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ABSTRACT

Fringe benefits and employee retention is a concern for organizations in this competitive job market because there are a great number of employment opportunities for talented professionals, the higher skilled the employees, the greater the demand for their services. The primary aim of this study was to influence fringe benefits and employee retention in public sector in Tanzania, by using Ministry of Water as a case study. The researcher was intending to explore the Significant of Fringe Benefits in Employees Retention in Public Sector in Tanzania: Case Study of Ministry of Water. The research methodology in which the research design, data collection methods data type, data analysis methods and presentation are highlighted by using both quantitative and qualitative methods. Quantitative analysis involved computation of descriptive statistics mainly percentages. Findings of this research shows that fringe benefits, working relationships, retirement benefits, promotion opportunities, participation, involvement in decision making, salary scales, job security, working environments and availability of different allowances  are significant things that used by Ministry of water  to retain employees. On the basis of the findings and conclusion of the study, the recommendations are proposed to Ministry of water and the public sector in general on getting better fringe benefits and employee’s retention. The salary and fringe benefits of employees needs to be increased which will not only retain the present employees but will attract new employees from other organization as well. The findings of this study can be used by Ministries to develop policies, practices, and strategies that would enable higher levels of fringe benefits and employee retention and create greater efficiencies in meeting strategic objectives in the public sector, mainly at Ministry of Water.
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CHAPTER ONE
INTRODUCTION

1.0   Overview
The study was measure the significance of fringe benefits in employee retention in the Tanzania public service and was examine the relationship between service quality, employee’s satisfaction and motivation of employees in the public sector. It presents the background of the study, statement of the problem, general and specific objectives, and research questions, significance of the study, limitation of the study and scope of the study.

1.1 Background of the Study

 The significance of fringe benefits was play important roles not only in fringe benefits but also in retention of employees. As Gupta (2006) points out it is difficult for an organization to be able to attract and retain qualified and retention of the key employees in any organization if we don’t have good reward system such as fringe benefits since it serves as the cost of mobilizing new workforce to replace the leavers. It is estimated that the cost associated with recruiting and training new employee’s average between one and half times the annual salaries for the post in question. Torrington (1964).

1.1.1 Restructuring of Public Sector and Needs For Fringe Benefits and Employee Retention

The restructuring of Tanzania public sector and the need for fringe benefits and employees retention started since independence 1961, Organizations was in the constant competition and pressure to attract and retain talented employees because of the competitive labor market that symbolizes most parts of the world. Due to its importance in employer-employee relationship and its flexibility in terms of determination, provision and employees preferences; significance of fringe benefits hereafter has been shown to be one of the mostly used strategies by most organizations in attracting and retaining good brains. Reciprocating to its importance in employer-employee relationship, fringe benefits have been a topic of interest to practitioners in the last two decades, but receiving little attentions from international human resource (IHR) scholars in their scholarly work. For employers, a particular attention has been on the costs and the anticipated outcome of providing competitive employee benefits i.e., employee retentions. While for employees, fringe benefits are no longer a “fringe” but it is an integral part of their total income providing them the needed psychological and physical assistances in both good and bad times. 

The value of these benefits to both employers and employees however, depends on the employees’ awareness of this costly part of employees’ total compensations Danhower and Lust, 1996; Dreher, Ash and Bretz, 1988). Awareness refers to the employees’ clear understandings about the fringe benefit packages in their work places. In their study conducted in the selected African countries, Lindauer, Meesook and Suebsaeng, (1988) note that, most benefits are not seen as entitlements by the local employees because of the little attentions paid by the formal labor market institutions on the whole process of determining and providing these benefits.

 Even those few benefits described by these institutions are provided in ad hoc basis. In this respect, employees may devote little attention in knowing the availability of fringe benefits packages in their respective companies. In this sense, if the key insights about the understanding of the fringe benefits packages by employees are missing, then we can hardly expect to comprehend if the purposes of offering these benefits are attained to both employers and employees. This aspect of HR management is of particular interest during the present period when the African continent and Tanzania in particular is undergoing distinct institutional and economic transformations thereby attracting both local and foreign investors.
In this paper, employee fringe benefit is defined as the non salary/wage compensations offered by employers to employees in addition to the mandated monthly wages and it includes both legally and non-legally mandated benefits. There are two contributions of this paper. The first contribution is its focus on only fringe benefits part of total compensations offered by both multinational companies’ (MNCs’) subsidiaries and local companies. 
Various studies point out that in spite of the importance of fringe benefits in the employer-employees relationship; it is the forgotten one in most academic studies of employees’ compensations (Balkin and Griffeth, 1993; Dulebohn, Molloy, Pichler, and Murray, 2009; Weathington and Tetrick, (2000). This lack of academic empirical research in IHRM is surprising given the extensive efforts and costs employers have devoted to redesign and finance the fringe benefits packages. Thus, this paper adds value in this novel research area by providing empirical evidence on the employees’ awareness of fringe benefits packages in their respective companies. 
Most of the few studies that addressed the issue of fringe benefits in IHRM have focused on a single specific benefit i.e., health insurance, probably because of its large cost to companies (Oyer, 2008). This paper contributes in this area by focusing on a broader set of benefits offered by both local and Multinationals Company (MNC), Subsidiary Companies operating in Tanzania. This may give an important insight on whether employees are aware of all benefits offered by their companies; and how these employees perceive these fringe benefits packages.
1.2   Statement of the Research Problem
According to International Journal of Human Resource Studies ISSN 2162-3058 2019, Vol. 9, No. 1 Human Resource practices are being adopted and utilized by most of the companies, today in different countries, managers are now believing and understanding the fact that spending more in order to achieve the determined and dedicated employees is not a loss to company but a profit and achievement in the long term. The concept of compensations and fringe benefits provided to employees has grown very intensively. Benefits borne by the organization has a positive impact on employee performance and therefore employees work in a positive environment with a relaxed mind.

Fringe benefits refer to the remuneration provided by the employer to the individual employee or a pool of employees as a part of the organizational membership.  Fringe benefits are paid to all the employees unlike incentives which are paid only to the extra ordinary performers based on their membership in the organization.

Fringe benefits are indirect compensation because they are extended as a condition for employment and are not directly related with the performance.(Sharma, Jaiswal et al. 2018). Fringe benefits make the major of company’s compensation package. It is expressed that those companies which provides attractive compensation and benefits packages are a way forward from their competitors in the domain of recruiting talented workforce and retaining them in the long run. The prime advantage of the fringe benefits is encouragement and motivation of workers for an increased level of output and the higher coherence. (Steyn, 2010).
There are evidences showing that organizations which rewards their employees and offer them more motivation incentives tend to retain massive employees which becomes more productive and successful and increases organizational performance at large. According to the literature reviewed, fringe benefits package aspects have been largely isolated as major causes of employee retention in various public sectors. Therefore, the researcher’s desire was to find out the significance of fringe benefits on employee retention in public sector in Tanzania, particular Ministry of Water.
1.3   Research Objectives
1.3.1   General Objectives

The general objective of this study was determining the significance of fringe benefits in employee retention in public sector in Tanzania.  
1.3.2   Specific Objectives

The specific objectives were including:-

i. To find out the nature and type of fringe benefits in public sector.

ii. To determine the effect of fringe benefits on employee retention and mobility in public sector in Tanzania.

iii. To determine the motivational effects of fringe benefits in the public sectors.

1.4   Research Questions was
(1)  What is nature and type of fringe benefits in public sector in Ministry of Water?

(2) How fringe benefits influence employee retention and mobility in public sector in Tanzania?

 (3) What are the motivational effects of fringe benefits in the public sectors?

1.5   Significance of the Study was
i. 
At this period of business competition, every organization was looking for the best employees, who are well qualified and skilled. Also, frequent recruitment and selection of new employees necessitated by movement of employees is knowledge whether fringe benefits have a prominent relation with employee retention is very important for organizational decision was making on the arrangement of employee fringe benefits.

ii. 
The studies were also adding literature on employee retention and fringe benefits for further academic studies. Lastly, the study is a partial fulfillment for the award of Masters Degree in Human Resource Management.

iii. 
As the study is a part of researcher’s academic course, was enable the researcher to qualify for Masters Degree in Human Resource Management.

iv. 
Suggestions and recommendations of the researcher was become the guideline and useful source of Open University of Tanzania (OUT).

v. 
The studies were serving as a guideline for future reference for students doing research on similar problem and probably extend the research using some issue raised on this study.

vi. 
Data collection, analysis, findings and recommendation drawn out of this research shall remain a reference for the researcher for future in Open University of Tanzania (OUT), Ministry of Water (Mow) and other researcher.

1.6   Limitations of the Study
Poor response from some of the respondents limited the study somehow; this is because of Tanzanian culture that people pay very little attention to research issues, to the extent that some refused to be interviewed or to take the questionnaires and some of those who take them, they did not answer as required and return them to the researcher on time. But over 80 percent of the response was expected enable the undertaking of this study.

1.7   Delimitation of the Study

The researcher expect to use more time than planned so as to educate the interviewee on the importance of participating in studies especially this one, plus the use of informal discussions, observation and documentation sources so as to get required data

1.8   Organization of the Report
This report was constitute five chapters; Chapter one was Introduction, which consist of; background of the problem, statement of the problem, objectives of the study, research questions, significance of the study, limitation of the study and delimitation of the study, Chapter two contains Literature review, and it was divided in two parts; theoretical literature review and literature review from earlier studies. Chapter three was about Research methodology giving details of research design, organization to study, population of study, sampling procedures and sample size, data collection methods and data analysis methods. Chapter four was the presentation and discussion of the findings, and finally chapter five which was the conclusion and recommendation.

1.9   Definition of Key Terms

Fringe benefits (FB) consist of broad range of special payments or benefits in kinds that are made available to workers. They may include occupational sick pay, maternity pay, pensions, staff loans, company cars, company canteens, housing, welfare, recreational for personal development staff discounts, and lower mortgage rates employees. They also include free health insurance.

Employee retention (ER) is a process in which the employees are encouraged to remain in the organization for the maximum period of time.

Employee is a person who is hired to provide service to the company or organization in regular base in exchange for compensation.

Public sector (PS) is controlled by government and it’s paid by the taxes. It provides a vital service for the county and is nonprofit organization.

CHAPTER TWO
LITERATURE REVIEW

2.0   INTRODUCTION

This chapter was containing literature review, under this chapter the researcher were intend to review various literatures which explain issues of relevance to the study undertaking. These chapters were consisting of empirical literature review and theoretical literature review which were explaining the gap which was filled by this study.
This is the process whereby a researcher passed through other people works so as to read what they had written on the same topic under study. Through Literature review, the researcher was able to identify theories, methodology and variables used by previous researchers. Also literature review was help researcher to identify the research gap and the recommendations made by those researchers pertaining the same topic. According to Msabila and Nalaila (2013). “Literature review is a systematic process of examining what other people have written, their strengths and contributions and ascertaining the knowledge they contributed.”

There are two types of Literature review namely:

a) Theoretical Literature Review

b) Empirical Literature Review 

2.1   Theoretical Literature Review

This is the section in which the researcher read other peoples findings so as to gather the general knowledge relating to the phenomenon under study. Within the Theoretical literature review, a researcher will try to provide definitions of various terms and concepts as they were applied in this study. This kind of review was obtained through reading various books and websites from the previous researchers. According to Msabila, T and Nalaila, S (2013), they argue that, Theoretical literature review is the review that is intended to gather the general or theoretical knowledge about certain phenomena. 

2.1.1   The concept of fringe benefits and employees retention
Fringe benefits consist of broad range of special payments or benefits in kinds that are made available to workers. They may include occupational sick pay, maternity pay, pensions, staff loans, company cars, company canteens, housing, welfare, recreational for personal development staff discounts, and lower mortgage rates employees. They also include free health insurance.

Fringe benefits are non-monetary compensation employers give to employees.  They are often associated with high priced perks given to top executives, but any employee can receive them.  Fringe benefits got their start during World War II, when the government froze wages.  Employers used fringe benefits as a way of recruiting and retaining employees. Today, fringe benefits are still used in much the same way.  Employers include these benefits into an overall compensation package to help attract and retain quality employees and boost employee morale and loyalty.
2.1.2   The importance of fringe benefits

Fringe benefits are an important part of employee compensation, but in the last few years they have come to be taken for granted. Most employees assume that they work for their weekly or monthly take-home pay and that fringe benefit, such as health, accident and hospitalization insurance, are thrown in as a late addition. In today's extremely competitive labor market, a good fringe benefit package is an excellent way for an employer to attract and retain key personnel. These benefits are an important part of an employee's compensation and employers should make sure their workers know exactly what their fringe benefits are meaning to both parties.
Fringe benefits carry a two times advantage. They increase an employee's real income because he does not have to pay taxes on them. And the employer's net cost is less than the improved in salary that would be required to cover them. This is almost always the case when benefits are tax deductible and may be true even in the absence of deductions.

The view point of employers is that fringe benefits form an important part of employee incentives to obtain their loyalty and retaining them. The important of fringe benefits are:
1.  To generate and improve sound industrial relations
2.  To improve up employee self-confidence.
3.  To encourage the employees by identifying and satisfying their unsatisfied needs.
4.  To make available qualitative work environment and work life.
5.  To provide security to the employees against community risks like old age benefits 
   and maternity benefits.
6.  To protect the health of the employees and to provide safety to the employees against 
   accidents.
7.  To promote employee’s welfare by providing welfare measures like recreation 
   
    facilities. 
8. To make a common sense of belongingness among employees and to retain them. 
   Hence, fringe benefits are called fair hand-cuffs.
9. To meet requirements of various legislations relating to fringe benefits

2.1.3   Types of fringe benefits

There two types of fringe benefits monetary fringe benefits and non monetary fringe benefits.
Monetary benefits

Monetary benefits are the variable part of the wage, related to the performance of the employees and given in the form of money. They are given “untantrum”, therefore they are not formally included in the retribution of the worker.  Examples of the monetary fringe benefits are the gifts, usually given for special occasion (i.e. Christmas or a promotion), bonuses, related to the performances of the worker, travel expenses or childcare expenses paid by the company, interested-free and cheap loans, saving schemes. 

Non-cash fringe benefits

Non-cash fringe benefits are not paid in money, but in kind. There are various non-cash benefits which could be provided by the employer. The most common non-cash fringe benefits are company cars, mobile phones, laptops and different kinds of vouchers They may include occupational sick pay, maternity pay, pensions, staff loans, company cars, company canteens, housing, welfare, recreational for personal development staff discounts, and lower mortgage rates employees. They also include free health insurance; this is according to – Oulu (2007)

2.1.4   Employee Retention 

Employee is a person who is hired to provide service to the company or organization in regular base in exchange for compensation. Employee retention is an increasingly important challenge for organizations as the age of the knowledge worker unfolds (Lumley, Coetzee, Tladinyane& Ferreira, 2011). Presently the labor market belongs to employees, because talented candidates in the global job skills market have the luxury of choice (Harris, 2007). Employees, both new and experienced are realizing that they have more discretion in their choice of organizations to work with (Clarke, 2001). The dynamic business environment has brought to bear a lot of organizational challenges, a prominent one being the retention of adept employees.

Meanwhile employee turnover is costly and can negatively affect organizational effectiveness and employee morale (Kacmar, Andrews, Van Rooy, Steilberg & Cerrone, 2006; Shaw, Gupta & Delery, 2005). The cost of replacing workers is high, finding skilled employees can be difficult, and investments in training are currently less secure (Lochhead & Stephens, 2004). According to Fitz-enz (1997) the average company loses approximately $1 million with every 10 managerial and professional employees who leave the organization. Cascio (2006) also affirms that the costs associated with recruiting, selecting, and training new employees often exceed 100% of the annual salary for the position being filled.
 Thus, every turnover of skilful employees come at a cost and the combined direct and indirect costs associated with one employee leaving ranges from a minimum of one year’s pay and benefits to something more substantial. Also, when knowledgeable employees leave an organization, the consequences go far beyond the substantial costs of recruiting and integrating replacements. Therefore, most employers are looking for better ways to manage turnover in order to retain valued human resources as well as sustain competition and high performance. Indeed several factors contribute to employee turnover or retention and researchers have proposed different theories on what motivates employees to stay or leave an organization.

2.1.5   Theoretical Review 

According to Kerlinger (1979), a theory is a set of interrelated constructs or variables, definitions and propositions that presents a systematic view of a phenomenon by specifying relations among variables, with the purpose of explaining a natural phenomenon. This section reviews theories on motivation, fringe benefits and retention.
2.1.6   McClelland’s Theory of Needs

According to McClelland D.C (1985), regardless of culture or gender, people are driven by three motives: achievement, affiliation, and influence. Since McClelland's first experiments, over 1,000 studies relevant to achievement motivation have been conducted. These studies strongly support the theory.

Achievement: The need for achievement is characterized by the wish to take responsibility for finding solutions to problems, master complex tasks, set goals, and get feedback on level of success.
Affiliation: The need for affiliation is characterized by a desire to belong, an enjoyment of teamwork, a concern about interpersonal relationships, and a need to reduce uncertainty.
Power: The need for power is characterized by a drive to control and influence others, a need to win arguments; a need to persuade and prevail. According to McClelland (1985), the presence of these motives or drives in an individual indicates a predisposition to behave in certain ways. Therefore, from a manager's perspective, recognizing which need is dominant in any particular individual affects the way in which that person can be motivated.
2.1.7   Expectancy Theory

In recent years, probably the most popular motivational theory has been the Expectancy Theory (also known as the Valence-Instrumentality- Expectancy Theory). Although there are a number of theories found with this general title, they all have their roots in Victor Vroom's 1964 work on motivation.  Vroom's theory assumes that behavior results from conscious choices among alternatives whose purpose it is to maximize pleasure and minimize pain. The key elements to this theory are referred to as Expectancy (E), Instrumentality (I), and Valence (V). Critical to the understanding of the theory is the understanding that each of these factors represents a belief. 

[image: image1.emf]
Figure 1:  MF= Expectancy x Instrumentality x Valance

Vroom’s theory, Suggests that the individual will consider the outcomes associated with various levels of performance (from an entire spectrum of performance possibilities), and elect to pursue the level that generates the greatest reward for him or her. Expectancy: "What's the probability that, if I work very hard, I'll be able to do a good job?" Expectancy refers to the strength of a person's belief about whether or not a particular job performance is attainable. Assuming all other things are equal, an employee will be motivated to try a task, if he or she believes that it can be done. This expectancy of performance may be thought of in terms of probabilities ranging from zero (a case of "I can't do it!") to 1.0 ("I have no doubt whatsoever that I can do this job!").
A number of factors can contribute to an employee's expectancy perceptions.
The level of confidence in the skills required for the task the amount of support that may be expected from superiors and subordinates the quality of the materials and equipment
the availability of pertinent information previous success at the task has also been shown to strengthen expectancy beliefs.
Instrumentality: "What's the probability that, if I do a good job, that there will be some kind of outcome in it for me?" If an employee believes that a high level of performance will be instrumental for the acquisition of outcomes which may be gratifying, then the employee will place a high value on performing well. Vroom defines Instrumentality as a probability belief linking one outcome a high level of performance, for example to another outcome a reward. Instrumentality may range from a probability of 1.0 meaning that the attainment of the second outcome the reward is certain if the first outcome excellent job performance is attained through zero meaning there is no likely relationship between the first outcome and the second. An example of zero instrumentality would be exam grades that were distributed randomly as opposed to be awarded on the basis of excellent exam performance. 
Commission pay schemes are designed to make employees perceive that performance is positively instrumental for the acquisition of money. For management to ensure high levels of performance, it must tie desired outcomes positive valence to high performance, and ensure that the connection is communicated to employees. Prasad L. M. (2007), motivation causes goal directed behavior as indicated in its nature. Feeling of a need by an individual generates a feeling that he lacks something creates tension in the mind of the individual. Since the tension is not an ideal state of mind, the individual tries to overcome this by engaging himself in a behavior through which he satisfies his needs. This is goals directed behavior are need, tension, goal directed behavior, favorable environment, and goal fulfillment/need satisfaction.
2.1.8   Maslow’s-Hierarchy of Needs Theory

This theory was proposed by Abraham Maslow and is based on the assumption that people are motivated by a series of five universal needs. These needs are ranked, according to the order in which they influence human behavior, in hierarchical fashion. Physiological needs are deemed to be the lowest- level needs. These needs include the needs such as food and water. So long as physiological needs are unsatisfied, they exist as a driving or motivating force in a person's life. A hungry person has a felt need. This felt need sets up both psychological and physical tensions that manifest themselves in overt behaviors directed at reducing those tensions (getting something to eat). Once the hunger is sated, the tension is reduced, and the need for food ceases to motivate. At this point assuming that other physiological requirements are also satisfied the next higher order need becomes the motivating need. Thus, safety needs the needs for shelter and security become the motivators of human behavior’s Safety needs include a desire for security, stability, dependency, protection, freedom from fear and anxiety, and a need for structure, order, and law.. In the workplace this needs translates into a need for at least a minimal degree of employment security; the knowledge that we cannot be fired on a whim and that appropriate levels of effort and productivity will ensure continued employment.

Social needs include the need for belongingness and love. Generally, as gregarious creatures, human have a need to belong. In the workplace, this need may be satisfied by an ability to interact with one's coworkers and perhaps to be able to work collaboratively with these colleagues. After social needs have been satisfied, ego and esteem needs become the motivating needs.  Esteem needs include the desire for self-respect, self-esteem, and the esteem of others. When focused externally, these needs also include the desire for reputation, prestige, status, fame, glory, dominance, recognition, attention, importance, and appreciation. The highest need in Maslow's hierarchy is that of self-actualization; the need for self-realization, continuous self-development, and the process of becoming all that a person is capable of becoming.
2.1.9   Alderfer's Hierarchy of Motivational Needs

Alderfer, C. P (1997)   Alderfer's Hierarchy of Motivational Needs: Clayton Alderfer reworked Maslow's Need Hierarchy to align it more closely with empirical research. Alderfer's theory is called the ERG theory Existence, Relatedness, and Growth. Existence refers to our concern with basic material existence requirements; what Maslow called physiological and safety needs. Relatedness refers to the desire we have for maintaining interpersonal relationships; similar to Maslow's social/love need, and the external component of his esteem need. Growth refers to an intrinsic desire for personal development; the intrinsic component of Maslow's esteem need, and self-actualization. Alderfer's ERG theory differs from Maslow's Need Hierarchy insofar as ERG theory demonstrates that more than one need may be operative at the same time. ERG theory does not assume a rigid hierarchy where a lower need must be substantially satisfied before one can move on. Alderfer also deals with frustration-regression. That is, if a higher-order need is frustrated, an individual then seeks to increase the satisfaction of a lower-order need. According to Maslow an individual would stay at a certain need level until that need was satisfied. ERG theory counters by noting that when a higher- order need level is frustrated the individual’s desire to increase a lower- level need takes place. Inability to satisfy a need for social interaction, for instance, might increase the desire for more money or better working conditions. So frustration can lead to a regression to a lower need.
In summary, ERG theory argues, like Maslow, that satisfied lower- order needs lead to the desire to satisfy higher-order needs; but multiple needs can be operating as motivators at the same time, and frustration in attempting to satisfy a higher- level need can result in regression to a lower- level need. Alderfer's Hierarchy of Motivational Needs Level of Need Definition Properties Growth Impel a person to make creative or productive effects on himself and his environment Satisfied through using. Employee job satisfaction is an inter-disciplinary term that has been paying attention of the researchers and practitioners from different disciplines such as psychology, human resource management, organizational behavior, total quality management (TQM) and so forth. In literature, there are a large number of studies that analyze the term from many different perspectives and its relationship with various organizational variables (Land 2003). But there is no universal definition of employee satisfaction that exposes all these dimensions at the same time. Most of the definitions emphasize the importance of employees‟ job-related perceptions that link their expectations and what they receive in return. Locke E.A (1979) describes job satisfaction as a pleasurable or positive emotional state resulting from the appraisal of one's job and job experiences. Robbins (2010) in his book said job satisfaction is a general attitude of employees either favorable or unfavorable towards job.
2.1.10   Two-factor theory

Among the content theories of motivation, Herzberg (1959) theory emphasizing the motivator-hygiene factors sought to explain satisfaction and motivation in the organization. The theory focuses on outcomes of satisfaction and dissatisfaction. The theory further found that certain aspects of a job cause satisfaction and therefore motivation, but certain aspects caused job dissatisfaction. Herzberg explained that the factors that lead to satisfaction or to dissatisfaction are different. Accordingly, he states that ‘the opposite of job satisfaction is not job dissatisfaction but, rather, no satisfaction; and the opposite of job dissatisfaction is not job satisfaction but no satisfaction’ (Herzberg, 2003.91). 
This theory states that job satisfaction and dissatisfaction is a product of different factors – motivation and hygiene respectively. Motivation is seen as an inner force that drives individuals to attain personal and organizational goals. Motivational factors are those aspects of the job that make people want to perform and provide people with satisfaction. Hygiene factors include aspects of the working environment like working conditions, interpersonal matters, organizational policies and so on (Hackman and Oldham, 1976). Factors that relate to job satisfaction are therefore called satisfiers or motivators.
According to Weir (1976) and Syptak, Marsland and Ulmer (1999), the following factors stood out as ‘strong determinants of job satisfaction’.

Pay (salary): Organizations, they say, ‘pay get what they pay for’. Salary is a contractual agreement between the employer and the employee. It not a motivator for them but do want to be paid fairly and when due. If an employee perceives that he is not fairly compensated, he will not be happy and so slow the pace of performance. Comparable salaries and benefits, clear policies relating to salaries, increments, bonuses and benefits must be clearly indicated to avoid dissatisfaction. 

Supervision: This involves technical and general supervision in the organization. Wise decisions should be taken when it comes to appointing someone to the role of supervising. This role is difficult and requires good leadership skills and the ability to treat all employees fairly. There should also be positive feedback and a set means of evaluating or appraising employees. 

Working conditions (WC): The environment under which employees work has a tremendous effect on their level of pride for themselves and for the work they do. The provision of modern equipment and facilities, quality furniture, well ventilated offices, well spaced offices, secured, well spaced staff quarters, and so on are some of the conditions that are required to prevent job dissatisfaction in the organization.
Company policies (CP), administration and procedures: An organization’s policies, administration and procedures can be a great source of frustration for employees if the policies and procedures are unclear or unnecessary or if those to follow are selected. A policy permits an employee to use his discretion and initiatives in the discharge of his duties. Policies may not make employees satisfied and motivated but it can decrease dissatisfaction by making policies fair and applicable to all. Policy issues should be documented (manual) and distributed to employees, their inputs should be solicited for while comparing policies to those of similar practices. Policies should also be reviewed from time to time. Helping employees to use their initiatives can also go a long way in preventing dissatisfaction.
Interpersonal relationships (IR): Relating well with peers, managers and subordinates encourages job dissatisfaction. 

Part of the satisfaction in employment contract is the social contact it brings to employees. Reasonable time should be given for socializing. This will help to develop a sense of teamwork and at the same time cracking down on rudeness, difficult behavior and offensive comments. People should be encouraged to live in harmony irrespective of cultural and other diversities. 

Status: This is a person’s social rank in a group, which often is determined by a person’s
characteristics, in addition to the person’s formal position. When status differ, it may be difficult to communicate effectively in the organization. To reduce dissatisfaction, managers should use both verbal and nonverbal forms of communications to pass messages to employees with the highest level of probability that the information circulated will be intact. The issue of status should also be diluted to avoid a situation whereby those with higher status will not influence members having lower status. Individual status should not be a yard stick for motivation. 

Security: Security in this case refers to job security - freedom from threats of layoffs, frequent queries, harassment, discrimination, bullying and so on. When there is no job security, an employee’s needs for higher growth will be blocked. If he works hard but security does not return, he will seek to fulfill his needs elsewhere or burn out. While motivators are part of the job content and relate to what people actually do in their work hygiene or dissatisfies are often associated with job context: associated more to the work setting than the nature of work itself.
2.1.11   Equity theory

According to Harold Koontz and Heinz Weihrich(2010) equity theory  state that ,motivation is influenced by an individual’s subjective judgment about the fairness of the reward he or she gets, relative to the inputs compared with the rewards of others.This theory of motivation centers on the principle of balance or equity. According to this theory level of motivation in an individual is related to his or her perception of equity and farness practiced by management. Greater the fairness perceived higher the motivation and vice versa. In this assessment of fairness, employee makes comparison of input in the job (in terms of contribution) with that of outcome (in terms of compensation) and compares the same with that of another colleague of equivalent cadre

Equity theory, as reviewed by Walster, Berscheid and Walster (1973) shows how a person perceives fairness in regard to social relationships. The theory presupposes that during a social exchange, a person identifies the amount of input gained from a relationship compared to the output, as well as how much effort another person’s puts forth. Based on Adam (1965) theory, Huseman, Hatfield and Miles (1987) further suggest that if an employee thinks there is an inequity between two social groups or individuals, the employee is likely to be distressed or dissatisfied because the input and the output are not equal. Inputs encompass the quality and quantity of the employee’s contributions to his or her work. 
Examples of inputs include: time, effort, hard work, commitment, ability, adaptability, flexibility, tolerance, determination, enthusiasm, personal sacrifice, trust in superiors, support from co-workers and colleagues and skills. Output (outcomes) on the other hand is the positive and negative consequences that an individual (employee) perceives a participant has incurred as a consequence of his relationship with another. Examples of outputs include job security, esteem, salary, employee benefits, expenses, recognition, reputation, responsibilities, and sense of achievement, praise, thanks, and stimuli and so on.
The major concern in equity theory is about payment and therefore the cause of concern of equity or inequity in most cases in organizations. In any position in the organization, an employee wants to feel that their contributions and work performance are being rewarded with their pay. If an employee feels underpaid, he would be dissatisfied and therefore becomes hostile towards the organization and co-workers which may ultimately result to lack of motivation and low performance. Equity is multidimensional in nature. For example, it does not depend on our input-to-output alone. It depends on people’s comparison between own input-output ratio and the ratio of others. Since equity is all about perception, employees form perceptions on what constitute a fair (balance or trade) of inputs and outputs by comparing their situation with other ‘referents’ in the market place as they see it.
From this comparison, when they perceive that their inputs are fairly rewarded by outputs, then they are satisfied, happier and more motivated in their work. They are de-motivated to their job and the organization when they perceive that their ratio of inputs-outputs is less beneficial than the ratio enjoyed by referent others (Ball, 2014). According to Adams (1963), when a person becomes aware of inequity, it causes a reaction in them, potentially some form of tension that is ‘proportional to the magnitude of inequity present’. It is because of this tension that an individual might react in a way that reduces the tension in him.  Equity theory further identifies four mechanisms for job satisfaction (dissatisfaction) as follows:
a. 
Employees seek to maximize their outcomes (rewards minus outcomes).

b. 
Groups can maximize collective rewards by developing accepted systems for equitably apportioning rewards and costs among members. That is, systems of equity will evolve within groups, and members will attempt to induce other members to 

accept and adhere to these systems.

c. When employees find themselves participating in inequitable relationships, they become dissatisfied or distressed. The theory explains that in this situation, both the person who gets ‘too much’ and the person who gets ‘too little’ feel dissatisfied. The employee who gets too much may feel ashamed or guilt and the employee who gets 

too little may feel angry or humiliated.

d. Employees who perceive that they are in an inequitable relationship attempts to eliminate their dissatisfaction by restoring equity. This could be done by either by distorting inputs, outputs, or leaving the organization.
Thus, the theory has wide-reaching implications for employee morale, efficiency, performance, productivity and turnover. It also shows why employees see themselves the way they are treated in terms of their surrounding environment, teams, systems, etc collectively and not in isolation and so they should be managed and treated accordingly. In addition, the totals of employee inputs-outputs must be measured including their personal values. Schultz and Schultz (2010) further extended equity theory to include the behavioral responses patterns to situations of equity or inequity.  These response patterns 
are: benevolent (satisfied when they are under paid compared with co-workers), equity sensitive (believe everyone should be fairly rewarded) and entitled (employees believe that everything they receive is their just due).

2.1.12   Job characteristic theory

Hackman and Oldham (1976), Schermerhorn, Jr (1984), Hellriegel, Jackson and Slocum (1999) and Dugguh (2008) propose a framework to study how particular job characteristics affect job outcomes and job satisfaction. The framework states that there are a number of core job characteristics that impact on job outcomes. These are:  Skill Variety; the degree to which a job requires a variety of different activities in carrying out the work and involves the use of different skills and talents of the individual. Task Identity; the degree to which the job requires completion of a ‘whole’ and identifiable piece of work – that is, one that involves doing a job from beginning to end with a visible outcome. Task Significance; the degree to which the job has substantial impact on the lives or work of people in other departments in the organization or in the external environment.  Job Autonomy; the degree to which the job gives the employee substantial freedom, independence, and discretion in scheduling the work and in determining the procedures to be used in carrying it out and Job Feedback; the degree to which carrying out the work activities required by the job results in the individual obtaining direct and 
clear information on the results of his performance.

These core job characteristics impacts three critical psychological states – experienced meaningfulness, experienced responsibility for outcomes of the work and knowledge of actual results of the work activities which in turn influence work outcomes (job satisfaction, absenteeism, work motivation and so on).  The theory also recognizes that the core characteristics do not affect all employees in the same way. They affect more those in growth-need strength, that is, the employee’s desire to achieve a sense of psychological growth in his work.
2.2   Empirical Literature Review

Fringe benefits considered as extra benefits are given to the employees in addition to the salary or wages. The interpretation is precise and clear as it set forth a firm demarcation between the salaries or wages and other payments. Besides, it is not ambiguous to distinguish what aspects are in fringe benefits and those which are not. According to ILO (2003) wages are often supplemented by special cash benefits, by the provision of medical of and other services, or by payments in kind that form part of the wage for expenditure on the goods and services.
Armstrong (20010) defines employees’ benefits as elements of remuneration given in addition to the various forms of cash pay. They also include items not strictly remuneration, such as annual holidays. According to definition provided by department of labour, USA, fringe benefits are supplements to wages received by workers at a cost to employers. The term encompasses a number of benefits paid vacation, pension, health and insurance plans etc.
2.2.1   Fringe benefits in the American experience

Pay for time not worked

Pay for time not worked is one of most costly benefits, because of the large amount of time off that may employers receive common time- off –with – pay periods include holiday’s vacations, board of judges, funeral leave, military duty, personal days. Sick leave, sabbatical leave, maternity leave, and unemployment insurance payments offered to laid – off or terminated employees.
 According to Tricia Ellis- Christensen, (2003) all states has unemployment insurance or compensation. The laws provide for benefits if a person is unable to work through no fault of his or her own. The benefits derive in states: an employer’s unemployment tax on employers that can range from 0.1% to 5% of taxable payroll in most states: an employer’s unemployment tax rate reflects its rate of personnel terminations. Although states have their own unemployment laws, are also obliged to follow federal guidelines. 
Firms aren’t requires to let everyone they dismiss receive unemployment benefits- but only those released through no fault of own. Workers, defaulted for chronic lateness can’t legitimately calm benefits. But many managers take a laissez- faire attitude toward protecting their employers against unwarranted claims. Generally employers therefore thousands of dollars per years on unemployment taxes that would not be necessary if they protected themselves.
2.2.2   Severance pay

Many employers will provide severance pay. The makes sense on several grounds; it as humanitarian gesture and good public relations. In addition most managers expect their employees to give at least one week notice if they plan to quit, it therefore seems appropriate issuing least one week or two weeks reassure employees who say on after employer down sizes its work force that they will receive some financial help. In case employer let them go. According to Tricia Ellis- Christensen, (2003)
2.2.3   Supplemental unemployment benefits

Unemployment insurance will be provided to workers, whose jobs have been terminated through no fault of their own. It is a monetary payments for a given period of time or until they find a new job. Unemployment payments are intended to provide an unemployed worker time to find a new job equivalent to the one lost without major financial distress. Without employment compensation, many workers would be forced to take jobs for which they will be overqualified or end up on welfare. In terms of providing the economy with consumer spending during periods of economic adjustment. Unemployment compensation is therefore a form of insurance designed to provide funds to employees who have lost their jobs and are seeking other jobs. According to Tricia Ellis- Christensen, (2003)  

2.2.4   Workers’ compensation.

Workers compensation is meant to protect employees from loss of income and to cover extra expenses associated with job –related injuries or illness. Accidents in which the employee loses time from work. Temporary partial disability, permanent partial or total disability, death, occupational diseases, no crippling physical impairments, such as deafness, impairments suffered at employer- sanctioned events, such as social events or during travel to organization business, and injuries or disabilities attributable to an employer’s gross  negligence are  the types of injuries and illnesses most frequently covered by workers Tricial Ellis Christensen, (2003).

2.2.5   Tanzania Policy and Experience on Fringe Benefits

Fringe benefits in Tanzania particularly those which are administered through various established funds; namely parietals pension fund Act No 4 of 1978 as amendment employees provident fund (GEPF) Government employees provident fund (GEPF), national social security fund (NSSF), local authority service retirement benefits Act no 2 of 1999(LAPF) nowadays, Public Service Pension Funds (PSPF) And lastly is National health insurance Fund (NHIF)  knower days The Public Service Social Security Fund Act, (No. 2), 2018 (PSSSF, “the Act”) is now operational. This law was assented by the President of Tanzania on 8th February 2018 and published on 9th February, 2018; vide GN No. 6, Vol. 99 of 2018. PSSSF establishes the Public Service Social Security Scheme (PSSSS), provides for contributions to and payments of social security benefits in respect of the service of employees in public service and repeals the Public Service Retirement Benefit Act, the LAPF Pensions Fund Act, the GEPF Retirement Benefits Fund Act and the PPF Pensions Fund Act. The Act has centralized the social security schemes by merging several existing public schemes into one scheme (PSSSS). The merged schemes are LAPF, GEPF, Public Service Pension Scheme (PSPF) and PPF. The National Social Security Fund (NSSF) remains to provide specifically for employees in the private sector, self –employed. With the coming into force of the Social Security Regulatory Authority Act in 2008, but now, with the new law, we have only two schemes in place each catering for specified category of employees with no right to choose as the law clearly states where one belongs.
From a retention management perspective, the major objective of fringe benefit packages is to offer employees with benefits that are valuable enough to encourage them to stay longer with the company Sinclair, Leo, and Wright, (2005). This is consistent with the practitioner oriented theory which states that, employers need to modify fringe benefits to effectively, recruit, and retain a diverse demographic employees base Conroy, Caldwell, Buehrer, and Wolfe, (1997); Milligan, (1999). Whilst money wage is the most generalized force available in organizations to shape employees behavior, fringe benefits are incentives that respond to more specific needs of diverse group of employees in the organization Balkin and Griffeth, (1993).
 Coetzee, Schreuder, and Tladinyane, (2007) point out that, in the era of globalization where information flows are free from one company to another as well as from one country to another, most organizations are at risk of losing the most talented employees. This is because talent employees are free to search and choose employers who have a benefit mix which corresponds to their utility functions. In this respect, organizations are struggling hard to offer and adjust fringe benefits packages so as to meet employees’ expectations and preferences. 
In this respect, the key to positively influencing employees is for the employers to offer benefits that employees view as important Weathington, and Tetrick, (2000). However, organizations cannot realize the full potential of offering competitive fringe benefits unless employees have sufficient knowledge about these packages Danhower and Lust (1996), Sinclair, Leo and Wright (2005).
Accordingly, benefits offered by the company need to be positively perceived and valued by employees so that to have the intended influence on employee’s behavior and attitudes Iles, Mabey, and Robertson, (1990). If the benefit is not positively valued by the employee, it falls within the employee’s “zone of indifference” and the presence or absence of such benefit in the workplace have little effect to that employees Kroeger, (1995).
Literature suggest that, a benefit will be valued more highly if employees have accurate knowledge of the benefits offered to them Tremblay, Sire and Pelchat, (1998). Accordingly, employees who have accurate view of their benefit coverage seem to have higher valuation of the benefits they receive and are satisfied with their benefit packages than employees who are less informed of their benefits Dreher (1988). 

2.2.6   Use of Satisfaction Surveys to retention (reduce Voluntary Turnover)

According to Shao, (2013) report, a study was conducted by a large international manufacturing firm which was confronted with an unusually high turnover rate among its home office clerical staff located in Montreal Canada. While other organizations located in the same labor market experienced voluntary turnover rate in the neighborhood of 20% per year, this firm consistently had turnover of about 50%. At that rate the manufacturing firm calculated the cost to be above $ 150,000 per year. The manufacturing firm conducted a satisfaction survey of its 350 clerical workers using the Job Descriptions Index (JDI). Five months following the survey, 26 clerical employees had quit. To assess the relationship between satisfaction and retention, the average satisfaction of 52 control employees who remained with the organization were compared to these 26 former employees. The controls were matched with the terminators on age, education level, job level, mother tongue and marital status. The results of this comparison are shown below. Terminators reported lower satisfaction all JDI facets, especially promotions. 

For both terminators and controls, satisfaction with salary and promotions was unusually low employees were unhappy with the administration of their pay and with the fact that they felt were in “dead-end” jobs. As a result of these findings the manufacturer changed the personnel/human resources policies regarding pay and 20 promotions. One year after these changes voluntary turnover among clerical employees dropped to 18% and 2 years later to 12%. During the same period, voluntary turnover in the manufacturer’s labour market remained about 20 %. (Heneman, (1986).

Mwambene (1979) conducted a study in workers motivation in industrial sector He revealed that one of the problems facing workers in Tanzania is rooted rigidity of fringe benefit schemes. In the sense that which are not reviewed constantly in response to the real needs of workers. As results workers particularly high skilled employees are de motivated and dissatisfied working in such situation such environment affects works retention. Workers can easily think of leaving the origination for searching opportunities with conducive working environment.
In his research finding Sabai (1985) found that in the process of fringe benefits for formulation and not often the immediate needs may lead to serious problems such as failure in workers retention. Njunwa suggested that fringe benefits can bring positive impacts when the organization is capable of sustaining them. Implementation of fringe benefits in love monetary expenditure and comprise essential costs to the organization and could be sustained if the organization has capacity to do so Organizations with liquidity strength have the advantage of minting workers through provision of adequate fringe benefits sometimes fringe bestirs fails to meet the workers expectations.  In a research by Mutangwa (1990) it was revealed that fringe benefit schemes can be poorly administered in such a way that remuneration packages fails to satisfy the preference of the employees.

In attempt to evaluate compensation packages in Tanzania enterprises Samba, (1997) found that inadequate payment, which includes fringe benefits affect retention as causes employees to consider leaving the organizations they work for better jobs elsewhere. Taylor and his colleagues (2002) interviewed 200 people who had recently changed employer about why they left their last jobs. It was found that one of the reasons misattributed to insufficient packages. Dissatisfied employees seek alternative employment because they no longer enjoy working for their current employers. 
2.3   Research Gap

The main objective of the study was to assess the significance of fringe benefit in employee’s retention in public sectors. In the empirical literature discussed above, Mwambene (1979) revealed the link between fringe benefit schemes and retention. He found that, effective fringe benefits schemes encourage employees to stay longer in the organization and vice versa. Njunwa and Sabai, found that when the needs of employees are addressed in remuneration. I.e. fringe benefits schemes. Employees would be motivated to stay in organization and have increased their productivity. Taylor (2002) revealed that one of the reasons that drive away employees outside the organization is related to insufficiency of packages. Simba (1997) indicated that low pay level causes management problems such as workers switching employers. From what has been state above, we can say that, fringe benefits scheme is one of the key factor which influence workers retention in an organization.
2.4   Conceptual Framework

Conceptual framework which was used to provide a common language for the research design and as a basis for presenting. This is a set of broad ideas and principles taken from relevant of inquiry and used to structure a subsequent presentation Reichel and Raney (1987); cited in Smith, (2004, p.2). The conceptual framework is constantly reviewed throughout the research process. For the purpose of this study the research was concentrate two key variables with their dimensions namely; fringe benefit and workers retention in Tanzania public sectors.

 No discussion of motivation would be complete without addressing the specific issue of intrinsic and extrinsic rewards. The starting point is to define these terms:

Intrinsic. Rewards that are part of the job itself, i.e., responsibility, challenge and feedback; or reward that are self-administered.

Extrinsic. Rewards that is external to the job, i.e., pay, promotion, fringe benefits or tangible awards; or rewards that are administered by someone else.

Independent variable

                                                                                      Dependent Variable








Figure 2:  Conceptual Framework Source by researcher 2020

The figure above express the relationship between variables, i.e. Background variables, independent variables, dependent variables and the outcome of the relation between independent and dependent variables. The figure tries to explain that changes in independent variables may affect positively or negatively dependent variables. For instance availability of fringe benefits may influence employees’ and hence employee retention and its effect will be good performance or quality delivery of the services. If the independent variable is negative, it will expect to have negative outcome on employee retention, and this will create labour turnover.

CHAPTER THREE
STUDY METHODOLOGY

3.0   Introduction

The researcher design was constitute the plan which can shows what can be achieved and how it can be achieved for collection measurement and analysis of data Kothari, (2004). It was a logical and systematic plan prepared for directing a research study. It was specify the objectives of the study, the methodology and techniques to be adopted for achieving the objectives. The type of the research was the field study. It was defined as scientific inquiry aimed at discovering the relations and interaction among variables in the real social structures and life situation Krishnaswa mi: (2003).
3.1   Research Paradigm (Philosophy)

For the purpose of this study both research philosophy were used that are positivism and enterpretivism (quantitative and qualitative). The researcher use quantitative design to obtain different measurements of data and qualitative design to obtain different views and opinions from people. 
3.2   Research Design
3.2.1   Survey population
The population that was involved into the study is Ministry of Water (Mow) is 112 employees; this is the case study that was representing other public sectors and their employees. The researcher was use the case study design, because it allows using combination of technique like questionnaires, observations, interviews and documentary review which can be facilitate in the collection of data and it is  convenient to administer also the  researcher does not need to enquire the whole population in the public sectors.  The study was examining the trend of employee movement from the public sectors for the past five years 2015 to 2020 and the factors attribute to the movement.
3.3   Study Area

The study was undertaken in Ministry of Water head quarter the researcher has chosen the Ministry of Water head quarter because he believes there is a good sample representation as the public sectors have their head office there, Time and financial constraints have also contributed in the choice for the research to be conducted in Ministry of Water head quarter. 
3.4   Population of the Study

The study were conducted in Ministry of Water head quarter, at the Ministry and the target population of the study is expected to be 112 people who are employees of Ministry of Water head office, the distribution of the population was in Departments, Units and Sections.
Table 1: Summary of the population of the study

	Sections & Units
	Number of employees

	Policy and Planning  Department
	4

	Water Resource Department
	13

	Water Supply and Sanitation Department 
	7

	Water Quality Service Department
	51

	Administration and HR Management Department
	14

	Government Communication Unit
	2

	Project Preparation Coordination&Deliv
	6

	Information and commn technology unity
	2

	Finance and accounts unity
	8

	Procurement  unity
	2

	Internal audit unity
	2

	Legal Services unity
	2

	Total
	112


Source: Ministry of Water records 2020
3.5   Sample Size and Sampling Techniques

According to Fraenkel and wallen (2000), a sample is any group in a research on which information is obtained it’s argued by scholars Cohan, (1994) that researchers must obtain the minimum sample size that was accurately represent the population under study. The sample size for this study was involved 40 employees of different cadres from Ministry of Water to make a total of 112 studies was conduct at the head office of the Ministry of Water.  For each Department, section and division, staff was selected at random, giving them equal chance of being selected into the sample. One of the respondents will be the Directors, Assistants directors who was provide official information pertaining to the study. This was selected by purposive sampling.
3.5.1   Sample size

The numbers of respondents who was constitute the sample for this study was 40 approximately from different department like Administration department, Finance  department, policy and planning department, Water Resource department, Water Quality department, Water Supply and Sanitations department ,Procurement Department Legal Unit, Information and Technology Unit Internal Audit Unit, Government Communication  Unit and other staffs.

Table 2:   The Sample size

	Sections  and  units
	Number of employees
	Sample size from each department

	Policy and Planning  Department
	4
	1

	Water Resource Department
	13
	4

	Water Supply and Sanitation Department 
	7
	3

	Water Quality Service Department
	51
	17

	Administration and HR Management Department
	14
	5

	Government Communication Unit
	2
	1

	Project Preparation Coordination &Deliv
	6
	2

	Information and commn technology unity
	2
	1

	Finance and accounts unity
	8
	3

	Procurement  unity
	2
	1

	Internal audit unity
	2
	1

	Legal Services unity
	2
	1

	Total
	112
	40


Source: Compiled by researcher, 2020

3.5.2   Sampling techniques


Sampling techniques refers the procedures the researcher would adopt in selecting items for the sample Kothari, (2004:56). In sampling procedures, respondents were obtained through simple Random Sampling and judgmental/purposive.
3.5.3   Simple Random Sampling

Simple random sampling refers to the method of sample selection which gives possible sample to have an equal chance of being included in the sample Kothari, (2004:600). Simple random sampling was used due to the nature of the study and the type of data needed. Every employee will have an equal chance to being selected to belong to the sample size.
3.5.4   Judgmental/purposive

This method was used to target subject who in the researchers opinion are likely to provide the required insight into the issue under study who are the key information. Bailey (1994). In this method unit of inquiry was selected basing on the researcher’s subjective judgments of representative. So this method was used to get the sample from the heads of departments according to researcher’s subjective judgment.
3.6   Data collection methods
Personal interviews, documentary sources, observations and questionnaires were used in this study as the methods of data collection. 
3.6.1   Interview Methods

Interviews were conducted to get some additional information to complement what questionnaires could not be able to fulfill. Unstructured interview will be used to reduce tension of the respondents and make them comfortable to provide the required data Managerial and non managerial staff was interviewed to get their opinions on various motivational issues.

3.6.2   Documentary Sauces

Organization plans, Business reports financial reports, the scheme of service, the incentive scheme, journals, meeting minutes and other relevant documents was consulted.

3.6.3   Questionnaires

The researcher was use both closed and open ended questionnaires; two types of questionnaires was prepared in order to collect data from the respondents the first set of questionnaires designed to obtain general information from the top management. The second set of questionnaires aims at extracting data from employees in accordance with the strata.
3.6.4   Observation

In this method there was application of participatory observation, because a researcher was have a lot of chance in exercising duties given and more times to observe provision of fringe benefits package (FBP) at work place, this method was also helps to ensure the collection of pure information and be able to validate the reality of available data to that organization. The researcher was using this method to observe the provision of fringe benefits to employees with regard to employee benefits at Ministry of Water (Mow). Also direct observation method was applicable while working with employees to collect required data.
3.7   Data Analysis
In order to get data that is accurate and understandable by the readers. Both qualitative and quantitative data was collected. Thus most of the information gathered was analyzed by description, tabulation Frequencies and respective percentages were calculated and inferences were made in accordance with the established facts. The choice of this kind of data analysis procedure was done due to the nature of the design and the collected data. Quantitative method was used to analyze data from questionnaire and documentary reviews. Data from interview and from general observations were subjected to the content analysis. Data was organized into manageable units through simple hand coding, summarized, categorized and put into key themes. The researcher was use bi-variety analysis because of two variables presented. One side of variable are contribution of fringe benefits package in public sectors that play a potential part as the independent variable and other side leads or bring to realization of retaining employees. Therefore retention of employees was stand as dependent variable, in the case of Ministry of Water (MoW), employees enjoy fringe benefits as they get economic benefits in each reward which was adhere them to attain individual and organization goals.
3.8   Reliability and validity of data
Reliability defined as the extent to which results are consistent overtime Saunders, Lewis & Thorn hill, (2012). Reliability has to do with accuracy and precision of measurement procedures. Validity implies applicability and usefulness of the data obtained through such reliable design and all the way to conclusive findings Kothari, (2007).  Pilot study was done to test whether the tools are truly measuring what they intended to measure Kothari (2007). Reliability of the tool was made by piloting the questionnaires before a comprehensive exercise of data collection to see if the tool can give consistent response from different respondents.  
3.9   Ethical issues


Ethical refers to the standards of behavior that guide researchers' conduct in relation to the rights of those who become the subject of research, or are affected by it Saunders, Lewis and Thornhill (2012).  In this study, the researcher ensured that there is confidentiality of the data provided by the respondents.  In addition, researcher ensures anonymity of participant's identities. Before collecting the data, respondents were informed the purpose of the study and the way the results were used for.   

CHAPTER FOUR
PRESENTATION OF THE FINDINGS

4.0   Introduction

This chapter provides presentations of findings from the analyzed data. Before reaching this stage the data collected were coded and quantitative data were analyzed by using Statistical Package for Social Science (SPSS) computer software which was used to draw tables, charts and percentage from the respondent’s answers.
The data presented in this chapter, focus to answer the following research questions;

i. What is nature and type of fringe benefits in public sector in Ministry of water?

ii. How fringe benefits influence employee retention and mobility in public sector in Tanzania?

iii. What are the motivational effects of fringe benefits in the public sectors?

iv. What are the challenges facing provision of fringe benefits in the public sectors in Tanzania?
4.1   General information of the respondents

This aspect was very important in obtaining the overall picture of the respondents from which the data were gathered. It includes gender of the respondents, their age, level of education, employment status, and time of employment as well as if they were employed somewhere before joining Ministry of water.
4.1.1   Gender of the respondents

Both men and women were involved in order to avoid biasness. The males involved were 27 (67.5%) and females were 13 (32.5%) as shown in the table below. 

Table 3:   Gender of the Respondents

	
	
	Frequency
	Percent

	Valid
	male
	27
	67.5

	
	Female
	13
	32.5

	
	Total
	40
	100.0
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Figure 3:   Gender of the Respondents

4.1.2   Education level of the Respondents

This question was asked in order to understand the education background of respondents under the study. The findings showed that 22.5% respondents were form four, form six leavers, 17.5% were Certificate, 15% respondents were diploma holders, 37.5% respondents were Degree holders, 5% respondents were postgraduates/Masters holders and 2.5% is PhD holder. The education level of the respondents, this aimed at helping the researcher to know employees understanding on fringe benefits and employee’s retention matters in terms of knowledge, skills and experience in relation to their education level. The findings indicated that many employees at Ministry of water their education level is high due to the significance of their designation and the tasks they perform. The findings also shows that, as the level of education of an employee increases his/her level of understanding concerning employee fringe benefits and employees retention increases as well as presented in the next table below.
Table 4:   Education levels of the respondents
	
	
	Frequency
	Percent

	Valid
	Secondary Education
	9
	22.5

	
	Certificate
	7
	17.5

	
	Diploma
	6
	15.0

	
	Degree
	15
	37.5

	
	Post graduate
	2
	5.0

	
	PhD
	1
	2.5

	
	Total
	40
	100.0
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Figure 4:   Education levels of the respondents

4.1.3   Age of the respondent

It was very important at least to know their age range because of the assumption that the age of an employee may affect the fringe benefits packages implied on him/her, and that was verified as a researcher find out that the old employees for example those who are in relation to retire they don’t care much about how their employer retain them, all they said that they are going nowhere no matter what because they are just waiting for their time to retire and get their retirement benefits as there fringe benefits packages. Concerning to age category of respondents the researcher asked the respondents their age by grouping them in four categories; 20-30 years, 31-40 years, 41-50 years, 51-60, and 60+.  The findings were as follows; 20-30 years were 17.5%, 31-40 years were 25%, 41-50 years were 27.5% 51-60 years were 17.5%.
Table 5:   Age of the respondent

	
	
	Frequency
	Percent

	Valid
	20 -30
	7
	17.5

	
	31 -40
	10
	25.0

	
	41 -50
	11
	27.5

	
	51 - 60
	7
	17.5

	
	60 +
	5
	12.5

	
	Total
	40
	100.0
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Figure 5:  Age of the respondent

4.1.4   Duration of Employment

There was a need to know about when the respondents were employed at Ministry of water so as to understand if there is any relationship between the point of employment of employees and his/her awareness about the fringe benefits package of the organization. The findings demonstrate that those who were employed at Ministry of water for more than ten years some of them are not more satisfied with the fringe benefits package in the organization then, they find job to other organization and shift to other organization.

The findings shows that, there was some employees who employed in less than a year in Ministry of water, 22.5% were employed between 1-5 years, 32.5% between 6-10 years, 25% between 11-15 years, 5% were employed between 16-20 and 15% were employed between 21-30 years ago as shown in the table below, plus all the respondents are employed on permanent terms of employment.
Table 6:   Duration of service at Ministry of water (Mow)

	
	
	Frequency
	Percent

	Valid
	1 - 5
	9
	22.5

	
	6 - 10
	13
	32.5

	
	11 - 15
	10
	25.0

	
	16 - 20
	2
	5.0

	
	21 - 30
	6
	15.0

	
	Total
	40
	100.0
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Figure 6: Duration of service at Ministry of water (Mow)

4.2 
 Employee fringe benefits package design and implementation at Ministry of water
4.2.1   Design of the fringe benefits package

Responding to the question how they design the fringe benefits packages some of the respondents explained that, the management team is the one who design the fringe benefits packages in their meetings then implementation follows. In answering the question whether the management involved in designing the fringe benefits packages, 20% responded yes while (80%) answered no. Many organizations in Tanzania differ in the way they design and implement their fringe benefits package basing on what they believe is the right way and their ability to do it. Apart from verifying the existence of employee fringe benefits and employees retention the researcher also wanted to know how they design and implement those fringe benefits, according to the findings this is how Ministry of water design and implement the fringe benefits package.
4.2.2   Implementation of the fringe benefits packages

Employees of Ministry of water  are not satisfied with the way fringe benefits package are implemented at their organization and only 20% responded positively to the question if they were satisfied with the way fringe benefits packages were carried out at Ministry of water  because only top management which they gate entitled fringe benefits packages which were responded positively.
The HROs and AO’s of Ministry of water explain that to implement fringe benefits packages as required is hard because most of the fringe benefits need money to implement even the so called non monetary incentive fringe benefits like training and promotion, good working conditions, agreeing with Dussault and Franceschini (2006) who said “Non Monetary Incentives are ultimately financial incentives because they have to be paid for”.  There was no enough money to do so and most of the time the funds from the government delay to reach them which cause the delay in implementing the fringe benefits as they planned. Some of the respondents explain why they were not satisfied with the way Ministry of water  implement the fringe benefits packages and said that, the whole process of retaining employees was not participatory as they were no involvement of staff in designing the fringe benefits packages and some of the fringe benefits are one sided because they based mostly to those employees with higher positions in the Ministry, they are the ones who get high salaries, attend many training courses regularly, they are also the only ones who get the house allowances and transportation to and from the work place. Therefore there is a need for some improvements in the fringe benefits package to be done to all employees in different levels especially in lower levels. 
In answering the question if the increment of salary and other allowances, good working condition, opportunities for career growth, as explained by Lewin, (2006), may improve employee fringe benefits and employees retention 88% responded yes and 12% replied no. And their justifications were different as they mention; Some employees have higher ambition if not met on time they tend to quit and look for another job somewhere else, because relieve ability at work is contributed by salary increment and good fringe benefits packages, it is proved beyond doubt by the theories of motivation, each employee have some needs to attends to their needs the money to do that, there were  no need to go somewhere else to look for green pasture, employees will be able to meet their basic daily needs and be able to deliver more, they increase moral at work and decrease labour turnover, most of the workers are after those so their presence will make them stay, it depends on employees position, for junior ones it will improve but not for the senior workers because they are after recognition and good plans for retirement benefits. Not only that, the respondents were asked if they are not satisfied with the fringe benefits package of the organization what decision will they decide on among the following; quit the job, leave the job after getting new employment opportunity, tolerate the situation and pressure for changes. Their responses were as shown in the following Table.
Table 7:   Decisions that the respondents would opt if they are not satisfied 

	
	
	Frequency
	Percent

	Valid
	Tolerate the situation
	5
	12.5

	
	Pressure for change
	12
	30.0

	
	Leave the job after getting new job
	18
	45.0

	
	Quit the job
	5
	12.5

	
	Total
	40
	100.0
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Figure 7:   Decisions that the respondents would opt if they are not satisfied 

4.3   Employee fringe benefits working by Ministry of water

Respondents were asked to mention the employee fringe benefits at Ministry of water. As the researcher was interested to know employees level of satisfaction regarding the employees fringe benefits the list of items that were assumed by the researcher to be the key strategies of retaining employees in public organizations was provided for the respondents to indicate their satisfaction level as follows. 1 = Very satisfactory, 2 = Satisfactory, 3 = Moderate, 4 = Not satisfactory, 5 = Not satisfactory at all and 6 = Does not apply. The respondents gave almost similar answers to those indicated by the researcher for them to tick. On the basis of their similarities the responses was categories as presented as follows:-

Good working relationships: Concerning relationship at work place it was mentioned by 85% respondents. In ranking the working relationship between top management and the subordinate at Ministry of water 5% very satisfactory, 20% satisfactory, 30% moderate, 40% not satisfactory and 5% not satisfactory at all because of the big gap between the management and lower level workers, also the relationship between employees themselves 35% very satisfactory, 45% satisfactory, 20% moderate, no anyone was unsatisfied between employees themselves.

Good retirement benefits plans: This turn out to be a very good strategy of employees fringe benefits in the public sector and Ministry of water  in particular as it was explained by those who where intervened together with other 88% respondents who also mention it as one of the retention strategy at the organization. Satisfaction level was that 25% very satisfactory, 48% satisfactory, 18.5% moderate 8.5% not satisfactory; no anyone was not satisfactory at all, for those who not satisfactory are who work as operational service.
Availability of allowances; In Ministry of water  they provide several allowances to its employees such as extra duty allowance for lower levels and house allowance, transport especially for Director’s, and Assistant Directors telephone and electricity for Directors, and Assistant Directors the respondents point it out a as fringe benefits and employees retention at their organization. But many of the respondents were not satisfied with the level of allowances they receive per month. The findings was that; 10% satisfactory, 26% moderate 58% not satisfactory, 6% not satisfactory at all.

Good salary; This is one of the least mentioned fringe benefits and employees retention strategy and the satisfaction level of most of the respondents about the salary scale per month was low as indicated here, 10% satisfactory, 22.5% moderate, 40% not satisfactory, 27.5% not satisfactory at all. The above strategies are the primary reported as reasons why the respondents stay at Ministry of water. The fringe benefits and employee’s retention mentioned most frequently was job security, followed by good retirement benefits plans, good working relationships, working environment, availability of allowances, participative decision making, availability of allowances and good salary scales.
4.3.1   The effects of Employee fringe benefits at Ministry of water.

In responding to a question if fringe benefits package at Ministry of water have any effect, 87.5% responded yes, and 12.5% responded no, furthermore those who answered yes was required to mention the effects, the findings shows that the respondents mentioned few effects as Labor turnover, Transfer of employees, Low working moral, commitment, Delays, partial implementation of the activities and Regular complains.

Because the researcher perceived labor turnover to be one of the effects, the respondents were asked about it, in responding to the question if there was any employee who left Ministry of water in the past twelve month from January to date, all the respondents meaning 97.5% answered yes, the question also require them to mention their reasons for leaving from the organization which was as follows:
Low salaries, Seeking the opportunity for career growth, Poor working conditions, Poor financial incentives, Poor working equipments  No allowances  Ineffective retention strategies, Career changes, Poor advancement opportunities  and unequal provision of employees fringe benefits packages especially in lower level.

4.4   Suggested solution for effective employee fringe benefits at Ministry of water.

Before knowing what should be done to increase fringe benefits package and employee retention it was very important to find out how much the employees was satisfied suitable to the strong relationship between employee’s satisfaction and retention. Therefore they were asked; “are you satisfied with your job?” 58% responded yes and 42% said no. As they was required to explain the reasons for their answers.

For those who said NO; the reasons was If not promoted and get paid as I deserve, To find the organization which if I can work and enjoyable life and workplace , To look for higher and attractive salary. There is no work-life balance here between Director’s and other employees, To look for satisfactory working environment. For those who said  YES their answers was I am about few year to retire, Personal reasons as I am originated here so I can’t go anywhere, I am comfortable with working conditions here , Because of the allowances and fringe benefits, I am satisfied with my salary, I am settled here in Ministry of water since I was employed.

4.5   The reasons why employees were satisfied or not satisfied with their job

The research went further and investigates whether the employees were satisfied with the fringe benefits package of the Ministry of water. As a result in answering the question “are you satisfied with the fringe benefits package of this organization?” 47.5% respondents said yes and 52.5% answered not satisfied with their job.
	Table 8: Are you satisfied with the fringe benefits

Frequency

Percent

Valid

NO

21

52.5

YES

19

47.5

Total

40

100.0
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Figure 8: Are you satisfied with the fringe benefits



4.6   Employees satisfaction with the fringe benefits package of the organization

The researcher asked those respondents who replied no, to mention the strategies that can contribute to their fringe benefits and employee’s retention. While a big percent answered no, the strategies they mention are the solutions for effective fringe benefits and employee retention at Ministry of water. 
4.7    Solutions for effective fringe benefits and employee retention at Ministry of water

Once employees are recruited in a certain organization he/she came with their expectations but after working in that organization for few time, you may find out that what is going on is not what he/she expected that is why they became disappointed, and that can be the reason to leave the organization so as to find the place where those expectations can be mate. Therefore, the respondents were asked “What expectations did you have when you first came to Ministry of water that has not yet been met?” they mention different things such as:-

Good salary (27%)equal distribution of fringe benefits (20%), good relationship with my supervisor and co workers (10%), recognition from top management (13%), transport facilities will be provided (6%), to get extra duty allowance every month (8%), training opportunities (9%), good working facilities (7%). 

Labour turnover: This is the main effect in observation of the fact that all the respondents 100 percent mentioned it as one of the effects of fringe benefits and employee retention at Ministry of water. It was also found from the organization documents that from 1st January 2019 to 31stDecember 2019 twelve employees leave the job after getting the new job from the Ministry, most of them were being junior staffs.

Transfer of employees: Because of the poor implementation of the fringe benefits and employees retention strategies at Ministry of water some employees ask for transfers to other organization and ministry because they believe things will be different there also may be they can get equal treatment of fringe benefits.

4.8   Reduce the gap between the top and lower employees.

 The findings shows that there is a big gap between the top and lower levels employees at Ministry of water and public sector in general, and what causes the gap are the fringe benefits packages that the top level employees are entitled such as, exceptional salaries, transportation, house allowance, telephone allowance and so on, different to lower level employees who have only lunch allowance for some months which depending to availability of funds.

This seems to inconvenience 75 percent of the respondents who believe that if the gap between the two groups is reduced employee retention can be improved. During the discussion with one of the respondents he said, “I am not saying that we should get the same amount of salary with the Director’s, but the gap between us is too big at least the government should increase the wages with must increasing wages as well.” Increase transparency because knower day’s employees want to know everything occurred in their organization and equal distribution of fringe benefits to all employees.

Fair and equal treatment: We can retain employees by treating them equally and fairly. Make each individual feel that he/she is important to the organization the same way as his co workers. 85 percent of all the respondents believe that equal and fair treatment to the employee is a solution to retention problems at Ministry of water.

4.9   Employers’ responses to employees’ awareness of significant of fringe benefits packages

The responses from the Director’s of the Ministry of water was indicated that the

Organization does not offer various fringe benefits to their employees. For that reason, the responses indicated that the Ministry also does not communicate with their employees effectively concerning the significance of fringe benefits packages and any possible changes that were made to the existing fringe benefits packages in the organization. A part from informing them upon their employment, all policies that guide our operations are also not well communicated to their employees because the research try to ask some of employees about different policies but many of them they didn’t know about any policies in their organization.
4.10   Employees’ awareness of the availability of fringe benefits packages

When I asked a question about awareness of the availability of fringe benefits packages at Ministry of water; most employees responded that they was not aware to some  benefits like leave allowance, supplemental unemployment benefits, severance pay, Pay for time not worked, even the word fringe was anew term for many employees in the Ministry of Water. Employers’ contribution to social security fund and maternity leave. But, when presented with the list of fringe benefits offered by their respective employers; most employees were observed to be surprised and their responses showed that most of them were not aware of all these benefits. Most employees are unaware of not only the value but also of the availability of most fringe benefits package. Take for example paternity leave and supplemental unemployment benefits. 
4.11   Reasons for employees leaving Ministry of water

 The respondents were asked if they would consider leaving Ministry of water. The findings was that, both giving the reasons why they would or would not consider leaving the Ministry of the respondent was not consider to leave the organization, 50% of the respondent they consider to leave the organization because of changes of carrier, 10% of the respondents they consider to leave because they was temporally, 17.5% of the respondent was neutral and 22.5% of the respondents they consider to leave because the salary and fringe benefits wasn’t good  as shown in table below.

Table 14: Reason to leave

	
	
	Frequency
	Percent

	Valid
	Change carrier
	20
	50.0

	
	It was temporally
	4
	10.0

	
	Salary wasn’t good
	9
	22.5

	
	Others
	7
	17.5

	
	Total
	40
	100.0
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        Figure 9: Reason to leave
4.12   Do you satisfied with your job position?

The respondents were asked; do you satisfied with your job position? The findings was that, 32.5% answered no, 55% answered yes and 12.5% their neutral as shown in the table below 
Table 15: Do you satisfied with your job position?

	
	
	Frequency
	Percent

	Valid
	NO
	13
	32.5

	
	YES
	22
	55.0

	
	3
	4
	10.0

	
	21
	1
	2.5

	
	Total
	40
	100.0
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Figure 10: Satisfied job position

4.13   How is your relationship with the reporting supervisor and head of department?

The respondents were asked; how is your relationship with the reporting supervisor and head of department? The findings was that, 62.5% of the respondent answered that the relationship was well and 37.5% answered that their relationship with supervisor are not well as shown in the table below. 

	
	
	Frequency
	Percent

	Valid
	Well
	25
	62.5

	
	Not Well
	15
	37.5

	
	Total
	40
	100.0
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Figure 11: Supervisor relationship

4.14   What were your expectations when you employed at Ministry of water that has not yet been met?

In answering the question, what were your expectations when you employed at Ministry of water that has not yet been met? The findings from the respondents was that, 15% of the respondent are applicable, 17.5% of the respondent they expect to gate good working facilities and house benefits, 32.5% of the respondent they expect to improve their living standards, 17.5% of the respondent they expect to be the head of departments and 17.5% of the respondent they expect to gate good working condition as shown in the table below.

	
	
	Frequency
	Percent

	Valid
	Good Working facilities
	7
	17.5

	
	Improve living standards
	13
	32.5

	
	To be the head of Department
	7
	17.5

	
	To get good working condition
	7
	17.5

	
	5
	6
	15.0

	
	Total
	40
	100.0


[image: image11.png]Your expectation

1254

1004

Frequency

50

25

00

GoodWorking Improve ving  Tobe theheadof T gel good
Tachties © 'andards | Depariment * working condon

Your expectation





Figure 12: Your expectation

4.15   Point out any retention problems in your organization and their possible solution

The respondents were asked if they would Point out any retention problems in Ministry of water and their possible solution. The findings was 40% of the respondent were applicable,45% of the respondent was point out problems that low level employees are not treated equally with their supervisor and head of departments,12.5% of the respondents was point out the problem of poor communication due to fringe benefits packages,17.5% of the respondents was point out the poor implementation of fringe benefits packages in Ministry of water  and 15% of the respondents was point out poor working environment and 10%  neutral as shown in the table below:
	
	
	Frequency
	Percent

	Valid
	Lower levels are not treated equally
	18
	45.0

	
	Poor communication due to fringe benefits
	5
	12.5

	
	Poor implementation of fringe benefits
	7
	17.5

	
	Poor Working environment
	6
	15.0

	
	Neutral
	4
	10.0

	
	Total
	40
	100.0
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         Figure 13: Relation problem

4.16   Discussion of the Findings
The discussion of findings regarding factors of fringe benefits and employee retention at Ministry of Water, as mentioned by Kerlinger (1973) that “the analysis of data and information does not by itself provide answers for research questions thus it is necessary to interpret the data for proper understanding of the findings”. In this discussion the main fringe benefits and employee’s retention strategies employed by Ministry of Water, the way they design and implement those strategies, the effects and suggested solution for effective employee fringe benefits at the Ministry, by starting with the general information of the respondents. 

4.16.1   Gender of the respondents
A question was asked so as to identify the gender of respondents because it was very important to find out their gender in order to know whether there were balanced views between men and women. The findings entail that at Ministry of Water there are more male employees than female. Though the percentage of respondents differs in terms of their sex this had no negative impacts to affect the research as both sexes were included in the study, and their opinions were the same in spite of their difference in gender. 
4.16.2   Education level of the respondents 
This intended at helping the researcher to know employees understanding on fringe benefits matters in terms of knowledge, skills and experience in relation to their education level. The findings indicated that many employees at Ministry of Water their education level is high due to the significance of their designation and the tasks they perform. The findings also showed that, as the level of education of an employee increases his/her level of understanding regarding fringe benefits and employee retention increases in public sectors as well. 
4.16.3   Age of the respondents 
It was important at least to know their age range because of the assumption that the age of an employee may affect fringe benefits and employees retention strategies implied on him/her, and that was verified as a researcher find out that the old employees for instance those who are about to retire they don’t care much about how their employer  retain them, all they say that, they are going nowhere no matter what because they are just waiting for their time to retire and get their retirement benefits.
4.16.4   Duration of service at Ministry of Water 
There was a need to know about when the respondents were employed at Ministry of Water so as to understand if there is any relationship between the period of employment of an employee and his/her perception about the fringe benefits strategies of the Ministry. The findings demonstrate that those who were employed at Ministry of Water for more than fifteen years are more satisfied with the fringe benefits strategies than the rest. 
4.16.5   Employee fringe benefits and employees retention employed by Ministry of Water

Previous researches suggested several factors which play fundamental role of fringe benefits and employee retention. The factors which are considered and have direct affect are; career opportunities, work environment, work life balance, organizational justice, and existing leave policy and organization image. Coppell (2000). Employees stay loyal with organizations where employee have value, sense of pride and work to their full potential. Cole (2000). There are many employee retention strategies around the global but each organization choose to apply some of the strategies which they believe will be more efficient for them to retain their valuable employees. The same goes to Tanzania public sectors including Ministry of Water, as presented in chapter four, the following are the strategies employed by Ministry of Water to retain their employees. 
Training opportunities: Providing training to employees is a good way to help and build employees skills that not only make a difference in their lives but bond them more closely to the organization. Training provides specialized technique and skills to employee and also helps to rectify deficiencies in employee performance. Gomez et al (1995). Employees want to develop new knowledge and skills in order to improve their value in the marketplace and enhance their own self-esteem, therefore they must have the necessary training to do their job well or they will move to an employer who provides it as recommended by Storey and Sisson (1993) that training is sign of organization commitment to employees. In fact, many companies have discovered however that one of the factors that helps retain employees is the opportunity to learn and try new things Logan, (2000). Jennifer Potter-Brotman, CEO of Forum Corporation (a firm out of Boston that helps Fortune 500 companies develop learning systems) also claims that there is strong evidence indicating a link between strong training programs and employee retention (Rosenwald, 2000). 
The Tanzanian government knows the importance of training employees as well, that is why they make policies, rules and regulations regarding training, for instance section 103(1) of the Public Service Regulations describe that “every employer shall be responsible for training and development of staff”. The Government Standing Orders for Public Service also provide guidelines that prescribe how to implement training programs for public services. It is on the basis of these provisions that Regulation 103(5) and 103(6) of the Public Service Regulations prescribe to all employers to set aside adequate funding for training programs and all appointing authorities should prescribe terms and conditions for public servant’s attendance of various training courses and put in place an effective management system for coordinating and monitoring to avoid unwarranted disparities within public sector. 
During discussion with some of the respondents they explain that the implementation of training programs at Ministry of Water is not appropriate because first, they don’t carry out training need assessment so as to know who exactly need training at a particular time, and what kind of training does he/she needs contrary to the policies and second the management team are the ones who attend training regularly not the actual performers i.e. middle and lower lever employees who need several training so as to improve their performance. But this is contrary to what Herzberg explained in his two-factor theory who mentioned advancement/ training opportunities as one of the factors which motivate employees and leads to their satisfaction and it is easy to retain a satisfied employee. 
Once the HROs and AOs was asked during the interview how they implement training programs, the explanation was that; they do plan to train several employees in every financial year and they set aside a certain amount for training programs but in most cases the government through a certain ministries are the ones who design training programs and inform them about it, with the explanation of who should attend the training. 

Promotion opportunities: Each employee wish to be promoted at work for one reason or another, for some getting a promotion means gaining more salary or power and for others it means management recognition of his/her efforts in performing the duties. Section 6A(3) of The Public Service (Amendment) Act of 2007 says; “Every promotion in the service shall be made by considering (a) performance and efficiency to perform and execute the duties by an employee (b) career development and succession plan (c) seniority among the employees”. Presently the decision whether a public servant deserve promotion depends on the results of Open Performance Review and Appraisal System (OPRAS) between employer and employee. Standing Orders and Public Service Act address the implementation of the promotion policy, which is very much dependent on workers’ and supervisors’ adherence to performance contracts. 
Section 22(3) of the Public Services Regulations clearly states how the performance contracts can help with promotion; “information obtained through performance appraisal should be used in awarding or withholding increments, planning job rotation and training programs, and in making appointments to higher posts or in demotions or terminations or appointment to that particular posts”. Standing Orders for the Public Service 2009, which set out the way in which the day to day activities in the civil service are run, the Public Service Management and Employment Policy of 1999 and Public Service Act also recognizes the importance of promotion deserving public servants. 

Working relationships: It is very important to have and maintain good relationship between people at work place, not only the relationship between the management and their subordinates but also the relationship between employees themselves. The factors emerging of retention strategies also indicate that employees stay when they have strong relationships with others with whom they work Clarke (2001) as a positive learning environment. Dillich (2000) and encouragement of team building activities, project assignments involving work with colleagues and opportunities for interaction both on and off the job leads to higher retention rates. Johns et al (2001) In Tanzania Public Service Act and Public Service Regulations specify the expected relationship between public servant and their supervisors so as to increase the efficiency and effectiveness of public service delivery. Section 40(3) of the Public Service. Act stipulates that ‘relationship in the public service shall observe that every public servant is entitled to recognition and respect for dignity, regardless of hierarchy in the service’. 
Section 4 of the same clause goes on to emphasize the importance of co-operation in the workplace by clarifying that ‘every public servant shall respect and co-operate with fellow public servant at work or elsewhere within public service in order to achieve the objective of public service”. To ensure that there is good relationship between supervisors and subordinates, the Public Service Regulations stipulates that ‘public servants shall be given feedback at regular intervals of not less than six months on their performance against the objectives, and shall be given advice and support to improve any shortcomings” Regulation 22(5).  
According to the finding the relationship between employees at Ministry of Water is very good compared to the relationship between supervisors and their subordinates. One of the respondents also explained that there is good relations between them not only at work place but also outside, they help one another even in personal problems but the relationship between employees and their supervisors or the management is not as good since there is a certain gap between them. 
4.16.6   Participation and involvement in decision making
The ability of the employee to speak his or her mind freely within the Ministry of water is another key strategy of retaining an employee. Employees should be able to offer ideas, feel free to criticize and commit to continuous improvement if not; they bite their tongues or find themselves constantly in trouble until they leave. Section 64 of the Public Service Regulations provides that “the representation of public servants in the discussions with employers on matters of employment and welfare in general shall be through workers’ councils and joint staff councils”. 
This is the method which continues to be used in dealing with matters pertaining to civil servants that workers may participate as member of trade union or through workers meeting available to all employers. Ministry of Water employees are given the chance to participate in some of the decision making through labour unions or section/units meetings. As they explain during the discussion with the researcher, some of them mention that they participate only in deciding on only small maters because important decisions are made by the government or management of the Ministry. This was supported by the big percent of the respondents who were not satisfied with their chance to participate in decision making. 
Working environment: Work environment is considered one of the most important factors in fringe benefits and employee’s retention Zeytinoglu& Denton, (2005). The most important employee retention strategies have to do with creating and maintaining a workplace that attracts, retains and nourishes people. This covers a lot of issues, ranging from developing a corporate mission, culture and value system to maintain on a safe working environment and creating clear, logical and consistent operating policies and procedures. According to Ramlall, (2003), people strive to work and to stay in those  corporation that provide good and positive work environment, where employee feel that they are valued and making difference. Environmental employee retention strategy address three fundamental aspects of the workplace, the ethics and values foundation upon which the organization rests, the policies that interpret those values and translate them into day-to-day actions, and the physical environment in which people work. Section 63(1) to section 7 of the Public Service Act states that, “every employer shall take all reasonable precautions to ensure occupation safety standards in order to avoid unnecessary cause of health hazards and shall facilitate annual medical check-up for public servant within his jurisdiction”. Working environments at Ministry of Water were good enough to be regarded as one of the retention strategies by 17.5 percent of the respondents and to satisfy as presented in chapter four.
Job security: This is one of the main fringe benefits and employee retention strategies at Ministry of Water in the public sector in general. Employees want the assurance that their job will be there when they wake up tomorrow, and not to wake up and go to work only to find out that he or she is fired just because the employer does not want them any more in his/her Ministry for no special reason. According to Herzberg (two-factor theory) job security is one of the hygiene factors that its absences create dissatisfaction to employees, and it is very difficult to retain an employee who is dissatisfied. 
The Tanzanian government protects the jobs of its employees by using the rules and regulations such as Public service regulations which explain the valid reasons to terminate an employee, and Section 37 (1-3) of the Employment and Labour Relation Act explain about unfair termination that it is unlawful for an employer to terminate employment of an employee unfairly. Ministry of Water abide the laws, regulations and policies relating to job security that’s why 75 percent of the respondents are satisfied, and during the interview one of the HR officer explain that, they secure the jobs of their employees as much as possible because the procedures of hiring a new employee in public sector at present time are too long. 
Opportunities for career growth: It is essential for employees to develop their careers and grow in their career path so that they become more competent and be able to improve their performance and the quality of their work, so if the Ministry offers that opportunity for them they will stay and make the most of it. Career development is vital for both the employees and employer Hall, (2002). Career development is mutual benefited process because it gives imperative outcomes to employer and employees Hall, (1996); Kyriakidou and Ozbilgin, (2004). Also according to Herzberg in his two factor theory opportunity to advance ones career motivate employees and it leads to satisfaction. 
Knowing this Ministry of Water management tries their level best to offer their employees that opportunity that’s why in answering the question of what do you think are the fringe benefits and employee retention strategies at the Ministry half of the respondents mention this as one of the retention strategy at their Ministry of Water. Some went further and explain that not only the Ministry allows them to go for further studies; it pays for their studies as well. But the chances to advance employees career through their jobs are not good enough to satisfy the employees, since only few were satisfied with it and to some it does not apply. 
Good retirement benefits: It is very important for any employee to be certain that he or she will be able to live comfortably after retiring from his/her job. That can only be possible if there are good retirement plans that will enable employees to collect the fruits of their works by receiving reasonable amount of money or benefits after they retire. The government knowing the importance of planning how the employees will benefit after they retire from their jobs, Retirement Benefits Act was introduced to elaborate everything related to retirement benefits. Ministry of Water comply with the Act by contributing fifteen percent of an employee salary and cooperate with those responsible to make sure that each month an employee contributes five percent of his or her salary as well, so as to enable that employee to obtain good retirement fund in the future.  The HRs and AOs also mention that they try their level best to prepare those who are about to retire by informing them to prepare all the required documents so that as soon as they retire they may receive their money and they also give them transportation fair for them and their belongings to their place of origin. This strategy seems to work as fifty percent of the respondents were satisfied with it. 
Salary scales: Salary is a very important aspect in retaining employees because it is one of the basic needs according to hierarchy of needs theory and its absence cause dissatisfaction to employees mentioned in two-factor theory. Ihsan and Naeem (2009) also indicated pay and fringe benefits as the most important retention factor which is supported by the findings of past studies and this study as well since ninety percent of the respondents mentioned it as one of the reasons why employees left the Ministry of Water and sixty percent might consider leaving in order to look for higher salary because the salary scales of most of the employees at Ministry of Water does not satisfy them. And there is a big gap between salary scales of the heads of department and sections and those of their subordinates. 
But prompt payment of salaries after employment act as a way to retain employees at the Ministry. After joining the public service in Tanzania it was normal for that employee to take a long time (up to five month sometimes) before starts to be paid his or her salary because of the payroll system that was used in acknowledging and paying the benefits of the said employee. That system disappoints employees a lot and makes others leave if they get a job somewhere else during that period of hardship of living without a salary. But that is not the case anymore because the system is changed and the Ministry human resource officers make sure that once the person is recruited in the Ministry, that employee will get the salary in that same month. Therefore some of the employees view this as a retention strategy as they explain it during the discussion with the researcher. 
Provision of allowances: Any team member wants to feel that he or she is being paid appropriately and fairly for the work he or she does, therefore if someone works extra hours and get extra duty allowance for that he/she will be satisfied and that can be one way of retaining that person or if the organization you are working with pays you house allowance it makes you feel good as it will ensure you will always have a place to stay as long as you are working in that organization. Ministry of Water provide some allowances such as extra duty allowance, housing allowance, and night allowances  to employees, and this is another strategy of retaining employees at the Ministry although only few respondents perceived it that way, while most of them were not satisfied with the level of allowances they receive per month. 
This is due to the fact that lower level employees receive very low amount compared to the top officers ,even though they perform the same task, contrary to Equity theory by John Adams who want equity to be maintained between the inputs that one brings to a job and the outcomes that he receive from it against the perceived inputs and outcomes of others around him, because an individual will consider that he is treated fairly if he perceives the ratio of his inputs to his outcomes to be equivalent to those of his co-workers and high levels.
4.16.7  The design and implementation of fringe benefits and employee retention strategies at Ministry of Water
Organizations differ in the way they design and implement their fringe benefits and employee’s retention strategies basing on what they believe is the right way and their ability to do it. Apart from verifying the existence of fringe benefits and employee retention  the researcher also wanted to know how they design and implement those strategies, according to the findings this is how Ministry of Water design and implement their strategies. 
4.16.8   Design of the strategies

The fact that the respondents who did not agreed that they are involved in designing fringe benefits strategies are more than those who agreed proves that the way Ministry of Water does not involve the employees in designing the strategies. Once the management, was asked how do they design fringe benefits strategies, the response was that various strategies like those related to salary scales, job security, retirement benefits, provision of allowances, participative decision making, good relationship at work place, opportunities for career growth, and so forth are externally designed, meaning that they are not the ones who formulate them but the top government, they just implement them in a good way which they believe will  work for their employees so as to be able to retain them, the techniques which differentiate them from other Ministry in the country. And they only design few strategies such as rewarding best performers in group works and providing breakfast to their employees. 
4.16.9   Implementation of the strategies

The HROs and AOs of Ministry of water explain that to implement fringe benefits strategies as required is hard because most of the strategies need money to implement even the so called non monetary incentive strategies like training and promotion, agreeing with Dussault and Franceschini (2006) who said “Non Monetary Incentives are ultimately financial incentives because they have to be paid for”. There was no enough money to do so and most of the time the funds from the government delay to reach them which cause the delay in implementing the strategies as planned. Some of the respondents explain why they were not satisfied with the way Ministry of Water implement the strategies and said that, the whole process of retaining employees was not participatory as they were no involvement of staff in designing the fringe benefits strategies and some of the strategies are one sided because they base generally to those employees with higher positions in the Ministry, they are the ones who get high salaries, attend training courses regularly, they are also the only ones who get the house allowances and transportation to and from the work place. Therefore, there is a need for some improvements in the fringe benefits strategies to be done. 

4.16.10   The effects of fringe benefits and employee retention strategies at Ministry of Water

When the government or public sectors in Tanzania particularly Ministry of Water make fringe benefits strategies to retain their employees they expect positive results but that is not always the case, this may be due to the strategy itself or its implementation. Since this research also intended to detect the effects of the fringe benefits and employees retention strategies at Ministry of Water, the following are the mentioned effects by the respondents.  
4.16.11   Suggested solution for effective fringe benefits and employee retention at Ministry of Water

Wallgren et al (2006) write in accordance with Robbins that management should put a lot of effort into increasing employee job satisfaction because of the relationship between satisfaction, productivity and retention. This relationship regards the impact job satisfaction has on productivity, such as employee well-being, absences, and retention. Employees that are satisfied with their jobs have a positive experience of their pay, supervision, chances for promotion, work environment, and tasks. The finding of this study correspond with Robbins as chapter four shows respondents satisfaction level to employee fringe benefits and employees retention strategies at the Ministry. Employees who are satisfied have higher intentions of persisting with their organization, which results in decreased turnover rate (Mobley et al., 1979). The respondents also mentioned what should be done so as to improve fringe benefits and employee retention at Ministry of Water as follows; 
Increment of the salary: People stay in jobs because they want to contribute to something bigger than themselves, because they love what they do, or because their job gives them a sense of purpose. But, the primary reason anyone works is for money, if an employer is not paying his employees at the same level as his competitors, they will know and their job satisfaction will break up down. Williams and Dreher (1992), wages is the key factor influence in the employee attraction and retention, and play important role in the recruitment process. It is very important for the government to increase their employees’ salaries so as to retain their employees, because the findings of this study shows that only 10% of the respondents are satisfied with their salary scales, 22.5% moderates, 40% not satisfied and 27.5% not satisfied at all. Other studies have proposed that the cost of replacing lost talent is even higher, as much as 70 to 200 percent of that employee’s annual salary Kaye (2000). 
Improve working relationships between the management and their subordinates: A recent study conducted by Indiana University found that a bad boss is the main reason to people quit the job. A good manager must be a good communicator, clearly communicating expectations and providing encouragement for a job well done, good bosses acknowledge the work of others and genuinely care about their employees. According to Silbert (2005), well skilled and talented workers may easily find good job, position and workplace elsewhere however the effective way for retention these talented employees is to enhance friendly and close working environment and to promote leader support. 
Freyermuth (2007) also recommended that organization must groom leader to support the employees and to well build the work environment where workers want to stay. Providing opportunities test their abilities and providing level of performance can enhance employees’ capabilities and want to stay in the organization. Employees at Ministry of Water want to have good relationship with their management as 37. 5 percent of the respondent mentions it, so it’s up to the management to improve their relationships with the subordinates because the findings reveal that the relationship between them is not so good, as shown in the table when the respondents were answering the question “how is your relationship with your reporting supervisor?”

CHAPTER FIVE
CONCLUSION AND RECOMMENDATIONS

5.0   Introduction

The significance of employee’s fringe benefits is the most important target for the organization because hiring of qualified candidate is essential for organization but their retention of employees is more significant than hiring, because a big amount of money is spending on the hiring, orientation and training of the new selected employees. In this study only one Ministry was investigated and it was Ministry of water. This chapter will give the summary of the research findings based on the data presented in chapter four, plus conclusion and recommendation.

5.1   Summary of the Findings

 Findings of this research shows that fringe benefits, working relationships, retirement benefits, promotion opportunities, participation, involvement in decision making, salary scales, job security, working environments and availability of different allowances  are significant things that used by Ministry of water  to retain employees. But the effective ones are job security, good retirement benefits, good relationships at work place, and good working environment, and the least effective ones are salary scales, employee’s fringe benefits packages availability of allowances and participative decision making. And most of the strategies were not designed at the Ministry of Water but from external like government and the implementation of the strategies is not good enough given that the employees are not involved in the whole process, as well as the implementation of those fringe benefits which needs money to achieve is a problem due to lack of enough fund to do so. Not only that but also labour turnover was found to be the main effect of employees retention  at Ministry of water  and other effects were; transfer of employees to other organization, low working morale and commitment of the employees, delays and incomplete implementation of the Ministry activities and consistent of complains from the workers. Lastly, the research reveals that in order to improve employee retention, the following should done; Increase the salaries, and fringe benefits, working relationships, retirement benefits, promotion opportunities, employees participation and involvement in decision making, salary scales, job security, working environments and availability of different allowances in the organization.
5.2   Conclusion

The Tanzanian government is familiar with the significance of fringe benefits packages and employees retention, that’s why they provide the financial and non financial incentive to public sector employees and there are laws, rules, regulations and policies that protects the welfare of the employees as a way to motivate and retain employees in the government. Not only that but also different fringe benefits packages (FBP) are formed and implemented to retain the employees, but still employee retention is a big problem in public organizations in Tanzania particularly in Ministry of water (Mow).
The findings of this study give a clear picture that regardless of having the employee fringe benefits packages and labor relation laws, policies and many benefits strategies, the way they design and implementation is not enjoyable by lower levels of some carders. This is due to the fact that there is poor involvement of employees in the whole process of the preparation of fringe benefits packages in the organization. Furthermore, most of the employees require financial incentives such as high salary and fringe benefits to be retained while much emphasis in on non financial incentives like job security, transport and retirement benefits. Therefore the management should talk with the employees regularly on a one-to-one basis to find out what matters to them and involve the employees in formulation and implementation of fringe benefit.
Given that it was exposed that the strategies themselves does not create a conducive environment for employee’s retention in the organization if the situation of other job opportunities happens, because the employees of Ministry of water  still have the outlook of job hopping. From this situation the government has great challenge to create new strategies and implement fully the existing useful fringe benefits packages that will improve employees’ retention in organization.
5.3   Recommendations

On the basis of the findings and conclusion of the study, the following recommendations are proposed to Ministry of water and the public sector in general on getting better fringe benefits and employee’s retention. The salary and fringe benefits of employees needs to be increased which will not only retain the present employees but will attract new employees from other organization as well. This is due to the fact that many employees leave the public sectors particularly Ministry of water  because they are offered better salaries and fringe benefits in other places mainly in competitive public agencies and private organizations. Employees want fair and equal treatment, that's why organization need to bring fair policy and communicate it to the employees, because lack of equity and negative attitude toward some employees may cause them to leave the organization, for example in Ministry of water there is a big gap between lower levels and high levels. And the resources of the organizations need to be equally distributed among the employees.

5.4   Recommendation for further research

 The study focused on positive influences of personal drive of the significant of fringe benefits packages such as transport, house allowance, retirement benefits achievement, growth opportunities, recognition, and promotion opportunities on employee retention in the organization. Though, a significant of fringe benefits packages could be unsuccessful and bring the exact opposite of the desired behavior to some employees who expect to get them. So, a similar study should be carried out to examine the negative effects of the significant of fringe benefits packages in an organization. The findings will alert the management be on the pay attention for any undesirable behaviors to find out whether it can be traced back to an organization fringe benefits packages.
A study about the significant of fringe benefits and employee retention, which is made in other Ministries, organizations, agencies and companies can be researched and compared. It would be attractive to see the differences and similarities of fringe benefits packages in different organizations. My interest when writing this research lied in the perception of the factors, but also the size of this research is just one viewpoint was chosen. This is just one of many perceptions, but further suggestions in researching this subject is to look at this issue from other perceptions. An investigation can for example be conducted on people that actually not present in their work place, in search for something better and more challenging. This study is not representative of the whole country. Any public organization in Tanzania could be studied and produce the same or conflicting results, since the sample was limited to only one Ministry, it is recommended therefore that for more reliable generalization of findings, a similar study be carried on large scale involving a large sample of organization. The researchers come up to give more representative results. It is also recommended that further studies be carried out to identify the best method of retaining talented employees. Such studies could be used in ensuring best practice of the organization in managing the problem of significance of fringe benefits packages and employees retention, for the betterment of the organization and its employees at large.
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APPENDICES
Appendix 1: Questionnaires to staff

My name is Robert Masima Mtatiro, A student at the Open University of Tanzania. I am conducting Dissertation as part of my academic programme. Kindly, request your cooperation by answering the questions in this paper.

SECTION A: GENERAL INFORMATION 
Please put a tick mark on the correct answer to the following questions then give explanation where needed.

Gender (a) Male ( ) (b) Female ( ) 

Your age (a) 20-30 years (b) 31-40 years (c) 41-50 years (d) 51-60 years (e ) 60+

 Education Level (a) Secondary (b) Certificate (c) Diploma (d) Degree (e) Postgraduate/Masters (f) PhD

Your Professional qualification......................................................................................

What is your employment status? 

(a) Permanent ( ) (b) temporally ( ) 

 When were you employed? (a) Less than one year (b) 1-5 years (c) 6-10 years (d) 11-15years (e) 16-20 years and (f) 21-30 years

Are you employed somewhere before joining this organization? 

(a) Yes ( ) (b) No ( ) 

If yes why did you leave the organization can you mention two major reasons?

 (i)......................................................................................................................................

(ii)…………………………………………………………………………………………
SECTION B: RESEARCH QUESTIONS 

PART A: Employee Fringe Benefits Employed by Ministry of Water

1. What do you think are the fringe benefits at Ministry of Water? Mention them. ...........................................................................................................................................................…………………………………………………………………………………………………………………………………………………………………………………

2. Which ones do you think are the most effective and which ones are the least effective fringe benefits.
3. Does the management involve you in designing fringe benefits package? 

(a) Yes ( ) (b) No ( ) 

4. Do you have an opportunity to share your ideas in the work place? 

(a) Yes ( ) (b) No ( ) 

5. Are the working facilities provided by the organization good enough on your work place?

(a) Yes ( ) (b) No ( ) 

6. Do you have fringe benefits package and recognition on your organization? 

(a) Yes ( ) (b) No ( ) 

7. Do you feel that Ministry of Water is provides opportunities for your growth and development? 

(a) Yes ( ) (b) No ( ) 

8. How is your relationship with the reporting supervisor and head of department? 

A) Excellent B) Very good C) Good D) Poor E) Worst ( ) 

9. Are you satisfied with the way fringe benefits are carried out at Ministry of Water? 

(a) Yes ( ) (b) No ( ) 

If yes how?…….................................................................................................... 

If no why?.....................................................................................................................

PART C: Effects of Employee fringe benefits package at Ministry of Water

10. Do you think the increment of salaries and other fringe benefits package, may improve employee retention in Ministry of Water? 

(a) Yes ( ) (b) No ( ) 

If yes, how………………………………………….................................................. 

11. Does the fringe benefits package of employee at Ministry of Water have any effect? 

(a) Yes ( ) (b) No ( ) 

If yes, mention two

(i)…………………………………………..........................................................................

(ii)…………………………………………………………………………………………

12. Has employees left this organization in the past twelve month? 

(a) Yes ( ) (b) No ( ) 

If yes what was their reason for leaving? 

………………………………………………………………………………………..... 

13. Would you want to leave from this organization of Ministry of Water? 

(a) Yes ( ) (b) No ( ) 

If yes, why?.........................................................................................

If no, why?..............................................................................................

14. Do the policies or procedures at Ministry of Water make your job more difficult? 

(a) Yes ( ) (b) No ( ) 

15. If you are not satisfied with the fringe benefits package of Ministry of Water, what decision will you opt to take?
16. Do you satisfied with your job position? 

(a) Yes ( ) (b) No ( ) 

 Why............................................................................................................. 

17. What were your expectations when you employed at Ministry of Water that has not yet been met? 

 Mention at list two

 (i)..................................................................................................... 

(ii)………………………………………………………………….

18. Are you satisfied with the fringe benefits package of Ministry of Water? 

(a) Yes ( ) (b) No ( ) 

If no then what fringe benefits do you think can contribute to your retention at Ministry of Water? 

......................................................................................................................................... 

19. Can you point out any retention problems in your organization and their possible solution?………………………………………………………………………………

Appendix 2: Questionnaires to Management 

My name is Robert Masima Mtatiro,a student at the Open University Tanzania. I am conducting dissertation as part of my academic programme. Kindly, request your cooperation by answering the questions in this paper.

Your job position…………………………………………………..

1. Do you (as a management) have fringe benefits standard conditions?

Yes ( ) No ( )

If yes, please mention

…………………………………………………………………………………………………………………………………………………………………………………………

2. Do you think you meet the standards? Yes ( ) No ( )

Explain…………………………………………………………………………………………………………………………………………………………………………………

3. What measure do you take to ensure staff gate significance of fringe benefits?

…………………………………………………………………………………………………………………………………………………………………………………………

4. How many employees complain concerning with fringe benefits in your organization? ……………………………………………………………………………………………

5. How much are your staff motivated towards fringe benefits package in your organization?  …………………………………………………………………………………………..

6. What is the level of employee’s turnover in your organization for six month ago?

…………………………………………………………………………………………….
7. Do you consider the rate of employee’s turnover low/high?

    In each case can you give your views?

…………………………………………………………………………………………………………………………………………………………………………………………

8. Do you think there is any relationship between significant of fringe benefits and employees retention in your organization?

Yes ( ) No ( )

Please explain how

…………………………………………………………………………………………………………………………………………………………………………………………

9. What would you need to be done in order to improve the standards of fringe benefits package in your organization?

…………………………………………………………………………………………………………………………………………………………………………………………

10. Are employees’ aware with the availability of fringe benefit packages in your organization?

Yes ( ) No ( )

If no, why?

……………………………………………………………………………………………

11. What are the employees’ perceptions on the fringe benefit packages in your organization?

Please explain

……………………………………………………………………………………………

……………………………………………………………………………………………



Intrinsic Rewards


-Recognition


-Learning opportunity


-Employee policy

















Employee Retention








Effective Fringe Benefits





Extrinsic Rewards


-Basic pay


-Performance bonus


�-Economic situation
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