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ABSTRACT

This study assessed the effect of job retention strategies on organizational performance among manufacturing industries in Bukoba municipality, Tanzania. It comprised of three specific objectives, namely to: determine the effect of employees’ team-building, evaluate the effect of promotion of employees, and finally, assess the influence of training of employees. The study used a survey research design with a quantitative approach. Stratified random sampling techniques were used to select 160 participants. Data were collected using structured questionnaires. Data were analysed using descriptive statistics and multiple regression analysis. The results show that, team-building strategy positively and significantly affects the performance of the manufacturing industries in Bukoba municipality. Furthermore, findings show that, employee’s promotion and training strategies remain statistically insignificant to the performance of the manufacturing industries since. It is recommended that, HRMs in the manufacturing industries should enhance team-building strategy if they want their Organizations to improve their performance because it improves quality of the Organization’s products and Organization’s services to customers; furthermore, it enables the Organization to become competitive. Furthermore, is recommended that, although employee’s promotion and training strategies remain statistically insignificant to the performance of the manufacturing industries in Bukoba municipality, they should not be ignored by the HRMs.
KEY WORDS: Job retention Strategies, Organizational Performance, Manufacturing Industries
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CHAPTER ONE
INTRODUCTION

1.1 Chapter Overview

This chapter introduced the study about effect of job retention strategies on Organizational performance among manufacturing industries in Bukoba municipality, Tanzania. The chapter has provided the background of the study, statement of the problem and research objectives. It also has covered research questions, scope, significance and Organization of the study.
1.2 Background to the Study

The global business environment has increasingly become very competitive and any Organization’s success largely depends on its knowledgeable, skilled and competent employees as they are its greatest asset (Ibidunni, Osibanjo, Adeniji, Salau, & Falola, 2016; Manogharan, Thivaharan, & Rahman, 2018; Uitzinger, Chrysler-Fox, & Thomas, 2016). It is on this basis as Ekhsan, Sudiro, Mugiono and Hussein (2022) contend that, human resource management (HRM) departments have a duty to maximize employees’ abilities for the improvement any company’s performance and attainment of its goals through a number of strategic steps. Elsafty and Oraby (2022) were of the views that, in order for any Organization to continue maximizing its employees’ abilities, the HRM department has an obligation to attract employees with experience and talents to the Organization and retain them longer by employing various strategies. 
Evidence has indicated that, any Organization with inadequate employee retention strategies of her talented employees will not only have difficulties in reaching her desired goals and objectives but also will experience employee turnover (Kossivi, Xu, & Kalgora, 2016; Ma, Mayfield, & Mayfield, 2018). Chawla (2021) define retention of employees as a process through which the same are motivated or influenced to work and stay longer with the Organization. Mgbemena, Enetanya, Nsofor, and Ogbogu (2022) posited that, employee retention strategies are the plans, means or decisions taken by the Organization to keep her competent and talented employees for her improved performance. Studies indicate that, a retention strategy aims at ensuring that, talented and competent employees stay longer with the Organization and that, wasteful and expensive level of employee turnover are reduced (Heiburzki, 2016; Umamaheswari & Krishnan, 2016).
Various studies have identified that, there is an existence of several employee retention strategies which can be opted for by the HRM departments in order to improve the Organization’s performance and competitiveness. These include improved work environment, compensations, and training and development (Alshurideh, 2019; Maru & Omodu, 2020); performance appraisal and future growth, leadership support, management support to employees, and job security (Akther & Tariq, 2020). Others are conducting succession and career planning and regeneration (Owolabi & Adeosun, 2021).
It has been an undisputable fact that, when some employee retention strategies are effectively utilized, they tend to improve Organizational performance. For example, teambuilding is a strategy helps teams to share Organizational performance goals, stimulates the quality of services and encourages continuous growth; further, it encourages open and positive communication, improves individual performance and that of an Organizations (Ada-Mac, Idegbesor, & Chigbo, 2020; Obiekwe, Mobolade, & Akinade, 2021). A similar investigation was found to be the same on the employee promotion where it was reported that, it has a positive and significant effect on Organizational performance because it increases employee potential, encourages motivation of an individual and others and enhances employee confidence (Kathina & Bula, 2021; Makambe & Matlhape, 2022). Likewise, training of employee strategy seems to have a positive relationship with the Organizational performance because it increases employee effectiveness, operations, employee’s productivity and management performance (Tan & Olaore, 2022); others are work quality, quantity, punctuality, effectiveness, and independence (Mubarok, 2022).
It is evidenced that, a strong job retention strategy in any Organization is of utmost importance. It can increase and ensure Organization’s success and productivity (El-Dahshan, Keshk, & Dorgham, 2018); it aims at improving workforce productivity (Behera, 2016; Devi, 2017; Thunnissen & Buttiens, 2017). It can reduce unnecessary expenses required for training and recruitment of new employees, and in turn, it reduces operating costs in an Organization, keeps employee morale high and boosts their self-confidence (Shende, Gumaste, & Shah, 2021). It can ensure customer satisfaction, increase product sales and satisfied customers (Mathimaran & Kumar, 2017). It can also increase efficiency, higher earnings and higher Organization’s performance (Okoro & Ihenyen, 2020); lowers employee absenteeism and turnover rates (Ashraf & Siddiqui, 2020).
Despite the importance of strong job retention strategies adopted by any Organization to secure her talented employees, global studies have shown that, uncontrolled employee retention has been faced with unlimited challenges. In China, Ping, Fu, Ye, and Zhao, (2021) has found that, low employee retention resulted in an increased training and recruitment cost, insufficiency of skilled employees, and disruption to the Organization’s operations. In USA, Watson, Rogers, Watson, and Liau‐Hing (2019) have established that, uncontrolled employee retention inside the Organization were the high turnover rates and losses of skilled employees. In India, Shahin (2017) found that, poor employee retention strategies had led to the decreased standards of service provision, inconsistency and increased recruitment and training costs of new employees. In Indonesia, Ekhsan (2019) found that, many organizations suffered losses due to employee turnover, which later resulted in higher recruitment and training costs, and work disruption. In Nigeria, Ohunakin, Adeniji, and Oludayo (2018) revealed that, poor job retention strategies in an Organization were time-consuming and costly recruitment.
Tanzania is not immune of these challenges. For instance, Aleck (2019) conducted a study on the “effects of staff retention in delivery of quality research service in the Tanzania Fisheries Research Institute in Dar es Salaam.” It was found that, the delivery of quality research services were encountered with lack and inadequate provision of employment incentives. Samwel (2018) conducted a study on the “impact of employee training on Organizational performance in the drilling companies in Geita, Shinyanga and Mara regions.” The study has revealed that, training and development policies were ineffective. The manufacturing industries in Bukoba municipality have been believed to face several challenges pertaining to retaining their talented, skilled and competent employees, through teamwork, training and promotion strategies, which factor would negatively affect their Organizational performance. 
1.3 Statement of the Problem

It is expected that, when people are employed in any Organization, the same expects those employees to stay longer with that Organization. However, HRM departments in some Organizations have experienced the rising employee turnover (Eriksson & Rataj, 2019; OECD, 2021). Without adequate job retention strategies employed by the HRM departments to retain their competent and talented employees, long-term sustained performance, delivery of service, innovation of business and profitability of any Organization cannot be achieved at all (Akpan et al., 2022; Amadi et al., 2021). Employees’ teambuilding is a strategy that helps teams to share Organizational performance goals, stimulates the quality of services and encourages continuous growth; further, it encourages open and positive communication, improves individual performance and that of an Organization (Ada-Mac et al., 2020).
Despite the significant and positive effects of employees’ teambuilding, employee promotion and training of employee on Organizational performance as indicated above (Ada-Mac et al., 2020; Herdiyani et al., 2022; Kathina & Bula, 2021; Makambe & Matlhape, 2022; Mubarok, 2022; Obiekwe et al., 2021; Tan & Olaore, 2022), empirical studies in Tanzania have shown the contrary. For instance, Masanja and Chambi (2020) in assessing “team building activities for sustainable growth of private and public entities in Arusha”, found that, leadership and poor communication were the major challenges in team-building activities in those Organizations. In regard to employee promotion strategy, it was observed in the “health sector in Nkasi district council, Rukwa”, that, employee were not promoted the situation which led to poor service delivery by the employees to customers (Mwashambwa, 2020). Further, Samwel (2018) in the Drilling Companies in Geita, Shinyanga and Mara, found that, there was ineffective training and development policies which led to ineffective production of the companies. 
It was believed that, some manufacturing industries in Bukoba municipality were not immune of the negative effects arising from job retention strategies and it was also believed that, these manufacturing industries had big problems in retaining their valuable employees in the competitive marketplace and the same are expected to underperform if employees’ team-building, employee promotion and employee training strategies are not enhanced and effectively utilized by the human resources management. Based on the facts above, it has been the duty of this study to investigate on the effect of the above strategies on the performance among the manufacturing industries in Bukoba municipality.
1.4 Research Objectives

1.4.1 General Objective

The purpose of this study was to examine how job retention strategies impact organizational performance in the manufacturing industries within Bukoba municipality.
1.4.2 Specific Objectives

Specific objectives guiding the study have been:

i. To determine the effect of employees’ team-building on the performance of manufacturing industries in Bukoba municipality.

ii. To determine the effect of promotion of employees on the performance of manufacturing industries in Bukoba municipality.

iii. To assess the influence of training of employees on the performance of manufacturing industries in Bukoba municipality.
1.5 Research Questions

This study has been guided by the following research questions as follows:

i. Is there any likelihood of employees’ team-building to affect the performance of manufacturing industries in Bukoba municipality?
ii. Does promotion of employees affect the performance of manufacturing industries in Bukoba municipality?
iii. To what extent does training of employees influence the performance of manufacturing industries in Bukoba municipality?
1.6 Scope of the Study

The study has been conducted within the geographical boundaries of Bukoba municipality focusing on human resources managers, section managers and some full-time employees in the selected manufacturing industries.
1.7 Significance of the Study

The findings of this study will add value to the existing body of knowledge. It will provide managers’ deep understanding on the importance of managing talents and serve as a guide to proper talent capturing and nurturing so as to ensure improved Organizational performance. The knowledge which will be obtained from this study will help human resources managers to identify strengths and weaknesses of some strategies. Lastly, the study will provide information which can form the basis for future researches in other districts/municipals and various institutions.
1.8 Organization of the Study

This dissertation titled effect of job retention strategies on Organizational performance among the manufacturing industries in Bukoba municipality, Tanzania, is comprised of five chapters. Chapter one is a general introduction in which the background to the study, statement of the problem, research objectives and research questions have been discussed; others have been scope and significance are addressed. The second chapter is all about review of related literature where definitions of key terms, theoretical and empirical literature reviews have been analyzed; others include research gap, and lastly, conceptual framework. The third chapter is concerned with research methodology and designs in which research approach, area of the study, population and sampling procedure and data collection methods will be discussed. Others are data analysis, validity and reliability of the study, and ethical considerations. Chapter four will deal with findings and discussion based on specific objectives while the last chapter will deal with conclusions and recommendations.

CHAPTER TWO:
LITERATURE REVIEW

2.1 Chapter Overview

This chapter has reviewed literatures related to studies that investigated the effect of job retention strategies on organizational performance. The reviewed literature is organized into the following sections: definitions of concepts, theoretical literature review, empirical review, research gap, conceptual framework, and lastly, theoretical framework.
2.2 Definitions of Concepts

The following definitions of key concepts have been contextually used in this study as:
2.2.1 Job retention

 According to Mathimaran and Kumar (2017), job retention is a systematic effort an employer creates a motivating environment to employees to remain employed by the Organization. In this study, job retention will mean keeping skillful and competent employees with the company or Organization.
2.2.2 Retention strategies

 According to Shahin (2017), retention strategies are measures taken by the HRM to encourage valuable employees to stay longer with the Organization. Retention strategies, in this study, will connote all approaches or techniques used by the HRM department to seduce competent and skillful employees to stay longer with the company or Organization.

2.2.3 Employees’ Team-building Strategy

Ada-Mac et al., (2020) define team-building strategy as a process of enabling the group of people to attain their goals. In this study, employees’ team-building will mean, the means of involving all employees to work as a team so as to reach a common goal of an Organization. 
2.2.4 Employee Promotion Strategy

According to Herdiyani, Hasibuan, and Andika (2022), an employee promotion is the transfer from one position or place to a higher position or place than the previously occupied followed by an increase in salary and other incentives. In this study, an employee promotion will mean, a strategy used by the Organization to motivate her skillful employees to stay longer with the Organization by increasing their salary packages and other fringe benefits. 
2.2.5 Employee Training Strategy

Al-Rawahi (2022) defines employee training as a process of enabling employees to acquire knowledge and skills for current and future duties and responsibilities. In this study, employee training will mean a strategy used by the Organization to improve her employees’ knowledge and skills for competitive and maximum productivity of the Organization.
2.2.6 Organizational performance

According to Ismail et al., (2021), organizational performance is the process of enhancing the well-being and effectiveness of the Organization through planned interventions. Organizational performance, in this study, will mean improved productivity, quality services and products.
2.3 Theoretical Literature Review

This study has been guided by the Resource-Based View (RBV) theory as it was first formulated by Penrose (1959) (Utami & Alamanos, 2022). The theory proposed that, the HRM should use its own internal resources by formulating a diversification strategy in order to create improved productive opportunities and competitive advantages (de Moura & Saroli, 2021). According to Davis and Simpson (2017), internal resources include: Physical capital (buildings, machinery, stock) and financial capital (investments, cash reserves, operating capital); others are human capital (employee’s knowledge, qualifications, skills and experience) and corporate capital (trademarks, patents, systems). Similar views were identified by Silva and Oliveira (2020) who argued that, RBV method examines assets, expertise, capabilities, and intangible assets, including the company’s internal resources and determines its strategic advantage. It is on this argument that, an Organization needs to create and retain her competitive human resources, use the same for advantageous and improved performance.
The theory has been criticized for its weaknesses that, competitive advantage occurs only when situations of resource heterogeneity (different resources across firms) and resource immobility only exist; but when the situation fails, the Organization become faced with a considerable cost burden in developing, acquiring or using it (Lubis, 2022). According to Gerhart and Feng (2021), the theory possesses a strong bias toward quantitative methods research approaches suggesting that, the findings may not be fully understood until qualitative methods research approaches are also included in the study.
This theory, despite its weaknesses, has been appropriate to this study because, in order to retain skillful and competent employees in any Organization, several job retention strategies such as teambuilding, employee promotion and employee training should be employed if the Organization intends to improve its productivity and quality services (Eva, 2018; Rahmany, 2018). The available evidence indicate that, retention of employees in Tanzania, is faced with several challenges (Masanja & Chambi, 2020; Mwashambwa, 2020; Samwel, 2018). Thus, in this study, this theory has been used as a yardstick to gauge the effect of job retention strategies on Organizational performance among the manufacturing industries in Bukoba municipality.
2.4 Empirical Review

2.4.1 Effect of Team-Building Strategy

In Turkey, Baharom, Stoverink, and Kalogiannidis (2022) conducted a study on the “effect of team building on employee productivity in Eastpharma Company.” The study used a descriptive survey research design with a quantitative method research approach. Questionnaires were the only instruments for data collection. Data were descriptively and inferentially analyzed through regression and correlation analysis and presented in tables. The study established that, team-building became positive and significant related to employee’s productivity, hence, the productivity of the whole Organization because it improved compatibility between team members and created harmony; further, it developed skilled teams with preferable and higher-performing capacity, and enabled relief  of stress among employees. It was recommended that, in order for an Organization to increase its production, it had to put more emphasis in promoting employees' team building.
In Nigeria, Ikon, Onwuchekwa, and Okolie-Osemene (2018) conducted a study on “team building and employee performance in the selected breweries industries.” The study used a descriptive survey design supported with a quantitative method research approach. Data were collected through questionnaires. Pearson Product-Moment Correlation Coefficient was used to test the hypotheses. The study unveiled that, there was a significant and positive relationship between team-building and Organizational performance because team-building enhanced harmony among the employees, cohesion, trust, and commitment. Finally, it improved service delivery to customers. It was recommended that, the manufacturing industries were to employ managers that would be vested with harmony-building responsibilities for effective service delivery.
In Tanzania, Masanja and Chambi (2020) conducted a study in Arusha, Kilimanjaro and Manyara regions on the “effect of team building process on organizational performance at the Northern Tanzania Union Conference.” The study applied a descriptive correlation research design in support with a quantitative approach. Questionnaires were the only instruments for data collection. Data analysis was through descriptive statistics (frequencies) and inferential statistics (Means, standard deviations and Pearson correlations. The findings revealed that, there was a significant and positive relationship between team-building efforts and Organizational performance at NTCU, NETC and TRVF. Recommendations were that, Organizations were to deploy her resources in promoting good leadership, proper communication and a conducive working environment in order to enhance team building process, hence, improved Organizational performance.
2.4.2 Effect of Employee Promotion

In Jordan, Al-dalahmeh, Masa’deh, Khalaf, and Obeidat (2018) conducted a study on the “effects of employee promotion on the performance of the IT Unit in the banking sector.” The study adopted a descriptive survey design in support of a quantitative method research approach. Data collection tools were questionnaires; data were analysed through multiple linear regressions. The findings demonstrated that, job promotions increased employee working motivation and job satisfaction which later positively and significantly increased quality of services, firm profitability, return of assets, Organizational performance. It was recommended that, the banking sector should effectively promote its employees.
In Kenya, Kathina and Bula (2021) conducted a study on the “effects of recognition and job promotion on the performance of commercial banks.”  This study employed a descriptive survey design with a mixed-methods research approach. The study targeted clerical, secretarial, supervisory, and managerial staff as its population. Instruments for data collection were semi-structured interviews and questionnaires. The results showed that, job promotion positively and significantly influenced the performance of the commercial banks in Kenya because of the skilled, innovative and experienced employees who were retained by the same.
In Tanzania, Salim (2020) conducted a study in Zanzibar on the “influence of workplace promotion on the performance of the Local Business and Property Registration Agency.” This study was guided on the Adams Equity Theory. It also used a case study research design with a quantitative method research approach. Questionnaires were used for data collection. Grade I, II, III Officers, supporting staffs and principal officers Grade I were the targeted population in this study. The results showed the presence of positive and strong correlation between job promotion and the agency performance because the promoted employees worked effectively and efficiently. It was recommended that, the agency should exercise transparency in developing promotional policy by preventing all factors which could contribute to the limitation.
2.4.3 Influence of Employee Training 

In India, Rawat (2022) conducted a study on the “impact of training and development on Organizational performance.” It used a mixed methods research approach. Data collection methods were questionnaires, interviews, and personal observations. Data were analyzed by simple and statistical methods (means and standard deviations). The results established that, training and development programmes helped employees to be economical in use of company’s materials and equipment thereby reducing and avoiding waste, led to greater efficiency and productivity of the company, increased the staff loyalty and adaptability and improved moral of the staff. The study recommended that, the company had to widen other categories of workers to attend short training and development programmes such as seminars and workshops so as to equip them with the changing internal and external pressure they face and will help them to feel a sense of belongingness and importance to the organization. 
In Kenya, Muiruri, Kahuthia, and Muraguri (2019) conducted a study on the “effects of employee training and development on the performance of the Rift Valley Machinery Services Limited.” It adopted a case study design with a mixed-methods research approach. Instruments for data collection were questionnaires and interviews. Its targeted population was employees from the departments of finance, ICT, security, human resources, procurement and production divisions. Data were analysed and presented in frequency distribution tables, bar graphs and pie-charts. The study found that, employees were not trained and developed the situation which negatively impacted company’s productivity. It was recommended that, employees were supposed to be frequently trained and developed because training not only updates employees but also improves Organization’s products and services.
In Tanzania, Samwel (2018) conducted a study in Geita, Shinyanga and Mara on the “impact of employee training on the performance of the Drilling Companies.” It adopted a survey research design supported with a quantitative method research approach. Methods for data collection were questionnaires; data were analysed using descriptive statistics (frequencies and percentages). The findings unveiled that, employee training significantly and positively affected on the performance of the companies because after their studies employees became competent and self-motivated staff, and provided quality services to customers/clients; furthermore, they felt as part of the company and this made them worked longer with the companies. It was recommended that, drilling companies should develop proper and effective training and development procedure which would guide them in implementing training policies.
2.5 Conceptual Framework

According to Joannès, Colineaux, Guernec, Castagné, and Kelly‑Irving (2023), conceptual framework is the organization of main ideas and from theoretical concepts, key findings from studies, policy statements and other professional wisdom that guide the research project. Kivunja (2018) defined conceptual framework as the organised key concepts in the study which define the focus and direction for the study. Whereas, conceptual framework is a structure believed by the researcher and that can best explain the natural progression of the phenomenon of the study, or the concepts, empirical research and important theories used in research, or the researcher’s explanations of how the research problem would be explored; and in a statistical perspective, conceptual framework, describes the relationship between the main concepts or variables of a study (Adom, Hussein, & Agyem, 2018). In this study, conceptual framework will mean a detailed summary of the relationship among independent and dependent variables.
Independent Variables:                                                              Dependent variable:-






Figure 2.1 Conceptual Framework Diagram

Source: Developed by the Researcher (2023)
2.6 
Theoretical Framework

Figure 2.1 above illustrates about effect of job retention strategies on Organizational performance among the manufacturing industries in Bukoba municipality, Tanzania. The independent variables (IVs) have been employee employees’ team-building strategy, employee promotion and employee training whereas the dependent variable (DV) has been Organizational performance. The researcher believes that, there has been an association and relationship between or among independent and dependent variables. The assumption has been that, effective implementation of employees’ team-building, employee promotion and employee training strategies to retain valuable employees has a significant and positive correlation on improved Organizational performance. Likewise, failure to effectively implement these strategies there has been a likelihood of skilled and competent employee turnover leading to poor Organization performance.
2.7
Research Gap

Empirical literatures have been reviewed on three aspects as: effect of employees’ team-building, effect of employee promotion and influence of employee training as job retention strategies on Organizational performance. Most of the reviewed literatures, though, used quantitative method research approaches and descriptive survey research designs, were internationally and regionally conducted (for example, in Jordan-Al-dalahmeh et al., 2018; Turkey-Baharom et al., 2022; Nigeria-Ikon et al., 2018; Kenya-Kathina & Bula, 2021; Tanzania-Samwel, 2018). Some of them used case study designs (for instance, in Kenya-Muiruri et al., 2019; Tanzania-Salim, 2020) unlike the current one which will use a descriptive survey research design. Others used mixed methods research approaches (for example, in India-Rawat, 2022) unlike the current one which use a quantitative method research approach.
Another pitfall has been that, those which were conducted in Tanzania were conducted in Arusha, Kilimanjaro and Manyara (Masanja & Chambi, 2020), Zanzibar (Salim, 2020), and Geita, Shinyanga and Mara (Samwel, 2018) and did not directly investigate on the effect of job retention strategies on organizational performance unlike the current study which will fill in both geographical and knowledge gaps (effect of both employees’ team-building and promotion, and finally, influence of training of employees) on the performance of the manufacturing industries in Bukoba municipality, Kagera. 
CHAPTER THREE
RESEARCH METHODOLOGY

3.1 Chapter Overview

This chapter described how the proposed study was conducted. It presented the research philosophy, research approach, research design, and area of the study; other areas were targeted population, sample size and sampling techniques, data collection instruments, data analysis, and data cleaning and processing; furthermore, validity and reliability, including ethical considerations were also considered.
3.2 Research Philosophy

The study used the Positivist Philosophy as it was put foward by Auguste Comte (1798-1857) (Bernard, 2020). Positivists have an objectivist epistemology, which enables a researcher to put questions in the real world and allow the nature to answer back; ontologically, they assume that, there is a relationship between variables (independent and dependent variables) whereas experimentally, the researcher aims to minimize the influence of extraneous factors and maximize the influence of independent variables on dependent variables (Park, Konge, & Artino, 2020). The techniques of data collection in the positivist approach gather data in terms of numbers and are presented quantitatively (Alharahsheh & Pius, 2020).
The positivistic approach has some weaknesses. One of the weaknesses is that, it generalises the results of the study. In so doing, it neglects other individuals’ understandings and interpretations which could have revealed plenty of truths about the reality (Kivunja & Kuyini, 2017). Despite its weaknesses, this positivistic approach deemed appropriate to this study because the study used a quantitative method research approach (through questionnaires) to collect data and make a relationship between or among the variables.
3.3 Research Approach

The study employed a quantitative method research approach. This approach was relevant to the chosen positivistic research paradigm because with this approach, the current researcher made relationships between or among the variables (Park et al., 2020) on the effect of job retention strategies on organizational performance among manufacturing industries in Bukoba municipality have been presented in form of numbers (Alharahsheh & Pius, 2020). 
3.4 Research Design 

This study used a descriptive survey research design. A descriptive survey design was adopted for because it tried to describe events and behaviours as they occurred in their natural setting (Ige, 2019). Furthermore, the study has generalized the findings of the effect of job retention strategies on Organizational performance among manufacturing industries in Bukoba municipality in the whole region of Kagera.
3.4.1 Area of the Study

The study covered Bukoba municipal as its area of the study. Bukoba is a town situated in the North West of the United Republic of Tanzania on the South Western shores of Lake Victoria. It is the capital of the Kagera region, and the administrative seat for Bukoba Urban district. Population estimate: 144,938 people (71,277 men, 73,661 women) (URT, 2022). Administratively, it consists of one Division called Rwamishenye with only 14 wards. The economic activities in this municipal are small scale faming, business and fishing. Currently, this area has six big manufacturing industries. These are: Supreme Perch Ltd, Amir Hamza (T) Ltd, TANICA Company Ltd, Bunena Pure Water Distillers (T) Ltd, BUKOP (T) Ltd and MAYAWA (T) Limited (URT, 2022).
The area was chosen because the study on the effect of job retention strategies on organizational performance among manufacturing industries had never been conducted in Bukoba municipality. This situation necessitated and interested the researcher to conduct this study.
3.4.2 Targeted Population

The targeted population for this study included all 300 employees. According to the Human Resources’ Offices of the Manufacturing Industries in Bukoba Municipality (2023), Bunena Pure Water Distillers (T) Ltd had 60 employees; Amir Hamza (T) Ltd had 70 employees, 120 from TANICA (T) Ltd and 50 from BUKOP (T) Ltd). Table 3.1 below showed the distribution of the targeted population in the selected manufacturing industries in Bukoba municipality.
Table 3.1 Targeted Population of the Study (n=300)

	Manufacturing Industry
	Targeted Population
	Percentage (%)

	Bunena Pure Water Distillers (T) Ltd
	60
	20.0

	Amir Hamza (T) Ltd
	70
	23.3

	TANICA (T) Ltd 
	120
	40.0

	BUKOP (T) Ltd)
	50
	16.7

	Total 
	300
	100.0


Source: Human Resources’ Offices of the Manufacturing Industries in Bukoba Municipality (2023).  
The Bunena Pure Water Distillers (T) Ltd is the factory distilling drinking water; Amir Hamza (T) Ltd and TANICA (T) Ltd are the factories processing and roasting coffee beans while BUKOP (T) Ltd is a factory curing coffee beans. The targeted population from these factories included human resource managers (HRMs), section managers (SMs) and other full time employees (FTEs). These were selected to give insights on how employees’ team-building, employee promotion and employee training strategies affect organizational performance among manufacturing industries in Bukoba municipality. 
3.7 Sampling Procedure and Sample Size 
3.7.1 Sampling Procedure
This study employed simple random and stratified random sampling techniques to select the participants.
3.7.1.1 Simple Random Sampling Technique

This technique was used to select 4 HRMs and 4 SMs. These were selected because of their being supervisors in their respective manufacturing industries. Each selected manufacturing industry provide 1 HRM and 1 SM. Papers with numbers and blank ones were put in a box where each HRM and SM in a particular manufacturing industry was asked to pick any paper among the papers. Those who picked papers with a number were engaged in the study. This technique was appropriate since it gave equal chances to all HRMs and SMs to be included in the study (Bhardwaj, 2022).
3.7.1.2 Stratified Random Sampling Technique

Stratified random sampling technique was used to get a sample of FTEs from the selected manufacturing industries. During stratified sampling, FTEs were divided into two groups (strata) by gender. The first stratum comprised of male workers and another one was of females. In a group of male FTEs, 104 respondents were randomly selected in which each manufacturing industry provided 26 male employees. Papers with alphabets and blank ones were put in a bucket where each male worker in a particular industry was asked to pick a single paper among the papers. Those who picked papers without alphabets were engaged in the study. The same procedure was used to select 48 female employees in a female stratum where each industry provided 12 female employees. This technique deemed appropriate since it gave equal chance for each and every FTE to be engaged in the study without any discrimination.
3.7.2 Sample Size
A sample size of 160 participants participated in the study. These were: 4 HRMs, 4 SMs and 152 FTEs. The selection of 152 FTEs was determined by the Taro Yamane sample size formula of 1967: 

                       N

n =          ____________

                     1+N (e)2
Where n=corrected sample size, N=total population of the area of the study, 1=constant and e=Margin of error or error limit or level of precision (MoE)=0.05 which is (5%). In this study, N was 252 FTEs after excluding 16 HRMs and 32 SMs; e in this study, was 0.05 (5%) accuracy in the sense that, it was expected 95% of questionnaires to be collected back. Therefore, the sample size was:

                   252

n=         ______________

              1+ 252 * (0.05)2
               252

n=    ________

              1.63

n=         152.6
Table 3.2 below, summarises total respondents who were involved in this study.
Table 3.2: Distribution of Respondents (n=160)

	Respondents’ Category
	Sample Size
	Percentage (%)
	Sampling Technique

	Human Resources Managers  (HRMs)
	4
	2.5
	Simple Random Sampling

	Section Managers (SMs)
	4
	2.5
	Simple Random Sampling

	Other Full-Time Employees (FTEs)
	Males
	104
	65.0
	Stratified Random Sampling

	
	Females
	48
	30.0
	Stratified Random Sampling

	Total
	160
	100.0
	


Source: Developed by the Researcher (2023)
3.8 Data Collection Methods

Data collection is the process of collecting and measuring information on variables of interest established systematically by the researcher in order to answer the proposed research questions, test hypotheses, and make evaluation of the results (Taherdoost, 2021). In this study, only primary method was employed to collect information.
3.8.1 Primary Data

Primary data are the one which are collected from first-hand sources by employing methods like surveys, interview guides, questionnaires or experiments (Taherdoost, 2021).
3.8.2 Tools Used to Collect Data

In this study, questionnaires were preferred as tools for collecting data. These tools collected only quantitative data from all participants. A list of well-prepared structured and close-ended questions was distributed to respondents. The respondents were asked to select alternative responses of a 5-Likert Rating Scale (Strongly Agree (SA), Agree (A), Uncertain (U), Disagree (D) and Strongly Disagree (SD) with values of 5, 4, 3, 2 and 1 respectively) which covered all aspects of the study. For all the sub-parts and sub-sections, each and every respondent was asked to put a tick (√) corresponding to his/her choices. This instrument was employed because it reduced bias and helped to collect data in a very short time within a large group of people.
3.9 Data Analysis

In this study, quantitative data were coded and analyzed by the use of the Statistical Package for Social Sciences (SPSS) computer program version 28.0. The analyzed data were described using frequency tables, mean, standard deviations, correlation coefficients and multiple linear regression analysis model. The Means were preferred because they take into account an individual’s observations or responses while standard deviations indicated how far each individual’s responses varied or deviated from the Means. Regressions and correlation coefficients were computed to show the relationship and strength of association between or among the variables respectively. With a multiple linear regression analysis model, there were some assumptions about error terms which underlie it. According to Flatt and Jacobs (2019), there are about five assumptions of error terms. Firstly, it is assumed that, the relationship between an independent and dependent variables is linear; and if not, then, the findings may be incorrect; secondly, the expected mean error of the regression model is zero; and if not, the line obtained might be biased; thirdly, variance of errors is assumed to be constant (homoscedasticity or homogeneity) (i.e., are positively or negatively correlated over time); fourthly, errors are statistically independent of one another (autocorrelation). Lastly, errors are assumed to be approximately normally distributed, a violation of the same, would cause difficulty in determining coefficient significances. Errors about linearity was tested or checked through a scatter plot.
According to Kumar and Gautam (2020), correlation coefficient sometimes called a bivariate statistic, predicts a relationship between two variables by measuring the strength of the linear association between two variables and the nature of the relationship. The assumptions underlying correlation coefficients are that, if two variables are moving in the same direction, they are presumed to be positively correlated whereas if changes in the predetermined variables are moving in the opposite direction, then they will be negatively correlated (Schober, Boer, & Schwarte, 2018). In this study, the Pearson Product-Moment Correlation Coefficient (denoted by r) was determined and interpreted to find the strength of association between independent and dependent variables.
3.9.1 Variables and Measurement Procedure

This study comprised of three independent variables (IVs) and one dependent variable (DV). Independent variables were employees’ team-building, promotion and training strartegies while dependent variable was Organizational performnce. This study looked into the effect of job retention strategies on the performance of the four selected manufacturing industries in Bukoba municipality. These variables were measured by using close-ended questions with a 5-Likert rating scale as mentioned in advance. Data were analyzed, interpreted and described using frequency tables.
3.9.2 Data Cleaning and Processing

In this process, data or their parts which were not complete, not correct, inaccurate or not relevant were replaced, modified, or deleted. Data cleaning techniques were performed through scripting or interactively with data cleaning tools such as dictionary, record set or table. The discrepancies which were identified were eliminated.
3.10 Validity of Research Instruments

Validity is the ability of data collection instruments to measure what they intended to measure (Taherdoost, 2016). Instruments for data collection will only be considered valid, if the content selected is also relevant to the need established (Daud et al., 2018). In this study, validity of the instruments was established by the use of content validity by consulting the expertise of the supervisor, researcher’s fellow students, academicians and piloting. The opinions and ideas from the supervisor, fellow students and some academicians assisted the researcher to improve the instruments before they were used in a real data collection session (Mohajan, 2017). 
For this reason, a pilot study of 24 participants (2 HRMs, 2 SMs, 10 females FTEs and 10 males FTEs) was conducted from Supreme Perch Ltd and MAYAWA (T) Ltd both situated in Bukoba municipality. These pilot respondents were excluded and were not part of the sample size of this study. Data which were collected through piloting were examined and assessed by the items in the questionnaires to find out their relevancy and be subjected to modifications and/or improvements. The generated information was used to refine the instruments appropriately in order to improve their validity.
3.11 Reliability of Research Instruments

Reliability is the ability of instruments to yield accurate and consistent results when administered at different times by independent researchers (Creswell & Creswell, 2018). Piloting was performed to determine the reliability of instruments after getting feedback from experts regarding their validity. The participants in pilot study were required to answer the questionnaires and were allowed to provide any pertinent comments or feedback, marking spelling errors, grammatical clarity, vague sentences, and any related suggestions to improving and enhance the quality of instruments. Piloting enabled the researcher to test the reliability of the instruments by deterring reliability value (Cronbach's Alpha value). The Cronbach’s Alpha calculations were made by the SPSS software version 28.0. According to Schrepp (2020), the scale with Cronbach’s Alpha between .40 and .70 is considered moderate and acceptable if it contains four items to ten items while the scale with Cronbach’s Alpha .70 and above is considered acceptable if it contains more than ten items. 
3.11.1 Individual Item Reliability Scale Results

This study had three independent variables and one dependent variable. They were all tested for internal consistencies using Cronbach’s Alpha before they were administered to the participants. Table 3.2 shows the results of the scale test aimed at assessing reliability of the multi–item scales for internal consistencies using Cronbach’s Alpha. The Cronbach’s Alpha for the effect of team-building strategy with 6 items was .916 and it was found to be very good and acceptable. The Cronbach’s Alpha for the effect of employee’s promotion strategy with 6 items was .791 and it was found to be very good and acceptable. The Cronbach’s Alpha for the effect of employee’s training strategy with 6 items was .829 and it was found to be good and acceptable while the manufacturing industries’ performance indicators with 4 items had a Cronbach’s Alpha of .400 which was moderate and acceptable.
Table 3.3: Individual Item Reliability Scale Results

	S/N
	Variable
	Cronbach's Alpha
	Cronbach's Alpha Based on Standardized Items
	No. of Items
	Strength of Association

	1.
	ETBS
	.916
	.917
	6
	Very good and acceptable

	2.
	EEPS
	.791
	.775
	6
	Very good and acceptable

	3.
	EETS
	.829
	.811
	6
	Good and acceptable

	4.
	PI
	.400
	.403
	4
	Moderate and acceptable


ETBS=Effect of Team-Building Strategy, EEPS=Effect of Employee’s Promotion Strategy, EETS=Effect of Employee’s Training Strategy, PI=Performance Indicators 

Source: Data Analysis (2023)
3.12 Ethical Considerations

Before data collection session, clearance and permission letters were first sought from the Directorate of Post-Graduate Studies (DPGS) of The Open University of Tanzania, the Kagera Regional Administrative Secretary and the selected manufacturing industries in Bukoba municipality. Thereafter, the researcher made visits to the selected manufacturing industries to explain the purpose of study.
The participants’ confidentialities were maintained by not allowing any participant in this to disclose his/her details including his/her names or institution. The participants were also explained that, an individual was at liberty to drop out of the study if he/she thought uncomfortable to participate in this study. This situation meant that, their liberty was respected by the researcher.

CHAPTER FOUR
FINDINGS AND DISCUSSIONS

4.1 Chapter Overview

This chapter presents the findings from the study that investigated about effect of job retention strategies on organizational performance among manufacturing industries in Bukoba municipality, Tanzania. In this study, questionnaires were distributed to 160 respondents and the same were completed and returned. The response rates were 100 percent. 
4.2 Sample Characteristics

The age of the majority of the employees of the manufactiring industries in Bukoba municipality is 50 years and above which has been 72 (45 percent) while those with 40-49 years was 42 (26.3 percent). Furthermore, those with 20-29 years at work was 27 (16.9 percent and the ones with 30-39 was 19 (11.9 percent). The overall mean of the age of the participants has been 2.99 with the standard deviation of 1.119.
Gender description of the respondents is that, 106 (66.3 percent)  were males and 54 (33.8 percent) have been females while their overall mean has been 1.66 with a standard deviation of .474. The education levels of the respondents is as follows: degree holders have been 24 (15.0 percent), 86 diploma holders equivalent to (53.8 percent) while certificate holders have been 50 with (31.3 percent). Their overall  mean being 1.84  with a standard deviation of .662.
The working experiences of the participants ranging from 0–10 have been 18 (11.3 percentage. Those with working experience from 11–20 have been 15 (9.4 percent) and with a range of 21–30 years have been 12 (7.5 percent). Those with working experience of 31–40 have been 53 (33.1 percent) while employees with working experience with 41 and Above have been 62 (38.8 percent) with the overall mean of 3.79 and a standard deviation of 1.348.

Table 4.1: Sample Description

	S/N
	
	Frequency
	% 
	Mean
	Std. Dev.

	1
	Age 
	
	
	2.99
	1.119

	
	20–29
	27
	16.9
	
	

	
	30–39
	19
	11.9
	
	

	
	40–49
	42
	26.3
	
	

	
	50 and Above
	72
	45.0
	
	

	2
	Gender 
	
	
	1.66
	.474

	
	Males
	54
	33.8
	
	

	
	Females
	106
	66.3
	
	

	3
	Education 
	
	
	1.84
	.662

	
	Certificate 
	50
	31.3
	
	

	
	Diploma
	86
	53.8
	
	

	
	Degree
	24
	15.0
	
	

	   4
	Work Experience 
	
	
	3.79
	1.348

	
	0–10
	18
	11.3
	
	

	
	11–20
	15
	9.4
	
	

	
	21–30
	12
	7.5
	
	

	
	31–40
	53
	33.1
	
	

	
	41 and Above 
	62
	38.8
	
	


Source: Field Data (2023)
4.3 Descriptive Statistics for the Effect of Team-Building Strategy 

The first specific objective of the study was to determine the effect of employees’ team-building strategy on the performance of the manufacturing industries. Data analysis is done using descriptive analysis in terms of mean scores and standard deviations. The interpretation scale is as follows: 1.00–1.79 strongly disagree, 1.80–2.59 disagree, 2.60–3.39 undecided, 3.40–4.19 agree, and finally, 4.20–5.00 strongly agree. Table 4.2 shows the computation of descriptive statistics on the effect of team-building strategy on the performance of the manufacturing industries. Findings show that, team-building strategy improves quality of the Organization’s products (M=3.67, SD=1.368). It also improves the Organization’s services to customers (M=3.63, SD=1.227). Findings continue to indicate that, team-building strategy enables the Organization to get increased earnings (M=3.63, SD=1.448). Team-building strategy enables the Organization to become competitive (M=3.53, SD=1.355). Lastly, findings also reveal that, team-building strategy makes an employee to be very active at work (M=3.49, SD=1.419).

Table 4.2: Descriptive Statistics for the Effect of Team-Building Strategy (n=160)

	Descriptive Statistics

	
	N
	Min.
	Max.
	Mean
	Std. Deviation
	Interpretation

	It improves quality of the Organization’s products
	160
	1
	5
	3.67
	1.368
	Agree

	It improves the Organization’s services to customers
	160
	1
	5
	3.63
	1.227
	Agree 

	It enables the Organization to get increased earnings
	160
	1
	5
	3.63
	1.448
	Agree 

	It enables the Organization to become competitive
	160
	1
	5
	3.53
	1.355
	Agree 

	It makes an employee to be very active at work
	160
	1
	5
	3.49
	1.419
	Agree 

	It places employee in a task he/she is best suited for
	160
	1
	5
	2.01
	1.306
	Uncertain

	Valid N (listwise)
	160
	
	
	
	
	


Source: Filed Data Analysis (2023)
4.4 Descriptive Statistics for the Effect of Employee’s Promotion Strategy 

The second specific objective of the study was to determine the effect of promotion of employees on performance of the manufacturing industries. Data analysis has been done using descriptive analysis in terms of mean scores and standard deviations. The interpretation scale is as follows: 1.00–1.79 strongly disagree, 1.80–2.59 disagree, 2.60–3.39 undecided, 3.40–4.19 agree, and finally, 4.20–5.00 strongly agree. Table 4.3 shows the computation of descriptive statistics on the effect of employee’s promotion strategy on the performance of the manufacturing industries. Results establish that, promotion strategy encourages an employee to stay longer with the same company (M=4.01, SD=1.213). The strategy enables employees to grow their academic professions and gain new expertise (M=3.75, SD=1.303). Findings continue to show that, the strategy ensures transparency and fairness in an Organization (M=3.52, SD=1.350).
Table 4.3: Descriptive Statistics for the Effect of Employee’s Promotion Strategy (n=160)

	Descriptive Statistics

	
	N
	Min.
	Max.
	Mean
	Std. Deviation
	Interpretation

	It encourages an employee to stay longer with the same company
	160
	1
	5
	4.01
	1.213
	Strongly Agree

	It enables employees to grow their academic professions and gain new expertise
	160
	1
	5
	3.75
	1.303
	Agree 

	It ensures transparency and fairness in an Organization
	160
	1
	5
	3.52
	1.350
	Agree 

	It creates a strong belongingness to the company
	160
	1
	5
	2.87
	1.491
	Uncertain

	Employee skills increase with job promotion
	160
	1
	5
	2.66
	1.497
	Uncertain

	Job promotion increases expertise in any a certain field of work
	160
	1
	5
	2.66
	1.566
	Uncertain 

	Valid N (listwise)
	160
	
	
	
	
	


Source: Field Data Analysis (2023)
4.5 Descriptive Statistics for the Influence of Employee’s Training Strategy
The last specific objective of the study was to assess the influence of training of employees on the performance of the manufacturing industries. Data analysis has been done using descriptive analysis in terms of mean scores and standard deviations. The interpretation scale is as follows: 1.00–1.79 strongly disagree, 1.80–2.59 disagree, 2.60–3.39 undecided, 3.40–4.19 agree, and finally, 4.20–5.00 strongly agree. Table 4.4 shows the computation of descriptive statistics on the influence of employee’s training strategy on the performance of the manufacturing industries. Findings indicate that, training strategy provides staff with the opportunity to spot areas which might need improvements (M=3.91, SD=1.217). The strategy also enhances Organization’s competitiveness (M=3.60, SD=1.285). Findings continue to indicate that, employee’s training strategy results in higher Organization productivity (M=3.56, SD=1.457).

Table 4.4: Descriptive Statistics for the Influence of Employee’s Training Strategy (n=160)

	Descriptive Statistics

	
	N
	Min.
	Max.
	Mean
	Std. Deviation
	Interpretation

	It provides staff with the opportunity to spot areas which might need improvements
	160
	1
	5
	3.91
	1.217
	Agree

	It enhances the Organization’s competitiveness
	160
	1
	5
	3.60
	1.285
	Agree 

	It results in higher Organization productivity
	160
	1
	5
	3.56
	1.457
	Agree 

	It positively impacts on the company's profitability
	160
	1
	5
	3.15
	1.510
	Uncertain

	Training contributes to the expansion of a business in a company
	160
	1
	5
	2.87
	1.497
	Uncertain

	Training increases employee happiness
	160
	1
	5
	2.77
	1.679
	Uncertain 

	Valid N (listwise)
	160
	
	
	
	
	


Source : Filed Data Analysis (2023)
4.6 Descriptive Statistics for the Manufacturing Industries’ Performance Indicators

The study assessed the performance of the manufacturing industries by setting several indicators. Data analysis has been done using descriptive analysis in terms of mean scores and standard deviations. The interpretation scale is as follows: 1.00–1.79 strongly disagree, 1.80–2.59 disagree, 2.60–3.39 undecided, 3.40–4.19 agree, and finally, 4.20–5.00 strongly agree. Table 4.5 shows the computation of descriptive statistics on the performance indicators of the manufacturing industries. Findings establish that, the performance of manufacturing industry can be shown through increased productivity (M=3.83, SD=1.299), improved market competitiveness (M=3.78, SD=1.508) respectively, and on time delivery of goods to customers (M=3.74, SD=1.286).
Table 4.5: Descriptive Statistics for the Manufacturing Industries’ Performance Indicators (n=160)
	Descriptive Statistics

	
	N
	Min.
	Max.
	Mean
	Std. Deviation
	Interpretation

	Increased productivity
	160
	1
	5
	3.83
	1.299
	Agree

	Improved market competitiveness
	160
	1
	5
	3.78
	1.508
	Agree 

	On time delivery of goods to customers
	160
	1
	5
	3.74
	1.286
	Agree 

	Enhanced positive customer satisfaction
	160
	1
	5
	3.39
	1.350
	Uncertain

	Valid N (listwise)
	160
	
	
	
	
	


Source: Field Data Analysis (2023)
4.7 Correlation Coefficients’ Results
A Pearson correlation coefficient (sometimes denoted by r) was performed to evaluate the relationship between and among the effect of team-work, promotion and training strategies and work performance. Table 4.6 shows the results of the Pearson correlation coefficient of the effect of team-building strategy on performance of the manufacturing industries in Bukoba municipality. Findings show that, there is a significant and a strong positive association between team-building strategy and the performance of the manufacturing industries r(158)= .877, p<.05.

Table 4.6: Correlation Coefficient on the Effect of Team-Building Strategy on Organizational Performance
	
	Team-Building Strategy
	Organizational Performance

	Team-Building Strategy
	Pearson Correlation
	1
	.877**

	
	Sig. (2-tailed)
	
	.000

	
	N
	160
	160

	Organizational Performance
	Pearson Correlation
	.877**
	1

	
	Sig. (2-tailed)
	.000
	

	
	N
	160
	160

	**. Correlation is significant at the 0.01 level (2-tailed).


Source: Field Data (2023)
Table 4.7 shows the results of the Pearson correlation coefficient of the effect of employee’s promotion strategy on performance of the manufacturing industries in Bukoba municipality. Findings indicate that, there is a positively strong and significant association between employee’s promotion strategy and the performance of the manufacturing industries r(158)= .821, p<.05.
Table 4.7: Correlation Coefficient on the Effect of Employee’s Promotion Strategy on Organizational Performance
	
		Employee’s Promotion Strategy

	Organizational Performance


	Employee’s Promotion Strategy

	Pearson Correlation

	1

	.821**

		Sig. (2-tailed)

		.000


		N

	160

	160


	Organizational Performance

	Pearson Correlation

	.821**
	1


		Sig. (2-tailed)

	.000

	
		N

	160

	160


	**. Correlation is significant at the 0.01 level (2-tailed).



	Source: Field Data (2023)



Table 4.8 shows the results of the Pearson correlation coefficient of the effect of employee’s training strategy on performance of the manufacturing industries in Bukoba municipality. Findings indicate that, there is a positively strong and significant association between employee’s training strategy and the performance of the manufacturing industries r(158)= .844, p<.05.

Table 4.8: Correlation Coefficient on the Effect of Employee’s Training Strategy on Organizational Performance

	
	Employee's Training Strategy
	Organizational Performance

	Employee's Training Strategy
	Pearson Correlation
	1
	.844**

	
	Sig. (2-tailed)
	
	.000

	
	N
	160
	160

	Organizational Performance
	Pearson Correlation
	.844**
	1

	
	Sig. (2-tailed)
	.000
	

	
	N
	160
	160

	**. Correlation is significant at the 0.01 level (2-tailed).


Source: Field Data (2023)
4.8 Multiple Regression Analysis Results

The study conducted a multiple regression analysis to find out if there was a relationship between independent variables and dependent variable. The output results are shown in Tables 4.9, 4.10, and 4.11.
4.8.1 Model Summary

Table 4.9 explains the results of the regression analysis. The analysis reveals that, there is a statistically positive and significant relationship between predictors and dependent variable. The predictors are team-building, employee's promotion and employee's training strategies while dependent variable is performance of the manufacturing industries in Bukoba municipality (R=0.877; R2=0.770; Adjusted R2=0.765; Sig=0.000). This means that, since the R-Squared is .770, meaning that, 77.0% of the variation in the performance of the manufacturing industries is explained by variation in the job retention strategies (team-building, promotion and training). Other factors explained 23.0%.

Table 4.9: Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.877a
	.770
	.765
	.391


a. Predictors: (Constant), Team-Building Strategy, Employee's Promotion Strategy, Employee's Training Strategy

b. Dependent Variable: Organizational Performance

Source: Field Data (2023)
4.8.2 Analysis of Variance


From Table 4.10, findings show that, p-value is 0.000 and F-calculated is 173.832. Since the p-value is less than 0.05 and F-calculated is greater than F-critical (2.4904), the regression model is significant in determining how job retention strategies affect the performance of manufacturing industries in Bukoba municipality.
Table 4.10: ANOVA

	Model
	
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	79.619
	3
	26.540
	173.832
	.000b

	
	Residual
	23.817
	156
	.153
	
	

	
	Total
	103.436
	159
	
	
	


a. Dependent Variable: Organizational Performance

b. Predictors: (Constant), Team-Building Strategy, Employee's Promotion Strategy, Employee's Training Strategy

Source: Field Data (2023)
4.8.3 Regression Coefficients

The results in Table 4.11 show that, a unit change in the performance of the manufacturing industries would lead to 0.822 in team-building strategy. The p-value for the variable is 0.000. Since the p-value is less than 0.05, team-building strategy positively and significantly affects the performance of the manufacturing industries in Bukoba municipality. Findings continue to show that, employee’s promotion and training strategies, according to the regression coefficients, remain statistically insignificant to the performance of the manufacturing industries in Bukoba municipality since p>0.05.
Table 4.11: Regression Coefficients

	
	Unstandardized Coefficients
	Standardized Coefficients
	
	

	Model
	
	B
	Std. Error
	Beta
	t
	Sig.

	1
	(Constant)
	1.583
	.111
	
	14.251
	.000

	
	Employee's Training Strategy
	-.013
	.109
	-.017
	-.118
	.906

	
	Employee's Promotion Strategy
	.064
	.083
	.078
	.770
	.443

	
	Team-Building Strategy
	.583
	.117
	.822
	4.993
	.000


a. Dependent Variable: Organizational Performance  

Source: Field Data (2023)
4.8.4 Regression Assumptions’ Results

The study also tested and checked for errors for linearity by the use of scatter plot diagram as indicated in Figures 4.1 below. Results show that, the relationship among team-building, employee’s promotion and training strategies are positive and statistically significant to the performance of the manufacturing industries in Bukoba municipality. This is because the scatter diagram is linear (upward sloping from left to right) and errors are normally distributed. This means that, the findings are correct and coefficient significances have been appropriately corrected and determined. Furthermore, the mean error of the regression model is zero meaning that, the line obtained is not biased; variance of errors is positive and constant meaning that, variables are positively correlated.
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Figure 4.1: Scatter Plot Showing Tested and Checked Errors for Linearity

Source: Data Analysis (2023)
4.9 Discussion

This study assessed effect of job retention strategies on Organizational performance among the manufacturing industries in Bukoba municipality, Tanzania. Descriptive statistics (means and standard deviations), multiple linear regression analysis and correlation coeffiecients have been computed. Focusing on the study objectives, the discussion will  base on the information of the findings as they were generated from data analysis by comparing or contrasting with the current findings with the previous related studies. Any contribution of each finding will be highlighted. By doing so, it helps to clear an in-depth understanding of the effect of job retention strategies on organizational performance. 

4.9.1 To Determine the Effect of Employees’ Team-Building Strategy on Performance of the Manufacturing Industries

Findings have shown that, team-building strategy improves quality of the Organization’s products. This finding concurs with that of Al-dalahmeh et al., (2018) who reported that, job promotions increase employee working motivation and job satisfaction which later positively and significantly increase quality of products, firm profitability and return of assets, hence, improved Organizational performance. Team-building strategy improves the Organization’s services to customers. These observations are supported by the finding of Ikon et al., (2018)  who reported that, there was a significant and positive relationship between team-building and organizational performance because team-building enhanced harmony among the employees, cohesion, trust, and commitment; further, it improves delivery of services to customers. Findings continue to indicate that, team-building strategy enables the Organization to get increased earnings and it enables the Organization to become competitive. These views are supported with the findings of Masanja and Chambi (2020) who reported that, there was a significant and positive relationship between team-building efforts and Organizational performance by increasing the company’s earnings and competition among companies. Lastly, findings also reveal that, team-building strategy makes an employee to be very active at work. This finding concurs with those of Baharom et al., (2022) who reported that, team-building is positively and significantly related to employee productivity, hence, the productivity of the whole Organization because it improves compatibility between team members and creates harmony; further, it develops high-performing teams with preferable interpersonal skills and enables relief  of stress among employees.
4.9.2 To Determine the Effect of Employee’s Promotion Strategy on Performance of the Manufacturing Industries 
Findings have established that, promotion strategy encourages an employee to stay longer with the same company. This finding resembles with that of Salim (2020) who reported that, job promotion shows a positive and strong correlation on the performance of the agency because the promoted employees work effectively and efficiently and stay longer with their companies. Employee’s promotion strategy also enables employees to grow their academic professions and gain new expertise, and it ensures transparency and fairness in an Organization. These findings are supported with the observations of Kathina and Bula (2021) who reported that, job promotion positively and significantly influenced the performance of the commercial banks because it retains skillfully and experienced employees with the Organization. Employees do so because the company practices transparency and fairness in promoting employees.
4.9.3 To Assess the Influence of Employee’s Training Strategy on Performance of the Manufacturing Industries

Findings indicate that, training strategy provides staff with the opportunity to spot areas which might need improvements. This observation is in support with the findings of Samwel (2018) who reported that, employee training significantly and positively affected the performance of the drilling companies because after their studies, employees become competent and self-motivated staff, and provide quality services and product to the customers; furthermore, they feel as part of the company; this situation makes them to stay longer with their companies. The strategy also enhances Organization’s competitiveness. This findings resembles of Muiruri et al., (2019) who reported that, employees are not trained and developed negatively impacted on the company’s productivity and competitiveness. Findings continue to indicate that, employee’s training strategy results in higher Organization productivity. This observation concurs with those of Rawat (2022) who reported that, training and development programmes help employees to be economical in use of company’s materials and equipment thereby reducing and avoiding waste; they also lead to greater efficiency and productivity of the company, increase staff loyalty and adaptability, and improved moral of the staff.

CHAPTER FIVE
CONCLUSIONS AND RECOMMENDATIONS

5.1 Chapter Overview

This chapter presents conclusions and recommendations based on the findings of the study that assessed the effect of job retention strategies on organizational performance among manufacturing industries in Bukoba municipality, Tanzania.
5.2 Conclusions

This section presents conclusions based on the major findings obtained in the field and discussions made in chapter four. It can be generally concluded that, team-building, employee’s promotion and training strategies have a positive effect on the performance of the manufacturing industries. Team-building strategy improves quality of the Organization’s products, improves the Organization’s services to customers and enables the Organization to get increased earnings; furthermore, the strategy enables the Organization to become competitive and makes an employee to be very active at work. On the employee’s promotion strategy, findings have indicated that, it encourages an employee to stay longer with the same company, enables employees to grow their academic professions and gain new expertise and it ensures transparency and fairness in an Organization.  In regard to employee’s training strategy, findings have revealed that, it provides staff with the opportunity to spot areas which might need improvements, enhances Organization’s competitiveness and it results in higher Organization productivity. Despite the effectiveness of these job retention strategies on performance of the manufacturing industries, regression coefficients analysis has shown that, employee’s promotion and training strategies are statistically insignificant on the performance of the manufacturing industries. It is only team-building strategy which has shown a statistically positive and significant effect on the performance of the manufacturing industries. It can, therefore, be concluded that, the manufacturing industries in Bukoba municipality should enhance team-building strategy in order to improve their performances.
5.3 Recommendations

Recommendations of this study will base on practice and further studies. 
5.3.1 Recommendations for Practice

The HRMs in the manufacturing industries in Bukoba municipality should enhance team-building strategy if they want their Organizations to improve their performance. This is because team-building strategy improves quality of the Organization’s products, improves the Organization’s services to customers and it enables the Organization to get increased earnings; furthermore, it enables the Organization to become competitive it makes an employee to be very active at work. This argument is supported by the findings of Al-dalahmeh et al., (2018) who reported that, team-building increases employee working motivation and job satisfaction which later positively and significantly increased quality of products, firm profitability and return of assets, hence, improved Organizational performance. Ikon et al., (2018) reported that, there is a significant and positive relationship between team-building and organizational performance because team-building enhanced harmony among the employees, cohesion, trust, and commitment; further, it improved delivery of services to customers. Masanja and Chambi (2020) reported that, team-building efforts significantly and positively affect organizational performance because it increased the company’s earnings and competition among companies. Lastly, Baharom et al., (2022) reported that, team-building has positive and significant relationship on employee productivity, hence, the productivity of the whole Organization because it improved compatibility between team members and creates harmony; further, it developed high-performing teams with preferable interpersonal skills and enabled relief  of stress among employees.
5.3.2 Recommendations for Further Studies

The study about effect of job retention strategies on Organizational performance among the manufacturing industries has been in Bukoba municipality in Kagera. It is recommended that, studies like this one can also be conducted in other manufacturing industries in the same area. It is also recommended that, this kind of the study be conducted in other manufacturing industries in other districts for the purpose of getting a clear picture from different angles.
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APPENDICES

Appendix 1: Summary of the Past Studies Related to the Effect of Job Retention Strategies on Organizational Performance

Table 2.1: Summary of the Past Studies Related to the Effect of Job Retention Strategies on Organizational Performance

	S/N
	Author (year)
	Title 
	Country 
	Methodology ( Data analysis)
	Main findings 

	1.
	Baharom et al., (2022) 


	Effect of Team Building on Employee Productivity in Eastpharma Company.
	Turkey
	The study used a descriptive survey research design with a quantitative method research approach. Questionnaires were the only instruments for data collection. Data were descriptively and inferentially analyzed through regression and correlation analysis.
	The findings revealed that, team-building was positively and significantly related to the productivity of the whole Organization; it also improved compatibility between team members and created harmony, developed high-performing teams with preferable interpersonal skills and enabled relief of stress among employees.



	2.
	Ikon et al., (2018) 


	Team Building and Employee Performance in the Selected Breweries Industries.
	Nigeria
	The study adopted a descriptive survey design supported with a quantitative method research approach. Data were collected through questionnaires. Pearson Product-Moment Correlation Coefficient was used to test the hypotheses.

 
	The study unveiled that, there was a significant and positive relationship between teambuilding and Organizational performance because teambuilding enhanced harmony among the employees, cohesion, trust, and commitment. Finally, it improved delivery of services to customers.

	3.
	Masanja & Chambi (2020) 


	Effect of Team Building Process on Organizational Performance at the Northern Tanzania Union Conference (Arusha, Kilimanjaro and Manyara regions)             
	Tanzania
	The study applied a descriptive correlation research design in support with a quantitative approach. Questionnaires were the only instruments for data collection. Data were analysed through descriptive statistics (frequencies) and inferential statistics (Means, standard deviations and Pearson correlations.
	The findings revealed that, there was a significant and positive relationship between team building efforts and Organizational performance at three locates (NTCU, NETC and TRVF).



	4.
	Al-dalahmeh et al., (2018) 


	Effects of Employee Promotion on the Performance of the IT Unit in the Banking Sector
	Jordan
	The study used a descriptive survey design in support of a quantitative method research approach. Data were collected through questionnaires and analysed through multiple regressions. 
	The findings demonstrated that, job promotions increased employee working motivation and job satisfaction which later positively and significantly increased quality of services, firm profitability, return of assets, Organizational performance.

	5.
	Kathina & Bula (2021)  


	Effects of Recognition and Job Promotion on the Performance of Commercial Banks
	Kenya
	The study employed a descriptive survey design with a mixed methods research approach. Data collection methods were semi-structured interviews and questionnaires.
	The findings showed that, job promotion had a positive and significant influence on the performance of the commercial banks in Kenya because retained employees with various skills, innovative abilities and experience.

	6.
	Salim (2020) 
	Influence of Workplace Promotion on the Performance on the Local Business and Property Registration Agency
	Tanzania
	It used a case study research design with a quantitative method research approach. Questionnaires were used for data collection.
	The results showed the presence of positive and strong correlation between job promotion and the agency performance because the promoted employees worked effectively and efficiently.

	7.
	Rawat (2022) 
	Impact of Training and Development on Organizational Performance
	India
	The study used a mixed methods research approach. Data collection method were questionnaires, interviews, and personal observations. Data analysis was done through simple and statistical methods (means and standard deviations) and presented on tables.
	The findings established that, training and development programmes helped employees to be economical in use of company’s materials and equipment thereby reducing and avoiding waste, led to greater efficiency and productivity of the company, increased the staff loyalty and adaptability and improved moral of the staff

	8.
	Muiruri et al., (2019)

 
	Effects of Employee Training and Development on the Performance of the Rift Valley Machinery Services Limited
	Kenya
	The study used a case study design with a mixed methods research approach. Data collection methods were Data were analysed and presented questionnaires and interviews using frequency distribution tables, bar graphs and pie-charts.
	The study found that, employees were not trained and developed the situation which negatively impacted company’s productivity

	9.
	Samwel (2018) 
	Impact of Employee Training on the Performance of the Drilling Companies
	Tanzania
	The study used a survey research design supported with the quantitative method research approach. Methods for data collection were questionnaires; data were analysed using descriptive statistics such as frequencies and percentages and results were presented using tables
	The findings unveiled that, employee training had a significant and positive effect on the performance of the drilling companies because after their studies employees became competent and self-motivated staff, and provided quality services and product to the customers/clients; furthermore, they felt as part of the company and this made them stay longer with the companies


Source: Developed by the Researcher (2023)
Appendix 2: Questionnaires for All Participants

1. Introduction

Dear respondent,

My name is Jonepomson Ponsian, a student longing for Master’s Degree of Human Resource Management (MHRM) Department of Leadership and Governance of the Open University of Tanzania. This questionnaire intends to collect data that will help to empirically assess the effect of job retention strategies on Organizational performance among the manufacturing industries in Bukoba municipality, Kagera, Tanzania. In this questionnaire, you are asked to choose an item/statement from the items/statements in the table below and assign a tick [√] as indicated. Each item/statement deserves a single choice wherever applicable and according to your experience.
2. Questions

2.1 Research Question No. 1. Is there any likelihood of employees’ team-building to affect the performance of the manufacturing industries in Bukoba municipality? (ETBS)

KEY: Strongly Agree= 5; Agree= 4; Uncertain=3; Disagree= 2; Strongly Disagree= 1

	
	Response(s)

	S/N
	Item/Statement
	5
	4
	3
	2
	1

	1.
	It makes an employee to be very active at work
	
	
	
	
	

	2.
	It enables the Organization to become competitive
	
	
	
	
	

	3.
	It improves the Organization’s services to customers
	
	
	
	
	

	4.
	It improves quality of the Organization’s products
	
	
	
	
	

	5.
	It enables the Organization to get increased earnings
	
	
	
	
	

	6.
	It places employee in a task he/she is best suited for
	
	
	
	
	


2.2 Research Question No. 2. Does promotion of employees affect the performance of the manufacturing industries in Bukoba municipality? (EEPS)
KEY: Strongly Agree= 5; Agree= 4; Uncertain=3; Disagree= 2; Strongly Disagree= 1

	
	Response(s)

	S/N
	Item/Statement
	5
	4
	3
	2
	1

	1.
	It enables employees to grow their academic professions and gain new expertise
	
	
	
	
	

	2.
	Employee skills increase with job promotion
	
	
	
	
	

	3.
	It encourages an employee to stay longer with the same company
	
	
	
	
	

	4.
	Job promotion increases expertise in any a certain field of work
	
	
	
	
	

	5.
	It creates a strong belongingness to the company
	
	
	
	
	

	6.
	It ensures transparency and fairness in an Organization
	
	
	
	
	


2.3 Research Question No. 3. To what extent does training of employees influence the performance of the manufacturing industries in Bukoba municipality? (EETS)
KEY: Strongly Agree= 5; Agree= 4; Uncertain=3; Disagree= 2; Strongly Disagree= 1
	
	Responses

	S/N
	Item/Statement
	5
	4
	3
	2
	1

	1.
	It results in higher Organization productivity  
	
	
	
	
	

	2.
	Training contributes to the expansion of a business in a company
	
	
	
	
	

	3.
	It positively impacts on the company's profitability
	
	
	
	
	

	4.
	Training increases employee happiness 
	
	
	
	
	

	5.
	It provides staff with the opportunity to spot areas which might need improvements
	
	
	
	
	

	6.
	It enhances the Organization’s competitiveness
	
	
	
	
	


2.4 Research Question No. 4. What do you think are the performance indicators of the manufacturing industries in Bukoba municipality? (PI)
KEY: Strongly Agree= 5; Agree= 4; Uncertain=3; Disagree= 2; Strongly Disagree= 1

	
	Responses

	S/N
	Item/Statement
	5
	4
	3
	2
	1

	1.
	Increased productivity
	
	
	
	
	

	2.
	On time delivery of goods to customers
	
	
	
	
	

	3.
	Enhanced positive customer satisfaction
	
	
	
	
	

	4.
	Improved market competitiveness 
	
	
	
	
	


Thanks for your time and cooperation
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ABSTRACT 

The purpose of the study was to assess the effect of job retention strategies on organizational performance among manufacturing industries in Bukoba municipality, Tanzania. The study used a survey research design with a quantitative approach. Stratified random sampling techniques were used to select 160 participants. Data were collected using structured questionnaires. Data were analysed using descriptive statistics and multiple regression analysis. The results show that, there is a significant and a strong positive association between team-building, employee’s promotion and training strategies and the performance of the manufacturing industries. Also, team-building strategy positively and significantly affects the performance of the manufacturing industries. Furthermore, findings show that, employee’s promotion and training strategies remain statistically insignificant to the performance of the manufacturing industries since. It is recommended that, HRMs in the manufacturing industries should enhance team-building strategy if they want their Organizations to improve their performance because it improves quality of the Organization’s products and Organization’s services to customers; furthermore, it enables the Organization to become competitive. Furthermore, it is recommended that, although employee’s promotion and training strategies remain statistically insignificant to the performance of the manufacturing industries, they should not be ignored by the HRMs.

Key Words: Job Retention Strategies, Organizational Performance, Manufacturing Industries
1. INTRODUCTION
The global business environment has increasingly become very competitive and any Organization’s success largely depends on its knowledgeable, skilled and competent employees as they are its greatest asset (Ibidunni, Osibanjo, Adeniji, Salau, & Falola, 2016; Manogharan, Thivaharan, & Rahman, 2018). It is on this basis that, human resource management (HRM) departments have a duty to maximize and retain employees’ abilities, experience and talents for the improvement of any company’s performance and attainment of its goals through a number of strategic steps (Ekhsan, Sudiro, Mugiono, & Hussein, 2022; Elsafty & Oraby, 2022). Mgbemena, Enetanya, Nsofor, and Ogbogu (2022) posited that, employee retention strategies are the plans, means or decisions taken by the Organization to keep her competent and talented employees for her improved performance. 

Studies indicate that, there is an existence of several employee retention strategies which can be opted for by the HRM departments in order to improve the Organization’s performance and competitiveness. These include improved work environment, compensations, and training and development (Alshurideh, 2019; Maru & Omodu, 2020); performance appraisal and future growth, leadership support, management support to employees, and job security (Akther & Tariq, 2020). Others are conducting succession and career planning and regeneration (Owolabi & Adeosun, 2021).

It has been an undisputable fact that, when some employee retention strategies are effectively utilized, they tend to improve Organizational performance. For example, teambuilding is a strategy that helps teams to share Organizational performance goals, stimulates the quality of services and encourages continuous growth; further, it encourages open and positive communication, improves individual performance and that of an Organizations (Ada-Mac, Idegbesor, & Chigbo, 2020; Obiekwe, Mobolade, & Akinade, 2021). A similar investigation was found to be the same on the employee promotion where it was reported that, it has a positive and significant effect on Organizational performance because it increases employee potential, encourages motivation of an individual and others and enhances employee confidence (Kathina & Bula, 2021; Makambe & Matlhape, 2022). Likewise, training of employee strategy seems to have a positive relationship with the Organizational performance because it increases employee effectiveness, operations, employee’s productivity and management performance (Tan & Olaore, 2022); others are work quality, quantity, punctuality, effectiveness, and independence (Mubarok, 2022).

Despite the importance of strong job retention strategies adopted by any Organization to secure her talented employees, global studies have shown that, uncontrolled employee retention has been faced with unlimited challenges. For instance, in China, Ping, Fu, Ye, and Zhao, (2021) has found that, low employee retention resulted in an increased training and recruitment cost, insufficiency of skilled employees, and disruption to the Organization’s operations. In USA, Watson, Rogers, Watson, and Liau‐Hing (2019) have established that, uncontrolled employee retention inside the Organization were the high turnover rates and losses of skilled employees. In Nigeria, Ohunakin, Adeniji, and Oludayo (2018) revealed that, poor job retention strategies in an Organization were time-consuming and costly recruitment.

Tanzania is not immune of these challenges. For instance, Aleck (2019) conducted a study on the “effects of staff retention in delivery of quality research service in the Tanzania Fisheries Research Institute in Dar es Salaam.” It was found that, the deliveries of quality research service were encountered with lack and inadequate provision of employment incentives. Observations were made by Masanja and Chambi (2020) in assessing “team building activities for sustainable growth of private and public entities in Arusha”, and found that, leadership and poor communication were the major challenges in team-building activities in those Organizations. In regard to employee promotion strategy, it was observed in the “health sector in Nkasi district council, Rukwa”, that, employee were not promoted the situation which led to poor service delivery by the employees to customers (Mwashambwa, 2020).
It was believed that, some manufacturing industries in Bukoba municipality were not immune of the negative effects arising from job retention strategies and it was also believed that, these manufacturing industries had big problems in retaining their valuable employees in the competitive marketplace and the same are expected to underperform if employees’ team-building, employee promotion and employee training strategies were not enhanced and effectively utilized by the human resources management. Based on the facts above, it has been the duty of this study to investigate the effect of the above strategies on the performance of manufacturing industries in Bukoba municipality.
2. OBJECTIVES OF THE STUDY

The main objective of this study was to examine how job retention strategies impact organizational performance in the manufacturing industries within Bukoba municipality. Specifically, the study sought to address the following specific objectives:

1. To determine the effect of employees’ team-building on performance of manufacturing industries,

2. To determine the effect of promotion of employees on performance of manufacturing industries, and

3. To determine the influence of training of employees on performance of manufacturing industries.

3. LITERATURE REVIEW

3.1 Effect of Team-Building Strategy on Performance of Manufacturing Industries

In Turkey, Baharom, Stoverink, and Kalogiannidis (2022) conducted a study on the “effect of team building on employee productivity in Eastpharma Company.” The study established that, team-building became positive and significant related to employee’s productivity, hence, the productivity of the whole Organization. This is because it improved compatibility between team members and created harmony; further, it developed skilled teams with preferable and higher-performing capacity, and enabled relief of stress among employees. Masanja and Chambi (2020) conducted a study in Arusha, Kilimanjaro and Manyara regions on the “effect of team building process on organizational performance at the Northern Tanzania Union Conference.” The findings revealed that, there was a significant and positive relationship between team-building efforts and Organizational performance.

3.2 Effect of Employee’s Promotion Strategy on Performance of Manufacturing Industries

Kathina and Bula (2021) conducted a study on the “effects of recognition and job promotion on the performance of commercial banks in Kenya.” The results showed that, job promotion positively and significantly influenced the performance of the commercial banks because of the skilled, innovative and experienced employees who were retained by the same. In Tanzania, Salim (2020) conducted a study in Zanzibar on the “influence of workplace promotion on the performance of the Local Business and Property Registration Agency.” The results showed the presence of positive and strong correlation between job promotion and the agency performance because the promoted employees worked effectively and efficiently.

3.3 Influence of Employee’s Training Strategy on Performance of Manufacturing Industries

In India, Rawat (2022) conducted a study on the “impact of training and development on Organizational performance.” The results established that, training and development programmes helped employees to be economical in use of company’s materials and equipment thereby reducing and avoiding waste, led to greater efficiency and productivity of the company, increased the staff loyalty and adaptability and improved moral of the staff. In Tanzania, Samwel (2018) conducted a study in Geita, Shinyanga and Mara on the “impact of employee training on the performance of the Drilling Companies.” The findings unveiled that, employee training significantly and positively affected the performance of the companies because after their studies employees became competent and self-motivated staff, and provided quality services to customers/clients; furthermore, they felt as part of the company and this made them worked longer with the companies.

4.0 RESEARCH METHODOLOGY

4.1 Sample and Sampling Techniques

A sample of 160 respondents participated in the study. These were: 4 HRMs, 4 SMs and 152 FTEs. Table 1 below, summarises the total respondents who were involved in the study.

Table 1: Sample of the Study

	Respondents’ Category
	Sample Size

	Human Resources Managers  (HRMs)
	4

	Section Managers (SMs)
	4

	Other Full-Time Employees (FTEs)
	Males
	       104

	
	Females
	48

	Total
	160


Stratified random sampling technique was used to get a sample of 4 HRMs, 4 SMs and 104 FTEs. This technique was useful because it gave a chance for each and every respondent to be included in the study without any discrimination (Bhardwaj, 2022).
4.2 Instruments for Data Collection and Analysis

A list of well-structured and closed-ended questions was used to collect quantitative data from the participants. These data were analyzed by the use of the Statistical Package for Social Sciences (SPSS) computer program version 28.0, described statistically by the use of Means, standard deviations and inferential statistics (correlation coefficients and multiple regression). This instrument was employed because it reduced bias and helped to collect information in a very short time within a large group of people (Etikan & Bala, 2017).

5.0 FINDINGS

5.1 Descriptive Statistics for the Effect of Team-Building Strategy on Performance of Manufacturing Industries

Table 2 shows the computation of descriptive statistics on the effect of team-building strategy on the performance of the manufacturing industries. Findings show that, team-building strategy improves quality of the Organization’s products (M=3.67, SD=1.368). It also improves the Organization’s services to customers (M=3.63, SD=1.227). Findings continue to indicate that, team-building strategy enables the Organization to get increased earnings (M=3.63, SD=1.448). Team-building strategy enables the Organization to become competitive (M=3.53, SD=1.355). Lastly, findings also reveal that, team-building strategy makes an employee to be very active at work (M=3.49, SD=1.419).
Table 2: Descriptive Statistics for the Effect of Team-Building Strategy (n=160)

	
	M
	SD
	Interpretation

	It improves quality of the Organization’s products
	3.67
	1.368
	Agree

	It improves the Organization’s services to customers
	3.63
	1.227
	Agree 

	It enables the Organization to get increased earnings
	3.63
	1.448
	Agree 

	It enables the Organization to become competitive
	3.53
	1.355
	Agree 

	It makes an employee to be very active at work
	3.49
	1.419
	Agree 

	It places employee in a task he/she is best suited for
	2.01
	1.306
	Uncertain


Source: Filed Data (2023)

5.2 Descriptive Statistics for the Effect of Employee’s Promotion Strategy on Performance of Manufacturing Industries

Table 3 shows the computation of descriptive statistics on the effect of employee’s promotion strategy on the performance of the manufacturing industries. Results establish that, promotion strategy encourages an employee to stay longer with the same company (M=4.01, SD=1.213). The strategy enables employees to grow their academic professions and gain new expertise (M=3.75, SD=1.303). Findings continue to show that, the strategy ensures transparency and fairness in an Organization (M=3.52, SD=1.350).

Table 3: Descriptive Statistics for the Effect of Employee’s Promotion Strategy (n=160)

	
	M
	SD
	Interpretation

	It encourages an employee to stay longer with the same company
	4.01
	1.213
	Strongly Agree

	It enables employees to grow their academic professions and gain new expertise
	3.75
	1.303
	Agree 

	It ensures transparency and fairness in an Organization
	3.52
	1.350
	Agree 

	It creates a strong belongingness to the company
	2.87
	1.491
	Uncertain

	Employee skills increase with job promotion
	2.66
	1.497
	Uncertain

	Job promotion increases expertise in any a certain field of work
	2.66
	1.566
	Uncertain 


Source: Field Data (2023)
5.3 Descriptive Statistics for the Influence of Employee’s Training Strategy on Performance of Manufacturing Industries
Table 4 shows the computation of descriptive statistics on the influence of employee’s training strategy on the performance of the manufacturing industries. Findings indicate that, training strategy provides staff with the opportunity to spot areas which might need improvements (M=3.91, SD=1.217). The strategy also enhances Organization’s competitiveness (M=3.60, SD=1.285). Findings continue to indicate that, employee’s training strategy results in higher Organization productivity (M=3.56, SD=1.457).

Table 4: Descriptive Statistics for the Influence of Employee’s Training Strategy (n=160)

	
	M
	SD
	Interpretation

	It provides staff with the opportunity to spot areas which might need improvements
	3.91
	1.217
	Agree

	It enhances the Organization’s competitiveness
	3.60
	1.285
	Agree 

	It results in higher Organization productivity
	3.56
	1.457
	Agree 

	It positively impacts on the company's profitability
	3.15
	1.510
	Uncertain

	Training contributes to the expansion of a business in a company
	2.87
	1.497
	Uncertain

	Training increases employee happiness
	2.77
	1.679
	Uncertain 


Source : Filed Data (2023)

5.4 Descriptive Statistics for the Manufacturing Industries’ Performance Indicators

The study assessed the performance of the manufacturing industries by setting several indicators.
Table 5 shows the computation of descriptive statistics on the performance indicators of the manufacturing industries. Findings establish that, the performance of manufacturing industry can be shown through increased productivity (M=3.83, SD=1.299), improved market competitiveness (M=3.78, SD=1.508) respectively, and on time delivery of goods to customers (M=3.74, SD=1.286).
Table 5: Descriptive Statistics for the Manufacturing Industries’ Performance Indicators (n=160)

	
	M
	SD
	Interpretation

	Increased productivity
	3.83
	1.299
	Agree

	Improved market competitiveness
	3.78
	1.508
	Agree 

	On time delivery of goods to customers
	3.74
	1.286
	Agree 

	Enhanced positive customer satisfaction
	3.39
	1.350
	Uncertain


Source: Field Data (2023)

5.5 Correlation Coefficients’ Results

A Pearson correlation coefficient (sometimes denoted by r) was performed to evaluate the relationship between and among the effect of team-work, promotion and training strategies and work performance. Table 6 shows the results of the Pearson correlation coefficient of the effect of team-building strategy on performance of the manufacturing industries. Findings show that, there is a significant and a strong positive association between team-building strategy and the performance of the manufacturing industries r(158)= .877, p<.05.
Table 6: Correlation Coefficient on the Effect of Team-Building Strategy on Organizational Performance (n=160)

	
	Team-Building Strategy
	Organizational Performance

	Team-Building Strategy
	Pearson Correlation
	1
	.877**

	
	Sig. (2-tailed)
	
	.000

	
	N
	160
	160

	Organizational Performance
	Pearson Correlation
	.877**
	1

	
	Sig. (2-tailed)
	.000
	

	
	N
	160
	160

	**. Correlation is significant at the 0.01 level (2-tailed).


Source: Field Data (2023)

Table 7 shows the results of the Pearson correlation coefficient of the effect of employee’s promotion strategy on performance of the manufacturing industries. Findings indicate that, there is a positively strong and significant association between employee’s promotion strategy and the performance of the manufacturing industries r(158)= .821, p<.05.
Table 7: Correlation Coefficient on the Effect of Employee’s Promotion Strategy on Organizational Performance

		Employee’s Promotion Strategy

	Organizational Performance


	Employee’s Promotion Strategy

	Pearson Correlation

	1

	.821**

		Sig. (2-tailed)

		.000


		N

	160

	160


	Organizational Performance

	Pearson Correlation

	.821**
	1


		Sig. (2-tailed)

	.000

	
		N

	160

	160


	**. Correlation is significant at the 0.01 level (2-tailed).



	Source: Field Data (2023)



Table 8 shows the results of the Pearson correlation coefficient of the effect of employee’s training strategy on performance of the manufacturing industries. Findings indicate that, there is a positively strong and significant association between employee’s training strategy and the performance of the manufacturing industries r(158)= .844, p<.05.

Table 8: Correlation Coefficient on the Effect of Employee’s Training Strategy on Organizational Performance

	
	Employee's Training Strategy
	Organizational Performance

	Employee's Training Strategy
	Pearson Correlation
	1
	.844**

	
	Sig. (2-tailed)
	
	.000

	
	N
	160
	160

	Organizational Performance
	Pearson Correlation
	.844**
	1

	
	Sig. (2-tailed)
	.000
	

	
	N
	160
	160

	**. Correlation is significant at the 0.01 level (2-tailed).


Source: Field Data (2023)
5.6 Multiple Regression Analysis Results

The study conducted a multiple regression analysis to find out if there was a relationship between independent variables and dependent variable. The output results are shown in Tables 9, 10, and 11.

5.6.1 Model Summary

Table 4.9 explains the results of the regression analysis. The analysis reveals that, there is a statistically positive and significant relationship between predictors and dependent variable. The predictors are team-building, employee's promotion and employee's training strategies while dependent variable is performance of the manufacturing industries (R=0.877; R2=0.770; Adjusted R2=0.765; Sig=0.000). This means that, since the R-Squared is .770, meaning that, 77.0% of the variation in the performance of the manufacturing industries is explained by variation in the job retention strategies (team-building, promotion and training). Other factors explained 23.0%.

Table 9: Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.877a
	.770
	.765
	.391


a. Predictors: (Constant), Team-Building Strategy, Employee's Promotion Strategy, Employee's Training Strategy

b. Dependent Variable: Organizational Performance

Source: Field Data (2023)

5.6.2 Analysis of Variance


From Table 10, findings show that, p-value is 0.000 and F-calculated is 173.832. Since the p-value is less than 0.05 and F-calculated is greater than F-critical (2.4904), the regression model is significant in determining how job retention strategies affect the performance of manufacturing industries.

Table 10: ANOVA

	Model
	
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	79.619
	3
	26.540
	173.832
	.000b

	
	Residual
	23.817
	156
	.153
	
	

	
	Total
	103.436
	159
	
	
	


a. Dependent Variable: Organizational Performance

b. Predictors: (Constant), Team-Building Strategy, Employee's Promotion Strategy, Employee's Training Strategy

Source: Field Data (2023)

5.6.3 Regression Coefficients

The results in Table 11 show that, a unit change in the performance of the manufacturing industries would lead to 0.822 in team-building strategy. The p-value for the variable is 0.000. Since the p-value is less than 0.05, team-building strategy positively and significantly affects the performance of the manufacturing industries. Findings continue to show that, employee’s promotion and training strategies, according to the regression coefficients, remain statistically insignificant to the performance of the manufacturing industries in Bukoba municipality since p>0.05.
Table 11: Regression Coefficients

	
	Unstandardized Coefficients
	Standardized Coefficients
	
	

	Model
	
	B
	Std. Error
	Beta
	t
	Sig.

	1
	(Constant)
	1.583
	.111
	
	14.251
	.000

	
	Employee's Training Strategy
	-.013
	.109
	-.017
	-.118
	.906

	
	Employee's Promotion Strategy
	.064
	.083
	.078
	.770
	.443

	
	Team-Building Strategy
	.583
	.117
	.822
	4.993
	.000


a. Dependent Variable: Organizational Performance  

Source: Field Data (2023)

6.0 DISCUSSION AND CONCLUSIONS

6.1 Effect of Employees’ Team-Building Strategy on Performance of the Manufacturing Industries

Findings have shown that, team-building strategy improves quality of the Organization’s products. This finding concurs with that of Al-dalahmeh et al., (2018) who reported that, job promotions increase employee working motivation and job satisfaction which later positively and significantly increase quality of products, firm profitability and return of assets, hence, improved Organizational performance. Team-building strategy improves the Organization’s services to customers. These observations are supported by the finding of Ikon et al., (2018)  who reported that, there was a significant and positive relationship between team-building and organizational performance because team-building enhanced harmony among the employees, cohesion, trust, and commitment; further, it improves delivery of services to customers. Findings continue to indicate that, team-building strategy enables the Organization to get increased earnings and it enables the Organization to become competitive. These views are supported with the findings of Masanja and Chambi (2020) who reported that, there was a significant and positive relationship between team-building efforts and Organizational performance by increasing the company’s earnings and competition among companies. Furthermore, findings also reveal that, team-building strategy makes an employee to be very active at work. This finding concurs with those of Baharom et al., (2022) who reported that, team-building is positively and significantly related to employee productivity, hence, the productivity of the whole Organization because it improves compatibility between team members and creates harmony; further, it develops high-performing teams with preferable interpersonal skills and enables relief  of stress among employees.

6.2 Effect of Promotion of Employees on Performance of the Manufacturing Industries 

Findings have established that, promotion strategy encourages an employee to stay longer with the same company. This finding resembles with that of Salim (2020) who reported that, job promotion shows a positive and strong correlation on the performance of the agency because the promoted employees work effectively and efficiently and stay longer with their companies. Employee’s promotion strategy also enables employees to grow their academic professions and gain new expertise, and it ensures transparency and fairness in an Organization. These findings are supported with the observations of Kathina and Bula (2021) who reported that, job promotion positively and significantly influenced the performance of the commercial banks because it retains skillfully and experienced employees with the Organization. Employees do so because the company practices transparency and fairness in promoting employees.

6.3 Influence of Training of Employees on Performance of the Manufacturing Industries

Findings indicate that, training strategy provides staff with the opportunity to spot areas which might need improvements. This observation is in support with the findings of Samwel (2018) who reported that, employee training significantly and positively affected the performance of the drilling companies because after their studies, employees become competent and self-motivated staff, and provide quality services and product to the customers; furthermore, they feel as part of the company; this situation makes them to stay longer with their companies. The strategy also enhances Organization’s competitiveness. This findings resembles of Muiruri et al., (2019) who reported that, employees are not trained and developed negatively impacted on the company’s productivity and competitiveness. Findings continue to indicate that, employee’s training strategy results in higher Organization productivity. This observation concurs with those of Rawat (2022) who reported that, training and development programmes help employees to be economical in use of company’s materials and equipment thereby reducing and avoiding waste; they also lead to greater efficiency and productivity of the company, increase staff loyalty and adaptability, and improved moral of the staff.

It can be generally concluded that, team-building, employee’s promotion and training strategies have a positive effect on the performance of the manufacturing industries. Team-building strategy improves quality of the Organization’s products, improves the Organization’s services to customers and enables the Organization to get increased earnings; furthermore, the strategy enables the Organization to become competitive and makes an employee to be very active at work. On the employee’s promotion strategy, findings have indicated that, it encourages an employee to stay longer with the same company, enables employees to grow their academic professions and gain new expertise and it ensures transparency and fairness in an Organization.  In regard to employee’s training strategy, findings have revealed that, it provides staff with the opportunity to spot areas which might need improvements, enhances Organization’s competitiveness and it results in higher Organization productivity. Despite the effectiveness of these job retention strategies on performance of the manufacturing industries, regression analysis has shown that, employee’s promotion and training strategies are statistically insignificant on the performance of the manufacturing industries. It is only team-building strategy which has shown a statistically positive and significant effect on the performance of the manufacturing industries. It can, therefore, be concluded that, the manufacturing industries in Bukoba municipality should enhance team-building strategy in order to improve their performances.
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