Diploma (d) Degree/post graduate {   } 

1.7 Position of respondent in the organization…….……………………….................... 

 

2.0 Section two: Causes of employee attrition in the private organization 

2.1 Are employees leave the organization? (a) Yes {    } (b) No {    } 

2.2 What is the rate of moving away from your organization? (a) High {   } (b) Moderate {    

} (c) Low {    } 
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2.3 What are the causes of moving away from your organization? (a) Yes {  } (b) No {    }

  

i.…………………………………………………………………………………………… 

ii…………………………………………………………………………………………… 

iii……………………………………………………………………………………………i

v…………………………………………………………………………………………… 

2.4. What often is the relationship of administration unit and the employee in your 

organization? (a) Good {    } (b) Not good {    } 

 

2.5 If not good, give reason why? 

i.…………………………………………………………………………………………… 

ii…………………………………………………………………………………………… 

iii……………………………………………………………………………………………i

v…………………………………………………………………………………………… 

2.6 Are the employees often have financial problems? (a) Yes {  } (b) No {    }  

2.7 If yes in question 2.6, explain how? 

i.…………………………………………………………………………………………… 

ii…………………………………………………………………………………………… 

iii……………………………………………………………………………………………i

v…………………………………………………………………………………………… 

 

 

 

 

 



71 

3.0 Section three: Current retention practices in the organization 

3.1 What mainly convincing you to remain working in your organization? 

…………………………………………………………………………………………… 

3.2 Mention other factors lead to remain working   

i.…………………………………………………………………………………………… 

ii…………………………………………………………………………………………… 

iii…………………………………………………………………………………………… 

iv…………………………………………………………………………………………… 

3.3 Do you think your organization has effort to retain you? (a) Yes {   } (b) No {    } 

3.4 If yes in question 3.3, what efforts? 

i.…………………………………………………………………………………………… 

ii…………………………………………………………………………………………… 

iii…………………………………………………………………………………………… 

 

4.0 Section four: Effectiveness of the practices in retaining the employee 

4.1 Are you comfortable by the treatment of your administrative management? (a) Yes { } 

(b) No {    } 

4.2 Are you comfortable working in this organization? (a) Yes {   } (b) No {    } 

 

4.3 Are you satisfy with the organization efforts to convince you working happily? (a) Yes 

{   } (b) No {    } 

4.4 Is compensation reasonable to your carrier in your organization? (a) Yes { } (b) No { } 

4.5 What makes you remain working in this organization? 

i.…………………………………………………………………………………………… 

ii…………………………………………………………………………………………… 



72 

iii……………………………………………………………………………………………i

v…………………………………………………………………………………………… 

 

5.0 Section five: Challenges facing the strategies used in retaining the employees in 

the organization 

 

5.1 What do you think are the challenges of the convincing power from your organization?  

i.…………………………………………………………………………………………… 

ii…………………………………………………………………………………………… 

iii……………………………………………………………………………………………i

v…………………………………………………………………………………………… 

5.2 What do you perceive on working environment made by the organization leadership to 

comfort your working condition?  

i.…………………………………………………………………………………………… 

ii…………………………………………………………………………………………… 

iii……………………………………………………………………………………………i

v…………………………………………………………………………………………… 

5.3 What is the relationship between you (as a subordinate) and your top management?  

(a) Good {   } (b) Moderate {   } (c) poor {    } 

 

6.0 Section six: What do you suggest on employee retainment success?  

i.…………………………………………………………………………………………… 

ii…………………………………………………………………………………………… 

iii……………………………………………………………………………………………i

v…………………………………………………………………………………………… 
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Appendix 2: Checklist guide for organization leaders 

Personal information 

Sex of respondent.. ........................................................................................       

Age of respondent ........................................................................................  

Marital status (a) married (b) Single (c) divorced (d) widow/widower   {    } 

Position of respondent…………........………………………................ 

Level of education ………........………………………......................... 

 

Questions 

1. How fluent your organization employ?  

2. Are the organization workers remain for long time working? 

3. If no, give reasons for moving away?  

4. What approach (s) do your organization use to retain workers?  

5. Do you think your convincing power is effective? 

6. What are the challenges facing your organization to retain employees? 

7. What could be done by your organization for effective employees‟ retention? 

 

 

 


