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ABSTRACT

The study was set to explore the extent to whidh gatisfaction influences labour
turnover in LGAs in Tanzania. It used a cross seeti survey research design.
Stratified sampling procedure with simple randommgling and purposive sampling
were used in sample selection. Data was collecgdguquestionnaire. A closed
ended questionnaire was used as a tool for ddkecton. Descriptive statistical
analysis, correlation analysis, factor analysis andltiple regressions analysis
included in the analysis of data. Results indicttat, high percentage of job
satisfaction and labour turnover in LGAs is expdairby financial and non-financial
rewards (R = .730, P<.01). Financial rewards and non-findnc&wards have
significant influence on job satisfaction and labtwrnover f =.439, P < .01 (B =
447, P <.01) respectively. When compared, noaninl rewardsfi( = .447, p < .01)
are more influential on labour turnover than finahcrewardsff =.439, P <
.01).Results also indicate that, context specific fexctoave significant influence on
job satisfaction and labour turnov@r< .365, p < .01).Generally, the results show that
job satisfaction have significant relationship withbour turnover in LGAs in
Tanzania (R = .6496, p < 0.01). The study recommends an isered financial and
non-financial rewards in LGAs for the sake of camtay employees. In collaboration
with development partners, the government may 8etifes and specific strategies
for improving employees living and working condii® Further studies may be

conducted on context specific factors as they plaignificant role in labour turnover.
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CHAPTER ONE

INTRODUCTION

1.1 Background to the Study

Job satisfaction is an essential research topi¢hen field of human resources
management and organization behaviour (BuitendadiRthmann, 2009;00ksoon
and Mudor,2011). It is an important feature of individualpp@ess at work as most
of people spend much of their time at work (Buitgetdand Rothmann, 2009). Baloch
et al(2014) argue that, job satisfaction is a phesmon that can save organizations
from facing reactions. Similarly, Frederiksen (2Dacknowledge that, reactions such
as labour turnover and its accompanied costs, rfstance, cost due to loosing of
organization key knowledge and skills, shortageemployees and the dilemma the
organization faces when employees quit can be atédby job satisfaction.Joarder
and Ashraf (2012) affirm that job satisfaction isry important as the success of
organizations relies on it, while Bakotic and Baf#2013)say that job satisfaction is

imperative in order to attract and keep highergrening employees.

Medina (2012) asserts that satisfied employeesnare committed to the current job
rather than searching for fresh jobs. Researchigtgeahat job satisfaction is the overt
basis of employee performance on an individualsbasd the entire organization as
well as absenteeism and turnover in the organizg#d-Rubaishet al., 2011;Saeed
et al.,2014)Studies acknowledge the connection between jokfaation and labour
turnover worldwide despite some differences in eixtend nature of the linkage
(Buitendach and Rothmann, 2008n-Fah et al, 2010;Mahdi, et al012; Mbah and

Ikemefuna, 2012).



While Saeedt al, (2014) argues that there is a slight link betwebnsatisfaction and
labour turnover, Monte (2012) acknowledges thditilebetween job satisfaction and
labour turnover is substantial. Ibrahiat al (2016) observe significant negative
relationship between job satisfaction and labounduer. There is variation in
perception both researchers come to the agreeimanthiere is a linkage between the
two phenomena. Gupta (2011) declares that jobfaetiisn impacts direct on labour
turnover. On the other hand, Mbah and lkemefunaZp0onfirm that labour turnover

is an outcome of job satisfaction.

Labour turnover is an outcome of job satisfactiomiol intimidates many
organizations due to direct and indirect costs @ing2007; Ally, 2011). It is
propounded that in some organizations the cost ihghand training replaced
workers is up to 50% of the worker’s salary duraagear (Ongori, 2007). It is also
stated that organizations incur costs in recruitntenreplace those who have left
(ibid). Ton and Huckman (2008) argue that labounduer is allied with decline in

organizational performance as well as customer. care

This therefore, calls for management of both pevaatid public organizations to spend
adequately on employees’ motivation and job satigfa for retention purposes
(Minja, 2011; Nzuve and Nduta, 2014). Similarly,ms managers feel that the
problem is insignificant and is being exaggeratédpta (2011) warns managers that
labour turnover is a caution toorganization tha aot performing well. Mhando
(2013) acknowledges the fact that whenever empkwyee not satisfied with work
some gradation of labour turnover is certain in arganization. While the

phenomena of job satisfaction and labour turnowerehbeen studied by scholars



worldwide, such studies in Tanzania are still wagnti Studies conducted outside
Africa reveal that, there is a significant correlatbetween job satisfaction and labour
turnover (Balochet al, 2014; Frederiksen, 2017). Further, job satisfactis
influenced by financial rewards, non-financial reds as well as behaviour
characteristics (Monte, 2012;Joarder and Ashraf2p0lob satisfaction variables
(financial and non-financial) have significant uhce on labour turnover. Despite
the information at hand that financial and non4ficial rewards can affect labour
turnover, the problem is still persists. It is #fere indicated that, financial and non-
financial rewards are not adequate to keep holorafiessionals. Mahdgt al, (2012)
calls for what organizations can do to maximize leyge job satisfaction to its
employees and reducing labour turnover disregardingncial and non-financial

rewards.

Majority of studies conducted across Africa arealomhealth care institutions in rural
areas (Delobellet al, 2011; Rouleawt al., 2012; Asegicet al., 2014). Focusing on
financial and non-financial reward factors (Deldbel al.,2011; Asegicet al.,2014).

It is revealed that among others, remunerationvamt environment were reported as
least satisfactory factors (Delobe#ieal.,2011). Further, the study recommended for
improvement of remuneration including salary, baseand the like as well as

improvement of working environment (Delobedieal, 2011; Rouleaet al., (2012).

In Tanzania, anumber of studies were done in etucatdustry as the turnover crisis
was high in schools, both private and public, patérly in the 1990sL@ssibille et
al., 2000Q. Surprisingly, the phenomenon is currently obedrin other public and

private organizations such as banks, higher legranstitutions, health centers,



district councils and in township councilsagsibilleet al., 1999; URT, 2009; Minja,
2011; Magalla, 2011; Suta 2013). However from thelies, findings reveal that,
Local Government Authorities (LGAs) in Tanzania a@wv characterized by poor
performance in their functions, particularly onwseg provision, in schools, health
centres due to high labour turnover (URT, 2006)ccakding to Suta (2013) job
satisfaction is affected by job itself, pay, promo{ co-workers relationship,
operating procedures and working environment. Gn d¢bntrary, Mhando (2013)
argue that employee’s job satisfaction is assatiatghpay and fringe benefits,

opportunity for advancement, company policy, achmegnt and communication.

Generally, while job satisfaction and labour turaostudies delineate themselves on
financial and non-financial rewards as well as be&ha characteristics as pointed
earlier, it is also revealed that influence of eoaitspecific factors such as access to
water, good health services, communication, elgttri education and the likeare
neglected (Delobelleet al., 2011; Blaauwet al.,, 2013; AlBattat et a.2014;
Ramadhani, 2014). Suta (2013) and Rouleaal., (2012) acknowledge that job
satisfaction and labour turnover are connected rigirenmental circumstances.
Similarly,Samijiet al, (2009) show thatcontext specific factors arenpr¢o labour
turnover (Samjiet al, 2009). Further, Browne (2009), Mattson (2009)u&h and
Campbell (2011), and Tidemared al., (2014) show that labour turnover is greater in
rural areas due to lack of water and electricilypassable roads, and poor housing

conditions.

Consequently, there is a need to expand the uadelisy of the influence of job

satisfaction on labour turnover to cover not omhafcial and non-financial rewards,



but also the context specific factors since suchctores result in employee job
satisfaction or dissatisfaction, which in turn lead employee retention or turnover

(Robbins, 2008; Ng'ethe, Iravo, and Namusonge 2012)

1.2 Problem Statement
In recent years, employee turnover in Tanzanialdeen on the increase (Hedwiga,

2011, Naburet al, 2017). Table 1.1 demonstrates.

Table 1.1 Number of Employees Leaving Selected Orgaations in Tanzania

Year 2008| % | 2009| % | 2010| % | 2011| % | 2012 %
Organization
Mbeya City Council 57| 2.5 74 3 98 4 127 B 153 |6

NMB Bank Eastern Zon¢ 21} 10 26 12 33 [14 38 |14 49 |18

Chunya District Council 86 6| 112 7 136 [ 151 (8 17d

Sources: Human Resources and Administrative offjd@015).

Studies on job satisfaction and labour turnoverehé&een done in health care
institutions, education sectors and in hospitafigustries (Rambuet al, 2003; Ronra
and Chaisawat, 2009; Delobe#eal, 2011; Rouleaet al, 2012; Blaauwet al, 2013;
Asegid et al, 2014; AlBattatet al 2014; Jadocet al 2015, Naburiet al2017).
Moreover, majority of the studies show thatthey eveonducted in rural areas
(Delobelleet al, 2011; Rouleatet al, 2012; Asegidet al, 2014; Jadocet al, 2015).
Literature gives the impression that Local Governmauthorities have been left

aside.

Further, most of the studies carried out outsidecAf in Africa and in Tanzania used

behavioural characteristics (Delobedieal, 2011; Rouleawt al, 2012; Monte, 2012;



Blaauw et al, 2013) while other studies used financial and noasicial rewards
(Ramburet al, 2003; Ali 2008; Ronra and Chaisawat, 2009; Joasdet Ashraf,
2012;Balochet al, 2014; Mhando, 2014; Ramadhani, 2014). From thdies it is
revealed that context specific factors have beajtented. However, Tidemand and
Msami (2010), URT (2012)yYousafet al.(2014), Mbungu (2015) are of the opinion
that context specific factors are good predictdi®lo satisfaction and labour turnover

in LGAS.

This study was therefore set to test the Herzbexgry in the LGAs in Tanzania. This
is essential because even when such theory have tesed, there are varying
findings as other researchers show a slight linkveen job satisfaction and labour
turnover (Saee@t al 2014) while others observe a significant negatelationship
between job satisfaction and labour turnover. Farrtisome studies, for example,
Udechukwu, (2009) and Mihajlov and Mihajlov, (2016¥tablish that financial
rewards are the foremost factors inducing labouraver while other studies such as
Bula (2012) found thatnon-financial rewards are enimfluential on labour turnover.
Besides, context specific factors will also be mddsince Tidemand and Msami
(2010), URT (2013) and others argue that contexcifip factors are important

predictors of job satisfaction and labour turnover.

1.3  Objectives of the Study
1,3,1 General Objective
The general objective of this study was to exptbeeinfluence of job satisfaction on

labour turnover in LGAs in Tanzania.



1.3.2 Specific Objectives

The study was guided by the following specific atijges:

() To determine the influence of financial rewarddaiyour turnover in LGAs.
(i) To determine the influence of non-financial rewanddabour turnover in LGA.
(i) To determine the influence of context-specific daston labour turnover in

LGAs.

1.4 Research Questions

The following specific research questions guidexidtudy.

(1) To what extent do financial rewards influence labtounover in the LGAS?

(i) To what extent do non-financial rewards influenabdur turnover in the

LGAS?

(i)  To what extent do context-specific factors influenlabour turnovers in

LGAS?

1.5 Significance of the Study

A meaningful PhD research ends up with academieprtftical well as practical
usefulness. Academically, the study will add knalgle and literature on job
satisfaction and labour turnover. Theoreticallye gtudy will explain more on the
Herzberg theory given the true local context in Zaama, and the extent to which
context specific factors contribute to labour tweio Practically, both the findings
and recommendations may assist LGAs in curbinguahanover in their institutions

and improve performance in the authorities.



1.6  Organization of the Study

The thesis is organized into six chapters. Chapterintroduces the study. It provides
background to the study, statement of the problesgarch objectives and research
guestions, significance of the study as well asstiecture of the study. Chapter two
provides the literature review related to the topnder study. It first provides key
terms used in the study. It then provides the #temal literature and the empirical

literature, the research gap as well as the conakfstamework of the study.

Chapter three describes research methodology as@dneh methods adopted in the
study. It explains the study area, research pamadigampling procedures and
techniques, data collection methods, validity aeblability of data, data analysis
procedures and ethical considerations. Chaptergonides the findings. It provides
demographic profile of the respondents and explgafs satisfaction factors and
overall employee’s satisfaction in the LGAs. Itther presents correlations and factor
analysis for financial and non-financial rewarddinally provides logistic regression
analysis based on the objectives of the study. €hdipe provides the discussion of
the study findings in line with the study objecBv&ated in chapter one. Chapter six is
the concluding chapter. It concludes the study dasethe findings of the study as

well as avenues for further studies.



CHAPTER TWO

LITERATURE REVIEW

2.1  Overview
This chapter explores literature in the area ofgabisfaction and labour turnover. It
defines key terms, theoretical literature on th@aoempirical literature, the research

gap and the conceptual framework of the study.

2.1.1 Conceptual Definitions

2.1.1.1 Labour Turnover

According to Kazi and Zedah (2011), labour turnoigethe movement of employees
within the marketplace, between firms, jobs andupetions and between the
situations of having jobs in the situation of natving a job. Prasad (2013) defines
labour turnover as the proportional of alteratidrih® employees within a particular
organization during a certain time frame. Similafrice (1977) in Ongori (2007)
defines which states that labour turnover as, “theportions of the total
organizational constituents absent during the pebbi@ing measured separated by the
regular amount of general inhabitants in that oggion during that time.” This

study adopted the Price (1977) definition.

Turnover rate can be estimated by dividing theltsgparations by the average
number of employees. Total separations are thériataber of employees leaving the
organization both voluntarily and involuntarily (@&, 2011). Thus, turnover rate
equals to total separation during the year divided the average number of

employee’s times one hundred.
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Given the above definition and explanation of labtunover, high labour turnover
therefore means high rate at which employee’s Igalse in an organization at a
certain period of time. More importantly, this isedative figure between occupations,
industries and nations. A high turnover rate iniaustry could be a low rate in

another industry in the country, and the like.

2.1.2 Job Satisfaction

Job satisfaction is a set of positive feelings withich workers get from their work
(Luthans, 2002). Ellickson and Logsdon in Kabir aRdrvin (2011) define job
satisfaction as the degree to which personnel @réfeir work. Bhatia (2006) defines
job satisfaction as the total of the general fagble effect or feeling that employees

have towards their job.

According to Rao (2012), job satisfaction referghte contentment experienced when
a want is satisfied. The term satisfaction is usednalyse the outcome already
experienced by an employee. Haldar (2010) defiobssatisfaction as the fulfilment
of the requirements of an individual of the work/ieonment. Rue and Byars (2009)
refer to job satisfaction as the individual's mérgtate about the job. This study
adopted the definition by Hoppock in Aziz (2011)avtiefines job satisfaction as a
“mixture of psychological, physiological and enmmmental circumstances that cause

a person truthfully to say | am satisfied with 7.

2.1.3 Financial Rewards
Luthans (2005) defines financial rewards as themmts made to the employees for
their great performance. Armstrong (2012) referdirtancial rewards as the total of

rewards that have financial implications and thddel to entire compensation. This
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study adopted the definition of the Gupta (2012pwlefines financial rewards as the

payments directly or indirectly in monetary form.

2.1.4 Non-financial Rewards

Non-financial rewards refer to the rewards thatrarerelated to financial implications
(Lameck, 2011). He further argues that these asestirt of rewards that are not
associated with direct reimbursement of money dmely tcan be touchable or
untouchable. Burton (2012) says that non-finanmalards focus on the emotional
needs of employees rather than on monetary needsh& purpose of this study, the
definition of non-financial rewards was adoptedhirdrmstrong (2012) who defines
non-financial rewards as the rewards that emphasisethe requirements of
individuals for recognition, achievement, respoitigyh autonomy, influence and

personal growth.

2.2 Theoretical Literature

This section provides theories about the phenornadar study.

2.2.1 Determinants of Labour Turnover

Generally, labour turnover in any organizationug do employee dissatisfaction. This
could be associated with either financial or navaficial rewards (Yousadt al.,
2014). Pay, bonus, allowance, incentive, promo&ioe among the financial rewards
that lead to job dissatisfaction and hence labownaver. They also argue that,
organizations that pay attention to non-financialvards get more and better

commitment, supporting and care from their empleyee
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Similarly, Gupta (2011) argues that, employeesdemeompany because they are not
satisfied with the current job, unpleasant workingpnditions, inadequate
compensation, extended working hours, and unwelcaoglationships between
workers and supervisors. This shows that labourotter in an organization could be

due to controllable and uncontrollable factors.

Khatri et al.(2009) talk about controllable factors such asrgalaature of work,

supervision, and organizational commitment, disiilee and procedural justice, while
factors that are beyond control are alleged asnateee employment opportunity and
job hopping. Alam (2015) regards factors such aspany policy and administration,
organizational status and personal life as theofaaelated to labour turnover in work
places. Conclusively, labour turnover is a rest@ilbath financial and non-financial
factors, and this study intended to look at thepimnagion of these factors in labour

turnover in Tanzania LGAs.

2.2.2 Determinants of Job Satisfaction

Job satisfaction is an important factor that haawdr attention to managers in
organizations as well as academicians. The issue iseto determine factors that
influence job satisfaction so as to retain the enirivork force and therefore increase
morale and improve productivity (Haldar, 2010; Rwhs2013). Prasad (2013)
emphasizes that while analysing determinants ofsjaiisfaction there is a need to
keep in mind that individuals do not derive the sasatisfaction although they
perform the same job in the same environment atséme time. He declares that

determinants of job satisfaction include naturéhefjob and situational variables.
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Under nature of the job category, job satisfact®mfluenced by occupational level
and job content. With regards to occupational leitels acknowledged that higher
level jobs provide more job satisfaction than othise. High level job carries prestige
and status in the society and work itself. Job @oindlso provides job satisfaction. For
instance, the degree of responsibility someoneoparfif it is higher than expected, it

improves satisfaction, but if lower than expectedpes not create satisfaction.

According to Prasad (2013), situational variablesadso important in job satisfaction.
Situation variables are work related variables megu by management in an
organization. The variables include working cormuai, supervision, equitable
rewards, opportunity for promotion and work groéecording to him, most of the

individuals in working organizations seek job datision from the nature of the job
and environment. In addition, if the present jobviies chances for promotion in the
future, it provides more job satisfaction. Heoaéxplains that individuals are more

satisfied with equitable rewards from the perforrjodab.

Rue and Byars (2009) list five components of jaisézction as attitude towards work
group, general working conditions, attitude towatdsmpany, monetary benefits and
attitude towards supervision. In addition they umg individual attitude towards work
and towards life in general as factors to job &atiton. They further, comment on the
individual health, level of aspiration, social sigt political and social activities.
However, they point out that job satisfaction isimdividual mental set about the job.
From their views, job satisfaction is affected bgthb internal and external work
factors. Their general views on the determinanjobf satisfaction are summed in

Figure 2.1.
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Figure 2.1:Determinants of Job Satisfaction and Dissatisfactio

Source: Rue and Byars, (2009) Pg. 259.

According to Luthans (2005), Lawrence (2005) andud& et al (2014) job
satisfaction is influenced by work category, sdgurdf the job, company,
advancement, co-workers, pay, supervision, promotimnus, allowance and social
benefits. In terms of promotion (URT, 2013) arghattpromotion in Tanzania is
based on the criteria set by Tanzania public semwviche scheme of services. Among
others, the criteria are employees’ knowledge, aotdvacant post, budget,
performance and organization structure and othiggrier as stated by employment
authorities. On the other hand, OPRAS and profaasiexaminations as far as the
profession is concerned and other professionar@itire also considered. In terms of
social benefit (URT, 2003) the entitled social Hdérte employees in Tanzania are old
age, invalidity, survivorship, employee injury, matity, medical care, sickness,

unemployment and death.
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Similarly, Jahufer (2015) declares that abilitylimition, social status, compensation,
job security, supervision, work condition and dmst to work place are job
satisfaction determinants among government andagivbanks employees in Sri
Lanka. Ahmadet al (2016) confirm that abusive supervision is cote@do job
satisfaction and labour turnover. Similarly, Sigtial (2014); Kyara (2015); Yanet
al.(2015) say that job satisfaction can be determittedugh relations with co-
workers, job security, supervision, promotion, igmtion, achievement and career
advancement. Robbins (2003) argue that the abdityotional and technical support

of a supervisor on office tasks are an importapeessof job satisfaction.

Suta (2012) contends that job satisfaction may basured in terms of facets. Among
others, job satisfaction can be measured withinasgpect of job itself and includes
variables such as ability utilization, achievememngativity and independence. As for
promotion he say that job satisfaction may be datexd through advancement and
authority. Within the aspect of colleagues, joltisaction may be determined
through co-workers relationship, moral and valigsial services and social status.
Further, in terms of operating procedures, jobs&attion may be determined by

policies and practices, recognition, responsiksitand supervision.

Mkoka et al (2015) argue that, workers in rural Tanzaniaveoeking under difficult

working conditions due to unreliable sources ofhtjglack of clean water and
uncompensated extra work. Siame (2015) comes up witsummary of job
satisfaction determinants as pay, working condifgzomotion, supervision, work

itself and co-workers relationship.
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According to Lyimo (2014), leave allowance, trans@dlowance, rent allowance and
teaching allowance to teachers in Moshi are theofaaconnected to job satisfaction
and labour turnover. Lyimo argues that teachere lila® intention to quit and look for
other jobs due to lack of transport allowance, r@muse) allowance and teaching
allowance. The suspension or removal of these aloes is a challenge to teachers
as it increases the living costs. Lastly, insuffiti salary to teachers is also connected

to their job dissatisfaction.

Kacholi (2012) argues that, among the challengesdfdy social health care workers
in Morogoro are rare receipt and delay of overtatiewances, health insurance and
hardship allowance. Other issues include, hardsilipwances, communication

network, electricity, areas that lacks clean wated schools.

Similarly, Nkya (2012) mentioned the importance affowances among financial
incentives. She argues that allowances are impoathey uplift workers financial
position given the low salary earners. Among othélisya (2012) talks about the
hardship allowances, risk allowances, overtimevalaces, housing allowances, night
allowances, transfer allowances, and motor vetaol@ bicycle allowances are very

important for job satisfaction.

According to Kjellén (2006), Twaweza (2010), URT1IRQ Nganyanyukat al (2013)
and Tidemanet al (2014) job satisfaction in the LGAs is affectedtbg challenge on
unavailability of clean water. For instance, Twawg2010) argue that accessing
water in Dar es Salaam is difficult. Further thpa® established that the price of

water is varying depending on the street. The teplsio declare that, the price at
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kiosk level is 20 to 200 Tanzanian shillings per I&fes of bucket. Similarly,
Nganyanyukaet al. (2013) said that water are highly sold at Dar eta&n. For
instance a bottle of one litre is sold at a pri€ce600 Tanzanian shillings to 1000
Tanzanian shillings. While the price per bucket thage is between 300 to 700
Tanzania shillings. According to Kjellén (2006) thiece of water per bucket in Dar
es Salaam is 500 to 700 Tanzanian shillings. Agongrtb Mtwara and Lindi water
master plan the price of water during rainy seasoB800 Tanzanian shilling per
bucket, while the price shift up to 1000 Tanzans&iling per bucket of 20 lifters

during dry season, beside sometimes water arevadahle.

According to Dewhurset al (2009) in Burton (2012), non-financial rewardslsas
praise from managers, attention from the leaderapubrtunity to lead projects are
sometimes viewed as more effective towards motiwaind job satisfaction than
financial rewards. Similarly, Mehrad and Fallahd{2) argue that lack of leadership
attention to its employees is accompanied by ababmeactions like turnover,

absenteeism and work dissatisfaction.

Alam (2015) emphasizes that job satisfaction iesult of employee’s achievement,
recognition, the work itself, responsibility, adeament and growth. He further
argues that company policy, supervision, relatigpssiwith boss, work condition,

salary, and relationship with colleagues are festiwo job satisfaction. Therefore the
determinants of job satisfaction are categorizéd two aspects, financial and non-
financial rewards. Given the review on the factthrat lead to job satisfaction and
labour turnover, the following is the list of vabias that will be used for this study;

pay and promotion, supervision, collective decisionaking, work status,
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responsibility, working conditions, supervision, nog, benefits, social status,
compensation, social relationships, and careerraxd@raent. Other factors include co-
workers relationship, social benefit, emotional &achnical support from supervisor,
ability utilization, achievement, creativity anddependence, organization policies and
practice. Lastly the following will also be usedecognition, leave allowance,
transport allowance, rent allowance, overtime atloee, health insurance and
hardship allowance, challenge of in access of cleater, attention from the leader

and opportunity to lead projects.

2.2.3 Financial Rewards

Gupta (2012) contends that financial rewards aggmgats directly or indirectly in
monetary form and they include salaries, incenfiiesnuses, and benefits that
employees are rewarded for collective performaf@eethe other hand Burton (2012)
argues that once mentioning financial rewards, éans that the company devotes
extra money on rewarding employees. According tesd€& (2009), the common
financial rewards are cash, bonus or rise in saldoyvever, Gupta (2012) argues that
although financial rewards are important, they nmay motivate all, since others
regard psychological and physiological featuresnase important for motivation. In

other words, employees are motivated by financidl mon-financial rewards.

2.2.4 Non-financial Rewards

On non-financial rewards, Burton (2012) says that-financial rewards focus on the
emotional needs of employees rather than monetaegsy He propounds that non-
financial rewards are appropriate for managereuliy/tthey want to motivate workers

because they are the ones that affect individsalsial life as well as entire work life.
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He mentions recognition, security, praise by marggattention from leaders, and

opportunities to lead projects as some of ther&krable non-financial rewards.

On the other hand, Gupta (2012) argues that na@méial rewards provide
psychological and emotional satisfaction than feianrewards. Consequently, non-
financial rewards such as status and job securgéymaperative for the satisfaction of

socio-psychological needs, which cannot be futlily pay.

2.2.5 Measures of Job Satisfaction

According to Gupta (2006), measuring job satistacis not a simple task. Most of
the studies have measured job satisfaction thramgdstionnaires. Haldar (2010)
proclaims that, the necessity of measuring empkyjeb satisfaction is vital for any
organization. According to him, job satisfactionmeasured by global measures and
facet measures. The global measures emphasize gloye®es attitudes towards work
in general using multiple items. The facet measumelside measurement of various
facets of work, for instance aspects related tolijad the job itself, pay, promotion,

colleagues, co-workers, and operating procedureéshaenlike.

Among others, the most preferable and frequentgduscales used to measure job
satisfaction and to test for validity, reliabilitgnd consistence are Minnesota
satisfaction questionnaires (MSQ) developed bylthaersity of Minnesota and the
job satisfaction survey by Spector(1994). In thedjionnaires, respondents were
asked to give various opinions by rating the wagytlare satisfied with their job

aspect.
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The ratings were as follows for Minnesota satisfactjuestionnaire:-

Very satisfiedMeans | am very satisfied with this aspect ofjoly
Satisfied;Means | am satisfied with this aspect of my job

Neutral; Means | cannot decide whether | am satisfied ernwith this aspect
of my job

Dissatisfied Means | am dissatisfied with this aspect of nty jo

Very dissatisfledMeans | am very dissatisfied with this aspect gfjai

On the other hand, the ratings for job satisfacBorvey by Spector(1994) are as

follows:-

1. Disagree very much
2. Disagree moderately
3. Disagree slightly

4.  Agree slightly

5.  Agree moderately

6. Agree very much

2.2.6 Job Satisfaction and Labour Turnover

The relationship between job satisfaction and laktomover have been critically

assessed and described by a variety of researddervgever, results from varied

literatures are quite mixed. Suta (2013), Saeted| (2014), and Mahdet al (2012)

argue that there is little relationship between galisfaction and labour turnover. On

the other hand, Monte (2012), Medina (2012), Mbatt &kemefuna (2012) conclude

that job satisfaction and labour turnover are higblated.



21

Balochet al (2014) believe that job satisfaction and laboundwver are affected by

similar variables, while Rue and Byars (2009) oghred job satisfaction has an impact
on labour turnover. The question at hand is whethgsfied employees tend to stay in
the organization and dissatisfied employees temjluibthe organization. If they stay
or quit is it because of financial rewards, norafinial rewards or it is because of

other contextual features from the environment?

Mbah and lkemefuna (2012) are of the view thatarial and non-financial reward
factors have impact on job satisfaction and labmmnover. The factors are pay,
nature of work and supervision. The factors affebtsatisfaction and labour turnover
in Lagos, Nigeria. Also the researchers say tHaaua turnover is an outcome of job
satisfaction. Moreover, researchers acknowledgepthsence of direct relationship
between job satisfaction and labour turnover ingtea (Rue and Byars, 2009; Mbah

and lkemefuna, 2012).

Suta (2013) asserts that teachers are satisfiédfiwéncial reward factors such as pay
and compensation. He further notices that few tel@chad intention to quit job due to
poor arrangement of promotion and very low advare#mHe also acknowledge

negative relationship between job satisfaction amdover among the teachers in

Uhuru, Buhangija, Mwagala and Lalago secondaryalshia Shinyanga.

In his report Jacobson (2010) says that turnovenuxses is very high in Arusha
Lutheran hospital where about 85% of nurses le&eeprofession each year. To
alleviate the situation, financial incentives werat in place. Nurses were given

salaries equitable to government levels and spauiivation allowances above what
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government provides, and interest free loans. Adsé were done to ensure job
satisfaction to nurses in Arusha Lutheran Medicaht@®. Khan and Aleem (2014)
found that pay, promotion, job safety and secusatyd the nature of work are
prominent factors to job satisfaction to doctorgrses, administrative and accounts

staff in Autonomous Medical Institutions of Pakista

According to Shamiet al (2015) a number of personal characteristics and
environmental factors had an effect on job satigfacand turnover among the
employees in the Paint Industry industries in RakisEnvironmental factors include
compensation and benefits, the nature of work, rsigm® support and relationship
with co-workers. Age, gender, academic level, psif@alism and work experience
are individual characteristics that influence jatigfaction on the other hand. They
also found that, context factors play a significeole as the basis's of job satisfaction
or dissatisfaction that can lead to labour turnovédditionally, personal
characteristics had a rare effect on job satisiactand labour turnover in the

organization (Shanet al (2015).

According to Monte (2012),the effects of job satcdfon on labour turnover vary as a
function of gender, age, level of schooling, typéemployment contracts and tenure.
Literature reveals that gender and age do notanfie job satisfaction as women had
lower job satisfaction compared to men. Prince R}0feclares that job satisfaction
increases as age increases. On the other hadohgareveal that tenure and years of
employment in an organization tend to increase $alisfaction and lower the

probability to seek for another job (ibid).
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According to Saee@t al (2014) labour turnover is low when there is a peted
higher job satisfaction. They further assert tlais§ied employees tend to stay in the
organization but unsatisfied employees may leageotlganization. Similarly, Joarder
and Ashraf (2012) acknowledge that labour turnowerthe company is low as
employees are satisfied by factors including comgagalty, performance appraisal
and supervision. Mahdit a2012) provide that intrinsic satisfaction variableave a
higher influence on labour turnover while extrinsiatisfaction variables have low

influence on labour turnover to executive and ngeeative employees.

Conclusively, studies reveal that there is a clet&tionship between job satisfaction
and labour turnover. The evidence provided by mebeas’ shows that labour
turnover depends on job satisfaction variablesidgss Baloclet al (2014) argue that

job satisfaction and labour turnover are affectgdsimilar variables such as pay,

promotion, and co-worker relationship.

2.3 Context Specific Factors

The context-specific factors are the factors surdmg a specific work organization.
They are termed context-specific factors becausd& wiaganization differ in terms of
infrastructures such road, electricity, water aslédommunication systems (Sarafi
al., 2009). This is particularly noticeable in our L&AFor example Samgt al
(2009) show that the percent of households conddot¢éhe national electricity grid
by region by 2009 were; 5% in Mtwara and Mwanza, B24Coastal Region and

Dodoma, 7% in Tanga, 9% in Mbeya, 11% in Arushd 2996 in Dar es Salaam.
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Table 2.1: A Summary of Specific-Context Factors Rine to Labour Turnover

in Selected Districts

Arumeru | Handeni | lleje | Kibaha | Magu | Mpwapwa | Nanyumbu
Districts
Factors
Access to water v Vv v v v v
Access to health v v v v v v
services
Access to good v v v v v v
education
Access to good v v v
transportation
Access to good v v
road
In access to v v Vv v v
electricity
Access to good v v v v
communication
Remoteness v v v v v

Sources: URT, (2012)

The table above justifies the nature of the setkedistricts in terms of the context-
specific factors susceptible to labour turnovere flature shows that the districts have
similar specific-context factors that lead to labdurnover. For instance, similar
multiple factors such as access to clean waterthhearvices, quality education,
electricity, remoteness and good communicationesystere identified in the districts

of Handeni, lleje, Mpwapwa, Magu , Kibaha and Namiu.

On the other hand, substandard health, water &atrieity services were identified in
the districts of Arumeru, lleje, Mpwapwa, NanyumBihaha and Magu respectively.
Moreover, Tidemand and Msami (2010) acknowledgé tkeAs employee were not
satisfied with services related to roads, healthtew power supply and agricultural

extension services.
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Mbungu (2015) declares that job satisfaction of i&lgture Extension Officers at
Wanging’'ombe District is affected by challengesatetl to means of transportation,
electricity, clean water, communication system #mel remoteness of the area and
health care services. Mrigo (2013) also found ttestchers in the Ministry of
Education and Vocational Training are satisfiedhvilte availability of clean water
and electricity in their working place and they aso satisfied with improving

conditions with regards to health care, transpodt l@ousing facilities.

Mhando (2014) asserts that the communication sys&eatiied to job satisfaction and
labour turnover. Accessing social networks is af@m because sometimes someone
had to take a trip to a nearby village, climb tedkes or hills to access social networks
(Samji et al2009). This situation happened in tearby districts as in district centres
networks are good. Similarly, Femi (2014) argueat,tleffective communication

improves job satisfaction in Nigeria.

According to URT (2012) during rainy season tramsgimn becomes difficult in lleje
district. This is because roads become dirty anghseable. Therefore, it is impossible
for employees to go to Mbeya city where the rediafhce is located, and where
other social services are referred too such ashheate services (URT, 2012). Yousaf
et al (2014) show that the unpleasant transport systeakemthe workforce

dissatisfactory with their job because it increasesital stress.

In Mpwapwa, health services, education and watenat easily available. Women in
Mpwapwa use about thregiartersof their time to get necessary services in ada#io

of the above mentioned such as, firewood, millirechne, markets and shopping at a
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distance up to 10 kilometres. Mbungu (2015) coneuth this as he acknowledges
that, agriculture extension officers in Wanging'andistrict council among others

were dissatisfied with the availability of marketpés in the area.

While URT (2012), Okama (2013), and Mbungu (201a)ne that employees within
LGAs are not satisfied due to the peripheral natdireGAs, in contrast to rural west
China, Sargent and Hunnum (2005) found that prinb@aghers working in villages

are more satisfied with their work and prefer tmagn in their jobs.

Bennell and Mukyanuzi (2005) argue that the liviognditions for most of the
teachers are not satisfactory as they are intder&or instance, the availability of
reasonable, quality and affordable housing withasyetravelling distance of the
school is a major issue to most of the teachef@nzania. This makes many teachers
travel long distances between home and the areadd, which is wastage of time,
costly and tiresome activity. Bennell and Mukyanfuzither argued that during the
1990s, teachers in Temeke travelled by bus up tkildthetres to school daily while

in Muleba most of the teachers walk up to 3 kilam&daily to school.

Mrosso (2014) conforms that in the year 2009 antP2@achers in Tanzania stroked
for their rights which is evidence that they arssdtisfied with their work conditions.
The study showed that, 89.6% of teachers in Tendékteict are not satisfied with

their accommodation.

Spies (2006) shows that distance between home amkiplace in the North-West

Russian oil industry does not lower job satisfattas long-distance travelling is an
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alternate policy for cost-effective activities isolated places. In Tanzania, Mrosso
(2014) found that teachers with first appointmemtfg@r to work far from home due to

extended families.

Okama (2013) found, that labour turnover is highoagiagriculture officers due to

bad and rough roads to plantations, lack of elattriand the remoteness of their
working stations. He also argues that employeesl tto build playgrounds as a means
to influence agriculture officers to stay in thearHowever, its success is low as it is

not enough to make them stay in the area.

Mruma (2013) argues that the quality of educatiompublic secondary school in the
Shinyanga district is of low quality as it was rakezl in the mass failure in 2010/2011
and 2011/2012 academic year’s results. TshabardyiMaafiri (2013) opine that there
is a low satisfaction level on the quality of ediima in LGAs following lack of
sufficient manpower and poor implementation of gek in the areas. Similarly,
Ladduruni (2012) argues that the emerging issuliésto unqualified teachers, poor

infrastructure facilities and insufficient learningaterial in the school library.

Therefore, context specific variables are pronéabmur turnover. Additionally, the
nature of geographical location being at the penpho some of the district like
Nanyumbu, lleje and Mpwapwa is also associatedloudr turnover. For instance, the
distance from Dodoma regional office to Mpwapwatrdis head office is more than
120 kilometres in which % the distance is roughdré@ensers, 2012). This study
explore further the influence of context-specifactbors as revealed from literatures,

the CSFs are prone to labour turnover in LGASs inZEaia.
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Among others, poor infrastructures with regardsdidy and impassable roads,
electricity, and communication systems, in accesddan water, health care services,
guality education, remoteness and transportatamk bf housing facilities, in access
of social networks, and distance between home am#tplace were context specific

factors used in this study.

2.4  Critique of the Herzberg Theory

Researchers have been studying theories and iséj@s satisfaction for many years
and there have been incredible improvements ina@xiply job satisfaction. This study
adopted the Herzberg's two-factor theory that hasnbproven and accepted by
societies that the theory have contributed tow@rbssatisfaction. On the other hand
the study adopted Minnesota questionnaire that baea proved that the instrument

is appropriate for measuring job satisfaction.

2.4.1 Herzberg Two Factor Theory

The Herzberg Two Factor Theory was propounded ygiia Herzberg, an American
clinical psychologist with a master’s degree inédce and Public Health. He became
very famous in the field of management due to tostrbutions in the field of
management science following the development of t#aotor theory of job

satisfaction (Malik and Naeem, 2013).

The Herzberg two factor theory is not among the enodheories of job satisfaction
based on the fact that the theory traced back guii®50s. Within the theory,
Herzberg conceptualizes that double sets of neadsfer human beings; the need to
avoid pain relating to his or her environment andlwe other hand, the need to grow

(Noell, 1976).
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The two sets of needs to human being exist togethetherefore all needs need to be
attended at once. Furthermore, Herzberg emphathaépain cannot be avoided by
looking for happiness, and human beings cannot fookappiness in order to avoid

pain.

The study of motivation was conducted by Herzbeng &is colleagues in 1959.
Noell (1976) acknowledges that the study definitelgliberated to assess the
perceptions of human being that have dual seteefl® The study was conducted
within 203 sample size of accountants and engineens nine companies following
their increasing prominence in the business warldthe area of Pittsburgh, USA
(Mullins, 2008). It should be noted that in the @9%heavy industries dominated the

US where the majority of white males got full empteent in plants and facilities.

During that time there was an urgent requirementaimprehend insight of human
beings about their attitudes towards work becautethe prevalence of job
dissatisfaction pointers such as strikes, slowdowand filing of grievances (Herzberg
Mausner, Peterson, and Capwell, 1957). Thereiorerder to understand the notion
beyond, Herzberg@t al decided to come with the two factor theory. Thaiswhe

essence of the development of Herzberg two fab&wry of job satisfaction.

Noell (1976) points out that after the developmehtthe theory, Herzbergt al
established the hypothesis that satisfaction asgatlsfaction are terms that cannot be
examined using similar factors. Stello (2011) aggtiiat from the study Herzbeeg al
came to conclude that job satisfaction involves tdiscrete and autonomy

measurements; the initial measurement is conneotgib satisfaction and another is
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associated withjob dissatisfaction. However, tinelifigs revealed that the opposite of

job satisfaction is not job dissatisfaction.

Following this conception, Herzbegg al1959) goes further in explaining the factors
that are related to job satisfaction and job distadtion. They came to realize that
factors that bring job satisfaction were known at$sfies or motivators (Stello, 2011),
which are related to work and rewards from indialdwork performance (Noell,
1976). Because the factors are from the insidehef work somebody performs,
therefore they are job content or intrinsic factimrghe job. The factors are classified

as achievement, recognition, the work itself, resality, advancement, and growth.

Malik and Naeem (2013) argue that Herzberg thebijplo satisfaction has dual sets
of human needs. They state that hygiene factorgagpeopriate for the avoidance of
pain. The word hygiene is a register word which esrfrom the health industry that
means deterrent and environment (Noell, 1976). Bhise most appropriate to which
human being constantly trying to regulate. The @ggi factors identify the major
environmental aspect of the work since they assistiminish pain and they cannot
contribute to positive job satisfaction, but ontjead to avoid dissatisfaction (Stello,
2011). On the other hand, satisfaction can bezedlthrough fulfilment of factors

which are essentially related to work (motivatdiastors). The motivational factors

can't fulfil avoidance of pain as hygiene factoos d

House and Wigdor (1967) observe that during 19594zbkerg and others studied the
effect of job satisfaction on performance, turnoatitude toward the company, and

mental health. It was found that job satisfactias An impact on how the job is done.
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According to them, favourable attitudes have effext performance than adverse
attitudes. On the other hand, adverse attituddtsesu withdrawal from the job. In
comparison to company attitudes, the study shoasttie degree of trustworthiness

between employees towards the company differs tredegree of job fulfilment.

Malik and Naeem (2013) emphasize that it is esaskettiunderstand the conventional
ideas of job satisfaction at the time Herzbetl, (1959) published this theory in
order to understand the implication. They pointthat saying job satisfaction has two
sets of needs, that can be measured using a sirailge of factors, and that show

individuals are neither satisfied nor dissatisfetiased.

Gaziel (1986) declares numerous criticisms of e fiactor theory. He states that the
theory appears bound to the critical incident meéthand it complicates events
triggering feelings of satisfaction and dissatitat that are related to the happening
of a certain attitude. He also explains that tha dan be negatively impacted as there
will be inconsistency of data as employees can éfendive to their desires, the
satisfaction and dissatisfaction factors are opgeal, the worth of the variables varies
according to the level of occupancy of the employée further notes that, the theory

does not provide explanations with regard to irdiral differences among employees.

According to Mullins (2008), the Herzberg theory gsticized based on being

methodologically bound and limited in applicatianthe theory is more applicable to
manual workers. Further the theory uses critinaldent techniques that seem to be
biased as it arouses bad or good feelings thauenfle the results. The writer

emphasizes on interview methodology to reduce bssnOn the other hand, Mullins
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argues that the theory applies to lower carders avhaesponsible for unskilled job or

whose work is uninteresting.

Similarly, Wall and Stephenson (1970) criticize tHerzberg’s theory based on the
methodology. They argue that it is the behavioumpebple to give social desired
reactions in their answers, and this will be amednto factors that influence

dissatisfaction as ascribed to external factorsabtesubstitutes of internal factors.

Armstrong (2006) criticizes the methodology usedthe Herzberg theory of job
satisfaction as no attempt was made to measureskigonship between satisfaction
and performance. It has been suggested that théantors nature of the theory is an
inevitable result of the questionnaire method usgdhe interview. It has also been
suggested that wide and unjustified implicationgehbeen strained from small and
dedicated samples and there is no indication thiMocates satisfiers improve

production.

Despite the criticisms, Mullins (2010) argues ttiegre is a proof that supports the
application of the theory as Crainer and Dear Ispeculates Herzbewgt al work as
substantial effects on rewards and remuneratiokguges provided by corporations.
They emphasize that the theory is relevant as phasizes on self-development,
career development and self-managed learning asian\from Herzberg two factor
theories. Chu and Kuo (2015) assert that Herzbeargfdctor theory should not be
overlooked as it has effects on job involvement tan lead to better organizational

effectiveness.
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Udechukwu (2009) found that financial reward fast@re the foremost factors
inducing labour turnover. Further financial rewdadtors relate to labour retention,
which was contrary to Herzberg's findings. Also, dddukwu (2009) conducted a
study on labour turnover using the two-factor tlyeas a reference. He found that
high labour turnover is due to non-financial revwgatdat also affect financial reward

factors among employees.

There are controversial arguments between hygiénan¢ial rewards) factors and
motivators (non-financial rewards) factors over ihiguence of labour turnover. It is
argued that job satisfaction is a result of batiarficial (environment factors) and non-
financial (work content factors) (Alam, 2015; ChwmdaKuo, 2015). With this
background, this study was expected to breachahébg determining the influence of
job satisfaction (financial and non-financial redsr on labour turnover in LGASs.
Also the study wanted to come out with the mosttrdouting factors between

financial and non-financial rewards on the influet labour turnover in LGAS.

Yousafet al (2014) explain that rewards are of two categorfggncial and non-
financial rewards. They further assert that finahcewards are also referred to as
extrinsic rewards and non-financial rewards, irgignrewards. According to them,
financial rewards include pay, bonus, allowancesuiance, incentives, promotion
and job security while non-financial rewards in&@u@ppreciation, recognition,
working conditions, the relationship between suenvand employees, advancement
and job security. With regard to Herzberg two fadteeory satisfiers or motivators
which are factors related to work itself and framividual performance; the content

or intrinsic factors are non-financial rewards \ehihe hygiene or dissatisfies which
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are context/environment or extrinsic factors areafficial rewards (Robbins,

2008;Yousakt al.,2014).

From the theory, financial rewards are represebtethe factors such as salary for
instance pay and company policy and administratonclude factors such as bonus,
allowances, incentives and benefits. The inclubrihe selected financial reward
factors is based on the standing orders for théigaervices (URT, 2009) where the

factors are mentioned among the financial rewargsiblic servants in Tanzania.

Non-financial rewards from the theory are represgnby the factors such as
achievement, recognition, challenging work, resgmolity, work itself, job security,

advancement or promotion and growth. Robbins (2@G08ues that non- financial
rewards are the factors that satisfy or motivatgleyees than financial rewards. It

was therefore imperative for this study to go asttbe factors.

Therefore, from the theory all factors were incldida the study. These are
achievement, recognition, the work itself, respbitisy, advancement, and growth,
company policy and administration. Moreover supgovi, working conditions,

interpersonal relationship, organization statub, gecurity, salary and personal life,
promotion and growth were also included. On theeotiand, other financial rewards

such as pay, bonus, allowances, insurance andtinegmlso included in the study.

2.5 Empirical Literature Review

This section provides the empirical literature tedito job satisfaction and labour

turnover.
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2.5.1 Studies Outside Africa

Monte (2012) in Brazil studied on variables suclgesder, age, marital status, level
of education, working organization and employeesute as basis for investigation
using multinomial and ordered prob it models. Timelihgs show that the behaviour
variables have significant influence on labour awer. The conclusion was that, job
satisfaction is a good forecaster of labour turmovais study differs from the current

study in terms of methodology and the study vaesbl

Mihajlov and Mihajlov (2016) in a comparative studynong public and private
employees in Serbia, used disruptive statisticsragtession analysis, and found that
employees in public organizations are more satisfiith extrinsic job satisfaction
and lower intrinsic job satisfaction than employeeprivate sector, 3.84 mean score,
.645 standard deviation and 3.40 mean score, @2@lard deviation respectively. It
was also revealed that 15.8% of employees employ@dblic institutions in Serbia
have intention to quit from their present jobs. Tgercent is low if compared to
private institutions employees which had 54.5%nbémtion to quit from the present

job.

In another comparative study by Ronraand Chaisé2@9) in Thailand, it was found
that labour turnover is affected by factors sucinadequate working equipment, poor
recognition and rewards, unequal benefits to megtl@yee’s needs, incompatible
salaries and responsibilities, lack of salary inseeand lack of compensation due to
career. Further, employees’ job satisfaction waltuenced by factors such as

recognition, good relationship with the colleagaed organization status. Inadequate
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financial and non-financial rewards from hospitalitdustry dissatisfy workers hence

looking for supplementary jobs.

A similar study on higher dissatisfaction and higlternover in the hospitality
industry done by AlBattatet al. (2014), it was found that, improving work
environment and increasing wages could decreaseudaturnover in hospitality
industry in Malaysia. Further the study justifibat, labour turnover is an outcome of
unacceptable working conditions from work envirommepoor training and low

salary.

In Denmark, Frederikson (2015) using logistic regren models, found that

cooperation among workers increases job satisfaeti@ reduces employee turnover
as it significantly improveschances for labour awer. On the other hand, the logit
outcome of behaviour variables and other variabltesvs that they are strongly inter-
correlated. Therefore, the study suggests thatstioees of job satisfaction can be

used as an indicator of labour turnover.

Joarder and Ashraf (2012) in Bangladesh used piwpaampling techniques, and
factor analysis, correlation and multiple regress@analysis found that six job
satisfaction factors on labour turnover are sigaiit. These include training and
performance appraisal, work atmosphere, compemsapackage, supervision,
company loyalty and career growth. Furthermore ctireelation results revealed that
the factors have positive influence on job satiséec and labour turnover. The

multiple regression findings indicated th&tiR .692.
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Balochet al. (2014) in Pakistan who used afive likert scale syrgquestionnaire in
data collection found that variables such as pagmption supervision and co-

workers relationship had a positive effect on jabssaction and labour turnover.

Jadooet al.(2015) in Iragi using multistage sampling technidoend that more than
one half of doctors (55.2%) were looking for anoteenployment due to low job
satisfaction (OR = 0.97). Findings also validatat titne doctors low job satisfaction is
due to, being threatened (OR = 3.5), internallypldised (OR = 3.1), having a
perception of unsafe medical practice (OR = 4.4nglworking hours than 40 per
week, (OR = 2.3), disagreement with the way manhgadles staff (OR = 2.2), being
non-specialist, (OR = 3.9) and being employed & dbvernment sector only (OR =
2.0). The study concluded that high doctor’s tuerowm Iraqi is drastically linked to

work and security surroundings.

Ali (2008) in Pakistan used the Pearson correlatma multiple regression to
determine factors affecting job satisfaction. Heurfd that lecturers are highly
dissatisfied with the promotion chances. On thesiothand, lecturers are somehow
dissatisfied with the financial aspects such as, fiagge benefits and contingent

rewards.

Although, studies from both developed and third ld/@ounties (Basil 2013; Asegid
et al. 2014; AlBattatet al. 2014; Bonus 2014) show that employees are geperall

satisfied with work conditions, this confoundedrtheby showing that lecturers are
moderately satisfied with their working conditialoreover, the study reveals that,

lectures are somewhat satisfied with co-workeratieship, nature of work and
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communication. Lastly, it shows aspects associiddbour turnover as pay (.73

fringe benefit (.72), promotion (.72 ) and contingent rewards (.7p

Ramburet al, (2003) in Taiwan employment-analysis and fouristaof factors that
are connected to RN labour turnover. These are ddgiromotion opportunity and
recognitions, dissatisfaction with salary and fangenefits, work stress due to high
workload, lack of continuing education and admnaiste policies. In order to
improve RN retention the study suggested the isered attention, compensation and

nurse’s education, career development was alscestes)

Rumman et al (2014) found that salary, health and safety systsopervisor

treatment, training and development, vocational l@age system, insurance system,
housing allowances and promotional system are facedated to job satisfaction and
labour turnover. Financial rewards are salariesentives and transport allowances.
Further, the researchers argue that financial msvare of important as it add

determination and assurance to attainment of czgdonal goals and objectives.

Saeecet al (2012) found that organization commitment as pasitelationship with
labour turnover. On the other hand results revéads there is a slight link between
job satisfaction and labour turnover. Further, itissshow that when there is a high job

satisfaction labour turnover become low and the viersa.

2.5.2 Studies in Africa
Asegidet al.(2014) identified the following job satisfactionctars as determinants of

overall job satisfaction and labor turnover; betsedind salary, perceived employment
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opportunity, professional training, work environrhand group cohesion, promotion,
autonomy, recognition and relation with leadersBip.using Pearson correlation and
multivariable logistic regression it was found thaterall job satisfaction of nurses in
Sidama zone, Ethiopia can be predicted using jtisfaetion other than benefit and

salary and work environment.

In South West Nigeria, a study that sought to deit®e the influence of job
satisfaction on labour turnover of library persdnneselected public Universities was
done by Olusegun (2013). The study used descriptisearch design of thex-post
facto. Data were solicited using questionnaire. The figdimdicated that there is a
significant linear mixture effect of job satisfamti and labour turnover in the
universities. Further, the study found insignificadifference in labour turnover
among the library personnel in federal state usivies. It recommended the federal
state public universities in Nigeria to design depenent programmes focusing on the

workers motivation in order to reduce turnover.

A cross section survey of 137 nurses in primaryltheeare clinic was done by
Delobelleet al., (2011) in rural South Africa. The study solicitear fdata using a
survey questionnaire. Descriptive statistics, fac@nalysis, spearman’s rank
correlation and logistic regressions were applieddta analysis. The study found that
nurses were satisfaction with work content and ooker relationships. The findings
also showed that, pay and work conditions wereaatsa with nurse dissatisfaction
in the area. On the other hand job satisfactios emnected with tenure (P < 0.05),
professional rank (P < 0.01) and intention to @Rit< 0.01). The findings indicate

that labour turnover is explained by job satisfactiage and education (P < 0.001).
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Moreover, the study established that, when age;atuiun, years of nursing and tenure
(P < 0.001) are controlled, labour turnover is expd by job satisfaction only. The
study concluded that in order to improve job satigbn and retain nurses in primary
health care in South Africa the management coulcugoon financial rewards,

improve work conditions as well as adequate hureaaurces management practices.

A longitudinal study by Rouleaet al (2012)in Senegal that found that labour
turnover is reported to more than one half (58.8%anidwives due to dissatisfaction
with remuneration, task, job security and dissatsbn from contingent education.
Remuneration and work environment are reporteceast Isatisfaction factors while
morale and job security are reported as the mossfgag factors. The study
concluded that in spite of the experienced buraodt unhappiness with their working
conditions, midwives have confidence in and accahpiheir work. Among others,
the study recommends continuing education as degirato retain midwives in

Senegal.

Dingeta (2013) found that teachers are satisfigth different facets of the job. For
instance, 87% of teachers are satisfied with wisddfi 87.1% of teachers are satisfied
with co-workers relationship, 78.5% of teacherssatisfied with supervision, 60.8%
of teachers are satisfied with autonomy, 55.7% edchers are satisfied with
promotion opportunities, recognition they receivenf the management, general
physical environment and facilities. On the othandh, teachers were dissatisfied with
workload and compensation 51.9% respectively. \Wathard to workload it is found

that large workload is correlated to low job satt$fon and labour turnover.
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Idowu et al.,(2011) in Nigeria found that the amount of paynreceived by workers,
payment modes, hours of work per day, overtime agmand bonuses receive are
the major determinants of workers job satisfactmal labour turnover. Further, the

findings show that workers are satisfied with owmeet payment and bonus received.

Mabindisa (2013) found that staff turnover and gatisfaction in the Eastern Cape
Province, South Africa are influenced by salargréase in workload, unhealthy work
relationship and related job training. The studytHer recommend for career

development opportunities and advancement in dadexduce labour turnover.

2.5.3 Studies in Tanzania

Suta (2013) found that job satisfaction amongsthees in Shinyanga is affected by
the job itself, pay, promotion, co-workers, opeargti procedures and work
environment. However, researcher turnover in Shiggaregion is not related to
attribute such as age, tenure, level of educatiod apportunity to alternative

employment.

A study by Mhando (2013) found that respondentseweghly satisfied with gross
pay, fringe benefits, opportunity for advancemeotnpany policy, achievement and
communication. Despite such satisfaction, turnastér exist. The implication here
could be that there are other factors possiblytecdrspecific factors that influence

job satisfaction and therefore employee’s turnover.

Naburiet al (2017) shows that 54% of the health providers wissatisfied with their

job due to low salaries and high workload while 3&6fthe providers intended to quit
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from job due to lack of job stability, lack of regdtion by superiors and poor
performance feedback. It was concluded that nurg#ssatisfaction and labour
turnover in the public sector is high. Improvementsafety measures, supervision,
reasonable working hours and performance feedbacng others are recommended

in order to mitigate the situation.

On the other hand, Ramadhani (2014) found thasgailsfaction is a function of age,
education, position, and tenure. Results for migtigegression showed that, job
satisfaction explain about 75% of the intentiomtrit (R*= 0.751). This indicates that
the dependent variables included in the model lagemain determinants of labour

turnover.

Blaauwet al, (2013) found that female health workers wers ketisfied than male

counterparts. The findings also show that, empleyieethe age group between 50
years and above are more satisfied than other raggpg Further also health workers
in public hospitals are less satisfied than thosekwn clinic, health centers, and in
mission hospital. In terms of the countries, Hrealdre workers in Tanzania are highly
satisfied followed by health care workers from Maland less satisfied are the health

care workers from South Africa.

On the other hand, gender, marital status, typefality and health care worker
category are not connected with labour turnoverccokding to the study labour
turnover is strongly associated with age (OR-0.72Z8g study justifies that low age

categories are likely to leave their jobs for grpastures elsewhere.



43

Mohamed (2013) found that teachers prefer to liverban areas due to availability of
social services such as electricity, water, trartsppad good housing. Further, teachers
are demotivated by unpaid house allowances. Orotier hand, lkenyiri and lhua-
Maduenyi (2012) found that improving teachers rémansport and medical allowance

increases job satisfaction.

Tidemand et al (2014) found that in LGAS job sait$ion is affected by issues such
as remoteness, lack of access to water, electieity social services. However the
most important factors include; hardship allowan@s0), access to electricity and
water (75%), and access to staff housing (74%)eOfactors contributing to job
satisfaction in the LGAs are; supervision and supfrom management, proximity to
their spouse, availability of land and housing (§086mmuting distance to work and
transport provided by LGAs (51%), other income apyaties (49%) and social
environment (41%). Further, it is shown that, llion Tanzanian shillings is
provides to science teachers compared to .7 millianzanian shilling provided to
non-science teachers. In Kigoma new health staBfsewprovided with 200,000/=
Tanzanian shilling to cover for bed and mattreg),@00/= Tanzanian shilling to
cover for house or rent allowance (20,000/= shgHinper month), 400,000/=
Tanzanian shillings cash payment to assist settienad another 400,000/=
Tanzanian shillings paid as reachable facilitigsstaff who accept to be posted in the

area.

Ngimbudzi (2009) found that fringe benefit, bonyse®nthly payment, promotion
opportunities, growth regards to training opporties, seminars and workshop as well

as on rewards aspect and for recognition from eyeplcare connected to job
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satisfaction. Moreover,the researcher found thgomnty of participants were satisfied
with recognition from the community, cooperatiomrfr work mate, freedom and
autonomy in work place, cooperation from managenjehtsecurity, ability of doing
job, level of job responsibility and co-workersatbnship. Results also show that
employee were satisfied with meaningful of the jabnd support from the
administration. Ngowi (2015) found that staff wera satisfied with staff promotion,
financial incentives with promotion, recognition,raining programme and

remuneration pages as they are scarce in RombadistTanzania.

Malya (2013) found that employees are not satisiigd the service offered by social
security institutions in Tanzania. This is dueat®bw coverage, inadequate benefits,
poor member involvement in decision making, loweleof compliance and high
administrative costs. These challenges causel sgmarity institutions in Tanzania to

provide services below the employees’ expectations.

Conclusively, the following is the summary of firtgad rewards variables used in this
study. The variables aregood salary structure, gadaly, incentives, and allowances
such as transport, house, per-diems, overtime rwaetricity, hardship and medical

allowance. Others are performance and cash bomassesll as access to loan.

Non-financial rewards are spited into two amongecghadministrative and work
factors. The administrative factors are:- attenfimm leaders, support from leaders,
support from administration, relationship with hosslationship with co-workers,
appreciation by management, participation in denismaking, leadership style,

leadership fairness, company policy, good admaiigtn, increase in responsibility,
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opportunity to lead projects, recognition, workiggnditions, fair treatment, just

treatment, opportunity for growth, organizationahonitment, and social benefits.

Work factors are timely promotion, work relatedirirag, work load, achievement in
work, challenging work, job security, status in Wotompany status, advancement in
work, good reputation of work place, work conditionismatch between skills and

job, supervision job content, nature of work, amifice with good furniture.

Lastly, the covers context specific factors ar¢asise of work place from home place,
access to all weather road, access to clean wateess to national power grid
electricity, access to internet facilities, accasgood health, access to good house,
access to reliable public transport, access to faacess to sim banking, access to
good education, access to fertile arable land niessirelated culture and work related

culture.

However, from the empirical literature the followirvariables used in the present
study. Recognition, fringe benefits, salary andpoesibilities, compensation,

organization status, working conditions, cooperatamong workers, supervision,
career growth, pay, staff promotion and co-workeigationship, and job security.
Moreover nature of work and communication, companiicy and administration,

health and safety system, supervisor treatmentsihguallowance, incentives and
transport allowances and organization commitmemgedom and autonomy,
leadership style, work itself, overtime paymengnbs received were also included in
the study. On the other hand career developmerdrappties and advancement, lack

of good transport and good houses also includethénstudy. House allowance,
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hardship allowance, in access to electricity anteryananagement support, proximity
to their spouse, availability of land, commutingstdnce to work, bonuses, social
benefit, work ability andresponsibility are amontiper factors used in the present

study as far as the empirical literature is concern

2.6 Research Gap

Empirical literature shows that studies on job sfattion influences and labour
turnover have been done in health care, educatidrhaspitality industries (Rambur
et al, 2003; Ronra and Chaisawat, 2009; Delobetl@l, 2011; Rouleatet al, 2012;
Blaauwet al, 2013; Asegicket al,2014; AlBattatet al, 2014; Jadoet al, 2015, Naburi
et al 2017). This gives the impression that such stud#ése not been done in Local

Government Authorities.

Not only that most of studies used behavioural attaristics such as age, gender,
education, tenure, marital status, work organimatiad professional rank (Delobelle
et al,2011; Rouleaet al,2012; Monte, 2012; Blaauet al,2013). Furthermore, other
studies used financial and non-financial rewardshsas pay (salary), fringe benefit,
contingent rewards, compensations, job securitywaikers relationship, promotion,
company policies, and supervisions (Ramletral, 2003; Ali 2008; Ronra and
Chaisawat, 2009; Joarder and Ashraf, 2012;Balethal, 2014; Mhando, 2014;
Ramadhani, 2014). From the literature it is reveédleat studies on context specific
factors such as in access to water, good healthcesr communication, electricity,
education and the like towards job satisfactionsditewanting. This study was set to

explore the influence of not only financial and fforancial reward factors on job
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satisfaction and consequently labour turnover,dsd to examine the extent to which

context specific factors influence labour turnowethe selected LGAs in Tanzania.

2.7  Conceptual Framework of the Study

2.7.1 Independent Variable: Job Satisfaction

Job satisfaction variables are financial and naasftial dimensions that are provided
to employees that seek to enhance employee’s jobfagdion in order to reduce

labour turnover in the organization. It includes tmplementation of reward policies
that in the present study are categorized as fiar@mnd non-financial rewards.

Financial rewards are rewards in the form of mormeyd directly to employees for

the purposes of increasing employee’s job satisiaend retention purposes (Burton,
2012). Examples of financial rewards are such as panefits, contingent rewards

and remuneration (Ali, 2008; Joarder and Ashrat2®ouleatet al,2012).

On the other hand non-financial rewards are rewHrdsare not linked to monetary
implications (Lameck, 2011). This type of rewardsliuides recognition, achievement,
responsibility, autonomy, personal growth and ike for the purpose of increasing
employee’s job satisfaction and discourage labaumaver (Armstrong, 2012). It is
conceptualized financial and non-financial rewardgy result in either job

satisfaction or dissatisfaction which in turn leadetention or turnover.

Further, context specific factors includes in asces electricity, water, good health
services, poor roads, poor housing conditions aedike are also expected to cause
either satisfaction or dissatisfaction and themefoatention or turnover. See Figure

2.2.
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2.7.2 Dependent Variable: Labour Turnover

Labour turnover is an employee’s outcome realinenftthe provided financial and
non-financial rewards as well as an outcome empl®yealize from the perceived
effects of the context specific factors. If theoyded financial and non-financial
rewards were perceived to be fair and equitablgl@yees tend to be satisfied with
their work and hence turnover is reduced, buthkovise, employees are dissatisfied
hence high labour turnover (Ramtairal,2003; Saeedt al.,2014). Despite, financial
and non-financial rewards have been found to hafleence on job satisfaction and
labour turnover (Delobellet al, 2011; Suta, 2013;Mhando, 2014), other specific
factors from the context such as poor housing, te#ckater, lack of good education
facilities and demographic factors have been foindave effect on job satisfaction
and labour turnover (Ebuehi and Campbell, 2011; aSu2013;Ramadhani,

2014);Tidemand, 2014).

From the conceptual framework, it is therefore nlledethat Labour Turnover #

(Financial, Non-financial Rewards, Context-SpecHactors). Therefore, the model
recognizes that, labour turnover is an outcomeeotgived job satisfaction (financial
and non-financial rewards) and context specificaldes. In order to determine the
influence of financial and non-financial rewardadahe context specific factors on
labour turnover, binary logistic regression wasfgrened. Only significant variables
were discussed as insignificant variables weregood predictors of labour turnover
as they lack consistency. The findings from the ehambefficients §) and Exp §)

were used in reporting the coefficient sign anddpmtéeng the labour turnover

likelihood respectively.
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/Job Satisfaction \

+ Financial Rewards

Labour

+ Non-Financial Rewards Turnover

e Context - Specific Factors

\_ /

Figure 2.2: Conceptual Framework of the Study

Source Developed by Researcher, (2016).
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CHAPTER THREE

RESEARCH METHODOLOGY

3.1 Overview
This chapter describes the methodology employedisnstudy. It explains the area of
study, research design, and research approachlisgrdpsign, data sources, research

instruments, data analysis procedures and ethicaliderations.

3.2 Research Paradigm

Holden and Lynch (2004) argue that the nature dénse (objectivism and
subjectivism) has been described as a continuuier pointrary through a changing
ethical situation associated among them. Researchegfer to use Objectivist
approach to investigate social science phenomenlaeaapproach is suspected to be

realistic. Objectivism uses a positivist approaehde quantitative research paradigm.

According to Bhattacherjee (2012) positivism argomedeclares that science or
knowledge creation is limited to observation andasueement. This is because
positivism tends to rely solely on verified thearand castoff the attempt to outspread
any reason other than observable realities. O’'L¢20p4) contends that the aim of
positivists is to test theory and/or articulate Wiexlge through observation and

dimension so as to foresee and control forceswir@mment.

Mbwambo (2005) says that researchers are genegedlyped into positivists and
post-positivists leading to quantitative and qadiMe research paradigms, the extreme

ends of research methods continuum. He furtheresr¢hat a proper research design
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shows that the researcher not only understandsubeproblem, but also knows the
right course of action towards a valid solution.dAtherefore a research design
adopted in any study is a function of the reseagciestion and the author’s

philosophical inclination.

This study however, used a cross sectional suresgarch design and deductive
approach. The design was selected because a sigrvggnerally connected with
deductive approach and it allows data to be catk@t a time across respondents

(Saunderset al.,2009). This study however uses positivism resephtlosophy.

3.3  The Study Population

Population refers to a total of an entire peopléhwhe features that a researcher
desires to learn from within a context of a patacuesearch problenD(Souzaet al
(2013)Sharma, and Ranja2@13). Rwegoshora (2006) defines the target papulat
as the one which comprises a total of elements@pes) from which the information
is required. Ros Ross (1978) asserts that defitinegtarget population offers an
effective explanation that can be used to guidectieation of a list of population

elements, or sampling frame, from which the sammdg be drawn.

The thrust of this study was to explore the infleerof job satisfaction on labour
turnover in LGAs in Tanzania. The target populatieelected for this study
encompassed 17308 employees within selected distacincils. Because the
population was large within the districts, and wecessible due to remoteness, only

three categories of employees from the districtdheHiices were surveyed. The
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employees’ categories were district directors/heaflsdepartment, officers and

supporting staff.

3.4  Study Area

Labour turnover is spread in organizations throughbe country. Consequently, the
study area was Tanzania but given the time anddiahconstraints LGAs were taken
from six zones namely the Lake, Northern, Cen8aljthern, Southern Highland and
Eastern. The LGAs which were included in the stinigludes Mwanza, Tanga,
Arusha, Dodoma, Mtwara, Mbeya, and Pwani. Becatise eénvisaged that LGAs
have varied experiences in terms of the study blsafinancial and non-financial
rewards as well as context specific variables aedefore unbiased data and findings,

a district council was randomly selected from eaictihe mentioned regions.

3.5  Sampling Design and Procedures

3.5.1 Sample Size

A sample is a slight portion of population nomimhtier observation and analysis
(D’Souzaet al. 2013). A sample should be a representative ofpthulation from
which they are drawn (Marshall and Rossman, 20I#)ey also explain that
researchers cannot study the whole population sinfles population is narrowly

construed.

With this regard, sampling is a vital procedurer@search since it is impossible to
survey the total populace (Saundetsl2009). Rwegoshora (2006) contends that the
consideration in sampling should be in the sizehef population as to whether the
population studied is very large or small. Howevkthe nature of the population is

similar and population is bigger, a huge sampbssential.
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As shown in the target population, this study cstesi of district directors/heads of
department, officers and supporting staff. Thereevéetotal of 17308 employees from
the selected seven (7) districts head officesArlbimeru, there were 4049 employees,
Handeni 2957 employees, lleje 1548 employees, abdha rural 1462 employees,

Magu 3311 employees, Mpwapwa 2466 employees, angidabu 1515 employees.

From the populations of 17308 employees, a sanigdeo$ 399 employees was drawn
using the formula developed by Yamane (1967) at@%esired precision.lt was
hypothesized that, this number was enough for asepth study. Given the above
sample size, 57 units of inquiry were drawn fronehedistrict council.The units of
inquiry from each district were purposively and damly selected. Heads of
departments and directors were purposively seleasethey are very few in LGAS,
while officers and supporting staff were randomdyested. From each sub group 19

respondents were drawn.

The Yamane formula is:
n= N

N (e)?

Where
n = Sample size, N = Population size, and e = éegrecision (5%)
Data

n=X

N= 17308

e = (5%)



X=__ 17308
117308 (5%Y
X=__ 17308
117308 (0.0025)
X=__ 17308
17309 (0.0025)
X =_ 17308
43.27
X =399
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Therefore, sample size for this study= 399 respotzde

Table 3.1: Sample Size, Strata and Sampling Techrugs

Zone Region Strata HoDs/ D| % Officers % Supp. %

LGA Staff
Northern Arusha Arumeru 19 33.8 19 333 14 33.3
Northern Tanga Handeni 19 3313 19 33.3 19 33.3
Southern Mbeya lleje 19 33.3 19 33.3 19 338
Highland
Eastern Coast Kibaha rural 19 333 19 3B.3 19 33.3
Lake zone| Mwanza Magu 19 333 19 33.3 19 38.3
Central Dodoma Mpwapwa 19 3383 19 33.3 19 38.3
Southern Mtwara Nanyumbu 19 33(3 19 33.3 19 38.3
Purposive | Purposive | Sampling Purposive Simple Random Simple
Sampling | Sampling Tech. Sampling Random

SourcesField Data, (2016)

3.5.2 Sampling Procedure

Sampling is a procedure of picking a subset fropojpulation involved in a study; it

is the process of choosing a specific number ofqres to be included in a study in

such a way that the persons nominated presentue d¢iuster from which they were
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nominated (Ogula, 2005). Rwegoshora (2006) defsa@spling procedure as the best
method of selecting respondents provided the sampketruly representative of the
universe. He further explains that it is impossitdestudy the whole area; therefore
sampling is essential in social science reseamchorter to make inference, the
selected sample must be adequate and represetivénse characteristics within the

studied populace (ibid).

In this study, the population was large and it wagossible to survey the all populace
due to time constraints, costs and remoteness efatkas, hence purposive and
stratified sampling procedure were used in thigst®Purposive sampling was used to
select LGAs. Normally,purposive sampling is freqiyenonsidered the most suitable
for the selection of small samples from a restdctgeographic zone or from a

delimited population classification(Ogula, 2005).

Stratified sampling techniques were used in thislgtbbecause the population is finite
and is divided into homogeneous subgroups (KomBOG6R It is a useful approach
when there is significant disparity among the salvsirata, but little difference within
a specified stratum (Albright al, 2006). Leedy and Ormrod (2010) state that,
stratified sampling assures equivalent represemaif the sample selected in each

strata identified.

In this study, Tanzania was stratified into zoresl from each zones a region was
randomly chosen. From each of the chosen regimé&,G# was randomly selected.
Further, respondents were stratified into Distiotecutive Directors and Heads of

Departments, Officers, and supporting staff inahgd{these are employees below the
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officer’s level who acquire any level of educati@ss than bachelor degree). Simple
random sampling was used to obtain the study samiptten officers and supporting
staff stratum. With simple random sampling the aesieer selects any member within
the sample population. The techniques offer an lechence of being selected to all
subjects. Each subject is selected independentiythef other members of the
population (Msabila and Nalaila, 2013). Therefdae, the officers and supporting
staff assembled in conference hall in some of idistand show up a willingness to

participate in the study were targeted.

Note, for inadequate sample from assembled populadnd for the districts that

officers and supporting staff would not be ableassemble in the conference hall, the
researcher visited their offices and any officand aupporting staff available at the
time of the visit and were willing to participate the study were targeted until the
sample size of 57 reached in each district to naatatal of 339 for the seven districts.
In the LGAs the researcher was accompanied by thradn Resource Officer (HRO).

The HRO requested for employees’ consent and giliss to support the study by

filling the questionnaire.

3.6  Data Collection Methods

The data collection method used for this studytnscsured questionnaire. Structured
guestionnaire was used to collect primary datan&ty data are data collected by the
researcher from the field in order to determinstfirand information on the influence
of job satisfaction (financial rewards, non-finaacrewards and context specific

factors) towards labour turnover.
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3.6.1 Questionnaire

The questionnaire is a common and important inséntnfior obtaining respondents’

information about knowledge and attitudes. Bird0Q@0explains that a questionnaire
can offer meaningful data about the studied phemomeHe says that using a
guestionnaire in data collection is the basis fonilar data setup because the
guestions asked to the populace are observed imilarsway. On the other hand

Bhattacherjee (2012) notes that, the questionmasaitable in social science research
because it measures unobservable data, such ak’pepreference, attitudes and

behaviour.

In the present study, the questionnaire was usedaia collection because the
population is too large that makes it difficult farresearcher to see respondents
directly. Additionally, the questionnaire was usedthis study because the study
required large amounts of data to be collectedasigbur and Bartlett (2009) says
that studies that require large amounts of datiaetaollected from large population,

guestionnaires are the most appropriate instrument.

Questionnaire was also convenient in this study @sinexpensive technique of data
collection and it serves the researcher time. Mogdtting that questionnaire offers
greater secrecy as it does not offer face to fateractions between researcher and
respondents and therefore gives respondents aehémdree expression of attitudes

and perceptions that increases the probabilityaofigg precise data (Kumar; 2011).

3.6.1.1 Administration of Questionnaires
Kumar (2011) argues that there are many ways ofrastt@ring questionnaires. In this

study the questionnaires were collectively admenesd. It is argued that collective
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administration is the best way of administering theestionnaires as it requires a
captive audience in which a researcher explaingtingose, relevance and importance

of the study and clarifies the respondent’s misegption.

Human Resource Officers and other appointed perselp®d in the distribution and
collection of questionnaires from their perspectdistrict staff. Because the study
area was diverse covering all zones in Tanzansgareh assistants assisted in the
collection of questionnaires. Majority of employeffem selected districts gave
maximum co-operation. Seven (7) districts headceffiwere visited for the purpose
of this study. Finally, the researcher acknowledgjeel process of data collection
through questionnaires was successfully admindtereere out of 399 distributed

guestionnaires 311 (77.9%) were returned.

3.6.1.2 Questionnaire Response Rate

Response rate is the percentage of people in thelsavho actually completed the
survey questionnaire (Cozby, 2007). McCellal(2001) explain that high response
rate is important because it adds confidence #edd to high data precision due to
acceptance and generalized function. Again, higgparse rates reduce bias. To
reduce the threat of non-response bias and incrdaserecision of estimates, the
researcher devoted efforts at enhancing responesg (&cCollet al., 2001; Cozby,
2007; Saunderst al., 2011). Researches differ in views about what ¢tutes an
adequate response rate. Monkey (2009) argues 0Ot4t &f despondence rate is
acceptable. On the other hand, Kumar (2011) deats50% of respondents’ rate is

not a problem when a questionnaire is administeredcollective situation.
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Others for example McColét al. (2001) recommends a 75% of response rates.
Mangione in Bryman and Bell (2010) argues that oasp rates between 50-59% are
just tolerable, 60-69% are tolerable, and 70-84%ary good and 85% and above
areexcellent. Hughes and Hayhoe (2009) argue the#sponse rate of 50% is
adequate, 60% is good and 70% is very good. Thiystoncurs with the arguments
of Hughes and Hayhoe (2009) who recommends 70%spgfonse rate and above as
satisfactory for any study to reduce the aforeb&d, and in increasing data precision

and therefore used as a response rate criteria.

Table 3.2 Questionnaire Response Rate

Name of the Districts Sample Size Respondents
Arumeru 57 43
Handeni 57 47
lleje 57 52
Kibaha rural 57 29
Magu 57 53
Mpwapwa 57 38
Nanyumbu 57 49
Total 399 311

Sources:Field Data, (2016)

3.7  Validity and Reliability of Data

3.7.1 Validity

Saunderst al. (2012) state that the internal validity and religpof collected data
and response rate achieved depends mostly on thgndef the questionnaire. A
valid questionnaire allows correct data that esalytmeasures the proposed

phenomenon, and which are collected steadily. Atbey define validity with



60

reference to the ability of the questionnaire tcasuge what it proposes to measure.
According to Howellet al(1994-2012) validity refers to the degree to whachktudy
precisely measures the specific concept that theareher is attempting to measure.
Howard (2008) argues that internal validity reféosthe degree to which similar

guestions within a questionnaire respond with simanswers.

In this study a pilot test was undertaken by adstéming the questionnaires to 10
people to ensure that the instruments addressedtigély the research objectives.
The number of people was assumed enough as theoecisteria for pilot test sample
size since researchers have conflicting opiniornr dke exact number of people to
include in the pilot study. Saundestal., (2012) argue that, the number of people in
pilot test and tests conducted depends largelyhendsearch questions, design of the
guestionnaire, objectives, time and money availalfénk (2010) explains that, 10
people are minimum number and therefore enougthfopilot study for small study.
Hertzog (2008) declares that, uncertainly 10-15ppeare enough for the pilot test.

Julious (2005) recommends that, a sample of 12lpeop enough for a pilot test in a

group.

3.7.1.1 Reliability

Reliability refers to the degree to which measupngcedure produces similar results
on regular trials (Howelket al, 1994-2012). According to Saundegs al. (2012),
reliability refers to whether data collection temjues and analytical procedures
would produce consistent findings if repeated iheotsimilar situations and if
replicated by other researchers. According to Hawa6008), reliability is the degree

to which a questionnaire produces similar restltepeatedly administered. There is
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a need to make a clear distinction between valilitgt reliability. While reliability is
concerned with the accuracy of the actual measumnstgument or procedure, validity
is concerned with measuring what the researchérsuséo measure (Howedlt al,1

994-2012).

Reliability is determined by ensuring that questianes are well refined, relevant,
and clearly, understood and can produce similartsegibid). On the other hand, the
data reliability in this study was ensured by tdegion of Minnesota questionnaires.
On the other hand a survey satisfaction questioanby Spector, and other
guestionnaire from researchers such as Nkya (20R2@kin(2012); and Mbungu

(2015) were adapted. However, internal consisteveey ensured by using Cronbach’s

alpha coefficients and Pearson correlation.

3.8 Data Analysis Procedures

According to Kothari (2004), it is indispensabler fscientific research to have
appropriate data for analysis. According to himtadanalysis means the calculation
that measures patterns of relationships that eqisbngst the data-groups. Mirkin
(2011) provides that data analysis can be defiredha process of calculating

numerous synopses and consequential values frogivke data collection.

Conclusively, data collection is the practice gbessing data using mathematical
tools and sound reasoning for the purpose of insmgeeach element of the collected
data. In the present study, the process of angydata was administered by the use of

guantitative methods as explained below:
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3.8.1 Quantitative Data Analysis
Statistical Package for Social Sciences (SPSSyawdt(version 20) was used for data
analysis. The analysis was carried out by perfogndascriptive statistical analysis,

correlation analysis, factor analysis and multiglgression.

Analysis was done systematically from simple degse analysis to higher levels of
analysis factor analysis and multiple regressioresddptive results mainly

comprehended respondent characteristics and s@ageeincies in respect to gender,
marital status, age group, number of children, ll@feeducation, present position,

employment term, and years in present position.

Since it was propounded that LT f=(Financial rewards, Non-Financial rewards,
Context-Specific Factors), Factor Analysis giveg tlbading to the independent
variables; financial rewards, non-financial rewardsd context-specific factors
towards labour turnover. Pearson correlation gilesextent to which each single
variable within financial, non-financial rewards dartontext specific factors are

significant.

Further to that, multiple regression analysis wasdcicted for quantitative data to
estimate the influence of financial rewards, naoraficial rewards and location factors
on labour turnover and its significance. Becauda #ere in binary and categorical
form, the most appropriate regression model wasBimary Logistic Regression
Model (BLRM). According to Statistics (2015), BiwyarLogistic Regression

anticipates the likelihood in which an observatitalls into unique or double
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groupings of a dichotomous dependent variable wébspect to single or more
continuous or categorical independent variablesiil&ily, Penget al. (2002) assert
that logistic regression is appropriate in explagniand testing hypotheses about

relationships concerning categorical and predictoiables.

The choice of the model was based on the modehgsdguns. There are numerous
assumptions with regards to binary logistic regoessStatistics (2015) caution that,
when one decides to use binary logistic regressiatata analysis there is a need to
verify data several times to assure that data thgit model assumptions. This is

because within BLRM, there are several assumgtiomeet before data analysis.

According to Statistics (2015), Bagnoli (2016) bnéogistic regression assumptions
are: - the presumption of linear relationship betwealependent and independent
variables in the model is neglected; the estimatiotependent variable must be done
through binary scales; the single or other indepahdariables, must be continuous or
categorical; categories need to be mutually exetusand exhaustive. Other

assumptions include, continuous independent vasabave to be linearly related to

the log it of one to one (transformation) of th@eedent variable and a need of bigger
samples in binary logistic regression is fundamesiace maximum likelihood

coefficients are colossal sample assessment.

According to Neuman (2015), a scale is a classuahttative data measures that is
used to capture the intensity of direction, lewelpotency of variable construct along
continuum. Bhattacherjee (2012) defines a scaleamsempirical structure for

measuring items or indicators of a given constrdefurther explains that scale is an
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outcome of scaling process which is a process eftitrg indicators. Scaling
describes the procedures of assigning numbersriougadegrees of opinion, attitude
and other concepts (Kothari, 2012). Scaling acogyrdo Krishnaswamyet al, (2009)

is a procedure for attempting to determine quantganeasure of an abstract concept.
Scales are often used to measure individual peareptbout something (Neuman,

2015).

Since in the current study the concepts of independariables are in categorical
(binary) with ordinal and nominal variables, theref the appropriate scales to
measure the study variables were nominal and drdiceles. Nominal scales are
categorical scales that are used to measure catelgdata (Bhattacherjee, 2012). The
scales are used for variables that have mutualtyusive attributes. For instance,
gender is of two values; male or female, or anyeptiesponses with regard to the
nature of yes and no response. Neuman (2015) atbatsa nominal scale is precise
when there is a difference in types among the abkil data categories.
Krishnaswamyet al(2009) clarify that a nominal scale is a measurdénpeocedure

that classifies individuals into categories.

The other appropriate scale to measure the studgblas are ordinal scales. Neuman
(2015) defines ordinal scale as a level of measenerthat identifies a difference
between available categories and that allows caegao be ranked-ordered.
According to Bhattacherjee (2012), ordinal scalesthose that measure rank-ordered
data. Kothari (2012) contends that ordinal scpleer using ranking orders. He also
explain, for instance, that ranking of a studera &sst, second, third and so on among

others in a class is based on the average scaatutient gets among others.
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Bhattacherjee (2012) declares that, the Likertesealthe most appropriate scale for
measuring ordinal data. Similarly, Statistics ®P&argues that a Likert scale is a
popular scale for measuring ordinal variables. losimcases in Likert items,
respondents are asked to indicate the level ofepéion by showing their agreement
or disagreement using 5 - 7 point scale rangingnffetrongly agree” to "strongly
disagree". Neuman (2015) established that, in roasés the Likert scale is used to

measure respondent opinions.

Labour turnover was estimated by including finahoéavards, non-financial rewards
and context-specific factors. To avoid multi-coelmity the model was broken into
three models. The first model measured the inflaesfcfinancial rewards on labour
turnover, the second model measured the influehoemfinancial rewards on labour
turnover and the third model measured the influenfceontext-specific factors on

labour turnover.

3.8.1.1 The Influence of Financial Rewards on Labaulurnover

In the model, financial rewards include (good saktructure, good salary, incentives,
and transport allowance, house allowance, per-diemger-time allowance,

performance bonuses, water allowance, electriditpwance, hardship allowance,
medical allowance, cash bonuses and access to. [dhr) econometric model for

financial rewards on labour turnover is:

‘['TFR = I;"l

I:_l _ P':':l = lfi'.; e {fl.:'ﬁ +--+ I:II'|.1_.|:||:.|4 + B iwa ves wie sis wis ses es B5a B .{_l_:]
Whereas
LTs= measure of labour turnover due to financial relsgf, - is a constant term,

Fi. B ..., 14 are the coefficients X"z measuring the probability of labour turnover
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occurrence, X= good salary structure,, x= good salary, x= incentives, x =
transport allowance,sx= house allowancegx per-diems, x= extra duty allowance,
Xg = performance bonuses; x electricity allowance, p¢ = water allowance, 1x =
hardship allowance, 1x= medical allowance, ;¥ cash bonuses;x= access to loan

andg;is error term.

3.8.1.2 The Influence of Non-Financial Rewards ondbour Turnover
In the model, non-financial rewards include adnmaisve factors (ADMF) and work

factors (WF). The econometric model for non-finahcewards is therefore:

L

P
LTurr = In {W] = fo + BADME + B WEF 4+ 8 coviv i vans v (200
To measure the labour turnover from the above mibdeéquation is splitted into two
equations. The first equation is for administrati@etors and the second is for work

factors as shown below:-

3.8.1.3 The Influence of Administrative Factors orhabour Turnover

S

II;-T_qﬂH'F = I:rl ] - l{f.:. - {fl_g.:ﬂ_: + -4+ {f:.:q_xﬂq + E'I. aBE SEE SEE AR EEE A48 1 [21]

The equation measures the effects of administréietors on labour turnover holding
work factors constant. From the equatibiiapmr= measures labour turnover due to
administrative factorsyp - is a constant ternf,s. s ... 14 are the coefficients of
X’z measuring the probability of labour turnover oceoce, X, -,= attention from
leaders, Xe¢ = support from leaders,1x = support from administration, ;x =

relationship with boss, 1¥= relationship with co-workers, ;x = appreciation by
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management, x = participation in decision making,x= leadership style, % =
leadership fairnesspx= company policy, % = good administration, .= increase in
responsibility, %7 = opportunity to lead projects, ,g<= recognition by management,
X29 = working conditions, 3 = unfair treatment, 2x = unjust treatment, 3x =
opportunity for growth, 3¢ = organizational commitmentzx= social benefit anz;is

error term.

3.8.1.4 The Influence of Work Factors on Labour Tunover

ILTH,-.: = |!'i'E |:. '] = ﬁll + lfj';;,::__.:f_-.gﬁ + -+ ‘I:Ilﬁ-:l.:!':r_-'\.lj + £E MdE ddE ddE A48 H8E b I SRR [.22]

1-p

The equation measures the effects of work factarslamour turnover holding
administrative factors constant. From the equatidiy== measures labour turnover
due to administrative factorgjy - is a constant termgfiys, fss ..., sy are the
coefficients ofX"s measuring the probability of labour turnover oceoce,X;s,=
timely promotion, %s = work related training, 3¢ = work load, %g = achievement in
work, Xsg = challenging work x = job security, x = status in work, 2 = company
status, ¥z = advancement in work,,x = reputation of work place,sx = work
condition, X = mismatch between skills and job,7; x poor supervision, 4 = job

content, X9 = nature of work, 3 = office with good furniture ang;is error term.

3.8.1.5 The Influence of Context-Specific Factorsn Labour Turnover
In the model, context-specific factors include {@me of work place from home
place, access to all weather road, access to wlater, access to national power grid

electricity, access to internet facilities, accéssbanks, access to reliable public
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transport, access to good house, access to siminigardénd the access to good

education). The econometric model for Context-Spefactors is:

=

LT:_\:_F == |:.r.|. |: .:l = ;jl':' + ,!'1'53.:'!'51 T 7 "'_l{jlgd_.x-r._; + -E'| FricRE N SR B e B i [3.}

From the equation, Tcse= measure labour turnover due to Context-Spec#atars,
Po = IS a constant termgs,, fis: ..., fiz2 are the coefficients oX's measuring the
probability of labour turnover occurrencX;, = distance of work place from home
place, X%, = access to all weather roadz x access to clean water,Xx access to
national power grid electricity,s¥= access to internet facilitiessgx= access to good
health, %;= access to good housesgxaccess to reliable public transportsy x
access to banksgx= access to sim bankingsi1X= access to good educatior, x
access to fertile arable landizx business related culture,,x work related culture

and&;= error term.

To summarizel Ter, LTnrr @andLTesgmeasure labour turnover influence by financial
rewards, non-financial rewards and Context-Specifictors. f,, is a constant
termf,., B .., fis;are the coefficients 0X's measuring the probability of labour
turnover occurrenceX, X, .. Xz, are the independent variables &;id error term.

Therefore the model for all independent varialbdes i

i
LT fronfr.csf = ln [:1 — F”':' =+ 5K ot Faadan 8w nn (4]

3.8.1.7 Summary of the Job Satisfaction Determinaatand Expected Signs
The summary of the determinants of job satisfasti@mdependent variables) used in
this study and the expected signs of each varialilee model are therefore shown in

Table 3.3 (See appendices).
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3.9 Ethical Considerations

Ethics in research refers to doing what is moral &gal in conducting research
(Mariana, 2011). Bhattacherjee (2012) opines theaense always has been
manipulated in an unethical way by individuals @nganizations, particularly in data
collection, analysis and interpretations. This matdtion disturbs the values of
scientific research. Therefore, it is fundamentatonsider research ethics because it
has significance to the respondents, the outcomeesdéarch as well as to the
researchers themselves (Saundsral., 2009). In this study, ethical considerations
were observed. Research clearance was sought fhem ubiversity and the
administration of the LGAs. Consent from the regjsnts was also sought during the
pilot study and the actual research itself. Resfgeconfidentiality and anonymity and

acknowledgement of information sources were alssicered.
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CHAPTER FOUR

PRESENTATION OF THE FINDINGS

4.1  Overview

In this chapter, findings from each specific ohjeetare presented. The data analysis
was organized into divisions so as to simplify giresentation of the findings. The
first section dealt with demographic data from saenple respondents. The second
section focused on job satisfaction factors andaklemployees’ job satisfaction in
LGAs. The third section presents correlations aactdr analysis for financial and
non-financial rewards. The fourth section is deddnto three sub-sections according
to specific research objectives of the study whéogistic regression analysis was

conducted for every specific objective.

The objectives were as follows:

0] To determine the influence of financial rewarddaiour turnover in LGAS.

(i) To determine the influence of non-financial rewands labour turnover in
LGAs.

(i)  To determine the influence of context-specific éaston labour turnover in

LGAs.

4.2 Demographic Profile of the Respondents

In demographic characteristics, realistic questiomere asked to respondents
indicating issues they are familiar with. Cozb¥@Z) acknowledges that in asking
demographic information it is necessary to descafje and gender of respondents,

ethnicity, income, marital status, employment statund the number of children. Male
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and female (gender) can be included if the researdh interested in making

comparisons between the groups. In this studyk#éyerespondents characteristics
and demographic data included in the analysis @ge; gender, marital status, the
number of children, level of education, positionegmry, experience, and terms of

employment.

4.2.1 Age Groups and the Gender Distributions

The study sought to determine the age groups (AG)lae gender distributions of the
study respondents. Results are shown on Tabld-rbin the table, it is shown that the
age groups of respondents were categorised into goaups; 21-30 years, 31-40
years, 41-50 years and 51-60 years. The age distiis ended up to 60 years

because that retirement agein Tanzania publiccrvi

Table 4 .1: Age Group and the Gender Distributions
Gender Total

Male Female

Count 34 51 85
21-30 Years o
% within AG  40.0% 60.0% 100.0%
Count 68 43 111
31-40 Years o
Age % within AG  61.3% 38.7% 100.0%
Group Count 38 19 57
41-50 Years o
% within AG  66.7% 33.3% 100.0%
Count 43 15 58
51-60 Years o
% within AG  74.1% 25.9% 100.0%
Count 183 128 311

Total o
% within AG  58.8%  41.2% 100.0%

AG= Age Group

Source: Field Data, (2016).
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Analysis shows that 51(60%) respondents are ageeeba 21-30 years, 68 (61.3%)
respondents are aged 31-40 years, 38 (66.7%) résptsnare aged 41 — 50 years, and
43(74.1%) respondents are between 51-60 years Bidally, the table reveals that
majority of the study respondents participatedha present study were male who

counted 183 (58.8%) in comparison to female copatés who counted 128(41.2%).

4.2.2 The Distributions of Gender, Marital Status ad the Number of Children

This study was also interested to know the distitiouof gender in relation to marital
status and number of children for the responderite participated in the study.
Results in Table 4.2show that the majority of ma8 (80.9%) respondents were

married.

Table 4.2: The distributions of Gender, Marital Stadus and the Number of

Children
Marital Status Total
Single Married Separatec Widowed
Count 35 148 0 0 183
Gender % within Gender 19.1% 80.9% 0.0% 0.0% 100.0%
. Count 50 70 3 5 128
% within Gender 39.1% 54.7% 2.3% 3.9%  100.0%
Total Count 84 218 3 6 311
% within Gender 27.0% 70.1% 1.0% 1.9% 100.0%
Number of Children Total
0-2 3-4 4-6 Above 6
M Count 88 71 20 4 183
Gender % within Gender 48.1% 38.8% 10.9% 2.2%  100.0%
F Count 106 18 3 1 128
% within Gender 82.8% 14.1% 2.3% 0.8%  100.0%
Count 194 89 23 5 311
Total

% within Gender 62.4% 28.6% 7.4% 1.6%  100.0%

M = Male, F = Female
Source: Field Data, (2016).
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On the other hand 70 (54.7%) among female werei@aarAlso, results disclose that
in total 218 (70.1%)respondents were married wBie (27%) respondents were
single, 3 (1.0%) respondents were separated ah®%o) respondents were widowed.
Further, majority of male 159 (86.9%) respondendsl 0-4 children, while the

majority of female 106 (82.8%) respondents hadcbiRiren.

4.2.3 Level of Education and the Position Category

The study further assessed the level of educatnmhthe position category of the
respondents. Table 4.3 depicts the respondentsatida level and the post they hold.
The findings demonstrate tha tlarge number of stpup staff 53 (84.4%) had
secondary education. Also, a large number of ali&2 (63.9%) Directors and Heads

of Department 19 (13.2%) had advanced diploma/dlaclkevel of education.

Further, 168 (54.0%)of the respondents were froengttoup of officers, followed by
119 (38.3%)of the respondents who were from theugrof supporting staff and
lastly,24 (7.7%) of the respondents were from thiegory of Directors and Heads of

Departments.

It was further shown that majority of the studyp@sdents 168 (54.0%) are officers,
with 92 (63.9%) having advanced diploma or bachelegree. This shows that the
respondents had enough knowledge concerning ttay stariables as they have

reasonable level of education.
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Table 4. 3: Level of Education and the Position Cagory

Position Category Total
Heads Officers Supporting
Directors Staff
and HoDs
Count 0 2 8 10
Primary % within
0.0% 20.0% 80.0% 100.0%
Level of Edn
Count 0 11 53 64
O-Level % within
0.0% 156% 84.4.0% 100.0%
Level of Edn
Count 0 2 3 5
A-Level % within
0.0% 40.0% 60.0%  100.0%
Level of Edn
Level of
_ , Count 1 42 18 61
Education | Ordinary o
) % within
Diploma 1.6% 68.9% 29.5%  100.0%
Level of Edn
Advance Count 19 92 33 144
Dip/Bachel % within
13.2% 63.9% 22.9% 100.0%
or Degree Level of Edn
Post Count 4 19 4 27
Grad/Mast o
% within
ers and 14.8% 70.4% 14.8% 100.0%
Level of Edn
Above
Count 24 168 119 311
% within
7.7% 54.0% 38.3% 100.0%
Level of Edn

Edn = Education

Source: Field Data, (2016).
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4.2.4 Experience and Employment Terms
The experience and employment term distributiomsrdspondents who participated
in the study were also determined. Table 4.4 shihesresults on distributions of

employees experience and terms of employment.

It is shown that the majority of respondents 182 %%) had experience between 0-5
years with permanent and pensionable terms of emu@ot. 93 (29.9%) have
experience between 0- 2 years, 89 (28.6%) haveriexjge between 3-5 years, and 51
(16.4%) of the respondents had an experience beté@years. Likewise, 26 (8.4%)
of the respondents had an experience between %ads,yand 52 (16.7%) of the

respondents had an experience of 12 years and.above

Moreover the findings show thatfrom the total 3léspondents, 12 (3.9%)
respondents are employed on contract terms. whdemajority of the respondents
299 (96.1%) are permanent and pensionable empldyteans. This is possible to
government institutions as most of government tuistins have succession planning
which makes the government to conduct employmentesmanent and pensionable

terms as opposed to temporary and contract empiatyme

The researcher expects that, large numbers of gegdoin temporary and contract
terms can automatically affect the level of jobiattion and therefore the findings
can be subjective. On the contrary, with majorityespondents ingroup of permanent

and pensionable employees the results will noubgestive.
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Table 4.4: Experience and Employment Terms

Experience
0-2 3-5 6-8 9-11 12
Years Years Years Years and Total
Above
Permanent Count 84 87 50 26 52 299
and % within
) 28.1% 29.1% 16.7% 8.7% 17.4% 100.0%
Pensionable ET
Count 7 2 0 0 0 9
ET Temporary % within
ET 77.8% 22.2% 0.0% 0.0% 0.0% 100.0%
Count 2 0 1 0 0 3
Contract % within
ET 66.7% 0.0% 33.3% 0.0% 0.0% 100.0%
Count 93 89 51 26 52 311
% within
Total
Employ 29.9% 28.6% 16.4% 8.4% 16.7% 100.0%
Terms

ET = Employment Terms

SourceField Data, (2016).

4.3  Job Satisfaction Factors

Questions regarding to employee job satisfactioth weference to Minnesota job
satisfaction survey short form were asked to apomdents. The respondents were
expected to indicate their attitude by ranking #went they were satisfied or
dissatisfied with each statement. A five point itkecale from strongly dissatisfied =1,

dissatisfied =2, neutral =3, satisfied =4 to stigrsgtisfied =5 was used in this section

as presented in Table 4.5.
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Job satisfaction variables Very Dissatisfied Dissatisfied Neutral Satisfied ¥ry Satisfied Mean Std Dev
Ability utilization 21(6.8%) 57(18.3%)  45(14.5%) 1&7.3%) 41(13.3%) 3.42 1.113
Achievement 25(8.0%) 49(15.8) 69(22.2%) 140(45.0% 28(9.0%) 3.31 1.094
Activity 11(3.5%) 56(18.0%)  66(21.2%) 133(42.8%) (15.5%) 3.59 2.580
Advancement 24(7.7%) 61(19.6%)  70(22.5%) 127(40.8% 29(9.0%) 341 3.084
Authority 20(6.4%) 30(9.6%) 38(12.2%) 146(46.9%) 7(24.8%) 3.74  1.127
Company policies 39(12.5%) 75(24.1%)  71(22.8%) 33I1(%) 15(4.8%) 2.96 1.138
Compensation 69(22.2%) 102(32.8%) 57(18.3%) 66(3).2 17(5.5%) 255 1.203
Co-workers 20(6.4%) 37(11.9%)  71(22.8%) 148(47.6%) 35(11.3%) 3.45 1.049
Creativity 19(6.1%) 48(15.4%)  41(13.2%) 149(47.9%) 54(17.4%) 355 1.129
Independence 21(6.8%) 40(12.9%)  48(15.4%) 145%H.6 57(18.3%) 3.57 1.131
Moral value 21(6.8%) 39(12.5%)  79(25.4%) 130(41).8% 41(13.2%) 3.43 1.090
Recognition 48(15.4%) 69(22.2%)  64(20.6%) 104(33.4% 26(8.4%) 2.97 1.230
Responsibility 28(9.0%) 66(21.2%)  73(23.5%) 99834) 45(14.5%) 3.22 1.195
Security 24(7.7%) 67(21.5%) 77(24.8%) 122(39.2%) 1(6B%) 3.16 1.080
Social services 18(5.8%) 96(30.9%)  59(19.0%) 7UZ. 59(19.0%) 3.65 1.063
Social status 23(10.3%) 46(14.8%)  60(19.3%) 12604) 56(18.0%) 3.47 1.163
Supervision-Human Relation 32(10.2%) 45(14.5%) 84(%) 109(35.0%) 41(13.2%) 3.26 1.170
Supervision- Technical 25(8.0%) 39(12.5%)  62(19.9%36(43.7%) 49(15.8%) 3.47 1.141
Variety 29(9.3%) 48(15.4%)  70(22.5%) 123(39.5%) (1812%) 3.32 1.163
Working conditions 63(20.3%) 91(29.3%)  54(17.4%) 0(Z5.7%). 23(7.4%) 2.74 1.262

Source: Field Data, (2016).
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The findings show that the highest mean was 3.7devitie lowest mean was 2.55.
This is an indicator that the majority of the resgents are positive and satisfied
with job satisfaction variables. However, resporidemho said they are dissatisfied
commented on the variables such as compensatiaml services and working

conditions: 102(32.8%), 96(30.9%) and 91(29.3%peetively.

In order to get a complete picture from the stuegpondents about job satisfaction,
personal characteristics such as gender, age aeldofieeducation of the respondents
are fundamentally to be analysed instead of relyngdescriptive statistics yield
from overall job satisfaction variables (Bhatia,12D This is because; the
mentioned personal characteristics can produceuluseformation about the
phenomenon under study for discussion. Gupta (26@83% further by adding to the
above personal characteristics as he suggestmthadual life results in important
impact on job satisfaction. He further mentionssperl characteristics such as

marital status and experience as among individa@bfs that affect job satisfaction.

4.3.1 Age and Job Satisfaction

The study examined the level of job satisfactiothwiegard to respondents’ age
groups. The findings in Table 4.6 shows that 519%j of the respondents from 51-
60 years age group are more satisfied in comparébleother age groups.
Further,44(77%)respondents aged 41-50 years argettond group. The third group
with regard to the level of job satisfaction istloé group aged between 21-30 years

(63 (74.1%)). The fourth group 31-40 years of agd 82 (73.9%) respondents.



79

From the table, the findings justify that the majoof employees in LGAs who are
about to retire are more satisfied than other ageips. However, the new hired
employees were also more satisfied than employdes lvad worked a bit longer
(31-40, age group of the respondents). This coelddrause of mass unemployment
being experienced in Tanzania. Also, as one getgait he or she is starts looking

for a dream work.

Table 4.6: Age Group and Job Satisfaction

Are you satisfied with your Total

work?
Yes No

21-30 Count 63 22 85

Years % within AG 74.1% 25.9% 100.0%

31-40 Count 82 29 111

Age Years % within AG 73.9% 26.1% 100.0%
Group 41-50 Count 44 13 57
Years % within AG 77.2% 22.8% 100.0%

51-60 Count 51 7 58

Years % within AG 87.9% 12.1% 100.0%

Total Count 240 71 311
% within AG 77.2% 22.8% 100.0%

Source Field Data, (2016).

4.3.2 Gender and Job Satisfaction

The study further determined whether gender hadainpn job satisfaction. Table
4.7 shows that 139 (76.0%) of male respondents sadisfied with their jobs while
44 (24.0%) of male respondents are not. On ther dtard, 101(78.9%) of female

respondents are satisfied whereas 27(21.1%) ofléeragpondents are not.
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The overall indication of job satisfaction is thiéie majority of male respondents are
more satisfied than female counterparts. Moreové® 277.2%) of the total
respondents were satisfied with their jobs, whil€22.8%) of the respondents are

dissatisfied with their work.

Table 4.7: Gender and Job Satisfaction
Are you satisfied with your work Total

No Yes
M Count 44 139 183
% within Gender 24.0% 76.0% 100.0%
Gender
. Count 27 101 128
% within Gender 21.1% 78.9% 100.0%
Count 71 240 311
Total o
% within Gender 22.8% 77.2% 100.0%

M= Male, F= Female

Source: Field Data, (2016).

4.3.3 Level of Education and Job Satisfaction
The study also determined job satisfaction by redpats’ level ofeducation. The
levels of education were primary education, O-Levelevel, Ordinary Diploma,

Advanced Diploma/Bachelor Degree, and Post-gradatgers and Above.

Table 4.8illustrates that 7(70%)of the responddrasn primary education were

satisfied with their work while 3(30%) of the resplents in that group were not
satisfied with their work. It was also shown th&(&6.4%) of the respondents with
O-level education are satisfied with their work wdees 6(13.6%) of the respondents

in that group are not satisfied with their work. ftdover, 2(40.0%) of the
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respondents in that group are not.

Table 4.8: Level of Education and Job Satisfaction

Are you satisfied with  Total

your work?
No Yes
Count 3 7 10
Primary % within Level
30.0% 70.0% 100.0%
of Edn
Count 6 38 44
O-Level % within Level
13.6% 86.4% 100.0%
of Edn
Count 3 2 5
A-Level % within Level
60.0% 40.0% 100.0%
Level of of Edn
Education . Count 10 51 61
Ordinary .
_ % within Level
Diploma 16.4% 83.6% 100.0%
of Edn
Advance Count 41 123 164
Dip/Bachelor % within Level
25.0% 75.0% 100.0%
Degree of Edn
Post Count 8 19 27
Grad/Masters % within Level
29.6% 70.4% 100.0%
and Above of Edn
Count 71 240 311
Total % within Level
22.8% 77.2% 100.0%

of Edn

Edn= Education

Source: Field Data, (2016).
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Further, 51(83.6%) of the respondents with Ordirigioma are satisfied with their
work while 10(16.4%) of the respondents in thatugrare dissatisfied. On the other
hand,123 (75.0%) of the respondents with Advancep/Bachelor Degree are
satisfied with their work while 41(25.0%) of thespmndents in that group were

dissatisfied with their work.

Finally, 19(70.4%) respondents with Post-grad/Mastend above were satisfied
with their work whereas 8(29.6%) of the respondémtthat group were dissatisfied
with their work. The observation here is that thghkr you go along the academic

ladder the less satisfaction the worker become.

4.3.4 Position Category and Job Satisfaction

The study determined job satisfaction with refeeemc one’s position category.
Three categories of respondents were includedisnstindy. The first category was
Directors and Heads of departments. The secondaatevas officers and the third

category was supporting staff. The findings ofshely are presented in Table 4.9.

The findings reveal that 21 (87.5) of the respotslérom Directors and Heads of
Departments are satisfied with their work while Z6P0) of the respondents from
the same group are dissatisfied. Moreover, 173%pb.6f the respondents from
officers are satisfied with their work whereas 28.(%) of the respondents from the
same group are dissatisfied with their work. Likesyi46 (78.0%) of the respondents
from supporting staff are satisfied while 13(22%}lee respondents from the same

group are dissatisfied. The implications is thaghhievel employees are more
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satisfied with their job since they are at old agel get better pay while low level
employees are also better satisfied because ogprnailing unemployment in the

country.

Table 4.9: Position Category and Job Satisfaction

Are you satisfied with Total

your work?
No Yes
_ Count 3 21 24
Heads Directors
% within Present
and HoDs N 12.5% 87.5% 100.0%
Position
- Count 55 173 228
Position _ o
Officers % within Present
Category N 24.1% 75.9% 100.0%
Position
Count 13 46 59
Supporting Staff % within Present
N 22.0% 78.0% 100.0%
Position
Count 71 240 311
Total % within Present
N 22.8% 77.2% 100.0%
Position

Source: Field Data, (2016).

4.3.5 Marital Status and Job Satisfaction
The study also determined job satisfaction levehglthe marital status categories.
Table 4.10 show that the ‘separated’ category hawtal of 3 (100%) of the

respondents in which all respondents are satisfiddthe job.

Out of married group married group 169 (77.9%) sasfied. Lastly the ‘single’

group who 62(73.8%) of respondents satisfied. Gp€d3) argues that married
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employees tend to be more satisfied with job dughéotendency of the increased

responsibility. Obviously, this can be the sam@adke widowed.

Table 4.10: Marital Status and Job Satisfaction

Are you satisfied witt  Total

your work?
Yes No
. Count 62 22 84
Single o .
% within Marital Status 73.8% 26.2% 100.0%
_ Count 169 49 218
_ Married o _
Marital % within Marital Status 77.5% 22.5% 100.0%
Status Count 3 0 3
Separated o .
% within Marital Status 100.0% 0.0% 100.0%
_ Count 6 0 6
Widowed o _
% within Marital Status 100.0% 0.0% 100.0%
Count 240 71 311

Total
% within Marital Status 77.2% 22.8% 100.0%

Source: Field Data, (2016).

4.3.6 Experience and Job Satisfaction

Moreover, the study determined job satisfactiorhwigard to employee’s tenure
groups. Table 4.11 depicts that 44 (84.6%) of dspondents’ with the experience of
12 years and above are more satisfied with job tob#mer tenure groups.
Automatically, these employees are the ones wighaie group between 41 to 50
years and 51 to 60 years. These employees are eshgag they are characterised
with family responsibilities. However, some wer¢iseed due to the positions they

hold.
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Table 4.11: Experience and Job Satisfaction

Are you satisfied  Total
with your work?
Yes No
Count 71 22 93
0-2 Years o _
% within Experience  76.3% 23.7% 100.0%
Count 71 18 89
3-5 Years o .
% within Experience  79.8% 20.2% 100.0%
6.8 Y Count 38 13 51
i -8 Years
Experience % within Experience  74.5% 25.5% 100.0%
9-11 Count 16 10 26
Years % within Experience 61.5% 38.5% 100.0%
12 and Count 44 8 52
Above % within Experience  84.6% 15.4% 100.0%
Count 240 71 311
Total o .
% within Experience 77.2% 22.8% 100.0%

Source: Field Data, (2016).

4.3.7 Factor Analysis for Job Satisfaction

Factor analysis was conducted to extract factaas dio not significantly influence

job satisfaction in LGAs among the Minnesota vdaalihat were used to measure
job satisfaction. A principal component analysissveanducted on twenty (20) job
satisfaction related items. The findings of thisdstindicated the emergence of four
(4) factor solutions with eigenvalues bigger thare @1). It was also revealed that,
numerals factors have positive loading close toJehrder and Ashraf (2012) argue

that in PCA, factor loading value close to +1 ides that the variables have a

strong positive influence on that factor.
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Table 4. 12: Factor Analysis for the Job Satisfaabin

Factors and Items Factor Eigen Values % of Cronbach’s
Loading Variance alpha
Career Progression
Achievement .758 7.687 17.251 .795
Ability utilization .697
Activity .690
Advancement .659
Authority 525
Company policies 432
Company Loyalty
Moral value .750 1.412 16.815 122
Social status .694
Security .637
Social services 591
Independence .539
Creativity 516
Variety 460
Recognition 437
Personal and Task Concern
Co-workers 776 1.228 12.106 .662
Responsibility .662
Working conditions .656
Supervision
Supervision- human relatiol .832 1.153 11.230 778
Supervision- Technical .728
Compensation 436

Percentage of variance explained (Total) 57.401%

Cronbach’s alpha (Overall) .913

Source: Field Data, (2016).
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During the analysis, factors loading to positivéuea.40 in each item were retained.
Hair et al(2006) say that the variables loading to .40 anovabare regarded as

significant and appropriate for further analysid arterpretations.

The factor analysis results in Table 4.12show ihal.GAs job satisfaction is

influenced by career progression that accountd 70251 % of variance explained
and .795 reliability coefficient; company loyaltgaunting for 16.815% of variance
explained and .722 reliability coefficient; persbaad task concern accounting for
12.106% of variance explained and .662 reliabiefficient and lastly supervision

accounting for 11.230% of variance explained witF8. reliability coefficient.

Further, the table shows that the four identifiadtérs accounts for 57.401 % of
variance explained of employee’s perceptions towgoth satisfaction in LGAs in

Tanzania. This implies that there is a variatiom®f599% towards job satisfaction
variables that can be explained by other factorschviare not included in the

analysis.

4.4 Correlations and Factor Analysis of the Fact@ Measure Labour Turnover

As explained in the methodology chapter, correfatiwas used to capture
information regarding the level of significance fadependent variables on labour
turnover. On the other hand, factor analysis as plart was performed to ensure
validity and reliability of measuring instruments &ell as to extract variable items
for each independent variable that loads below,&Dretain variable items loading

above that criterion for further analysis and iptetations.
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Table 4.13: Correlations Results between Financid&ewards Factors

Financial Reward

Eactors 1 2 3 4 5 6 7 8 9 10 11 12 | 13 |14
Salary Structure (1) 1

Good Salary (2) 373 1

Incentives (3) .097| .344° 1

Trans. allowances (4)| -.324" | .193" | .367" 1

House Allowances (5) .027| .195 | .411° .049 1

Per-diems (6) -548"| 025/ .082| .467°| .063 1

Overtime (7) 574" | .046| .143| -157" | .158" | -.540° 1

Cash bonuses (8) 661 | .211° | .047| -.204" | .266 | -.469 | .636 1

Elec. allowances (9) | -.379" | .166 | .043| .380°| .054| .719"| -514 | -.409 1

Water allowances (10] -.263"| .029| .305 | .384" | .001| .504" | -.167 | -.168 | .479 1

Md. allowances (11) | .774"| .118| .053| -.286 | -.006| -579"| .703" | .635 | -.457" | -.308 1

Hard. allowances (12)] .650° | .000| .121| -.306 | .026| -.444" | 646 | .432"| -292" | -.093| .764 1

Bonuses (13) 762" | .186"| .013| -368"| .033| -537"| .651 | .582" | -397"| -223"| 808" | .673 1
Access to loans (14) | .706° | .071| -.011| -.309" | .014| -.470°| 636 | .525 | -.384"| -.189" | .824 | .746 | .816"| 1

**_Correlation is significant at the 0.01 levek@iled). *. Correlation is significant at the 0.@¥vel (2-tailed)

Source: Field Data, (2016).
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4.4.1 Correlations between Financial Reward Factors

In order to determine the level of significance agpdinancial reward items used to
measure labour turnover correlation analysis wapeed. Correlations results in
Table 4.13 show that most of the variable itemssamengly inter-correlated at 0.01

significance level. The results therefore allowfimther manipulated.

4.4.2 Factor Analysis among Financial Reward Facter

Factor analysis was conducted to ensure validity eahiability of the measuring
instruments used in this study. Also, factor analygas used to extract the factors
that load below 0.40 which is the extraction cigtefor the entire study. Items
loading to 0.4 and above were regarded as signifiaad therefore the items were

retained for further analysis and interpretatiorppses.

The results in Table 4.14 show a general validay, the Kaiser-Meyer-Olkin
Measure of Sampling Adequacy is .812 and Bartlefissts of Sphericity is
significant at. 0.000.This shows that correlationoag financial rewards factors is
adequate for factor analysis. In addition, tablé4dhowsthat four components
emerge out of financial reward factors on laboundwer that explain 75.195% of
the total variance explained. Factor one is cagfmpat, factor two allowances,

factor three incentives and factor four salaries.

The implication from the findings is that financr@wards items used in this study
explain about 75.195% of variance on labour turmowdile the remaining

percentage (24.805%) is explained by other findnmavards factor items not
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captured in the model. Further, the financial rewé&actors have good internal
consistence, with overall Cronbach’s alpha .656 .flitdings show that the financial
rewards variables as strong influence on labounower as the loading value is
positive and close to 1. Therefore the variablesratained for further multivariate

analysis.

Table 4.14: Factor Analysis Results among Financi®ewards

tems Components
1 2 3 4

over-time 770
Performance cash bonuses .628
Medical allowances .893
Hardship allowances .875
Bonuses for collective performance .862
Supporting access to loans .891
Per-diems .710
Electricity allowances 728
Water allowances .836
Incentives 754
Housing allowances .802
Good Salary Structure .796
Good Salary 910
Eigen Values 6.126 2.177 1.222 1.002

36.89 8.709
Percentage ofariance explained (Totah5.195% 4 18.204 11.388

Cronbach’s alpha (Overall) .656
Kaiser-Meyer-Olkin Measure of Sampling Adequacy2.81
Bartlett’s tests of Sphericity Sig. 0.000

Extraction Method: Principal Component Analysis
Source: Field Data, (2016).
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Table 4.15: Correlations Results between Administriive Factors

Administrative

1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 | 16 | 17 | 18 | 19 |20
Factors

IAttention from leaders 1

(1)

Support from leaders (2 .547" 1

Support from x «

administration (3) 440" | 648 1

Relationship with boss 264" | 597" | 783" 1

) . . .

Relationship with co- 361" | 537" | 595" | 754" 1

workers (5) ) ) ) )

IAppreciation _ x

managers/HoDs (6) .003 | -.094 | .041 | .061 | .149 1

Participate DM (7) -100] -.119 | -.033 | .014 | .110 |.516 1

Leadership style (8) |.331 | .553" | .494" | 525 | .607 | .131 | .127 1

L/ship fairness (9) 409 | 427" | 337" | 368" | .344” | .082 | .052 | 529" 1

Company policy (10) |.338" | .362" | .361" | .367" | .453" | .027 | -.039 | 531 | 534" 1

Good Admn. (11) 301 | 37727 | 339" | 419" | 407 | .125 | 114 | 38T | 274 | .260° 1

Responsibility (12) .023 | -.042 | -.072 | -.080 | -.020 |.367 | .425 | -.065 | -.044 | -.008 | .268" 1

Opportunity to lead 129 | 012 | -.013 | .006 | .151" |.388" | .418" | .048 | .110 | .031 | -012 | .405" | 1

projects (13)

Recognition by 467" | 446" | 354" | 367" | 454" | 060 | .051 | 573" | 390" | 497" | 313" | .013 | .135 | 1

management (14)

\Work conditions (15) |.277 | .394" | 326" | .419" | 419" | .072 | .020 | 510" | .317 | .331 | 554" | -.041 | -.080]| .474 1

Fair treatment to -123 | -.089 | -053 | -.058 | .020 |.292" | 413" | -013 | -064 | .064 | -009 | 373" |.466" | .029 | -095| 1

employees (16)

Just treatment to 243" | 168" | 193" | .075 | 177" | 151" | 110 | 217" | 066 | .362" | .052 | .190" |.258" | 436" | 151" | 374" | 1

employees (17)

8%‘)’°rt””'tyf°rgr°""‘h 337" | 317" | 31" | 297" | 338" | 031 | .061 | 377" | 378" | 544" | 307" | 045 | .145 | 476" | 338" | 206" |.480" | 1

Organization 203" | 315" | 383" | .381" | .396" |.157" | .063 | .399" | 429" | .430" | .364" | -.017 |.163" | .416" | .407" | .097 | 252" | 678" | 1

commitment (19)

Social benefits (20) 281 | 297 | 322" | 325 | .425 | .100 | -.015 | .465 | .443 | 351 | .401 | -.007 | .127 | .485 |.379 | .053 |.200" |.558" | .596 | 1

**_Correlation is significant at the 0.01 leveH@iled). *. Correlation is significant at the 0.@&wel (2-tailed).

Source: Field Data, (2016).
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4.4.3 Correlations between Administrative Factors

In order to determine the significance level amadgqinistrative variables as a part
of non-financial rewards used in measuring labaundver, correlation analysis was
performed. Correlations results among administeatactors items measures labour
turnover are shown in Table 4.15. The findings destrate that most of the
administrative variable items used in measuringUaliurnover as far as this study is
concerned are strongly inter-correlated at 0.0Iniogince level. The results

therefore allow for proceeding with factor analysis

4.4.4 Factor Analysis among Administrative Factors

To ensure validity and reliability of the measurimgtruments used in measuring
labour turnover among administrative factors, faetoalysis was conducted. Factor
analysis was further used to extract the factasltad below 0.40 as choice criteria.
Items loading to 0.4 and above among administrafactors are regarded as

significant items and are retained for further ggial and interpretation.

Table 4.16depicts the results of factor analysioramadministrative factors on
labour turnover. Results designate the generatitplias the Kaiser-Meyer-Olkin
Measure of Sampling Adequacy is .834 and Bartlefiessts of Sphericity is
significant at. 0.000. The study shows that foumponents emerge out of
administrative factors on labour turnover that actofor 61.470% of the total
variance explained. Factor one is leadership anubirastration, factor two is
employees support and relationship, factor thremasmagement appreciations and

factor four is employee’s treatment.
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The findings justify that61.470% of variance ofdalp turnover can be explained by
administrative factor items with overall Cronbachlpha .865while the remaining
percentages (38.530%) can be explained by othéorféems. The administrative
variables therefore have a strong influence ondalburnover as the loading value is
positive and close to 1. Consequently, the itenrs lma used together to measure

labour turnover. The variables therefore are rethiior further multivariate analysis.

Table 4.16: Factor Analysis Results among Administitive Factors

ltems Components
1 2 3 4

Leadership fairness .548
Company policy .561
Good administration .548
Recognition by management 572
Good working conditions .640
Opportunity for growth 727
Organization’s commitment 757
Social benefits .768
Attention from leaders .616
Support from leaders .789
Support from the administration .831
Relationship with boss .855
Relationship with co-workers 734
Leadership style .557
Appreciation by Managers/HoDs .736
Participation in decision making .801
Responsibility .715
Opportunity to lead projects .667
Fair treatment to employees .617
Just treatment to employees 737
Eigen Values 6.684 2.836 1.557 1.217

% variance explained (Total) 61.470% 20.071 19.860 13.360 8.180
Cronbach’s alpha (Overall) .865

Kaiser-Meyer-Olkin Measure of Sampling Adequacy4.83

Bartlett's tests of Sphericity Sig. 0.000

Extraction Method: Principal Component Analysis.
Source: Field Data, (2016).
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Work Factors 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 | 16
Timely promotions (1) 1
Work related training (2) .079 1
Work with over-loads (3) 190" | 225" 1
Achievement in work (4) -.055 | 517" | .125 1
A challenging work (5) 130 | .168" |.178" | .311" 1
Job security (6) .021 | .627" | .182" | 509" | .352" 1
Status in work (7) 340" | .012 |.154" | -.089| .127| -.012 1
LGA status (8) 155" |-.247" | 175" | -.002| .102| -.088| .367" 1
Advancement at work (9) .061 | .421" | .087| .411°| .090| .352" | .035| .248" 1
Reputation of workplace (10) -124 | 484" | .058| .457" | 154" | 516" | .073| .101| .640" 1
Good working conditions (11) -129 | 465" |.218" | 427" | 179" | 5477 | .131| .118| 3417 | 517 1
Mismatch between Skills and Job (14 .148" | -.035 | -.016| .007| .093| .006| .168" | .231" | 232" | .190"| .071 1
Poor supervision (13) 258" | 311" |.173"| 2317 | .120| .348"| .067| .111| .336 | .391" | .244"| .082 1
Job content (14) 287" | .024 | .023| .066| .217"| .006| .373"| .344" | .163" | .160" | -.054| .216" | .382" 1
Nature of work performed (15) 293" |-.005 | -.002| .048| 264" | .023| .111| .166"| .091| -.054| -.011| .190" | .039| .147 1
Office with good furniture (16) 017 | .249" | .010| 279" | 221" | 238" | .059| 196" | 256" | .329" | .273"| 185" | 195" | 227" | 286" | 1

**_Correlation is significant at the 0.01 leveH@iled). *.

Source: Field Data, (2016

Correlation is significant at the 0.[&vel (2-tailed)
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4.4.5 Correlations among Work Factors

The significance levels among work factors as & gianon-financial rewards used in

measuring labour turnover were determined by usargelation analysis. The results
of correlation among work factors items measurdsua turnover are shown in

Table4.17 it was found that most of the work vagaltlems have greater inter-

correlation at 0.01 level of significance. The testherefore allow the researcher to

proceed with factor analysis of the data on laltouover.

4.4.6 Factor Analysis among Work Factors

The validity and reliability of the measuring ingtments used were determined using
factor analysis. Likewise, factor analysis is ugedut the factors that load below 0.40
as a withdrawal criterion. Iltems loading to 0.4 afbve amongst work factors were
observed as significant items and were retaineduitiher analysis and interpretation.
Table 4.18 displays the results of factor analyarsong work factors on labour
turnover. The results show validity as the Kaisary®r-Olkin Measure Sampling

Adequacy is .735 and Bartlett’s Tests of Spherigtgignificant at. 0.000.

Further, the results show that out of work factibvat were used to measure labour
turnover, five components emerged that account68#A08% of the total variance
explained. The first factor is advancement and wamispectives, the second factor is
environment status, the third factor is supervisitime fourth factor is office

environments and the fifth factor is work status.

The findings show that 61.470% of variance on laliatnover is explained by work

factors items, whereas the remaining percentageé$93%) is explained by other
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factors items other than work factors. Neverthelesgk factors have good internal

consistence, with the overall Cronbach’s alpha .. 7Tkrefore, the work factors have

strong influence on labour turnover as the loadialyie of many factors are positive

and close to 1. Consequently, the items can be tmsgether to measure labour

turnover in multivariate analysis and thereforefduors are retained for the purpose.

Table 4.18: Factor Analysis Results among Work Faots

tems Components
1 3 4 5

Work related training .759

Achievement in work .707

Job security 767

Advancement at work .668

Reputation of workplace .815
Work conditions .704

LGA status .802

Mismatch between skills and job .562

Timely promotions .738

Poor supervision .657

Job content .638

A challenging work 671

Nature of work performed 776

Office with good furniture A79

Work with over-loads .780
Status in work .489
Eigen Values 4.098 2.368 1.348 1.246 1.086

% variance explained (Total) 63.408%

Cronbach’s alpha (Overall) .771

Kaiser-Meyer-Olkin Measure of Sampling Adequacys.73
Bartlett’s tests of Sphericity Sig. 0.000

23.560 11.679 10.313 9.537 8.319

Extraction Method: Principal Component Analysis.

Source: Field Data, (2016).
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Context Specific Factors 1 2 3 4 5 6 7 8 9 10 11 12 13 |14
Distance of work place from home place (] 1
Access to all weather roads (2) 344 | 1
Access to clean water (3) 564 | 364" | 1
Access to National Power Grid Electricity ( .392" | .428" |.740° | 1
Access to internet facilities (5) 2117 | 077 |.303" |.419" | 1
Access to good health (6) .013 |-202" | -.080| -.091| .015| 1
Access to good house reduces (7) 400" | .208" | 599" |.649 | .384" | .032| 1
Access to reliable public transport (8) 172" | 109 | 128 |.258" | .486 | .100 |.289" | 1
Access to banks (9) 523" | 180" | .649" | 550  |.165 |.163" |.551 | .113 | 1
Access to sim banking (10) 352" | 147 | 561" | .528" | .230" | -.018|.587" | .041 |.635 | 1
Access to good education (11) 385" | .207" | .604" |.605 |.270" | .028 | .647 |.178 | .681 |.612° | 1
Access to fertile arable land (12) 289" | .173" | 583 |.637 | .268" | .081 | .653" | .132 | .601" |.597" |.755" | 1
Business related Culture (13) 247" | 085 |.436 |.450" |.183" | .239" | .491" | .124 | 530" | .478" | 610" |.721° | 1
Work related culture (14) 365" | .215" | .475 | .615 |.334" | .110 | .647" | .288" | 524" | 542" | 675 |.765 | .711 | 1

** Correlation is significant at the 0.01 level@iled). *. Correlation is significant at the 0.@¥vel (2-tailed).

Source: Field Data, (2016).
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4.4.7 Correlations between Context Specific Factors

Correlation analysis was performed in order to wheitee the significance level among
context specific variables used to measure labaumover. The results are shown in
Table 4.19. From the table, it is shown that mdshe context specific variable items
are significantly inter-correlated at 0.01 sigrafice level. The results therefore allow

for factor analysis.

4.4.8 Factor Analysis among Context Specific Facter

Factor analysis was need to measure the validitly rahiability of context specific
factors as well as to extract factors that loadbwe0.40 as cutting criteria. Items
loading bellows 0.4 among context specific factoese regarded as insignificant and
therefore removed. Table 4.20shows the results eviaalidity is .887 and Bartlett's
Tests of Sphericity has significance at. 0.00ndi¢cates a correlations between

context specific factors that is sufficient anauallfor further analysis.

It is also revealed from the findings that threetda variables emerge out of context
specific factors on labour turnover that account 66.419% of the total variance
explained. The first factor is access to sociavises and related culture, the second

factor is communications, and the third factomiads and health facilities.

From the findings, it is approved that, 66.419%vafiance on labour turnover is
explained by context specific factor items. Yetntext specific factors have high
internal consistence, with overall Cronbach’s alpha883. Majority of factors load
positive and close to 1. The findings justify tHattors have strong influence on

labour turnover. Therefore, they are retained dothier multivariate analysis.
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Table 4.20: Factor Analysis Results among Contextp8cific Factors

ltems Components
1 2 3

Distance of work place from home place 453

Access to clean water .702

Access to National Power Grid Electricity  .674

Access to good houses 728

Access to banks 811

Access to sim banking facilities .763

Access to good education .842

Access to fertile arable land .875

Business related Culture .801

Work related culture .795

Access to internet facilities .805

Access to reliable public transport 871

Access to all weather road 716
Access to good health facilities .678
Eigen Values 6.428 1.489 1.382

% variance explained (Total) 66.419% 41.239 12.958 12.222
Cronbach’s alpha (Overall) .883

Kaiser-Meyer-Olkin Measure of Sampling Adequacy7.88
Bartlett’s tests of Sphericity Sig. 0.000

Extraction Method: Principal Component Analysis.
Source: Field Data, (2016).

4.5 Regression Models

4.5.1 Testing Assumptions of Logistic Regression Mels

In order to be assertive with the estimates, iridieatests were performed to see
whether appropriate variables are included in tegrassion models. The prior

estimates of variables are fundamental as it avioidslid statistical inferences from
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the coefficient estimates and colossal standarmt éorms the model. In this study,
therefore, model specification test, goodness dof f¥iariance explained and
multicollinearity test were performed to satisfyetlssumptions of binary logistic

regression models used.

4.5.1.1 Model Specification Test

The model specification test was performed to deappropriate variables were
included in the regression models. While builditng logit models, the linearity
combination of logit outcome of the independentialZles was considered as the
model involves two aspects, as we are dealing withh sides of logit regression

eguations.

In considering the link function of the outcome ighate on the left hand side of the
equation, it was assumed that logit function isdbeect function to use. Further, on
the right hand side of the equation, it is assuried all important variables are
included in the model, rather than any other védemlthat are not supposed to be

included in the model as the logit models havesalircombination of the predictors.

STATA was used to test whether all the relevaniabées were included in the
models and whether linear combinations of the Wi are sufficient. Table
4.21shows the model specification test resultsmFtbe table it is found that our
models are appropriately specified since _hat fanadels is positive and statistically
significant at .01 and .05 significance levels efected by a probability value of

0.000 and 0.029.
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Table 4.21: Model Specification Test Results

Financial Reward factors

LTO Coef. Std. Err. z P>z [95% Conf. Interval]
_hat 1.024021 1566261 6.54  0.000***  .7170394 331002
_hatsq  -.0320062 .0903346 -0.35 0.723 -.2090589 1450464
_cons .0251803 1577975 0.16 0.873 -.284097 .3344577
Non-Financial Reward Factors

A. Administrative Factors

_hat 1.003304 1301254 7.71 0.000*** 7482626 .258345
_hatsqg -.0169839  .0791285  -0.21 0.830 -.172073 .1381052
_cons .0204313 1732054 0.12 0.906 -.319045 .3599076
B. Work Factors

_hat .9288755 .1330754 6.98  0.000**  .6680526 .1892698
_hatsq .1498713 .0969631 1.55 0.122 -.0401728 3399154
_cons  -.1461104  .1663141 -0.88 0.380 -.47208 1798592
Context Specific Factors

_hat .9901798 1362071 7.27  0.000** 7232189 .257141
_hatsq .0170886 .0811737 0.21 0.833 -.1420089 1761861
_cons  -.0172204  .1633816 -0.11 0.916 -.3374424 .3030016
Job Satisfaction and Labour Turnover

_hat .8162409 .3725908 2.19 0.029* .0830955 1.549386
_hatsq .0014152 .0028487 0.50 0.620 :0041902 .0070205
_cons 5.793257 12.01923 0.48 0.630 17.85693 29.44344

*** indicate significance at 1% level, ** indicatggnificance at 5% level.

Source: Field Data: (2016).
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The variable _hatsq is statistically insignificéot all models. For instance, financial
rewards model, non-financial reward models (admiaiive and work factors) and
context specific factors have a probability valdeO&r23, 0.830, 0.122, and 0.833
respectively, while the control model have a pralggibvalue of 0.620. This indicates
that the models have included relevant variabled tnerefore the functions are

correctly specified.

4.5.1.2 Goodness of Fit

In order to determine the goodness of fit of tHeded models, Nagelkerke R Square
was used to compute the overall estimate on hoveelected models fit the data by
using the percentage of variance explained in eaatiel. Results of goodness of fit

for each are presented in table 4.22.

Results show that all models used in this studthBtdata. Financial rewards explain
47.0 percent of variance on labour turnover, noasicial rewards (administrative and
work factors) explain 36.2 percent of variance abolur turnover and work factors
explain 31.2 percent of variance on labour turno@mtext specific factors explain
49.0 percent of variance on labour turnover. Tharob model explain 76.9 percent of

variance of job satisfaction on labour turnover.

Bonhommeet al(2006) confirm that the models fit the data asNagelkerke results
show a value of 28.8 and 23.2 percentages of \a@iaxplained. However, they
explain that there are no distinct standards imseof percentages for evaluating
model appropriateness and the form of explaineénee favoured by researchers so

far.
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Table 4.22: Results on Goodness of Fit

Models Step -2 Log Cox and Nagelkerke
likelihood Snell R R Square
Square
Financial rewards 1 286.201 .348 470
Non-financial rewards
A. Administrative factors 1 324.061 .269 .362
B. Work factors 1 340.170 232 312
Context specific factors 1 277.784 .367 490
Job satisfaction and LTO 1 139.106 546 769

Source: Field Data, (2016).

4.5.1.3 Category Prediction

Category prediction assesses the probability oheident to occur. The rule of thumb
for forecasting probability of the incident to ocas through the use of cut value
which is supposed to be greater than or equal %o(8tatistics, 2013). It is very
common to use binomial logistic regression to fastahe correct classification of

cases from the independent variables.

Category prediction for each model results are shiowtable 4.23. The findings from
the table indicate that, the cut value for all mMede .500 which justifies that a large
number of cases in the independent variables He@robability of being predicted
into ‘yes’ category and classified correctly. Theeall model percentage correct for
financial rewards is 81.0, administrative factorsd@l has overall percentage correct
of 75.2 and work factors model and context speddictors model have an overall
percentage correct of 76.4, and for the control ehdkde percentage correct for job
satisfaction is 90.7. The results are thereforevaig that, independent variables have

influence on labour turnover in the LGAS in Tanzani
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Table 4.23: Category Prediction Results

Models Classification (% Correct)

Financial Reward Factors 81.0

Non-Financial Reward Factors

* Administrative Factors 75.2

* Work Factors 75.2
Context Specific Factors 76.4
Job Satisfaction and Labour Turnover 90.7

a. The cut value is .500

Source Field Data, (2016).

4.5.1.4 Multi-Collinearity Test

Multicollinearity occurs when two or more indepenti®ariables in the model are
approximately determined by a linear combinatiorothfer independent variables in
the model. With severe multicollinearity, the stardlerror for coefficients tends to be
inflated. With perfect multicollinearity it is im@sible to obtain unique estimate of

regression coefficients to all the independentaldes in our models.

However, in order to determine whether multicollingy was a problem with the
models; condition index, tolerance and varianckiin factor (VIF) of each

variables in all models were tested. Hence, mulirearity was tested by using a
condition index, tolerance and VIF as shown in Tlable 4.24. It was indicated that
financial reward factors have a condition indeX@@f72, administrative factors have a

condition index of 7.896, work factors have a ctindi index of 8.779, and context



105

specific factors have a condition index of 6.746r Folerance and VIF results, it

indicated that, the models have a tolerance lev&land VIF 1. In control model the

conditional index is 13.718 and VIF is 4.020. Wiggard to the rule of thumb for

condition index, a condition number between 10 3@dlesignates feeble to severe

problem in the regression variables (Halkos antikEsi2016).

The variables in the linear relationship, thereftwad tiniest tolerance level. However,

a tolerance value below 0.1 is not suggested. Btaum(2007) further argues that, the

results for VIF constantly were considered gre#itan or equal to 1. With VIF value

surpassing 10 frequencies it is viewed as an itolidar multicollinearity.

Table 4. 24: Results for Collinearity Diagnostics

Collinearity Statistics

Durbin-  Condition Tolerance VIF
Watson Index
Financial rewards 1.840 9.472 1.000 1.000
Non-Financial Rewards
A. Administrative factors  1.818 7.896 1.000 1.000
B. Work factors 1.836 8.779 1.000 1.000
Context specific factors 2.038 6.745 1.000 1.000
JSand LTO 1.819 13.718 0.280 4.020

Dependent Variable: Labour Turnover

SourceField Data, (2016)
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Since the values from the findings are stipulatetde¢ within the observable criteria,
the researcher confidently declares that, thereneagroblem of multicollinearity in

the financial and non-financial rewards models @&l as for context specific factor
model used in this study. In the control model hbws that, there is torellable
multicollinearity with regards to conditional inde®sults while VIF results shows

there in no problem of multicollinearity.

4.6 Logistic Regression Analysis

4.6.1 Logistic Regression Analysis of Financial Rewds

In order to determine the influence of financialvaeds on labour turnover, a logistic
regression analysis was conducted. The resultslayen in Table 4.25. From the
table, it is revealed that the model was statidyicagnificant, _hat = 1.02402% =
.000, Nagelkerke R=.470 and correctly classified at 81%. Thereftabour turnover

can be predicted using financial reward factorhefollowing equation.

P
‘['TFR = I;"l E_W'] = lfi'.; En {fl.:'ﬁ + -4+ I:II'|.1_.|:||:.|4 + Ej

Where:

LT«= Measures labour turnover due to financial rewards

So=Constant term,

B By -, 4 = Coefficients 0X's measuring the probability of labour turnover
occurrence

£= Error term

From the equation of all independent variablesngpart allowance, housing

allowance, per-diem, overtime allowance, elecyiellowance, water allowance and
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hardship allowance are significance financial relvdactors indicating labour

turnover.

Transport allowance shows p<.001, odds ratio 06 d®d the confidence interval of
.347 to .708. This shows that increasing transpitotvance is allied with a decreasing
likelihood of labour turnover. This may be the caseause transport allowance can
reduce the cost of transport from where the emgdiyes to the office station as a
large number of employees live far from their dffitocation in the quest for

affordable housing.

House allowances shows p<.001, odds ratio of .4#Pthe confidence interval of
.363 to .686. This indicates that, increasing tbesing allowance leads to decreasing
likelihood of labour turnover. This shows the méjonof employees in the LGAs

would wish to live in appropriately good housing.

Per-diem (Subsistence allowance) has p<.001, atasaf .2.293 and the confidence
interval of .1.565 to 3.360. This shows that redgcper-diemis linked with the

increasing likelihood of labour turnover. This adde easily be reflected by the high
inflation, which makes accommodation, food and ltke quite expensive compared

to the salaries employees get.

Overtime allowances has p<.075, odds ratio of 1&7@ the confidence interval of
956 to 2.578, it is shows that overtime allowanbase marginal significance in
influencing labour turnover. However, reducing dwee allowances increase the
likelihood of labour turnover. Possibly this is base the current system discourages

the payment of overtime allowance in order to redgovernment expenditure.
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Electricity allowance(p<.001), odds ratio of .38®lahe confidence interval of .260 to
.560. Means that increasing electricity allowantesssociated with reducing the
likelihood of labour turnover. However, electriciylowance is provided to entitled

government officials only (Rubin, 2012).

Water allowance(p<.001), odds ratio of 2.095 andfidence interval of 1.475 to
2.975. It signify that reducing water allowanceretated to increasing likelihood of
labour turnover. May be this is because the avidiiialof clean water in LGAs water
is a serious problem (URT, 2010). Therefore, thailakility of such allowance can
reduce the water problem by buying clean water mua¢te employees be satisfied

with the work environment.

Hardship allowance(p<.048), odds ratio of 1.743 aodfidence interval of 1.006 to
3.022. This means that, reducing hardship allowaiscallied with increasing
likelihood of labour turnover. However, currentlgridship allowance is not provided

to employees in rural and urban LGAs contrary @vjwus practice(Nkya, 2012).

Finally and interestingly good salary structurepdalary, incentives, performance
cash bonus, medical allowances and bonuses foectiok performance are found
statistically insignificant and therefore were megarded as predictors of labour
turnover as far as this study is concerned. This lza correctly be reflected in the
nature of LGAs because the salary structure, salaincentives, cash bonuses,
medical allowance etc. are uniform country wide.eyhare therefore dormant

variables,
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Table 4.25: Logistic Regressions Results of FinatiRewards on Labour

Turnover
B ExpP) 95% C.1. Sig

Financial Reward Factors Lower Upper

Good Salary Structure .281 1.325 .848 2.070 .216
Good Salary 193 1.213 .853 1.725 .282
Incentives .047 1.048 737 1.492 .793
Transport allowances -.702 496 347 .708 .000
Housing allowances -.694 499 .363 .686 .000
Per-diems .830 2.293 1.565 3.360 .000
Overtime allowances 451 1.570 .956 2578 .075
Performance cash bonuses -.181 .835 541 1.287 414
Electricity allowances -.963 .382 .260 .560 .000
Water allowances .739 2.095 1.475 2.975 .000
Hardship allowances .556 1.743 1.006 3.022 .048
Medical allowances -.095 .909 .606 1.364 .646
Bonuses for collective performance -.243 .784 511 1.204 .267
Supporting access to loans -.024 977 .600 1.590 .925

Note: _hat = 1.02402p,= .000, Nagelkerke = .470, Classification = 81%.

Source: Field Data: (2016).

4.6.2 Logistic Regression Analysis of Non-Financi®teward
In order to measure the influence of non-finanoéabard factors on labour turnover,
the regression model included administrative factord work factors. The regression

model for non-financial rewards therefore is:
i

T

LTy e = In Vo= fa A B ADME 4+ B WF 4 8 e (2.0

To measure labour turnover from the above modeletjuation was divided into two
categories. The first category was for administeatactors and the second category

was for work factors as shown below:



110

4.6.2.1 Administrative Factors

In order to determine the influence of administratfactors on labour turnover, a
logistic regression analysis was conducted. Thkelt®in Table 4.26show that the
model was statistically significant, _hat = 1.0220@ = .000, Nagelkerke R= .362
and correctly classified at 75.2%. Therefore, labtowunover can be predicted using

administrative factors in the following equation.

L

II;-T_qﬂH'F = I:rl ] - l{f.:. - {fl_g.:ﬂ_: + -4+ {f:.:q_xﬂq + EI. aEL aEE SEE SEE SEE 448 [21]

S

Where
LTapme= Measures labour turnover due to administratieéois,
So=Constant term,

Fis Hia .. fae = Coefficients 0X's measuring the probability of labour turnover
occurrence

£= Error term

Overall predictor variables were, attention frone fleaders, support from leaders,
participation in decision making, company policgsponsibility, the opportunity to
lead projects, good working conditions, opportunftyy growth, organizational
commitment, and social benefits. Attention fromdies(p<.059), odds ratio of .740
and the confidence interval of .541 to 1.012. Itageals that attention from leaders
has marginal significance. But, increasing attenfiom leaders reduces the labour

turnover likelihood.

Support from leaders(p<.019), odds ratio of 1.6d& eonfidence interval of 1.087 to

2.500. This shows that reducing support from thedées is related to increasing
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likelihood of labour turnover. This is because thgpport from leaders build
employees trust and improve the relationship betwsagervisor and employees as

well as industrial relations as supported by Bu@20i2).

Participation in decision making has p<.014, odaisorof .718 and the confidence
interval of .551 to .935. Such results show thateasing participation in decision
making is related to decreasing likelihood of labtunover. Perhaps this is due to
increasing concern for individual interests durthg process of involvement as also

explained by Gupta (2013).

Company policy (p<.052), odds ratio of .687 and ¢bafidence interval of .470 to
1.004. The results show that increasing conceatraith company policy leads to
decreasing likelihood of labour turnover. Maybes tisi because the present policies on
promotion, training and development programs foplelyees are no longer adhered
too. This may cause the delay and cut of allowaacesincentives, as well as lack of
salary addition. This is done following the pregsan the government to minimize its

expenditure.

Responsibility has p<.021, odds ratio of .712 dmal ¢onfidence interval of .534 to
.950. The results show that increase in respongiisllinked to decreasing likelihood
of labour turnover. Increasing responsibility iskied with recognition, which shows

one’s importance in an organization.

Opportunity to lead project(p<.006), odds ratio.bb673 and confidence interval of

1.138 to 2.175. It is shown that decreasing oppatstio lead project is connected to
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increasing likelihood of labour turnover. This isclause being involved in leading
projects shows once recognition as important to dahganization and could be

accompanied with some financial benefits.

Working condition (p<.052), odds ratio of .754 acwhfidence interval of .567 to
1.002. The results shows that improving workingditbon leads to decreasing labour
turnover likelihood. This shows that work envirommhén LGAs is usually not

conducive and any improvement on the same timegygsatisfaction.

Opportunity for growth(p<.001), odds ratio of .4&4d the confidence interval of .295
to .700. It is shows that, increasing opportunity frowth leads to decreasing
likelihood of labour turnover. This is because gitke nature of LGAs employees is
quite limited. If employees are provided with tiam they get satisfied because that

leads to career development.

The organization’s commitment(p<.001), odds rafi@.028 and confidence interval
of 1.921 to 4.772. It is shows that decreasing miggdion’s commitment leads to
increasing likelihood of labour turnover. This medhat employees are satisfied with
organization that are committed to employees. Tlaseorganization that promote

employees timely, take care of their rights andilages.

Social benefits(p<.058), odds ratio of .717 and ¢befidence interval of .509 to
1.012. The results realize that, social benefiteehmarginal significance. However,
improving social benefits is linked to decreasitkglihood of labour turnover among
employees in LGAs. Perhaps this is due to the apeomd challenges the social

institutions get during service provision.
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It is however interesting to note that support fradministration, relationship with

bosses, relationship with co-workers, appreciatign managers/HoDs, leadership
style, leadership fairness, good administrationpgaitions by management, and fair
treatment to employees are not statistically sigaift and therefore not viewed as

predictors of labour turnover in this study.

Table 4.26: Logistic Regression Results of Adminisdtive Factors

Administrative Factors B Exp(B) 95% C.I. Sig.
Lower Upper
Attention from leaders -.302 740 541 1.012 .059
Support from leaders 500 1.648 1.087 2.500 .019
Support from the administration  -.403 668 406 1.101 .114
Relationship with boss -.166 .847 503 1.428 .534
Relationship with co-workers 360 1.433 929 2.209 .103

Appreciation by Managers/HoDs  .092 1.097 .848 1.419 .482
Participation in decision making  -.331 718 551 .935 .014

Leadership style -.287 750 .484 1.164 .200
Leadership fairness .093 1.098 .774 1.558 .601
Company policy -.375 .687 .470 1.004 .052
Good administration 157 1170 .848 1.614 .340
Responsibility -.340 712 534 950 .021
Opportunity to lead projects 453 1573 1.138 2.175 .006
Recognition by management 101 1.106 .785 1.559 .564
Working conditions -.283 754 567 1.002 .052
Fair treatment of employees -.110 895 .697 1.151 .389
Just treatment of employees -.112 .894 657 1.216 .475
Opportunity for growth -.789 454 295 700 .000
Organizations commitment 1.108 3.028 1.921 4.772 .000
Social benefits -.332 717 509 1.012 .058

Note: _hat = 1.003304,= .000, Nagelkerke R=.362, Classification = 75.2%.
Source: Field Data, (2016).



114

4.6.2.2 Logistic Regression Analysis on the Inflnee of Work Factors

Logistic regression analysis was conducted in otdedetermine the influence of
work factors on labour turnover. Table 4.27 deptbie findings of the study. From
the table, results confirm that the model was sttatlly significant, _hat = .9288755,
p = .000, Nagelkerke R=.312, and correctly classified at 75.2%. Themrfdabour

turnover can be predicted using work factors infttewing equation.

I[--Ir'pplr = |!?E |:

1 — PI'.:I = IH" + llrjl:q_g:_,.-:{_'.gﬁ + -+ ||I]I5.g|.:!':r_:|:| + Ef aan aam a9z aan ses e e amsa [.22]

Where

LTwe= Measures labour turnover due to administratieéois

So=Constant term

Fus. fze ., sy = Coefficients ofX's measuring the probability of labour turnover
occurrence

£= Error term

Generally, predictor variables are timely promasiowork related training, workload,
achievement in work, job security, and status atrkwd.GA status, and poor
supervision. The variables are statistically sigaiit among work factors, indicating

labour turnover.

Timely promotions show p<.007, odds ratio of .73l dhe confidence interval of
.588 to .919. This means that increasing timelymmtions results in decreasing
likelihood of labour turnover. According to URT (28), promotion process in public
sector is usually delayed since the process is naganied with bureaucratic

procedure directed in public service (URT, 2013).
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Work related training(p<.070), odds ratio of 1.781d the confidence interval of .975
to 1.928. The results demonstrate that decreasory melated training is linked with

increasing likelihood of labour turnover. Currentiyork related training is considered
as additional cost to government since there isudget for employee training. Gupta

(2013) argues that lack of training implies obscéeto employees.

Workload has p<.038, odds ratio of .773 and thdidence interval of .606 to .986,
indicating that increasing workload is related decreasing likelihood of labour
turnover. This is because in the past LGAs had-ewgployed and workers were idle
in most of the time. However, with increasing gogdvernance by the current

government this is keeping on changing.

Achievement in work(p<.040), odds ratio of .738 dhe confidence interval of .553
to .986, showing that increasing achievement inkwisr connected to decreasing
likelihood of labour turnover. Maybe this is becauwd work achievesis excessively

low in most of the district councils following tmature of LGAs.

Job security has(p<.001), odds ratio of .570 ard dbnfidence interval of .412 to
.788. The result show that increasing job secustyassociated with decreasing
likelihood of labour turnover. Probably, this isediwo currently employee’s job

security being at low following the present goveeminsystem of discovering bails

Status in work has p<.001, odds ratio of 1.621 emdfidence interval of 1.236 to
2.138. This means that good work status reducesufaturnover likelihood. This

could mean that high status in work is accompahiethcreasing income and respect.
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LGA status (p<.001), odds ratio of .544 and thefidemce interval of .400 to .739,
which shows that improving LGA status is allied lwia decreasing likelihood of
labour turnover. The status of LGAs is basicallgged on its capacity to finance its
operation adequately. It therefore means that thersome financial benefits working

in highly status LGAs.

Supervision show p<.006, odds ratio of 1.430 andfidence interval of 1.108 to
1.846. The results specify that, good supervisead Ito employee’s satisfaction and
so reduces labour turnover. On the other hand ithisssentially because good
supervision leads to job clarity and smooth job pltation, which results in

employees satisfaction.

Table 4.27: Logistic Regression Results of Work Féars

Work Factors B Exp(B) 95% C.I. Sig.
Lower Upper
Timely promotions -.308 .735 .588 919 .007
Work related training 315 1.371 975 1.928 .070
Workload -.257 773 .606 .986 .038
Achievement in work -.303 .738 .553 .986 .040
A challenging work -.116 .890 691 1.147 .369
Job security -.563 570 412 .788 .001
Status in work 486 1.625 1.236 2.138 .001
LGA status -.610 544 400 739 .000
Advancement at work 136 1.146 .793 1.657 .469
Good reputation of workplace -.145 .865 589 1.269 .458
Good work conditions 171 1.186 .867 1.621 .285
Mismatch between Skills and Jo -.198 .820 .654 1.029 .187
Supervision 358 1.430 1.108 1.846 .006
Job content 152 1.164  .871 1.556 .305
Nature of work | perforn -.031 970 759 1.239 .805
Office with good furniture .033 1.034 809 1.321 .789

Note: _hat = .928875%,= .000, Nagelkerke &=.312, Classification = 75.2%.
Source: Field Data, (2016).
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Nevertheless, challenging work, advancement at wankl good reputation of
workplace, work conditions, mismatch between skiltgl job, job content, nature of
work | performed, and office with good furnitureexe statistically not significant and

therefore were considered as not predictors ofuahanover as shown in Table 4.27.

4.6.3 Regression Analysis of Financial Rewards, Lalr Turnover and Non-
Financial Rewards

In order to determine whether financial rewardsmacee influential in labour turnover

in LGAs than non-financial rewards or vice versgression analysis was performed.

Prior to the regression analysis, correlation asialyas performed to assess the

relationship between financial rewards, non-finahecewards and labour turnover.

The results are shown in Table 4.28. From the tab#indicated that the identified

variables are significantly inter-correlated.

It is also perceived that financial rewards aratp@sand significantly associated with
labour turnover (r = .823**, p < 0.01). This im@i¢hat a decrease in the provisions of
financial rewards associated with an increase bobua turnover. Further, non-
financial rewards and labour turnover have a pasitelationship and are significantly
related (r = 0.824**, p < 0.01). This denotes tnat decrease in the provisions of non-

financial rewards is associated with an increadabour turnover.

Table 4.28: Correlation Results of Financial Reward, Non-Financial Rewards
and Labour Turnover

Labour Turnover Sig
Labour turnover 1 .000
Financial reward factors .823 .000
Non-financial reward factors 824 .000

**_Correlation is significant at the 0.01 levelependent variable: Labour turnover
Source: Field Data, (2016)
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The question on whether financial rewards are nrdfteential in labour turnover in
LGAs than non-financial rewards or vice versa wadineted using multiple
regression analysis. The results are shown in Té&l2®. From the table, the results
indicate that a high percentage of labour turnaesexxplained by financial and non-

financial reward factors.

The unstandardized coefficierft) (shows R square is .730;meaning that (73%) of the
variance in labour turnover is explained by finah@nd non-financial reward factors.
In addition, the standardized coefficiefl) 6hows that labour turnover is influenced
by both financial reward$3(=.439, p < .0l and non-financial reward factor§j €

447, p < .01).

With regard to standardized coefficiefi),(both financial and non-financial rewards
have influence on labour turnover; comparativelpwaver non-financial reward

factors have more influence on labour turnoveraathan financial reward factors.

Table 4.29: Regression Results of Financial Rewardslon-Financial Rewards

and Labour Turnover

Independent variables Unstandardized Standardized Sig
Coefficients @) Coefficients @)

(Constant) 13.258 .000

Financial rewards .895 439 .000

Non-financial rewards .394 447 .000

R .854

R square .730

Adjusted R Square 728

a. Dependent variable: Labour turnover
Source: Field Data, (2016).
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4.6.4 Logistic Regression Analysis of Context SpéciFactors

Logistic regression analysis was conducted to deter the influence of context
specific factors on labour turnover. Table 4.38prds the findings of the study. From
the table, the findings reveal that the model weissically significant, _hat =

.99011798,p = .000, Nagelkerke R=.490, and correctly classified at 76.4%.
Therefore, labour turnover can be predicted bygisiontext specific factors in the

following equation.

i
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Where

LTcs= Measures labour turnover due to Context-Spefafitors,

So=Constant term,

fiza, iz ..., fsa = Coefficients 0X"s measuring the probability of labour turnover
occurrence,

£= Error term

The predictor variables are access to all weatteg, access to clean water, access to
national power grid electricity, access to goodltheaccess to good housing, access
to reliable public transport, and access to goodcatibn. The variables are
statistically significant among context specificctiars. This indicates that context

specific factors are good predictors of labour dwer.

Access to all weather load p<.001, odds ratio 472.and confidence interval of
1.528 to 3.093. The results show that decreasingsacto all weather roads leads to

increasing likelihood of labour turnover. This iecluse during rain seasons such
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roads become dirty and impassable to some of tewiali areas, which leads to

difficult life.

Access to clean water has p<.001, odds ratio @&&ad confidence interval of 1.606
to 4.425. The results indicate that decreasingcoess to clean water is associated to
the increasing likelihood of labour turnover. Aceés clean water is among of major

problems in LGAs (URT, 2010). Employees use mosheftime looking for water.

Access to national power grid electricity(p<.004jlds ratio of .473 and confidence
interval of .309 to .726. The results specify thereasing access to national power
grid electricity leads to a decreasing likelihoodlabour turnover. May be this is
because of increasing in access to national powdr ejectricity as currently the
percent of access to national power grid elecyricitmost of the regions in Tanzania

is below 15% (Samiji et al, 2009).

Access to good health services (p<.014), odds ddti@74 and confidence interval of
.587 to .943, which means that increasing accegead health services is leads to a
decreasing likelihood of labour turnover. In most Ld5As, health services are
inadequate following few numbers of specialistseesly doctors, nurses, and
attendants. In some of the district hospitals oag find two to three medical doctors
which are not enough. Again, lack of access torclegater, electricity, transport and
other aspects related to social amenities areirigediments in accessing good health
services. Access to good housing show p<.001, oatits of 2.771 and confidence
interval of 1.677 to 4.579. This indicate that @@sing in access to good housing is

connected to the increasing likelihood of labountwer.
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Access to reliable public transport(p<.088), odatgorof .777 and confidence interval
of .581 to 1.038. The results illustrate that asces reliable public transport has
marginal significance. However, this indicates tinateasing access to reliable public
transport is associated with decreasing labourowtenlikelihood. This is because of
long distance from home to work areas accompaniild mveans of transportation.
Bennell and Mukyanuzi (2005) opine that in urbaeasr employee travel to 10
kilometre and above while in rural areas employealk an average of3 kilometres

and daily. This has cost and time implicationshi émployees.

Table 4.30: Logistic Regression Results of ConteSpecific Factors

Context Specific Factors B Exp(B) 95% C.I. Sig.

Lower Upper

Distance of work place from home place - 257 773 606 986 .138

Access to all weather road J77 2174 1528 3.093 .000
Access to clean water 980 2.666 1.606 4.425 .000
Access to National Power Grid Electricit -.748 473 .309 .726 .001
Access to internet facilities 100 1.105 831 1.469 .493
Access to good health -.296 744 587 943 .014
Access to good house 1.019 2771 1.677 4.579 .000
Access to reliable public transport -.252 T77 581 1.038 .088
Access to banks JA22 1130 714 1.789 .602
Access to sim banking -.183 .832 571 1.213 .340
Access to good education -.813 444 .266 .740 .002
Access to fertile arable land .262  1.300 772 2188 .324
Business related Culture -.530 .589 424 818 .102
Work related culture 042 1.043 .668 1.628 .852

Note: _hat = .9901179®,= .000, Nagelkerke =.490, Classification = 76.4%.
Source: Field Data, (2016).
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Access to good education(p<.002), odds ratio oft @4d confidence interval of .266
to .740. The results demonstrate that, increasimgcess to good education is linked
to decreasing labour turnover likelihood. This éeduse the majority of employees in
Tanzania prefer to work in city centres where dammaenities among others education

is easily and somehow cheaply available and addegsian in rural areas.

However, distance between work and home, accesstémet facilities, access to
banks, access to sim banking facilities, accedsrtoe arable land, business related
culture and work related culture are statisticallyt significant and therefore are

considered not sufficient predictors of labour twer as shown in Table 4.30.

4.6.5 Logistic Regression Analysis of Job Satisfagsh and Labour Turnover

In order to determine the influence of the totdd gatisfaction on labour turnover a
logistic regression analysis was conducted. Oiggiicant variables are shown in
Table 4.31. The table shows that the model is s$iedily significant, hat =
0.8162409,p = .029, Nagelkerke R= .769 and correctly classified at 90.7%.
Therefore, labour turnover can be predicted usoiy gatisfaction variables in the

following equation.

;
LT fr.nfr.csf = lin [3 — 1'-'”':' = fin + B X + o+ Faalay + £

Where:

LT nr, cs= Measures labour turnover due to job satisfactammbles,
So=Constant term,

fi. By .., sz = Coefficients 0X's measuring the probability of labour turnover
occurrence

£= Error term
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It is generally shown that good salary structuré hegative coefficient, p-value .000,
odds ratio .038 and confidence interval of .008.181. Incentives had positive
coefficient, p-value .000, odds ratio 29.318 andhficence interval of 5.555 to

154.739. Per diems had negative coefficient, pe/al®00, odds ratio .045 and
confidence interval of .011 to .179. Overtime alkkmwes had negative coefficient, p-
value .000, odds ratio .081 and confidence inteo¥aD20 to .239. Performance cash
bonuses had positive coefficient, p-value .074,sodatio 2.709 and confidence
interval of .906 to 8.097. Electricity allowancedngositive coefficient, p-value .000,

odds ratio 30.009 and confidence interval of 6.7@2133.568. Medical allowance
had negative coefficient, p-value .034, odds raig! and confidence interval of .108
to .914. Support access to loan had positive aefit, p-value 000, odds ratio 20.510
and confidence interval of 4.060 to 103.602. Suppacess to loan had positive
coefficient, p-value 000, odds ratio 20.510 and fidemce interval of 4.060 to

103.602.

Results also show that the following non-finanec@lards (administrative and work
factors)can predict labour turnover in Tanzania ISGAttention from the leader has
positive coefficient, p-value .035, odds ratio Z.%Hd confidence interval of 1.068 to
6.122. Leadership style has positive coefficiertafue .008, odds ratio 5.670 and
confidence interval of 1.580 to 20.351. Companyigyohas negative coefficient, p-
value .059, odds ratio .359 and confidence inteofall24 to 1.041. Opportunity to
lead project has negative coefficient, p-value ,0&#ds ratio .356 and confidence
interval of .143 to .884. Recognition by managentexg positive coefficient, p-value

.001, odds ratio 4.094 and confidence interval of6& to 9.487. Organization
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commitment has positive coefficient, p-value .088ds ratio 3.549 and confidence
interval of 1.115 to 11.299. Work related trainings positive coefficient, p-value
.001, odds ratio 4.242 and confidence interval 1 {6610.216. Workload has negative
coefficient, p-value .052, odds ratio .552 and wherice interval of .304 to 1.005. A
challenging work has negative coefficient, p-val@6, odds ratio .358 and
confidence interval of .172 to .744. Status in wbds positive coefficient, p-value

.020, odds ratio 2.237 and confidence interval.©8% to 4.407.

LGAs status has positive coefficient, p-value .0@dds ratio 2.792 and confidence
interval of 1.165 to 6.691. Reputation has positwefficient, p-value .002, odds ratio
9.230 and confidence interval of 2.252 to 37.81%rkVconditions has negative
coefficient, p-value .009, odds ratio .333 and wmherice interval of .146 to .761.
Mismatch between skills and job has negative coefit, p-value .026, odds ratio
473 and confidence interval of .245 to .914. C@ffwith good furniture negative

coefficient, p-value .090, odds ratio .544 and merice interval of .270 to 1.099.

It is also indicated that context specific factdrave effects on labour turnover.
Among others, distance of work from home places pstive coefficient, p-value

.029, odds ratio 2.561 and confidence interval .4D2 to 5.948. Access of national
power grid electricity has positive coefficient,value .007, odds ratio 3.395 and
confidence interval of 1.389 to 8.296. Access todgbealth has negative coefficient,
p-value .089, odds ratio .449 and confidence irtlen¥ .179 to 1.130. Access to good
housing has negative coefficient, p-value .090,sa@dio .497 and confidence interval

of .222 to 1.114.
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4.6.6 Regression Analysis of Job Satisfaction on baur Turnover

Regression analysis was performed in order to ahterthe relationship between job
satisfaction (financial rewards factors, non-finahaewards factors and context
specific factors) and labour turnover. Results sinewn in table 4.32 (Appendix
lIl).From the table results reveal that, there igndicant relationship between job
satisfaction and labour turnover in the LGAs in Zama as indicated by coefficients
(R? = .6496, p < 0.01). The results show that jobs&adtion in its totality explains
46.96 percent of the variations in labour turncaed the model has power to predict

labour turnover at 0.01 significance level.

Further multiple regression was also used to dasgmelationship among job
satisfaction sub-scales (financial rewards factam)-financial rewards factors and
context specific factors) and labour turnover. Resundicate that relationship
between job satisfaction sub-scales and labouowamis positive and significant as
indicated by coefficients (FR. 244, P< .002, NF®42P< .000 and CSF. 365,

P<.000).Therefore, the model has power to predlmur turnover.

Table 4.31: Regression Results of Job Satisfactiam Labour Turnover

Independent variables Unstandardized Standardized Sig.
Coefficients @) Coefficients @)

(Constant) 9.124 .001
Financial rewards (FR) 495 244 .002
Non-financial rewards (NFR) .220 .264 .000
Context specific factors (CSF) .586 .365 .000
R? .6496

Adj. R? 6462

Dependent Variable: Labour Turnover
Source: Field Data, (2016).



126

CHAPTER FIVE

DISCUSSION OF THE FINDINGS

51 Overview
This chapter discusses the findings based on thectoles of the study. The

discussion emanates from the quantitative analysis.

5.2  Discussion of the Findings

5.2.1 The Influence of Financial Rewards on Labouturnover

The study sought to determine the influence ofrfaia rewards on labour turnover in
LGAs in Tanzania. Among others, only significantdincial rewards variables are
discussed. Insignificant financial rewards factams not discussed because the factors
show weak influence on labour turnover. The sigaiit financial reward factors in
this study are; transport allowances, house alloesn per-diems, overtime
allowances, electricity allowances, water allowancand hardship allowances.
Generally, the findings stipulate that financiaveed factors have influence on labour
turnover. This in line with Mbah and Ikemefuna (2piho found that a number of

financial reward factors have influence on labaunover.

The findings of the study reveal that, increasirapsport allowance is allied with
decreasing likelihood of labour turnover. LyimoQ{2) argues that currently transport
allowance is suspended to officers and other stafflGAs. URT (2009) asserts that
transport allowances in LGAs are paid to entitléficcers for instance district directors
and heads of departments. Also, Lyimo (2014) catgghat employees in LGAS are

faced with a lot of challenges including transpota costs as employees cannot
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afford to pay for daily transport to work statiofdlowing their low salaries. He
further depicts that transport allowance is giveminployees to enable them to go to
work place and to return home. Helater justifiest thransport allowance is not meant

to supplement the employee’s salary.

In line with the findings of the study, transpottowance leads to reducing labour
turnover as transport allowance is expected toaedbe said transportation costs
from where the employee live to the office statibhe majority of employees live far

from their office location looking for good and afflable houses to hire as they are
not easily available. Therefore transport allowaoae assist employees to cover for
transportation costs. In addition, the findingsevthat transport allowances are not

paid to lower cadre staff in LGAS.

On the other hand, the findings indicate that iasmneg house allowances is connected
to the decreasing likelihood of labour turnovertia same wayRummanret al (2013)
found that house allowance has impact on labounotrer. Ikenyiri and lhua-
Madueny(2012) agree that improving rent allowance is coteekto improvement of
teacher’s satisfaction in Nigeria. Further, Mohan{d13) found that teachers in
Mkinga district are dissatisfied with unpaid hogsmllowances. Similarly, Mbwana
(2015) reveals that among others, teachers in Mvordsstrict in Morogoro region
are dissatisfied with work as they use part of rtisalary to pay for house bills.
However, according to the government circular Naf 2010,house allowance is paid

to entitled officers including heads Directors ataDs only in LGAs in Tanzania.

In line with the findings of this study, house alkence is connected to the decreasing

likelihood of labour turnover as it can complemt@ cost of renting to employees in
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LGAs. Also, it is expected that living in a gooduse is related to personality
perceptions and work status, while residing in plbouse can lower the work and

personal status.

Likewise, the findings indicate that reducing peéend (subsistence allowances) is
linked with increasing likelihood of labour turnav@his is similar to Dingeta (2013)
who found that teachers are not satisfied withatfiered subsistence allowance as are
not fair. Perhaps, this is due to high inflatiorterahat increases expenses to
accommodation, food and other varied costs (RWi8dp2). In determining this, URT
(2015) provided new circular for the addition obsistence allowance to cover for
subsistence allowances. However, the findings isf $tudy view that, the new rates
for subsistence allowance are still wanting du¢h high inflation rate Tanzania is
experiencing. Also, the findings reveal that owvedi allowances have marginal
significance on the influence of labour turnovergcéuse reducing overtime

allowances is associated with increasing labouratver.

Kacholi (2012) found that among the challengesddne social workers in Morogoro
Rural District among others is the delay of oveetipayment. Nkya(2012) argues that
overtime payment is significant to workers as ibh capport workers following low

salary income that incapacitates workers to cdwemthole month.

From the findings of the study, reducing overtimoveances increases labour
turnover as it can amount to difficult life dueléek of additional income that sustain
them till the end of the month. It should be notkdt overtime allowance is extra

income to employees for daily consumption. Howetles,current government system
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discourages the payment of overtime allowancesrderoto reduce government
expenditure. Generally, the delays and discouraguagtime payment to workers lead
to job dissatisfaction and labour turnover. Thalifngs are aligned with Idowet al

(2011) who found that overtime allowances haveugtice on labour turnover to

workers.

Not only that, but also there is the issue of eieity. Increasing electricity
allowances is associated with reducing the likadhof labour turnover. In Tanzania,
electricity allowance is provided to entitled gawerent officials only (Rubin, 2012).
Employees in LGAs are in demand of such allowaraegart of duty assistance
allowance. On the other hand, there is a problenmelettricity in LGAs. The
allowance can be subsidies and use for other pesplise buying solar panels in
order to get light and other family uses. The alose can also be used to buy gas
which is available at a low cost price to subsiditgeer electricity uses for instance in
cooking. Therefore, increasing electricity allowanm employees is linked to job

satisfaction and reducing labour turnover.

Equally, results on water allowance signify thatuging water allowances is related
to the increasing likelihood of labour turnover. 8meza (2010) establishes that in
various streets in Dar es Salaam, water is sol&tiosk at a price of 20 to 200
Tanzanian shillings per bucket of 20 litters. Sarlif, Nganyanyukeet al (2013) say
that in the same area the price of water per buwk®0 liters is sold at a price of 300
to 700 Tanzanian shillings. Kjellén (2006) ataies that, in Dar es Salaam, the price
range from 500 to 700 per bucket. According to Mwand Lindi Water Master Plan,

during the dry season, a bucket of twenty littersvater is sold up to 500 Tanzanian
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shillings. The availability of clean water is aisess challenge in LGAS(URT, 2010;

Tidemandget al, 2014).

On the other hand reducing hardship allowancelisdalvith increasing likelihood of
labour turnover. Likewise, Kacholi (2012) found ttteocial workers in Morogoro
seldom received hardship allowance, which is ingrdrfor job satisfaction. Also, if
provided the consideration will be to employeeghe area that lack smooth reads,
communication networks, electricity, clean water,school for their children. The

URT (2010) established that, these are the problemmsost of LGAs in Tanzania.

Generally, the study findings reveal that financialvards with regards to the
significant studied variables have significant usfhce on job satisfaction and labour
turnover in LGAs. The removal, suspension, delagagment or low paid allowances
increases overhead costs to workers due to thetya obstacles available in LGAs.
Lyimo (2014) opines that, the removal of allowantesaccompanied by financial
constraints that do not end only on life difficalli job dissatisfaction and labour

turnover but also to poor service delivery in tespected area.

According to Tidemancet al. (2014)the provision of financial rewards (inceesy
have positive influence on job satisfaction and astpon labour turnover to
employees and generally impacted on service dgliwverLGAs in Tanzania. He
demonstrates that during 2000, the new hired teache Katavi region, upon
reporting were provided .7 to 1 million Tanzaniahill;igs to influence job

satisfaction. Moreover, he found that in Kigomaioeghe new hired health staff were
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provided with 200,000/= Tanzanian shillings for badd mattress, 240,000/= for
annual house allowance, 400,000/= cash paymentuppost settlement, while

400,000/= were paid to employees who acceptediposinote difficult areas.

5.2.2 The Influence of Non-Financial Rewards on Ladur Turnover

The study determined the influence of non-financ&bards on labour turnover in
LGAs. The discussion for this objective was dividetb two parts, the first part
covered on the influence of administrative facttreard labour turnover, and the
second part covered the influence of work factawards labour turnover. The
decision to divide the objective into two categsriwas reached avoid multi-

collinearity from the non-financial rewards varie$l

5.2.2.1 The Influence of Administrative Factors ori.abour Turnover

The study attempted to determine the influenceoof-imancial rewards with regard
to administrative factors on labour turnover in Zaman LGAs. Only significant
administrative variables were deliberated. Insigaifit administrative factors are not
going to be deliberated because they are lackimgistency and therefore are not
predictors of labour turnover among the administeatfactors. The significant
administrative variables in the present study dtention from the leaders, support
from leaders, participation in decision making, @amy policy, responsibility,
opportunity to lead projects, good working condigp and opportunity for growth,

organization commitment, and social benefits.

The findings on attention from the leaders reviat,tattention from the leaders has

marginal significance influence on labour turnoviralso proves that increasing
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attention from the leaders is connected with reuyicihe likelihood of labour
turnover. Ojulu (2015) found that, leadership dtten has influence on job
satisfaction as leaders are subjected to pay ettetd employees’ needs and support
subordinate to reach their destiny. Lack of leadattention to the feelings of
individual employees is accompanied with abnornealction such as dissatisfaction
and labour turnover (Mehrad and Fallahi, 2014). réfuee, in order to make
employee satisfied leaders should have to pay taiten on employees feeling
concerning pay, engagement, rewards, motivationgecadevelopment and other
human resources functions and policies (Gupta, 281L2ton, 2012; Gupta, 2013).
The findings however justifies that, leaders in L&#ay little attention as they neglect

employees feeling related to official and environtraatters.

The findings on support from leaders unveil thatlucing support from the leaders is
related to the increasing likelihood of labour tawrer. The findings of this study are
supported by Robbins (2003) who argued that, thktyalof a leader to provide
emotional and technical support though engagensenbmnected to job satisfaction
and reduction of labour turnover. Burton (2012pides that, support from leaders
build employees trust and improve relationship leetwthe supervisor and employees
as well as industrial relations. There is a neestefore for leaders in LGAs to
increase support through employees’ engagementrder do provide employees

emotional and technical support that have implazatn labour turnover in the area.

On the other hands the findings on participationdetision making expose that,
increasing participation in decision making is tethto the decreasing likelihood of

labour turnover. The finding is consistent with thedings of Zubaiet al.(2015)
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whose findings reveal that, employees’ participaiio decision making has influence
on labour turnover and job satisfaction. Alongsigarticipation in decision making
increases creativity and reduce turnover. In copti@ the present study, Bula (2012)
found that the majority of respondents did not ipgrating in decision making and
their intention to quit was low. Gupta (2013) argyarticipation in decision making
increases concern for individual interests as durihe process of involvement
employees get chances for discussing and deferidsuges that affect payments,
promotions, social benefits, relations and otherkwaspects. From the findings, it is
evidenced that employees do not get enough invawero discuss matters affecting
their work and life that are subjected to job dis$actions and labour turnover. Thus,
increasing involvement in the same aspects incsegs® satisfactions and lower

labour turnover.

The findings on company policy towards labour twerojustify that, increasing
concentration in company policy is interconnecteithwdecreasing likelihood of
labour turnover. The findings of the study areimelwith the findings of Kabir and
Parvin (2011) who found that, company policies amnected with employee
withdrew if they are not satisfied with the poligieelated to pay and promotion, job
security, fairness, industrial relations and suiggons. The findings from the previous
study reveal that, there is low payment, stoppagkedelay of promotion, suspension
of hardship allowance and house allowance. On thercide, literature shows that
overtime payments are not provided on time, theneoi job security following boils
discovering system, there is also no salary addiubile training and development

programs are now stopped (Idoeual.,2011; Nkya, 2012; URT, 2013). The present
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study perhaps is not isolated from the previoudifigs on the influence of company

policies on labour turnover.

The findings further reveal that, increase in erjpés’ responsibility is linked with
decreasing likelihood of labour turnover. Prasadl® found that if the perceived
degree of employees responsibility is high, it pdesg job satisfaction than if it is low.
Armstrong (2012) argue that increased responsikalid to work comfort ability to
employees. Gupta (2013) contends that, increassygonsibility sometimes amounted
to employees training, recognition and possibly@ase in pay and opportunity for
promotions. The findings of the present study fiestithat recognition in LGAs is.
Increasing responsibility therefore is imperativeemployees as it adds to recognition
from the responsibility performed and therefore Eypes become satisfied and

comfortable with their work.

The findings unveils that, decreasing opportundyldad project is connected with
increasing likelihood of labour turnover. Leadingpject perhaps is connected to
managerial experience someone gets while in peadiiewhurstet al, (2009) in
Burton (2012) affirm that, opportunities to leadject is among of non-financial
rewards that have impact on job satisfaction theshdonus and pay increases. They
further added that, opportunity to lead projectseligps leadership capabilities and
cultivate employees’ loyalty to the organizatiormply because the engaged

employees think they are part of answers to tharorgtion concerned.

The findings on working conditions indicate thapproving working condition is

connected with decreasing likelihood of labour twer. Bakotic and Babic (2013)
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found that for the workers who worked under difficworking conditions are
dissatisfied with working conditions. Similarly, Mka et al, (2015) reveal that
workers in rural areas in Tanzania are working urdificult working conditions.
They further noted that, the difficult working cotioins in Tanzania among others are
results of unreliable sources of light, in accessléan water and uncompensated extra

work hours.

Lack of good and reliable public transport, cheap affordable houses and other
social services were mentioned as among the clgaiéefaced by employees in LGAsS
in Tanzania that make life to become difficult ionking places (URT, 2010; URT,
2013; Mhando, 2014 and Mbungu, 2015). In line wihle findings of this study,
improving working condition is connected to the m@asing likelihood of labour
turnover. Perhaps improving working conditions tGAs workers can reduce the

difficult nature of environment and make employkbesome satisfied with their work.

Moreover, the findings justify that increasing oppaity for growth is associated
with decreasing likelihood of labour turnover. Sarly, Ngimbudzi (2009) found

that, teachers in Tanzania have low job satisfactioe to lack of opportunity for
growth regards. The researcher argued that, tedaek for opportunities for training,
seminars and workshop. The situation hinder teatlogportunities growth in their
carrier. From the findings of this study, incregspportunity for growth is allied
with decreasing likelihood of labour turnover. Rbls opportunity for growth to

employees in LGAs is lowdue to lack of trainingmsears and workshops that

employees expect can furnish careers development.
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The findings on organization commitment disclosat tidecreasing organization
commitment is coupled with increasing likelihood labour turnover. Saeeet al
(2014) concur with the findings of this study thilgre is variation of labour turnover
due to organization commitment. It can be clarifileat organizational commitment is
an outcome of positive response from working coods. The commented that good
working environment enhance employees’ commitmamd, if working environments
are bad, employees commitment diminish. From thdirigs of this study, it can be
asserted that, there are effects of working enwm@mt and organization policy on
employees. Having difficult working environment acampany policies that are not
in favour of employees are connected to organinati@sponsibility to employees in

terms of social and organization perspectives.

The study found out that, social benefits have matgsignificance influence on

labour turnover. It also proves that, improving iabdenefits is linked to the

decreasing likelihood of labour turnover among eweés in LGAs in Tanzania.
Malya (2013) found that, the provided social besdfly social security institutions in
Tanzania are meaningless to the members and the@istomers’ satisfaction cannot
be predicted due to poor service. He also fount th@or services in social security
institutions are the results of inefficiencies ananistration of benefit and few benefit
coverage. However, the services from the sociditut®ns are characterised by
payment delays, bureaucracy, and mandatory ofrigjiwhile there is no chance for a
member to shift from one scheme to another. URJO32 pointed out that, the
entitled social benefits to employees in Tanzaeclaoe old age, invalidity,

survivorship, employee injury, maternity, medicale;, sickness, unemployment and
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death. The challenges accompanied in services giom& from social security
institutions automatically bring job dissatisfactid=rom the findings of this study, it
can be stated that minimizing these challengesnddmental as this will improve job

satisfactions.

5.2.2.2 The Influence of Work Factors on Labour Tunover

The study sought to determine the influence of wiaidtors on labour turnover in
LGAs in Tanzania. Only significant work factors wediscussed. Insignificant work
factors are not discussed because they are lackingistency and therefore are not
good predictor of labour turnover among work fastdrhe significant work factors in
this study therefore were; timely promotions, wardated training, workload,
achievement in work, job security, and status inrkwd-GA status, and poor
supervisions. The variables were statistically ificegmce among work factors,

indicating labour turnover.

The findings reveal that, increasing timely prorap$ is coupled with decreasing
likelihood of labour turnover. Ngowi (2015) establed that, health workers in
Rombo district were dissatisfied with work due he thallenges of promotion delay.
Mbungu (2015) while studying determinants of emplyjob satisfaction at
Wanging’ombe district found that, delay in promaitis linked to job dissatisfaction
to agriculture extension officers. According to URZD13), the delays of promotions
in public sector are due to the long processesgbabgether with bureaucracy. In,
Tanzania currently there is delay in promotions ttugerification of ghost workers
who increase budget fund for promotion. Mbwana 8&O0found that, timely

promotion to teachers in Tanzania increases pedoce and job satisfaction to
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secondary school teachers in Tanzania. Promotitialeages such as delays in
promotion, unaffordable promotion budget, long potion processes and
bureaucracy, especially in promotion criteria sSetURT (2013) are demotivated and
dissatisfy workers. Therefore, the findings reved®t minimizing the challenges

resulted in job satisfaction and minimized labawnover to LGAs workers.

The findings demonstrate that, decreasing worktedldraining is linked to the

increasing likelihood of labour turnover. Ngimbud2009) found that, training in

rural Tanzania has been a continuous challengeinds (2013) depicts that related
job training is associated with reducing labountawer in the Department of Home
Affairs in the Eastern Cape Province. Perhaps stnamted employees perform deeds
with effective and efficient. Thus, in order to iroge organization effectiveness and
career development employee training is esser@iairently, work related training

seems to add costs to the government and the biafgetnployees training were cut
off. Gupta (2013) asserts that, lack of training eimployees implies employees
obsolesce. Decreasing work related training estdoviéh employees obsolesce,

which is a barrier to employees career developraedtjob satisfaction.

The findings indicate that, increasing workload redated to the decreasing the
likelihood of labour turnover. The present findirge paralleled with the findings of
Dingeta (2013) who found that once workload is higib satisfaction become low.
On the other hand, Mabindisa (2013) noted postdoreelation between workload job
satisfaction and labour turnover. May be becauseeasing workloads added to
workers stress. There is a controversial betweerasing workload and job turnover

intension perceived by employees at work. An emgdogan become satisfied with
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the increasing workload while others are dissaisfivith it. These in line with Mc
Gregory theory X and Y assumptions who argues #wahe people like to work and
others dislike to work. The findings of this studgncur with Robbins (2003) who
noted that, increasing workload is connected tccti@nce for the employees to attain

additional skills.

The findings reveal that, increasing achievementwatk is connected to the
decreasing likelihood of labour turnover. Mhand@12) findings concurs with the
present study that, achievement at work has saamfiinfluence on job satisfaction
and decreasing labour turnover likelihood. Herzbetgal., (1959) found that
achievement is leading among non-financial rewaods the influence of job
satisfaction. They further explain that, achievetmaeans the determination to shine,
for advancement, growth and responsibility in ojgi@ Employees in LGAs have
expectation to shine to realize self-advancemedtgaowth in their job but most of
the time their expectation end in vein as therenasroom for them to grow as
promotion and training are ignored. Achievement &esv, have effects like any other
non-financial rewards as it was suspected thatatlied to job stress and intention to

quit (Mhando, 2014).

The findings for job security exposes that incneggob security is associated to the
decreasing likelihood of labour turnover. The fimgs of this study are in line with the
findings Jacobson (2010) who found that, nursegaugovernment sector looking for
job security. Similarly, Khan and Aleem (2014) mouthat job security has more
influence on labour turnover than financial rewartise problem of job security for

quite sometimes is perceived mostly in private aeas in government sector the job
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security is perfectly high. Parvin and Kabir (201kveal that, employees in
pharmaceutical companies refer job security asndriboitor to their job satisfaction,
perhaps because job security provides steady emilay Currently, in Tanzania the
situation changes as job security in governmentosas minimized following the

system of discovering boils from the new government

The findings also designate that, reducing statusvork is interconnected with
increasing likelihood of labour turnovegbuehi and Campbe{R011) in his study of
Attraction and Retention of Qualified Health Workéo rural LGAs in Nigeria found
that, securing employment in rural and remote ar®asgarded as having low status.
He further states that, labour turnover to doctord nurses are greater in rural areas
as they dislike working in rural areas. He, gengralomments that low salary, poor
working conditions, lack of electricity and watéack of opportunities for career
development and in-service training were the remgorhealth workers for disliking
working in rural areas. The work status for LGAsrkeys in Tanzania is actually low
and the reasons for this are not excluded to thgores mentioned by Obuehi. In fact
the challenges in LGAs makes the workers especi@hchers and health workers to
leave low life style as they are not able to afféodlive a high life style hence

perceiving low work status.

The findings display that, improving LGA statusaidied with decreasing likelihood
of labour turnover. According to URT (2012), thejondy of LGAs in Tanzania are
characterised by remoteness in which it is diffidal get accessed. Mbungu (2015)
found that remoteness is a challenge that is as®aciwith job dissatisfaction and

labour turnover as in remote are as social amendgtie inaccessible. The remoteness
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status of LGAs is not appealing to employees in sGd therefore working with
such kinds of status is considered as a punishniolhamed (2013), Ebuehi and
Campbell (2011) found that, employees like to warkurban areas where social

amenities are easily available and attainable.

The findings of this study specify that, reducingpervision is connected to the
increasing likelihood of labour turnover. The fings of the present study goes
parallel with the findings of Dingeta (2013) whoufw that supervision has
susceptible influence on job satisfaction and labmunover. According to Page
(2001) in Mabindisa (2013) supervisors are essgnfiar employees’ social support
by providing means of attaining desired goals. hRgs supervisors’ readiness or
aversions of delegation, coaching and fairness \hehato employees can lead to
employee dissatisfactions and labour turnover. filndings of the present justifies
that, in LGAs supervisors social support to empésyes evaded hence employees do
not realise the desired goals. Moreover, supervisdo not exactly perform
supervisory functions such as employees’ delegatioaching and fairness treatment
which make employees to have negative attitude withrk and hence labour

turnover.

5.2.3 Financial Rewards is more influence on Laboufurnover than Non-
Financial Rewards or vice versa

The study sought to determine whether financialarels are more influential in

labour turnover in LGAs than non-financial rewardss vice versa. The findings

indicate that, decrease in the provisions of fimgncewards is associated with

increasing labour turnover. On the other handfititdings reveal that, decrease in the
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provisions of non-financial rewards is associateith vincreasing labour turnover
intention. Moreover, the findings depict financehd non-financial rewards have

positive relationship and are significantly relatedlabour turnover.

However, comparatively, the findings reveal thah4financial rewards have more
influence on labour turnover rather than financetards. From the findings of the
study it was specify that, employees are more fgadidby non-financial rewards in

LGAs compared to financial rewards. Perhaps thiseisause most of the financial
rewards mechanisms are neglected by the governifieistmade employees looking
for non-financial rewards. Therefore, by giving aassuring the presence of non-
financial rewards will likely increase job satisfian and reduce labour turnover in

LGAs in Tanzania

Scholars and authors like Gupta (2012), Bula (2042) Yousadt al., (2014) concur
with the findings of this study that, non-financrawards have positive influence on
labour turnover. However, these scholars and asitdat not go further to justify

which one has more influence on labour turnover.

Peterson and Luthans (2006) while studying The bhmd Financial and Non-
Financial Incentives on Business-Unit Outcomes oVene found that, financial
incentives originally have significant outcome @atdur turnover than non-financial
incentives. Udechukwu (2009) while studying on labtrnover using the two-factor
theory as a reference found that, high labour wen@s due to non-financial rewards

that also affect financial rewards among employees.
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The perceived attitude on the influence of finaharad non-financial rewards towards
labour turnover remain a topic for discussion aseaechers do not use common
variables while studying the influence of financeald non-financial reward factors
toward labour turnover. Moreover, the perceivecception that money is everything
to employees is also criticized as from the fingdig this study and theories justify
that not all the time employees are motivated aatésfeed by financial rewards as

even non-financial rewards have value towards @isfaction and labour turnover.

Gupta (2012) argues that, financial rewards areddurental as they lead to
employee’s motivation, commitment and job satisters. Malik and Naeem (2013)
explain that, financial rewards are suitable foscdmfort avoidance. Financial
incentives are important as it have immediate oquesiece in inspiring and exciting
labours for performance (Nkya (2012). Similarly,rRuanet al, (2014) designated
that financial rewards are of important as they ddtermination and assurance to
employees’ effective attainment of organizationaklg and objectives. Financial
rewards are frequently used to convince knowledgepérsons to join and continue
working within the organization, and to inspire dayees to realise performance

(Robbins, 2008).

Despite the fact that financial rewards are fundamaiebut may not motivate all

employees as others are motivated by characteristiated to psychological and
physiological which cannot be satisfied by pay ba@&upta, 2012). Burton (2012)
found that, non-financial rewards focus on emotioreeds of employees rather than
financial rewards. Yousadt al.,2014 argues that, when organizations pay attemdion

non-financial rewards, employees perceive orgalizatommitment, supporting and
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caring. May be because non-financial rewards peowdntinuing sensational job
satisfaction. Burton (2012) contends that, if mamagruly want to satisfy workers
they have to look for non-financial rewards whigk appropriate and susceptible to

effect individual social life as well as work life.

In determining whether financial rewards are mariduential on labour turnover in

LGAs than non-financial rewards or vice versa,shaly found out that, non-financial

rewards have higher influence on labour turnoventfinancial rewards. Perhaps this
is because of the financial rewards variables usebe present study was neglected
by the government and therefore it was hard forleyges to attain them. Beside,
employee run their preference to non-financial melwaAt the end researcher realise
that, whenever there is absence of financial resvémd job satisfaction, employees

tend to shift their attitudes toward present nowdficial rewards.

The present study is also, in line with the findirgf and Burton (2012) who found
that, non-financial rewards are sensations towabdsptisfaction as they can affect
individuals’ social as well as work life, than fmaal rewards which are immediate
and therefore once attained do not last longer.elver, Gupta (2012), and Burton
(2012) argue that, financial rewards are limitedttesy cannot bring satisfaction to

features related to psychological and physiologasah non-financial reward does.

5.2.4 Context Specific Factors Influence on Laboufurnover
The study sought to determine the influence of &éxnspecific factors on labour
turnover in LGAs in Tanzania. Among others, onlyrsiicant context specific factors

were discussed. The significant context specifictdiss in the present study were
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access to all weather roads, access to clean wateess to national power grid
electricity, access to good health, access to domase, access to reliable public

transport and access to good education.

The findings show that, decreasing access to alitives roads is allied to the
increasing likelihood of labour turnover. Browned(®) found out that, high labour
turnover to health workers in Northern, Rural anelhf®te Regions in Canada are
compounded by harsh weather conditions that makessible for air and road travel
for some days. Yousadt al., (2014) found out that, the unpleasant transporatio
system in Pakistan increases mental stress todhefarce. The URT (2012) stressed
that during rainy season in lleje district trangpton becomes difficult as roads
become impassable. The problem is not at all rletdransportation facilities rather
than rough road in which during the rain seasomslsan the areas are blocked this

make commercial partners not to send their catisarareas.

The findings further indicate that, decreasing @cess to clean water is associated
with the increasing likelihood of labour turnovBbuehi and Campbell (2011) explain
that, lack of water in rural Nigerian LGAs is amoofythe reasons for employees to
look for a transfer to urban areas where the sesviare sufficiently available.
Tidemand (2014) found that access to water has rigmo influence on job
satisfaction. There is in access to water in mbst@As in Tanzania (URT, 2012).
Employees use most of the time looking for wateccéding to URT (2012) at
Mpwapwa, teachers use three quarters of their looking for water. Since water is
life. Employees can neglect other factors but natew Therefore, in access to water

to employees’ means employee has to cut off workimgrs looking for water. Also,
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it becomes a burden to employees’ that are compamlindth low quality of services.
Conclusively, water is a problem in rural and urbagas within Tanzania, although in
rural areas the problem is very severe and thexdééads to dissatisfaction and labour

turnover among employees in the area concerned.

The findings specify that, increasing access t@mnat power grid electricity is linked
to the decreasing likelihood of labour turnoverddmand (2014) found that lack of
access to electricity in LGAs in Tanzania is asstec with labour turnover as it
increases disparity between employees in ruralwbdn areas. Employees tend to
live in the area where electricity is availablepedally near the main roads, urban
canters and district headquarters. Saetjial, (2009) found that, the majority of
employees in LGAs are in accessed to the natiomakpgrid electricity as currently,
the percent of access to national power grid etdstrin most of the regions in

Tanzania are below 15%, while the darkness in ianeds is increasing.

The findings evidenced that, increasing acces®tal dnealth services is related to the
decreasing likelihood of labour turnover. Inadequatcess to health services in
Tanzania is among of the staffing problems in LGBRT, 2010). Perhaps due to the
deficiency of qualified health workers, lack of nvation to the existing staff, bad
transport and communication as pointed by Tidemandl, (2014). In most of
LGAs, health services are inadequate. This is @uéew numbers of specialists,
especially doctors, nurses, and attendants. In swntiee districts hospitals one may
found two to three medical doctors. These are notuigh. On the other side, lack of

access to clean water, electricity, transport atiteroaspects related to social
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amenities are also impediments in accessing goadthheervices. The findings

therefore justifies that the health service in Teanan LGAs is embracing.

The findings further reveal that, decreasing ineasdo good house is connected to the
increasing likelihood of labour turnover. Mbung{®) found out that, agriculture
extension officers fail to get house to rent heanee hired they refuse to work. He
also found that, house position in Wanging’'ombedridisis poor. Mrosso (2014)
found that, teachers at Temeke district are disfsedi with work as a result of poor
and scarcity of houses. Mattson (2009) while stuglydon rural housing in Mamba
district Kilimanjaro found that, the house conditiis poor, particularly in rural areas
where large numbers of inhabitants live in mad beusVith regards to the finding of
the present study, decreasing in access to goosehsuconnected to the increasing
likelihood of labour turnover. The conditions ofuses in districts are poor and they
are out of mad. For instance, once hire employes® o share public lavatory,
sitting room, kitchen, and corridor. Moreover, hesiare not connected to electricity
and waters. This is another answer to job dissatisin conditions for LGAs workers

in Tanzania.

The findings of the study further demonstrate thatreasing in access to good
education is linked to the decreasing likelihoodladfour turnover. Mruma (2013)
depicts that, the quality of education in public@®lary schools in Nyamagana
district is of low quality as revealed in the méaiture in 2010/2011 and 2011/2012
academic years. He further found that, it was auéatk of teachers compared to
pupils’ number in classes, lack books and due tapitlated buildings. Similarly,

Tshabangu and Msafiri (2013) found that, there i®va satisfaction level on the
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quality of education in LGAs due to insufficient nppwer and poor implementation
of policy in the areas. Likewise, Ladduruni (20¥2und that the low quality of
education in LGAs is due to unqualified teachexgrpinfrastructure facilities and
insufficient learning material in the school libes. From the findings of the study the
provision of education in LGAs is disappointing esployees fail to get a place
where they can access good education for immediate and relatives. The

challenges still persist as are not yet resolveat@déabour turnover.

The findings illustrate that, the access to rekaplublic transport has marginal
significance. It also indicates that, increasingess to reliable public transport is
associated with the decreasing likelihood of labiownover. Tidemand et al (2014)
lack of transport is associated with labour turmabat affects job satisfaction among
employees in the LGAs in Tanzania. Mrosso (2014)alehat, in Temeke of reliable
public transport services is allied connected tb pissatisfaction. Furthermore,
Okama (2013) found that labour turnover among agtice officers in Mufindi

district was associated with lack of transportatse@nvice due to bad roads. In rural
area transport is difficult that make employee latehe areas of work or arriving

while tired and hence fail to accomplish routines.

5.2.5 Job Satisfaction and Labour Turnover

The study also sought to determine the relationsbtpreen job satisfaction (financial
rewards factors, non-financial rewards factors emntext specific factors) and labour
turnover in LGAs in Tanzania. Results are showable 4.32. It is revealed that,
there is significant relationship between job $atson and labour turnover in the

LGAs in Tanzania as indicated by coefficients (R.6496, p < 0.01). The results
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shows that, job satisfaction in its totality expki46.96 percent of the variations in
labour turnover. The results also indicate that,rtftodel have power to predict labour
turnover at 0.01 significance level. These resaits consistent with the findings of
the study carried out by Joarder and Ashraf (2048) work satisfaction and

employees turnover in mobile phone Company in Baohegh.

In the study results reveals that, there is sigaifce relationship between job
satisfaction and employee turnover (R.692, P<.001). Similarly, Jadoo et al (2015)
while conducting a study on job satisfaction andola turnover among doctors in
Iragi hospitals found that 55.2 % of doctors inglravere in low job satisfaction
(OR=.97). Further, researchers argued that, thexttsdh make doctors to look for
another employment opportunities in other neighimgurcountries. These results
justifies that, there is a positive and significamelationship between job satisfaction
and labour turnover perceived by employees in wiffe work organization. As a
result if someone is not satisfied with the pregebtby whatever reasons is likely to

look for other employment opportunity instead.

Further, multiple regression analysis was usedntiicate relationship among job
satisfaction sub-scales (financial rewards factam)-financial rewards factors and
context specific factors) and labour turnover. Resndicate that, there is a positive
and significant relationship between job satistatsub-scales and labour turnover as
indicated by coefficients (FR. 244, P< .002, NFBR42P< .000 and CSF. 365, P<
.000). These study findings are however, consisteiit the findings of various
researchers. For instance Peterson and Luthan$)(200le studying the impact of

financial and non-financial incentives on businesg outcome over time found that,
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financial incentives have positive and significamektionship with labour turnover.
Similarly, Rouleauet al (2012) while studying on the effects of midwivesh |

satisfaction on burnout, to quit and turnover im&gal found that, labour turnover is
due financial rewards as claimed to inadequate emsgtion. Moreover, Ali (2008)
while studying on factors affecting job satisfantiand labour turnover in private
college in Pakistan found that, job satisfactiod &bour turnover is affected highly
by non-financial rewards as the lectures are dgfgad with promotion chances avail

in there institutions.

On the others hand, based on the Herzberg two rfabiory prepositions, job
satisfaction is related to non-financial rewardgimancial rewards are just in time and
therefore, attended to avoid dissatisfaction (8t&dD11). The findings of the present
study concurs partially with the theory over théuence of non-financial rewards
towards job satisfactions (NFR. 264, P< .000). Meez, the findings concurs with
the findings of other researchers that, financ@lards (FR. 244, P< .002) is also
allied to have positive relationship with job st@ion beside of being just in time
and for whatever reason (Peterson and Luthans,; 20@&chukwu, 2009; Delobelle,

2011).

Besides, the theory is criticised on the basis ithgils to consider context specific
factors (CSF. 365, P< .000) that are also showhate positive and significance
relationship with job satisfaction and labour twreoas per the findings of the this
study. The result of context specific factors otrer influence of job satisfaction and
labour turnover in the LGAs concurs with the fingnof Browne (2009), Mattson

(2009), Sam;i et al (2009), Ebuehi and Campbelll30 Tidemand (2014) Mbungu
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(2015). For instance while studying the determiraremployee’s job satisfaction of
agriculture extension officer at Wanging'ombe dgifr Njombe, Mbungu (2015)

found that, 67% of agriculture extension officers aot satisfied with health care
services and therefore mentioned as a challengartiswob satisfaction and labour

turnover.

Conclusively, the results of this study validatest} job satisfaction has three different
range of dimensions that can be used to measurgafigfaction and labour turnover,
among others are financial rewards, non-financelards and context specific

factors.

Results of logistic regression analysis revealedt, thariables in the model have
positive and negative signs. For instance, outheffinancial rewards factors, good
salary structure (-3.261), per diem (-3.378) andlios allowance (-1.160) presenting
negative sign as indicated by coefficients. Thelifigs specified that, the variables
have negative relationship with job satisfactionl dbour turnover. Perhaps, this is
because of the mentioned mechanisms are not ie pagovernment do not introduce
new salary structure, and per-diem and medicaivallme were cut. Dingeta (2013)
while studying job satisfaction and organizatiooammitment of teacher educators
at Arbaminch College of Teacher Education, Addisaid Ethiopia, found that 52%

of the teachers claims on the per diem ammountstpahem as not fair.

On the other hand, incentive (3.378), performanaghcbonuses (.997), electricity
allowance (3.401), and supporting access to loa@2{3 show to have positive

relationship with job satisfaction and labour turapo among financial rewards
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variables. Moreover, the findings reveal that, @asing incentives (29.318 OR),
performance cash bonuses (2.709 OR), electricibyvahce (30.009 OR) and access
to loan (20.510 OR) to staff in the LGAs is relatedhe decreasing labour turnover
likelihood. Tidemandet al, (2014) while studying the local government autiyo

(LGA) fiscal inequities and the challenges of ‘digantaged’, also come up with

similar findings.

Further, the researchers explains that, incentaesovercome some of the challenges
in the remote areas for instance, can be usedydqgr electricity, bed and matress,
house and supporting for settlement. Pehaps, tivesn performance cash bonuses,
electricity allowance and supporting access to lnave positive relationship with job

satisfaction and labour turnover due to the abogption issues.

The coefficient results, on nun-financial rewardstors indicate that, company policy
(-1.025), opportunity to lead projects (-1.034),rkkoad (-0.594), a challenging work
(-1.027), work conditions (-1.099), mismatch betwexkills and job (-0.748) and
office with good furniture (-0.608) have negativéluence on job satisfaction and
labour turnover in the LGAs. Among others, the hsswn working conditions

contradict with the results of Alam (2015) who fduthat, work conditions have
positive relationship with job satisfaction and dab turnover among medical
promotion officer in pharmaceutical industry in Bgadesh. Similarly, Asfaw (2016)
while studying on determinants of employees jolistadtion at Heineken breweries
S.C Addis Ababa, Ethiopia found that, work conditivave positive and significant
influence on job satisfaction (0.3036 or, p< 00)e results of this study on work

condition is not related with job satisfaction daldour turnover perhaps is due to the
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similar nature of work conditions within the LGA®at associated with similar
challenges such as in access to water, electrlaitly,of good education, transport and

health care services.

Moreover, attention from the leader (.939), leakigrsstyle (1.735), recognition

(1.735), organization commitment (1.409), work tedatraining (1.445), status in
work (.805), LGA status (1.027), and reputatior2@2). The results show that, the
variables have positive and significant influence job satisfaction and labour
turnover. The findings also shows that, improviegdership attention (2.557 OR),
leadership style (5.670 OR), recognition (4.094pganization commitment (3.549
OR), work related training (4.242 OR), status inrkv(2.237 OR), LGA status (2.792
OR), and reputation (9.230 OR) reduces labour wendikelihood. Among others,

similar results on work related training found lmader (2012).

The researcher found that, training have positive significance influence on job
satisfaction and labour turnover (.320 OR, P<OM9reover, Ronra and Chaisawat
(2009) while studying on the factors affecting eayele’s turnover and job
satisfaction at Amari hotels and resorts found ,tmatognition affects both job
satisfaction and labour turnover. Perhaps, thelteeseils that, whenever there is a
little concern for employees for instance on lealdgy, recognition commitment,

training and others job satisfaction diminish helad®ur turnover.

The coefficient results for context specific fastoeveals that access to sim banking
has negative relationship with job satisfaction aladbour turnover (-2.059).

Correlation and factor analysis results on Tabl® 4nd 4.20 reveals that, access to
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sim banking has positive and significance relatgmsvith job satisfaction and labour
turnover (r=.523, p<0.001, PCA= .763). The preskgistic regression results
contradict with the correlation and factor analyssults on table 4.30 and 4.31.
Perhaps this finding is due to total in access obite network in rural areas as found

by URT (2010) and Kacholi (2012).

The coefficient results of the context specifictfas indicate that, distance of work
place from home place (.940), access to nationakpgrid electricity (1.222), access
to good health (.800), aces to good house (.699)aness to good education (1.060)
have positive and significance relationship with gatisfaction and labour turnover.
Also, the findings designates that, increasingatis¢ of work place from home place
(2.561 OR), access to national power grid eletyri¢8.395 OR), access to good
health (.449 OR), aces to good house (.497 OR)anéss to good education (2.887)
reduces labour turnover likelihood. Tidemand ef28l14) found that, job satisfaction
and labour turnover is due to lack of electricity.contrary Mrigo (2013) found that,
teachers are satisfied with the availability ofcéleity, health care services and
housing. In case of education Mruma (2013) founat,thhere is low quality of
education in the LGAs. This is due to unqualifiezhdhers, poor infrastructure
facilities and insufficient learning material inettschool library (Ladduruni, 2012).
Perhaps the environment in the LGAs is not favoeradn the basis that, workers are
placed very far from their home while there is ramsport. Moreover ,the situation in
the areas is worse due to lack of electricity, theaervices, houses and good
education compared to home places where the serareesomehow if not adequately

available.
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CHAPTER SIX

CONCLUSION AND RECOMMENDATIONS

6.1  Overview

This chapter presents the study conclusions baseth® study findings. It also
provides recommendations for curbing labour turmameLGAs as well as areas for
further research. The general aim of the study twagetermine the extent to which
job satisfaction influences labour turnover in LGA&pecifically, the study sought to
determine the influence of financial rewards andh-fioancial rewards on labour
turnover in LGAs. More importantly, it sought toteiemine the influence of context-

specific factors on labour turnover in LGAS.

6.2  Conclusions

In general, the study findings confirm that jobisfattion has positive and significant
relationship with labour turnover in LGAs in TanmifR* = .6496, p < 0.01). With
regard to findings from the specific objectivesisliconcluded that financial rewards
have significant influence on job satisfaction daldour turnover in LGAsf(=.439,
P< .0). Given the fact that financial rewards are notyomhder paid but are also
being suspended, removed, or delayed LGAs maydagere labour turnover in the
near future. Not only that, but when employeesdissatisfied and still work with the
LGAs, productivity is endangered due to poor sendelivery out of their frustration.
This was arrived at as increasing allowances relat@¢ransport; house and electricity
are linked to the reducing chances of labour tuenowhile dropping allowances
related to per diem (subsistence allowances), iovertwater and hardship related to

the increasing possibility of labour turnover.
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Similarly, non-financial rewards (administrativedamwork) factors have significant
influence on job satisfaction and labour turnoier(.447, P< .01). This is so due to
lack of attention to non-financial rewards (admtiraisve and work) programs by
leaders and management of LGAs to the feeling dividual employees related to
human resources functions and policies. To mentioha few, human resources
functions and policies are; motivation, pay, engaget, promotion, job security and
social benefit. Lack of attention to non-finanaialvards is accompanied by negative
reaction including job dissatisfaction and labaurmbver. This is a reflection of the
fact that employees as human being have a rangeeeds. Even after meeting
financial needs, one would wish to meet other irtgrdr social needs such as

recognition and the like.

Interestingly, it may be concluded that labour awer in LGAs is influenced by both
financial and non-financial rewards {R .730, P<.01). However, comparable, non-
financial rewards are more influential to laboumtwer than financial reward$ €
447, p <.01). Which means that non-financial relsaare more sensational towards
job satisfaction. On the other hand, it is shoved tince employees are not satisfied
with financial rewards tend to shift their percepttowards non-financial rewards that
can affect individual social and work life and l&stger than financial rewards which

are immediate and does not live longer.

Last but not least the study concludes that contpécific factors have also
significant influence on job satisfaction and labdurnover p = .365, p < .01).
However, given the real environmental condition reunding most of LGAS;

remoteness, lack of clean water, inadequate goadimg, lack of good education
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facilities, lack of good health facilities, low mew circulation, lack of electricity,
witchcraft and punitive culture, LGAs need to wdnkrd to alleviate employees
dissatisfaction, otherwise LGAs particularly thaselisadvantaged areas, are liable to

more and more labour turnover.

According to Herzberg theory job satisfaction is aricome of financial and non-
financial rewards factors, the dual set. Howevéis tstudy concludes that job
satisfaction is not only an outcome of dual setdis; financial and non-financial
rewards factors but an outcome of trial set factioancial, non-financial and context
specific factors. This is particularly so given tAfrican, and specifically Tanzanian

situation when LGAs differ significantly when itwes to the three set factors.

6.3 Recommendations for Policy Implications

From the findings of this study, several policy Irogtions can be drawn for the
effective management of job satisfaction and labmunover in our LGAS. It is
recommended that policy makers and executives age the chances of improving
financial rewards to LGAs employees for the sakamafintaining satisfaction and
consequently improve the quality of service delvir general public, and of course
offsetting labour turnover. While the trend is td off such benefits, there is a need to
re-in state and improve the benefit to all cadres therefore improve critical service

such as health, education and agriculture.

As far as non-financial rewards, it is recommendeat both policy makers and
executives need to take care of good governancgigeaand observe critically the

general welfare of employees. Executives are advise exercise participative
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management and respect others so that employséysatd identify themselves with

their LGAS.

Lastly, contextual specific factors are also imapottin labour turnover, it is
recommended that LGAs have to emphasize on impgowork conditions and
environmental situation by budgeting for roads,esahealth facilities education and
the like. Further, LGAs executives need to usectefemunication companies, pension
fund companies etc. to improve living conditions LGAs. This could improve
playground, access to communication networks, adkend game and sports etc.
all such practice may easily improve employeestatiion and hen minimize labour

turnover.

6.4  Limitation of the Study

This study has several limitations that ought tocbasidered once interpreting the
results. This study was limited to seven LGAs olube hundred eighty four such

LGAs. This limits the study findings to have momngral conclusion. It must also be
considered that Tanzania is among third world ceesmiand therefore the findings are
limited to third world countries and some of deyahm countries other than first

development world. Methodologically, this study leet) the assumption of linear

relationship between dependent and independerdblas in the model. This means
that it was impossible to determine causal relatioetween the variables. Moreover,
the phenomenon studied would be more interestibgtii quantitative and qualitative

analysis are taken together, something that wasdooé here. Lastly, some of the
elements in respect to context specific factorthénstudy were under investigated and

therefore it was hard to acquire secondary data fsther related studies in Tanzania.
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6.5  Areas for Further Studies

The findings of this study reveal quite a lot otlaar areas that demand for additional
research. It is recommended that further studiesobeucted on the influence of job

satisfaction on labour turnover with regards tcaficial and non-financial reward

factors as well as context specific variables amemgloyees in local councils other
than the selected district councils in order to gebigger view on the matter and
comprehend generalization of the findings. Likewisas recommended that future

studies may adopt other methodology such as metlgsas research design in order
to determine if there will be a change of outconmesstly, future research on context
specific factors it is highly recommended particiylacovering more and diverse

LGAs.
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APPENDICES

Appendix |: Questionnaire for Staff in the LGAs

| am George Mrope a student at the Open Univeityranzania taking PhD in

Philosophy. | am caring out the research overitifleence of job satisfaction on

labour turnover in LGAs in Tanzania. Please agsistby answering the questions.
The research is purely for academic purpose and paticipation will be greater

appreciated and your contribution will be treataethwgreater confidentiality.

Instruction on Filling this Questionnaire
i. Please you are asked to give your answer honasdlyreely as possible.
ii. Do not write your name on this questionnaire.

Part 1: Background Information

Please tick the appropriate box in the followingsfitons about yourself.

Gender Male

Female

Marital Status Single

Married

Divorced

Separated

Widowed

Age Group 21-30 years

31-40 years

41-50 years

51-60 years

Number of Children 0-2

3-4

5-6

Above 6

Level of Education Primary

O-Level

A-Level

Ordinary Diploma

Advance Dip/First Degree
Masters’ Degree and above
Present Position Heads Directors and HoDs
Officers

Supporting Staff
Employment Terms Permanent and Pensionable
Temporary Employment
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Contract Employment
Years in the Present Position 0-2years

3-5 years

6-8 years

9-11

12 and above
Organizations you have worked in 1

2

3 and above
Are you satisfied with your work Yes

No
Do you have intention to get transfer, Yes
changing job or quit No

Part 2: Factors Influence Job Satisfactions
How satisfied am | with this aspect of my job?
Very satisfied (Very Sat). Means | am very satisfied with this aspect ofjoty
Satisfied (Sat). Means | am satisfied with this aspect of my job
Neutral (N). Means | can't decide whether | am satisfied drwith this
aspect of my job
Dissatisfied (Diss). Means | am dissatisfied with this aspect of nty jo

Very Dissatisfied (Very Diss). Means | am very dissatisfied with this aspect of

my job
Ratings

Job satisfaction On my present job thisis how | Very | Diss| N | Sat | Very
variables | feel about........... Diss (1) | (2 | 3) ] (4) | sat(d)
Ability utilization The chance to do something ttha

makes use of my ability
Achievement The chances for accomplishment

| get from the job
Activity Being able to keep busy all the

time
Advancement The chances for advancement on

this job
Authority The chance to tell other people

what to do
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Company policies andThe way company policies are

practices put in practice

Compensation My pay and the amount of wprk
| do

Co-workers The way my co-workers et
along with each other

Creativity The chance to try my own
methods of doing the job

Independence The chance to work alone or the
job

Moral value Being able to do things that
don’t go against my conscience

Recognition The praise | get for doing | a
good job

Responsibility The freedom to use my own
judgement

Security The way my job provides for
steady employment

Social services The chance to do things for other
people

Social status The chance to be “somebody’ in
the community

Supervision-  human The way my boss handle his mgn

relation

Supervision- The competence of my

Technical supervisor in making decision

Variety The chance to do different things
from time to time

Working conditions | The working conditions

Part 3: Factors Influencing Labour Turnover
Kindly please support my study for PhD by indicgtiyour level of Agreement or
Disagreement to the following statements that eetatfactors that influence labour
turnover in LGAs in Tanzania, according to how wythink they influence your
decision for turnover. Take time to understand eamté them purely on your own
conviction. Do not consult any other person for rydacisions. You are required to

tick one number only for every statement. The nusbrean the followingl =
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Strongly Agree (SA), 2 = Agree (A), 3 = Neutral (N)4 = Disagree (DA), 5 =

Strongly Disagree (SA).

SN Categories SA A N DA SD
1) 2 [ 3 | & ®)

A: Financial Factors

1 Good Salary Structure minimizes
labour turnover

2 Good Salary minimizes labour
turnover

3 Incentives reduces labour turnover

4 Transport  allowances decreases
labour turnover

5 Housing allowances reduces chances
of labour turnover

6 Per-diems have reduce labgur
turnover

7 Over-time reduces chances of labpur
turnover

8 Performance cash bonuses reduces
labour turnover

9 Electricity allowances increases

labour turnover

10 Water allowances reduces labour
turnover

11 Hardship allowances reduces charjces
for labour turnover

12 Medical allowances reduces labour
turnover

13 Bonuses for collective performance
minimizes labour turnover

14 Supporting access to loans reduces
labour turnover

B: Non-Financial Factors

B-1 | Administrative

15 Attention from Ileaders reduces
labour turnover

16 Support from leaders reduces labpur
turnover

17 Support from administration reduces
labour turnover

18 Good relationship with boss reducges
labour turnover

19 Good relationship with co-workers
reduces labour turnover

20 Appreciation by Managers/HoDs
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increases labour turnover

21 Participation in decision making
increases labour turnover

22 Good leadership style reduces labour
turnover

23 Leadership fairness reduces labpur
turnover

24 Company policy increases labqur
turnover

25 Good administration decreases labour
turnover

26 Responsibility  increases  labaur
turnover

27 Opportunity to lead projects
increases labour turnover

28 Recognition by management reduces
labour turnover

29 Working conditions reduce labopr
turnover

30 Fair treatment to employees increases
labour turnover

31 Just treatment to employees
decreases labour turnover

32 Opportunity for growth reduces
labour turnover

33 Organization commitment reduces
labour turnover

34 Social benefits reduces labqur
turnover

B-2 | Work Factors

35 Timely promotions increase labagur
turnover

36 Work related training reduces labagur
turnover

37 Workload increases labour turnover

38 Achievement in work reduces labqur
turnover

39 A challenging work increases labqur
turnover

40 Job security minimizes labour
turnover

41 Status in work increases labaur
turnover

42 LGA status increases labour turnover

43 Advancement at work reduces labour
turnover

44 Reputation of workplace minimizes
labour turnover

45 Work conditions decreases labour

turnover




189

46 Mismatch between Skills and Job
decreases labour turnover

47 Supervision causes labour turnover

48 Job content increases labour turnover

49 Nature of work | perform increases
labour turnover

50 Office with good furniture reduces
labour turnover

C: Context-Specific factors

51 Distance of work place from
home place increases labour
turnover

52 Access to all weather road reduges
labour turnover

53 Access to clean water reduces
chances for labour turnover

54 Access to National Power Grid
Electricity reduces labour
turnover

55 Access to internet facilities
minimizes labour turnover

56 | Access to good health reduces
labour turnover

57 | Access to good house reduces
labour turnover

58 Access to reliable public transport
reduces labour turnover

59 Access to banks reduces labour
turnover

60 | Access to sim banking facilities
reduces labour turnover

61 Access to good education reduces
labour turnover

62 Access to fertile arable land
reduces labour turnover

63 Business related Culture reduces
labour turnover

64 Work related culture reduces

labour turnover

Thanks for your

good corporation
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Appendix Il: Summary of the Job Satisfaction Deteminants and Expected Signs

Table 4.32: Summary of the Job Satisfaction Determiants and Expected Signs

Determinant Description Exp
Sign
X,=Good Salary Structure Good Salary Structure (limikes, 0 if otherwise) +
X, =Good Salary Good Salary (1 minimizes, 0 if ottise) +
X3 = Incentives Incentives (1 reduces, 0 if otherjvise +
X4=Transport allowances Transport allowances (lassas, O if otherwise) +
Xs=Housing allowances Housing allowances (1 reduzésptherwise) +
Xe=Per-diems Per-diems (1 increases, 0 if otherwise) +
X;=Over-time allowance Overtime allowance (1 redubegptherwise) +
Xg=Performance cash bonuses Performance cash bddusshices, 0 if otherwiseg +
Xg=Electricity allowances Electricity allowancesifitreases, 0 if otherwise) +
Xi0=Water allowances Water allowances (1 increasétherwise) +
X.;=Hardship allowances Hardship allowances (1 redutéotherwise) +
X,1~=Medical allowances Medical allowances (1 redubagptherwise) +

X13=Bonuses

Bonuses (1 minimizes, 0O if otherwise)

X14=Supporting access to loans

Supporting accesmtws|(1 reduces, 0 if otherwis

X,5=Attention from leaders Attention from leaders€tluces, 0 if otherwise) +

X16=Support from leaders Support from leaders (1 ceduO if otherwise) +

X17= Support from administration Support from admi@son (1 reduces, 0 if +
otherwise)

X1g= Relationship with boss Relationship with bossgduces, 0 if otherwise) +

X10= Relationship with co-workers Relationship with -workers (1 reduces, O +
otherwise)

Xoo=Appreciation by management Appreciation by mansgg (1 increases, 0 +
otherwise)

Xy=Participation in decision making Participation decision making (1 decreases, 0| if +
otherwise)

Xo,=Leadership style Leadership style (1 reducekptherwise) +

Xoz=Leadership fairness Leadership fairness (1 reucd otherwise) +

Xo4=Company policy Company policy (1 decreases,dihiérwise) +

X,5=Good administration Good administration (1 redueif otherwise) +
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X,s=Responsibility Responsibility (1 decreases, d@lilerwise) +
Xo7=0Opportunity to lead projects Opportunity to legadojects (1 decreases, O [if +
otherwise)
Xog=Recognition by management Recognition by managenm@n reduces, 0 if +
otherwise)
X,9=Working conditions Working conditions (1 reduc@sf otherwise) +
X3p= Fair treatment to employees Fair treatment topleyees (1 decreases, O |if +
otherwise)
Xg1=Just treatment to employees Just treatment tologwgs (1 decreases, O |if +/-
otherwise)
X3z,=Opportunity for growth Opportunity for growth f&duces, 0 if otherwise) +
X33=0rganization commitment Organization commitmédntgduces, 0 if otherwise +
Xzs=Social benefits Social benefits (1 reduces,@htrwise) +
Xgs=Timely promotions Timely promotions(1 decreasei,ddherwise) +
X3s= Work related training Work related training €duces, 0 if otherwise) +
Xgz7=Work with over-loads Work with over-loads (1 deases, O if otherwise) -
Xgzg=Achievement in work Achievement in work (1 redsic@ if otherwise) +
X39=A challenging work A challenging work (1 decressO0 if otherwise) +
X40=Job security Job security (1 minimizes, O if ottiee) +
X41=Status in work Status in work (1 decreasesothiérwise) +-
X42=LGA status LGA status (1 decreases, 0 if othezjvis +/-
X4z=Advancement at work Advancement at work(1 redu@efsptherwise) +/-
Xas=Reputation of workplace Reputation of workplac& (ninimizes, 0 ifl +/-
otherwise)
X45=Work conditions Work conditions (1 decreased,ditierwise) +/-
Xss=Mismatch between skills andMismatch between skills and jobs(1 increases, D if/-
jobs otherwise)
X47=Poor supervision Poor supervision (1 increasésotherwise) +/-
Xag=Job content Job content (1 increases, 0 if otise)w +/-
Xag=Nature of work Nature of work (1 decreases, @tlierwise) +/-
Xgo=0ffice with good furniture Office with good futnire (1 reduces, O if otherwise)  +/
Xg=Distance of work place fromDistance of work place from home place |(1+/-
home place increases, 0 if otherwise)
Xso=Access to all weather road Access to all weathed (1 reduces, 0 if otherwise) +
Xsz=Access to clean water Access to clean waterduces, 0 if otherwise) +/-
Xs4 =Access to National Power Grid Access to Nationadw® Grid Electricity (1] +/-
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Electricity reduces, 0 if otherwise)

Xgs =Access to Access to internefAccess to internet facilities (1 minimizes, O |if+/-

facilities otherwise)

Xgse= Access to good health Access to good healthdtoes, 0 if otherwise) +/-

Xs7= Access to good housing Access to good housingeddces, 0 if otherwise) +/-

Xsg=Access to reliable public Access to reliable public transport (1 reducesf 0 i/-

transport otherwise)

Xgsg= Access to banks Access to banks (1 reducexytBefwise) +/-

Xeg=Access to sim banking Access to sim banking lifgc{l reduces, 0 iff +/-
otherwise)

Xg1=Access to good education Access to good educdtioreduces, 0 if otherwise)  +/

Xe2 =Access to fertile arable land Access to fertilebde ((1 reduces, 0 if otherwise) +

Xe3 =Business related culture Business related cu(tureduces, 0 if otherwise) +/

Xes =Work related culture Work related culture (1 redydif otherwise) +/-

Source Developed by researcher, (2016).
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Appendix Ill: Logistic Regression Results of Job Stisfaction on Labour

Turnover

Table 4. 33: Logistic Regression Results of Job $sfaction on Labour Turnover

Job Satisfaction 95% C.I.

B Exp(B) Lower Upper SIig.
Good Salary Structure -3.261 .038 .008 181  .000
Good Salary 156 1.169 492 2779 723
Incentives 3.378 29.318 5.555 154.73900
Transport allowances -.193 .825 395 1.723 .608
Housing allowances .079 1.082 .540 2.168 .824
Per-diems -3.109  .045 .011 179  .000
Over-time allowance -2.513 .081 .020 329  .000
Performance cash bonuses 997 2.709  .906 8.0974 .07
Electricity allowances 3.401 30.009 6.742 133.5680
Water allowances -.386 .680 .361 1.279 231
Hardship allowances -.481 .618 178 2.147 .449
Medical allowances -1.160  .314 .108 914  .034
Bonuses -.921 .398 129 1.230 .110
Supporting access to loans 3.021 20.510 4.060 6@Q3.000
Attention from leaders .939 2557 1.068 6.122 .035
Support from leaders -.348 .706 248 2.007 514
Support from administration -.320 726 178 2.961655.
Relationship with boss -.608 544 127 2.328 412
Relationship with co-workers -1.010 .364 102 1.305121
Appreciation by management 130 1.138 .569 2.27814
Participation in decision making 379 1.460 .684 128. .328
Leadership style 1.735 5.670 1.580 20.351 .008
Leadership fairness .627 1.872 751 4670 .179
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Company policy

Good administration
Responsibility
Opportunity to lead projects
Recognition

Working conditions
Fair treatment

Just treatment
Opportunity for growth
Organization commitment
Social benefits

Timely promotions
Work related training
Workload
Achievement in work
A challenging work
Job security

Status in work

LGA status
Advancement
Reputation

Work conditions

Mismatch between skills and jobs

Poor supervision
Job content
Nature of work

Office with good furniture

-1.025
-.460
-.701
-1.034
1.409
.092
-.437
-.075
.680
1.267
-.922
.063
1.445
-.594
431
-1.027
277
.805
1.027
-.756
2.222
-1.099
-.748
125
.503
124
-.608

Distance of work place from home .940

place

.359
.631
496
.356
4.094
1.097
.646
928
1.974
3.549
.398
1.065
4.242
.552
1.539
.358
1.319
2.237
2.792
469
9.230
.333
AT3
1.133
1.653
1.132
544

2.561

124
255
188
143
1.766
486
344
422
759
1.115
129
591
1.761
304
657
172
627
1.135
1.165
166
2.252
146
245
528
673
643
270

1.102

1.041 .059
1.562 .320
1.309 .157
.884026
9.487 .001
2475 .824
1.212 173
2.042 .853
5.134 .163
11.29932.
1.228 .109
1918 .834
10.216 1.00
1.005 .052
3.604 .321
744 .006
2776 .466
4.407 .020
6.691 .021
1.326 .154
37.819 .002
./61  .009
14.9 .026
2432 748
4.063 .273
1.995 .667
1.099090
5.948 .029
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Access to all weather road -.382 .683 .348 1.33266 .
Access to clean water -.123 .885 426 1.838 .742
Access to national power grid1.222 3.395 1.389 8.296 .007
electricity

Access to Access to internet-.391 .676 .355 1.286 .233
facilities

Access to good health .800 449 179 1.130 .089
Access to good house .699 497 222 1.114 .090
Access to reliable public transport -.590 .554 .2261.357 .196
Access to banks 197 1.218 744 1.995 433
Access to sim banking -2.059  .128 .042 .387  .000
Access to good education 1.060 2.887 1.355 6.15006
Access to fertile arable land 428 1.535 .640 3.68337
Business related culture .613 1.846  .723 4712 .200

Note: _hat = 1.003304 = .000, Nagelkerke R=.362, Classification = 75.2%.

Source: Field Data, (2016).



