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ABSTRACT

In the current globalized and dynamic labor market accompanying with restructuring, company relocation and downsizing employee loyalty is critical than ever. The study assessed the determinants of employee loyalty in public sector organization in Zanzibar. Specifically, the study assessed the effect of career development, managerial support and job satisfaction on employee loyalty. The study adopted descriptive and quantitative research design, while simple random sampling was used to choose respondents of the study among employee of the office of Zanzibar House of Representative. Data were collected through self-administered questionnaire constructed with five points Likert’s scale. Both descriptive and inferential statistics were used in data analysis. The   study depicts positive and significant effect of the two-predictor variables (career development and job satisfaction) on employee loyalty. Yet management support has a negative and significant effect of employee loyalty.  The study recommends on employee to establish and implement their career plans and at the same time to be inquisitive to learn new and emerging knowledge. Organizational managers should facilitate harmonious relations among workers themselves and workers and supervisors parallel to fair employee promotion commensurate with competence and professionalism. 
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CHAPTER ONE

INTRODUCTION
1.1
Overview 

1.2
Background of the Study

In the current dynamic business world, employee loyalty is very critical than ever to performance and sustainability of the business and service delivery in both public and private organization. Change in the business world and corresponding work force in the last couple of years’ demand changes in systems, procedures, policies and practices in managing human resources. For example, in the past, once hired an employee believed it was a lifetime job and managers expected their unstinted loyalty to the enterprise. Similarly, workers used to be devoted to their employer (Signh & Sinha, 2010). During this era of “globalization” where employee thinks on the ongoing restructuring, company relocations, and downsizing his image of employment loyalty has gradually changed. With this regards, the workforce’s devotion to maintain loyalty is subjected to a number of factor like job satisfaction, management support and career development just to mention few. 

Employee loyalty is among the ingredients for the organization to maintain   competitive advantage while at the same time minimizing the cost lead by employee turnover. As a consequences of improving employee loyalty, retention of highly skilled and loyal employees enable improving the organizational performance that significantly contributes to maintaining its competiveness in the market and competitive advantages (Sanabazar & Jigjiddorj 2018). Therefore, organizations should earmark the ways to maintain the spirit of employee loyalty. 

Alternative, the relation between job satisfaction   and employee loyalty is matter of concern to quite number of scholar and academicians. For example Sana bazar & Jigjiddorj (2018) claim that, job satisfaction is among the key factor of employee loyalty as it relate to employee retention and productivity. Likewise, job satisfaction enhanced among other things, terms of security and fulfillment leads to employees’ commitment, loyalty, and punctuality and then reduce labor turnover at the long run (Frenpong, Agbenyo & Darko, 2018). On the other hand with respect to employer, employees’ satisfaction guarantees worker’s commitment, stable workforce and labor productivity to reduce the cost of hiring and training improve organizational performance. (Frenpong, Agbenyo & Darko, 2018).
On similar manner, managerial support for employees plays an important role in organizational effectiveness (Emhan, 2012).  Mnager’s qualification, trustworthy, and whose managerial style they like are more devoted to share the organization’s values and objectives, and to value the organization, the more respect by employees (Emhan, 2012). Democratic management style of managers, which involve employees in the decision-making process could result employees to show better performance (Emhan, 2012).
On the dimension of career development, even though monetary factors motivate employees to excel in their duties and responsibilities, non-monetary factors should not take for granted. Vetráková & Mazúchová (2016) proposed that, career development and job security ranked top following financial benefits, as the result of work motivation in hotel and recommend its importance in retaining employee in the hospitality sector. Ineson & Berechet (2011) supports that, lack of career development and opportunities for promotion were key aspects associated with employee turnover. He elucidated more that, career development as a factor to predict loyalty in the hotel industry as similar studies on employee engagement have it, as a predictor for the level of engagement. Opportunity of employees to learn is always a benefit to career development. It can make employees feel that they have future and opportunity to get promoted in the company and increase their job security to stay with their company (Samat et al., 2020). According to Lee and Lee (2012), workers with more opportunities to interact with others tend to increase employee loyalty and may in turn help the retention of quality workers.

Taking Zanzibar scenario, on the bases of capacity assessment with respect to the skills requirement in Zanzibar (2018) there is great demand of skilled human resources to realize desired economic growth and prosperity.  Unfortunately, the reasons for this shortage of skilled workforce were not   and so far explained.   On top of that, report of the situation analysis for the formulation of human resources development policy (2018) noted among other thing that, most of professional destinations and prospects have been lost on the way if not in stagnation condition. With reference to career management the report reveled inadequate success planning, weakness in sustaining career management programs and practices and   poor keeping of staff and seniority list in MDAs and public service department. In addition it is reported that, 72.5% of the employee of the Ministry of Social Welfare, Youth, Women and Children Development have ever promoted. This is due to either inadequate allocation of resources for promotion or deficiency in promotion policy (Haji, 2013). 
To put thing in more context, the existing Public Service Management Policy (2010) renowned non adherence to meritocratic principles in recruitment and appointments unsystematic human resources planning, deployment and staff development, Absence of clear job descriptions, scheme of service and career paths, Unsystematic human resources planning, deployment and staff development. But till now it is unknown where the policy has achieved some tangible reset about the matter. Conversely, underpinned by the equity theory and Expectancy theory, the study intends to make, and assessment on determinants of employee loyalty in Zanzibar Public sector.

1.2
Problem Statement

Employee loyalty is among the factors contributing to productivity in business and service delivery in public sector.  It reduces labor turn over and provide venue for organization to maintain experienced and skilled work force   without incurring   recruitment cost for new employees.

Many studies worldwide   Africa and Tanzania in particular have revealed the relation between employee loyalty and some human resources factors such as career development, job satisfaction and management support among others.  For example career development like promotion and succession planning   and career development programs like training mentoring and coaching positively affect employee loyalty in different countries and in different organizational sectors  (Khuong & Vihin, 2020; Adedeji, & Ugwumadu, 2018; Mndeme; 2015). Similarly, job satisfaction and related factors like working environment and job securityamong others found to affect significantly employee loyalty (Egenius, Triatmanto & Natsir, 2020; Farrukh, Kalimuthu & Khan, 2020; Zakaria, Mohamad, Abd Majid, & Rashid, 2019; Frempong, Agbenyo & Darko, 2018). In turn management support and associated factors such as leadership style, supervisory support and teamwork spirit are found to effect employee loyalty (Priyadharshini & Sudhahar, 2019; Abbas, 2017; Mboka & Hu, 2020).
With respect to Zanzibar scenario, few existing study consider other dimensions of human resources practices such promotion (Haji 2013) among others.  Even though   Khamis (2019) worked on challenges facing career development, in addition to low sample size, did not consider its relation with employee loyalty. These types of knowledge, empirical and contextual gaps rationalize the value to conduct this study titled Determinants of Employee Loyalty in Public Sectors with special reference to the House of Representatives in Zanzibar.
1.3
Research objectives

1.3.1
General research objective

To assess the determinants of employee loyalty in public sectors Zanzibar: a case of office of House of Representatives Zanzibar.

1.3.2
Specific research objectives

(i)  Assess the effect of career development on employee loyalty in Public sector organization in Zanzibar;
(ii) Assess the effect of managerial support on employee loyalty in Public sector organization in Zanzibar;
(iii) Assess the effect of job satisfaction on employee loyalty in Public sector organization in Zanzibar.
1.4
Hypothesis

The following research hypotheses were tested: 

(i) Career Development has significant affect employee Loyalty in Public sector organization in Zanzibar;

(ii)  Managerial support has significant effect on Employee Loyalty in Public sector organization in Zanzibar;

(iii)  Employee Job satisfaction has a significant effect on Employee Loyalty in Public sector organization in Zanzibar.

1.5
Significance of the study

The importance of this study is to provide a deeper understanding on employee loyalty, which will help public sector organizations in their human resource management work effectively. This is important for public sectors organizations since, as we understand that, the cost of hiring an employee is very high and therefore it is essential that the employee are good for organizations stays in the daily activities of public sector organization in Zanzibar.
The results of the study are expected to contribute to the existing literature on employee loyalty by providing a comprehensive framework for understanding the factors that influence employee motivation, expectancy, job satisfaction, and ultimately, their loyalty to the organization. Additionally, the study will provide insights into the specific motivator and hygiene factors that are most important for enhancing employee loyalty in the context of the organization. The theoretical synthesis of the expectancy theory and the two-factor theory provides a strong theoretical foundation for the study and can help guide the development of future interventions aimed at enhancing employee loyalty.

1.6
Organization of the study

The study is organized into five chapters. Chapter one consists   background of the study, statement of research problem, research objectives, and research questions, significance of the research, research scope and organization of the study. Chapter two is about literature review and consists of definitions key concepts, theoretical review, empirical review, research gap and conceptual framework of the study. Chapter three is about research methodology to cover; research philosophy, research design and strategy, study area, population of the study, sampling and sampling techniques, data collection, tools to collect data, data analysis, and research ethics. Chapter four and five were composed of Data analysis and discussion of findings and Conclusion and recommendations respectively.

CHAPTER TWO

LITERATURE REVIEW
2.1
Introduction

Chapter two composed of literature review and covers conceptual definitions, theoretical review, theoretical synthesis, empirical review, research gap and conceptual framework of the study.
2.2
Definition of key concepts
2.2.1
Career Development

According to Yee, Rahimanb and Syakira (2015) career development refers to opportunities for advancement, secondment to other work areas or organization, feedback on performance, access to career mentoring or coaching, as well as fair appraisal for career development practice. 
On the similar view The Canadian Standards and Guidelines for Career Development Practitioners as cited Gyansah and Guantai (2018) describe career development as the lifelong process of managing learning, work, leisure and transitions in order to move toward a personally determined and evolving preferred future. Giley et al, (2002) identified career development as a process, which requires both the individuals and organizations to create a partnership enhancing employees’ knowledge, skills, competencies and attitudes required for the current and future job assignments.

Some writers distinguish career development definition from two point of view; employee point of view and organizational point of view. For an employee, career development refers to acquiring set of skills and new position to exercise these skills time to time. Regardless of the leadership of the company, it is the duty of the employee that their self-development and career development goals are achieved as stated in planning (Mandotra, 2013). Employees must assess what they expect from their current job, as well as in future. From organization’s point of view, career development means matching the career goals of the employees with the present and future needs and goals of the organization (Mandotra, 2013). 

In this study author defines career development as an ongoing, organization, managerial and employee’s efforts that intends to develop and capacitate the human resources of an organization in order to meet both employees and organization needs (modified from Byars and Rue, 2004 as cited in Samuel, 2016).

2.2.2
Job satisfaction

There are many definition of job satisfaction but similar in one-way or another. Handoko (2001) cited in Suyono, Elisabeth and Arisanti (2020) defines job satisfaction as is a “pleasant or unpleasant emotional state of an employee in seeing his job”. While Luthans (2005) in Suyono, Elisabeth and Arisanti (2020) define job satisfaction as “the result of employees' perceptions of how well their jobs are in providing rights that are considered important”. Armstrong (2006) termed job satisfaction as the attitudes and feelings people have about their work.  While positive and favorable attitudes towards the job indicate job satisfaction on one hand, on the other negative and unfavorable attitudes towards the job indicate job dissatisfaction. While Locke (1976) in Frempong and Agbenyo (2018) defined job satisfaction as 
“pleasurable or positive emotional state resulting from the appraisal of one’s job and job experiences”. 

Taking the view of Luthans (1992) employee satisfaction, address about five aspects to start with payment, nature of work, operational circumstances, supervision policy and colleagues. With that being said, when job satisfaction increases, the loyalty pattern of employees tend to progress in a positive direction.  For simplicity and clarity this study adopts the definition of Bridam and Nwibere, (2008) that defined job satisfaction as a degree to which an individual feel negatively or positively about the various facets of the job tasks, the work settings, relationship with co-workers and the job itself. 

2.2.3
Management support
According to Travaglione, Scott-Lad, Hancock and Chang (2017) Management support is an extension of Perceived Organizational Support (POS). It considers mutual obligation in a part of the employment contract and it might happen when managers are required to support employees in dealing with challenges they face, within and outside the workplace.  Taking the words of Boxall and Macky (2009) in Travaglione, Scott-Lad, Hancock and Chang (2017), it is beyond skills, training, job opportunities and fair pay but also about building a culture of trust and a safe psychological environment that motivates individuals and ensures their involvement and commitment. Boxall and Macky (2009) and Johns (2006), in Travaglione, Scott-Lad, Hancock and Chang (2017) viewed the relationship between employers and their employees is one of mutual obligation and in this context, managerial support occurs when managers treat employees fairly, build trust and consult employees regarding work matters so they can build a relationship of mutual respect. In this sense, employees perceive that their needs are considered and appropriately acted on. 
Dawley, Andrews, & Bucklew (2008) in Ghazali, Nashuki and Othman (2018) purport that; Supportive supervisor is effective in managing the subordinates’ emotions, which is essential in managing organizational commitment. Managerial support could be of beneficial in reducing stress among the subordinates, increased satisfaction in leaders and jobs, and enhanced follower performance like increased motivations to do extra work (Basford, Offermann and Wirtz, 2012 in Travaglione, Scott-Lad, Hancock and Chang, 2017). This study adopted the definition of Eisenberger et al., (2002) as “managerial support is the extent to which managers appreciate employees’ contributions, care about their subordinates’ well-being and are attentive to employee needs”  (Tran, Manssor & Ali, 2021).
2.2.4
Employee loyalty
Employee loyalty is defined in various ways.  According to Mowday, Steers and Porter (1982). Loyalty means a demonstration of one’s commitment to an organization, typified by the relative advantage of a person’s identification with, and active engagement in, the operations of a firm. When the employee believes in the values, mission and statements of an organization, it can manifest an intense aspiration to keep a relationship with that enterprise, a phenomenon described in a word as loyalty (Mathieu & Zajac, 1990). Bettencourt, Bettencourt, Gwinner, K. P., & Meuter, M. L. (2001) also indicated that employee loyalty is an organizational behavior that expresses adherence to the firm to increase interests. In other words, loyalty is a psychological state that emphasizes the correlation between labors and the company, in turn impacting the decision of a worker to carry on with a particular organization (Allen & Grisaffe, 2001 in Phuong & vihin,  (2020). 
Similarly, Anam Iqbal, Tufail, Lodhi (2015) defines employee loyalty as employees being committed to the success of the organization and believing that working for this organization is their best option. According to Anjali and Anand (2014) and for the purpose of this study, employee loyalty is “the psychological attachment of employees to their employer. It is the extent to which employees identify themselves with the organizations ‘work ethics, objectives of the organization and contribute to the corporate performance.

2.3
Review of theory
2.3.1
Expectancy theory

Expectancy Theory is among motivational theory developed by Victor Vroom in 1964. The theory based on the premises that, individuals have choices and they make decision based on which choice they perceive were lead to the best personal outcome decision. Likewise, individual tend to act in certain way based on the expectation that the act were be followed by a given outcome and the attractiveness of that outcome to the individual (Lloyd and Martens, 2018). 
The source purport that Vroom’s expectancy theory is built on the ground of three premises to include; expectancy or effort – performance linkage, instrumentality or performance reward linkage and valence or attractiveness of rewards. The theory could be summarized as:
Motivation = expectancy * instrumentality* Valence (Lloyd and Mertens, 2018; Suciu, Mortan and lazar, 2013; DeSimone, 2015). According Lloyd and Mertens (2018 each premise has assigned value; expectancy 0 to 1, instrumentality 0 to 1 and valence -1 to 1.
Expectancy is the anticipation that, a certain effort on their part were be lead to certain performance; Instrumentality is the perception that, a given outcome of performance on their part were lead them receiving anticipated reward, and Valance is the degree to which an individual has a preference to given outcome (Lloyd and Mertens, 2018.  The theory could summarized in figure 2.1.


[image: image2]
Figure 2.1: Expectancy Theory Model

Source: Lloyd and Mertens, (2018)

Expectancy theory is given credit as it has been subjected to empirical testing and it has a wide range of application as it provides linkages between effort and performance, performance and rewards and regards and personal goals such as applied by manger in the psychological process that motivate employee (De Simone, 2015). The source claimed more than expectancy theory is more scientific and valid among some other motivation since rewards are linked to performance rather than seniority. In turn, expectancy theory is accused from its complexity nature as it olds many variables, which undermine its practicability, its tendency of idealistic and hedonistic assumptions, linked to it   claimed to undermine its validity and applicability.
Beside the critique, Expectancy theory suit to this study as individual employee expect to achieve his/ her desire with respect to career development such as promotion, career advancement among others. While individual strive to achieve his/her desired goals, management support such as training, feedback, coaching and mentoring   and effective job structures are key ingredients to success. On top of that, employee should consider organizational goals, mission and vision a head while struggling to meet his own individual goal.

2.3.2
Two factor theory

The two-factor theory also called motivator – hygiene theory was developed by Herzberg and other scholars in 1959 (Armstrong 2006; Andereson and Sun, 2017). The theory is among the famous theory of motivation.  It considers employee job satisfaction, motivation, and organizational performance. The theory was based on the premise that, presence of one set of job attributes (motives) lead to job satisfaction and absence of a completely different set of job attributes (hygiene) lead to job dissatisfaction (Sanjeev and Surya, 2016). Based on the initial conception of the theory, two-factor theory dichotomized into two continuums. The first continuum controlled by hygiene factors represented dissatisfaction at one end of the continuum and no-dissatisfaction at the opposing end of the continuum. The second continuum, controlled by motivating factors, represented no-dissatisfaction at one end and satisfaction at the opposing end. It postulated that hygiene factors, when present in a job, caused no dissatisfaction. However, when absent the hygiene factors caused dissatisfaction with the job. On the other hand, the motivating factors caused satisfaction when present and no dissatisfaction when absent (Sanjeev and Surya, 2016).  The   theory and the motivation and hygiene factors are summarized in fig. 2.2.
Motivation Factors are Intrinsic Factors that will increase employees’ job satisfaction; while Hygiene Factors are Extrinsic Factors to prevent any employees’ dissatisfaction. Herzberg expanded that full supply of Hygiene Factors will not necessary result in employees’ job satisfaction. Motivation factors need to address in order to increase employees’ performance or productivity.  Based on the initial setting of the theory, Extrinsic Factors are less to contribute to employees’ motivation need. The presences of these factors were just to prevent any dissatisfaction to arise in their workplaces. Extrinsic Factors are also well known as job context factors; are extrinsic satisfactions granted by other people for employees.  According to Robbins, Judge, Millett and Boyle (2013). 

The Intrinsic and Extrinsic Factors are interdependence to each other. Presence of Extrinsic Factors will only eliminate employees’ work dissatisfaction; however, it will not provide job satisfaction. On the other hand, sufficient supply in Intrinsic Factor will cultivate employees’ inner growth and development that will lead to a higher productivity and performance; however, absent of this factor will only neutralize their feeling neither satisfy nor dissatisfy on their jobs. Extrinsic Factors only permit employees willingness to work while Intrinsic Factors will decide their quality of work.


[image: image3]
Figure 2.2: Model for Two Factor Theory

Source: Sanjeev and Surya, (2016)

Two factor factors theory have being undergone empirical review through various scholars in various time since its initial conception. The results of these studied are in conflict, as some studies support the theory and made validation whiles others come to disagree with theory. Likewise, Bassett-Jones and Llyod (2005) depicted that, the motivator factors contributed to better motivation factors.

The theory is criticized from three fronts including its basic assumptions, methodology and findings (Sanjeev and Surya, 2016). For example, Ewen (1964) noted the weakness of the two-factor theory by approved that extrinsic factors, such as the work environment, have a greater influence on job satisfaction and that job satisfaction and dissatisfaction factors can vary depending on organizational situations. Likewise Aarabi, Subramaniam and Akeel, (2013) observed that, present of Extrinsic Motivation Factors have positively contributed to respondents’ job satisfactions; while absent of Intrinsic Motivation Factors don’t really neutralized their feeling, but have de-motivated them in Malaysian faculty members. 
Moreover, it was depicted that all Extrinsic Motivation Factors can motivate employees in China to work hard (Yang, 2011). Accordingly, extrinsic Motivation Factors have overridden Intrinsic Motivation Factors to be the first and second highest motivation factor for workers in China, consequently the finding made the reverse direction of the initial theory (Yang, 2011). In addition, Yusoff, Kian, and Idris (2013) concluded that, Two-Factor theory has been found less practical in for today’s employees’ motivation study as most of the research findings across variety of countries and industries have concluded that Extrinsic Factors have impacted their respondents’ job satisfactions.  He furthered that, opposition of findings against theory where Extrinsic Factors should either turn up with job dissatisfactions or neutral feeling towards jobs have clearly call up an urge to revise and update the setting of theory.
Therefore, the weakness of the two-factor theory could be grouped into four folds.  One, overlapping between hygiene and motivating factors (Lock, 1961). Two, motivators sometimes cause both satisfaction and dissatisfaction (Kovach 1987). Three motivator task rewards led to job satisfaction, but hygiene factors only created job satisfaction in the lower-level employees (Mottaz, 1985). Four hygiene factors such good wages, job security and opportunity for advancement are motivating employees (Simon and Enz, 1995).
Yet, other Empirical studies have confirmed the applications of two-factor theory in today dynamic human resources practices. For example, Mitsakis and Galanakis (2022) established that, after sixty-five of its inception, the two factor theory hold true that, motivation factors and hygiene factors are key importance of the satisfaction, motivation, increased wellbeing and positivity and employee turnover. Likewise, Maidani (1991) proved that, motivation factors affect job satisfaction whereas hygiene factors do not in both public and private institutions. 
More over Lalwani and Lalwani (2017) hold that “in today’s context the relevance of Herzberg’s theory stands true i.e. the importance of Motivators and Hygiene factors to Job Satisfaction has not changed. Motivators lead to Job satisfaction and Hygiene factors prevent job dissatisfaction”. Standing on the applicability of the two-factor theory on today’s human resource dynamics, author made a choice to use the theory in this study.
2.3.2.1 Theoretical syntheses 

The study aims to examine the relationship between career development, managerial support, job satisfaction, and employee loyalty within the lenses of expectancy theory and the two-factor theory. The expectancy theory emphasizes the role of individual beliefs and perceptions in determining motivation and job performance, while the two-factor theory emphasizes the importance of both motivator factors and hygiene factors in job satisfaction and motivation.

The application of these two theories suggested among other things that, providing clear and achievable career paths and goals, opportunities for advancement and recognition, effective leadership and communication, and positive working conditions can act as motivators that enhance job satisfaction, motivation, expectancy, and increase employee loyalty. On the other hand, the absence of career development opportunities, managerial support, and positive working conditions can lead to job dissatisfaction, reduce motivation and expectancy, and decrease employee loyalty.

Integration of these theories, researchers can assess how the expectations and beliefs of employees about career development opportunities, managerial support, and job satisfaction affect their motivation and expectancy, which in turn influences their loyalty to the organization. Additionally, the two-factor theory can provide insights into the hygiene factors that prevent job dissatisfaction and attrition, while the expectancy theory can identify the specific motivator factors that enhance job satisfaction and motivation.

Moreover, both theories have been extensively tested and validated in previous research, and have been found to have high predictive validity in explaining employee behavior and outcomes. By using a combination of these two theories, researchers can provide a more robust and comprehensive explanation of employee loyalty than would be possible by using just one theory.
2.4
Empirical literatures
Empirical literature review was organized regionally from global, Africa and   Tanzania perspective as explained below.

2.4.1 Global
Priyadharshini and Sudhahar (2019) conducted a study aimed to investigate the Antecedents of Employee Loyalty with reference to Job Satisfaction in Pump Manufacturing Industries-Coimbatore City in India. Data were collected though questionnaire, interview, and descriptive statistics (percentages) used in data analysis. 
The study found that, employees are satisfied and happy with their working environment and their loyal to organizational commitment and their leadership. The study recommends for every organization to establish employee retention strategies for retaining talented and skilled workforce. Even though, the study has reached the initial planned objective, it suffers from methodologically rigor as only percentages used for data analysis. Therefore, it is hard to general conclusion to wide phenomenon 

Similar study was conducted by Khuong and Phuong (2020) with aim of identifying relationship between human resource practices, employee motivation and employee loyalty. Data were collected by using questionnaire from 559 employees from hospitality sector in Ho Chi Minh city, Vietnam. Data analysis was made through   exploratory factor analysis and regression analysis. The study found that, working environment and employee motivation and career development have a direct influence employee loyalty. The study recommend that hospitality sector should develop attractive compensation and benefit policies, comfortable workplace environment, coherent teamwork culture as well as straightforward career training and development plan for achieving higher level of employee loyalty.

Taking working environment as among the attributes of job satisfaction, indeed we could propose the existing effect between job satisfaction and employee loyalty beside career development.Egenius, Triatmanto, and Natsir (2020) conducted study on the effect of job satisfaction on employee performance through loyalty at Credit Union (CU) Corporation of East Kutai District, East Kalimantan. In this study data were collected from 68 all employees East Kutai Regency, East Kalimantan Credit Union (census), while in data analysis employed path analysis. The study noted the influence of job satisfaction of employee loyalty and hence employee performance in Credit Union Cooperative in East Kutai Regency. The study recommends on Management to take more initiative to foster maximum job satisfaction, since loyalty affects improving employee performance.
Vuong, Tung, Quan and Giao (2017) conducted a mixed study on determinants of the factor influencing job satisfaction and organizational loyalty in public hospital in Vietnam. Data analyzed by the structural equation modeling (SEM). The study found that income, relationship with fellow employees, quality of medical examination and treatments, hospital resources autonomy of work and training and promotion are the influential factors of a doctor’s job satisfaction. Beside the doctor satisfied with their job, they tend to be loyal to the organization. The study concluded that Job Satisfaction positively affect Organizational Loyalty of medical doctors in public hospitals in Vietnam.

Tariq, Ilyas and Reheman (2017) conducted a study on Assessing Employee Loyalty through Organizational Attributes in Telecom Sector. Data was collected through questionnaire from 250 employees working in Pakistan Telecommunication sector and analyzed by the use correlation and regression analysis. The study established a positive and significant relationship between predictor variables (job involvement, employee engagement, organizational support and distributive justice) and employee loyalty. 
Farrukh, Kalimuthu  Farrukh, & Khan (2020)  conducted  a quantitative study  on the  Role of Job satisfaction and organizational commitment in Employee Loyalty: Empirical Analysis from Saudi Hotel Industry. Cluster sampling and questionnaire were used to collect data from the five big and busy cities of Saudi Arabia. A questionnaire was distributed in five, four and three-star hotels.  Data were analyzed by using path analysis with the aid of   PLS –SEM. The study established that, Job satisfaction and organizational commitment have a significant influence on employee loyalty. More view of the author is that, satisfied and committed employees would feel happy to work for the organization and would tend to work effectively. The study recommends on the management of hospitality industry to recognize the impact of low loyalty and take initiative develop a work package, including remuneration that can enhance Job satisfaction. The company would want to retain good employees as an asset to the business.
Priyadharshini & Sudhahar (2019) conducted a syntheses study on Determinants of Employee Loyalty- a Literature Review. The study established that, supervisor support, teamwork, and working environment, fringe benefits, Leadership style, and commitment associated positively with employee satisfaction and   employee loyalty.  Other mentioned factors are motivation, belongingness, career development, bonding, job security, Peer Corporation, flexible time policies, manager’s treatments of employees, and organizational communication.
Zakaria, Mohamad, Majid, and Rashid (2019) conducted a study on assessing the Mediating Effect of Job Satisfaction on Employee Loyalty: A Case Study of a Developer Company in Malaysia. The purpose of this study is to investigate the factors of training, rewards and benefits and working condition on loyalty and how job satisfaction mediate the relationship between independent variables and dependent variables. The study adopted stratified sampling method and data collected though questionnaires from 155 employees of the developer company.   On the same vein, data were analyzed by using regression analysis (inferential statistics). The study established that, employee loyalty in the developer company has positive relation between the working condition, rewards and benefits, training and job satisfaction. 
The study also confirms the partial mediation of Job Satisfaction between the independent variables, rewards/benefits and training with employee loyalty. The study recommends that, for achieving a high level of employee loyalty, an organization must pay great attention and consideration to all factors that provide significant correlations and unique contributions as a good measure in predicting the employee loyalty directly or indirectly.

Abbas (2017) conducted a study on The Effect of Organizational Culture and Leadership Style towards Employee Engagement and their impact towards employee loyalty. The study adopted a explanatory research design and 120 out of 1000 employees from Karakoram International University Gilgit Baltistan were selected to constitute the sample size.   Data were collected though five points Likert’s scales questionnaire and analyzed by the use of descriptive and inferential statistics (Binary Logistic analysis). The results of the study support the hypotheses that, organizational culture and leadership style affects employee engagement and hypothesis about leadership style affects employee engagement were supported in this research. In addition, the study noted the effect of employee engagement and employee loyalty as depicted by R square value of 27.6%. Also the finding of the study proves the mediating effect of employee engagement on organizational culture and leadership style towards employee loyalty. Unfortunately, the study failed to make any recommendation.

Nguyen, and Nguyen (2020) conducted a study on Factors Affecting Employee Loyalty: A Case of Small and Medium Enterprises in Tra Vinh Province, Viet Nam. Primary data were collected though questionnaire from of 320 employees working with SMEs in 5 districts including of Cau Ngang, Tra Cu, Chau Thanh, Cang Long, Tieu Can) and Tra Vinh City, Viet Nam. On the same vein data were analyzed by the use of multiple regression analysis. The study found that, six out of seven predictor’s variables affect employees and have a statistically significant impact on employees’ loyalty. The factors are colleagues, leaders, job characteristics, remuneration policies, organizational culture, and working environment. The study recommend on focusing on colleague relationships, improving leadership of business owners, attaching importance to appropriate work arrangement, having appropriate remuneration policies for laborers, building effective organizational culture and working environment to improve employee loyalty at SMEs.
Bases on the literature reviewed, we could link   to exist the relationship between career developments, management support and job satisfaction on employee loyalty in many private and business oriented organizations with few public organizations.
2.4.2   Africa
Adedeji and Ugwumadu, (2018) conducted a descriptive survey king of study on Factors motivating employee loyalty and employee retention in deposit money banks in Nigeria. The study covers four banks of First Bank of Nigeria, United Bank for Africa, Guaranty Trust Bank and First City Monument Bank selected randomly. From the population of 360 employees, 190 employees were selected to from sample size.   
Data were collected though self-administered structured questionnaire while data analysis was made by using descriptive and inferential statistics (correlation and hypotheses testing). The study found that, training and development and promotion were the main motivating factors for employee loyalty. In addition, training and development and job security were the top ranked employee retention factors.  Similarly, the study established a strong positive relationship between employee retention and loyalty factors in deposit money banks.  The study recommend to the management to should provide quality training and development programmes to motivate employees for maintaining both loyalty and retention of employees. 

Taking the notion that, promotion and training are critical to career development, we could reason out that, career development has an effect to employee loyalty. Frempong, Agbenyo and Darko, (2018) conducted a study the impact of job satisfaction on employees’ loyalty and commitment: a comparative study among some selected sectors in Ghana.  The study adopted descriptive and exploratory research design study, while all 150 employees from mining, financial and manufacturing industries were chosen to make the research sample (Census). Likewise; data were analyzed by using Regression Analysis and hypotheses testing. The finding established among others that, there was at least a positively significant relation between the human resources practices, job satisfaction and loyalty/commitment in various sectors. The study recommends to the sector incumbents to pay more attention to employees’ loyalty and commitment as this will enhance the improvement and help survive the current competition within these sectors.
Muma, Nzulwa, Ombu and Odhiambo (2018) conducted a study on the Influence of Career Development Strategies on Retention of Employees in Universities in Kenya.  Specifically, the study seeks to establish the influence of career development strategy on retention of employees in universities in Kenya.  The sample size of the study was 384 chosen from 70 accredited universities out of 50,670 employees though simple stratified sampling technique. The primary data were collected by using questionnaire while Linear Regression Analysis was used to analyze data both descriptively and inferentially. The study found that career development.
Strategy was one of the main factors that influenced retention of employees in universities in Kenya. The study recommended to top University management that each university should invest in the personal development planning process to enhance performance management and enhance capacity building. Also, universities should take initiative to establish clear strategy to support career development including training, counseling, imparting more studies and delegation of managerial responsibilities to subordinate from time to time.
Taking the view of Shao (2013), Dutta, & Banerjee (2014) that, employee loyalty linked to retention, we could reason out that career development has an effect to employee loyalty. Shao elucidated that Job security, training opportunities, salary amounts, working environments, participative decision making, and availability of allowances, relationship at work place, retirement benefits plans and promotion opportunities are some of the factors that basically influence employee retention.  Also, Dutta, & Banerjee (2014) noted similar results that training; skill recognition, career development, etc., exert employee motivation, which induce employee retention.
Abdulhakim (2019) conducted a study on Effects of Employee Loyalty on Organizational Performance: A Case Study of the Serena Hotel in Kenya. The study adopted a descriptive research design where data were collected from the sample though questionnaire.  Descriptive statistics tools like percentages and frequencies   and qualitative tools such as narration and content analysis were used to analysis data. The findings noted that all independents variable in question (employee motivation, job security and training) affect   employee loyalty on organizational performance in Kenya. The study recommends to management Serena hotel to with better benefits like appropriate pay for their position, affordable health care benefits among others.  Also the management should design tailor made training   to equip employee with required skills in the hotel to be functional, while creating secure environment for employee excel their roles and responsibilities.
In the context of NGOs Wane (2015) conducted a study on effect of career development programs on employee retention in international nongovernmental organizations in Kenya. The study adopted a descriptive research approach and data were collected though questionnaire. A total of 92 human resources managers from   International NGOs in Nairobi Kenya as registered in the National Council of (NGOs Registering Board) were purposively selected (census). The study adopted Descriptive statistics in data analysis (percentages, frequencies, mean and standard deviation) and inferential statistics (correlation and regression analysis).

The study found that career development programs affect employee retention. The study finds more that organizational Career planning, employee coaching and mentoring, Career counseling, are fundamental human resource policy INGOs in Kenya with the exception talent management. Further, the study established a.  Also the study depicted that; good work environment enhances employee retention in INGOs in Kenya. More to that the study established that organizational career planning contributed the most to the effect of career development programs on employee retention in international nongovernmental organizations in Kenya.  
On the same vein, talent management, career counseling, training, organizational career planning and Employee coaching and mentoring focus were all significant factor to career development programs on employee retention in international nongovernmental organizations in Kenya at 5% level of significance and 95% level of confidence. The study recommends that, recruitment policy in INGOs should base on getting the best people who have the suitably competencies and capabilities to match task, performance evaluation system procedures is done objectively and fairly and developing a strong succession plan. In addition, effective coaching and mentoring program aimed at supporting employees as they undertake their duties and responsibilities.
2.4.3 Tanzania
Mhina (2020) conducted a descriptive and qualitative study on employee’s loyalty in relation to job satisfaction in Public sector Tanzania: a case study of selected ministries in Tanzania.  The study conducted in Dodoma Municipality, while data were collected though interview and documentary review were employed in data collection from selected by purposive sampling. Data were analyzed by using thematic content analysis. The study found that both employers and employees has a role to play with respect to through caring their roles and responsibilities while following working related law and regulations.  
The study has also found out that to cope job satisfaction challenges public servants use different ways including hard working to get promoted and being paid awesome salary. The study found further that, some employees wait for things to change and others continue to work without any expectation of things to change. The study concludes that; many employees stay in their jobs for longer period. The study recommends employers to build trust to their employees by doing what is right for them to stay loyal since it is only possible if they make them feel comfortable to stay in their jobs by giving them all the rights as workers.
Similar study was conducted by Daniel (2020) On an Assessment on the Factors Influencing Employee Retention in Tanzania Health Sector:  A Case of Dodoma Regional Referral Hospital.  Data were collected though semi structured interview and documentary review were employed in data collection from selected by purposive sampling. Mixture of sampling technique, including stratified, simple random purposive sampling was used in sample selection.  The study used a sample size of 80 out of 535 medical practitioners from Dodoma referral Hospital.  Data were analyzed by using thematic content analysis and descriptive statistics.  The results of the study depicted that; both working environment and career advancement had a positive influence on intention to stay in organization.  Indeed, the same for work life balance programs and the style of leadership practiced by supervisors and managers.  Contrarily, the study established that remuneration is negatively and influence staff’s intention to stay. The study recommends that the organization to improvement in financial incentives and put in place an effective policy and strategy on retention.
Mndeme (2015) conducted a study the contribution of career development on employee retention in the Public Organization particularly in TANESCO.  The study adopted a case study research design and used both primary and secondary data. A sample size was 34 TANESCO employees.  While primary data were collected by using questionnaires and interviews, secondary data were collected from documentary review including hard soft copy. Quantitative data were analyzed by using descriptive statistics and were analyzed though narration and content analysis. The study found that career development exists in TANESCO though not transparent enough. Also the study found career development programs to contribute to employee retention as it gives employee confidence on their job, feel cared and inspire a sense of recognition. The study recommends on allocation of enough time on career development programs; jointly conduct of career development by HR and user department. 

Taking the general view that employee loyalty results retention we could propose that career development   has an effect to employee loyalty. The result of this study is a harmony with Shao (2013).
Mabik (2017) conducted a study on elicit factors which contribute to Labor Turnover inAfrican Banking Corporation (BancABC) Tanzania. Thestudy adopted mixed (quantitative and qualitative) methodology. Purposive sampling was used in sample selection and questionnaires were used collect primary data.  Likewise, data were analyzed by using descriptive statistics including percentages and frequencies. Study findings depict that; all predictor variables rewards and benefits, career development, training, job security, working environment, and job description affect labor turn over and consequently labor retention. While the two are in opposite end, the more available of the predicator variable, the less the labor turn over and the higher the labor retention. The study recommends the organization to widen chance for career growth and provision of competitive compensations. 

Mwita, Mwakasangula and Tefurukwa (2018) conducted a study on The Influence of Leadership on Employee Retention in Tanzania Commercial Banks using Akiba Commercial Bank (Buguruni Branch) and Tanzania Postal Bank (Morogoro Branch) as the study cases.  Data were collected using questionnaire from all 37 employees from two bank branches. Similarly, both descriptive and inferential statistics (Linear regression analysis) were employed in data analysis the study was found a significant linear relationship between leadership and employee retention in Tanzania commercial banks. 
The study recommends provision of training to bank managers and supervisors on leadership skills since managing and leading go hand in hand.  The study also urge for managers and supervisors to seek for feedback from bottom ground of their subordinates on how they perceive leadership styles used in respective banks and making necessary improvements before the employees decide to leave. Again if we take the view of Shao (2013), the link between loyalty and retention as the former mediate the later.

Mboka and Hu (2020) conducted a quantitative study on Causal Relationship of Employee Loyalty & Organizational Commitment Based on Satisfaction Model in Tanzania   using manufacturing industry, (Corporate Sector). The study intended to find out the extent to which factors such as: job Security, Supervisor Support, Fringe Benefits, Team Work, Environment and Training affect the loyalty and commitment. 

Data were collected though 5 points Liker’s scale questionnaire and analyzed with the use of both descriptive and inferential statistics (Correlation and regression analysis). The study established a causal relationship between Employees Loyalty and Organizational commitment. Factors that impact the loyalty of an employee in manufacturing industry are: Job Security, Supervisor support, Fringe benefits, teamwork, environment and training. 

Again based on the Tanzanian based literature, we could purport the existence of relationship between career development, management support, and job satisfaction and employee loyalty.
2.5
Research gap

Even though reviewed studies depicted some effect between employee loyalty and predictor variables (career development, job satisfaction and management support), they direct focus in establishing the relationship.  For example, in some studies before making conclusion have to establish a link between job satisfaction and employee loyalty and retention. While in Zanzibar few existing studies consider other dimensions of human resources practices such promotion so left over of knowledge, empirical and contextual gap. The study is about making contribution of those three gaps.  Theoretically, the study is underpinned by two theories. The two-factor theory and Expectancy theory. Two-factor theory can provide more insights into the hygiene factors that prevent job dissatisfaction and attrition, while the expectancy theory can detect the specific motivator factors that improve job satisfaction and motivation. Moreover, even though, both theories in isolation have been extensively tested and validated in previous research and have been found to have high predictive validity in explaining employee behavior and outcomes. Taking integration approach, a combination of these two theories in this study could provide a more robust and comprehensive explanation of employee loyalty than would be possible by using just one theory.
2.6
Conceptual Framework

The conceptual framework based on the assumption that, career development, management support and job satisfactions affect employee loyalty.
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Figure 2.3: Conceptual Framework

Source: Author, (2022)
CHAPTER THREE

RESEARCH METHODOLOGY
3.1
Chapter overview
Chapter three composed of research philosophy, scope of the study, data collection methods, study population, sample size, study area, data analysis, validity and reliability of research instruments, research ethics and study limitations.
3.2
Research philosophy

The study adopted Positivist research philosophy. Positivist research philosophy claims that the social world can be understood in an objective way. In this research philosophy, the scientist is an objective analyst and, on the basis of it, dissociates himself from personal values and works independently (Žukauskas,  Vveinhardt  & Andriukaitienė , 2018). Positivist approach to research is that the research is undertaken, as far as possible, in a value-free way (Saunders, Lewis & Thornhill 2009) The assumption is that “the researcher is independent of and neither affects nor is affected by the subject of the research” (Remenyi et al. 1998 cited in Saunders, Lewis & Thornhill (2009).
The reasons adopting positivist research philosophy is on the bases of improving objectivity, generalizability and validity of research findings.  Likewise, the adoption of positivist allowed us to employ more quantitative data analysis tools such as structure questionnaire, which provide relative easy means for data collection and analysis.
3.3
Research Approach

The study adopted quantitative, deductive approach.  The use of quantitative research and deductive reasoning is the option to this study as seem to be appropriate. Quantitative research is a suitable method for collecting and analyzing numerical data related to employee loyalty, such as survey responses from the established questionnaire.  Quantitative approach is the choice of the study since it   requires a systematic and structured approach to data collection and analysis.  It is not only rigorous but also empirical. 
On top of that, the study is in line with the study objectives of establishing statistical relationship between determinants in question (career development managerial support and job satisfaction). Likewise, the study is theory driven as the study variables were extracted from Expectancy Theory and Two Factors Theory, which is the corner stone of deductive reasoning.

3.4
Research design and strategy

The study used single case study cross sectional bases.  The selected design of study is relative more advantageous on cost reduction, gaining rich understanding of the context of the research and the processes being enacted, and control of the research process to generate representative findings of the general population compared  other  strategies.  Also proper sampling techniques and methods on sample survey used to select representatives so to reduce element of bias and sampling error. More to that, the design is friendly in gathering more quantitative data for easier data analysis including testing planned regression model.
3.4.1
Area of the study

The study conducted at Zanzibar using Zanzibar House of Representatives (ZHoR) Office as a case study of representative.
3.4.2   Population of the study

The study population comprised 119 employees of Zanzibar House of Representatives (ZHoR) Office in both Unguja and Pemba. The office has four administrative organs. Namely; House Business and Legal Counsel Department, Finance and Planning Department, Administration and Human Resource Department, and House Office – Pemba Department.
Table 3.1: Population Distribution

	Departments 
	Female
	Male
	Total of employee

	Administration and Human Resource
	12
	38
	41

	House Business and Legal Counsel
	21
	16
	37

	Finance and Planning
	06
	11
	17

	House Office – Pemba 
	10
	14
	24

	Total 
	49
	79
	119


Source:  Human Resource Office Zanzibar House of Representatives (2021)

In the analysis of the surveyed population it can be said that; one; the population is infinite one since the number of item in the population is certain, two; the sampling unit are employee at all level and centres of the organisation; and gender sensitive population comprised individual with different age and sex. The sampling frame is made available from Hunan resource office Zanzibar House of Representative.
3.5
Sample and sampling techniques

Sample size composed of 78employees selected from all departments constitutes the House of Representatives Office (Administration and Human Resource, House Business and Legal Counsel, and Pemba Coordination Office).  Probability sampling procedures was used to select sample from the population of all three departments. Random Sampling (Simple Random Sampling) was employ to select employee from their working location. Simple random sampling was employed as it relative easier and representative since the sampling frame is already available.
The sampling size was determined by using Solvin’s formula as
n   = N/1+n (е)2
Whereas: 
n = no. of samples
N = total population
e = error margin / margin of error ( taken 0.05)
n = 119/1+119 (0.05)2

n = 119/1.525

=  78

Due to time and financial constraints the study will work on 78 units (employees) which is more than enough to represent the study population as almost correspond to the sample size table 7.1 of Sounder et al (2009) page 219.
3.6
Data collection
Both primary data and secondary data were used to inform the research.

3.6.1
Data collection tools
Primary data were collected by using mixed questionnaires with many closed ended questionnaires constructed with five points Likert’s Scale (5= strongly agree; 4= Agree;  3=  neutral; 2 disagree and 1= strongly disagree). 
A well-structured questionnaire used as the main tools for collecting data primary data. Self-administered opted on the bases that, respondents are literate and unlikely to have difficulties responding to questionnaires. Likewise, questionnaires used since the study is concerned with study variables that cannot be directly observed such as views, opinions, perceptions and feeling of the respondents. Such information is best collected through questionnaires (Kothari, 2004).
3.6.2
Secondary data
For document, review will used to collect secondary information archived in the Office of House of Reprehensive though human resources departments. This was enabled the researcher to access historical information from reports, strategic plans, minutes, and website among others. Other sources of information included HRM journals and dissertations, HRM reports and HRM policies from the Office of ZHoR.

3.7
Data analysis
Collected data, which are mainly quantitative, were analyzed using both descriptive and inferential statistics. In case of descriptive statistics frequency distribution, arithmetic mean and standard deviation while liner regression model used to establish the effect of independent variables (Career development, Job satisfaction and managerial support) to dependent variable (employee loyalty).  

The regression model is depicted here under:

EL = β0 +β1CD+β2JS+β3 MS+α
Where by β0 = Y intercept 
 β1- β3 are coefficients
EL = Employee Loyalty 
CP = Career development, JS = Job satisfaction, MA= Management support and α represent error term (the probabilistic nature of the model).
Statistical tools such as excel and SPSS (linear regression analysis)  will  aid in data analysis.
3.7.1
Variables and measurement
Variable were measured using five points Likert’s Scale (5= strongly agree; 4= Agree; 3= neutral; 2 disagree and 1= strongly disagree). Data to be collected will base on practice of employee loyalty   with respect to career development, job satisfaction and management support.  In each variable attributes (indicators) were used for measurement. 

3.7.2
Data cleaning and processing
Before data entered in computer, questionnaires all filled questionnaire examined for missing and appropriateness of filled answers. The outliers corrected and missing data   filled by calling back respondents or going back to respondents.

3.8
Validity
Validity means how data obtained in the study accurately represents the variables.  On other words how data are accurate and meaningful to correspond to the results.  External validity assured and maintained though carrying out a pre-testing method of piloting the same research instruments on a different but homogeneous sample of ten respondents before going to the field.  In addition, content, structural and convergence validity of the research construct tested by the use of factor analysis. Meaning that, construct with higher covariance with be used to inform the study while construct with lower covariance will be removed.
3.9
Reliability
To measure the reliability of the data collection instruments an internal consistency, technique using Cronbach's alpha was applied. Cronbach's alpha is a coefficient of reliability that gives an unbiased estimate of data generalizability. In addition to that, proper coding, unambiguous instructions and unbiased interview were among the strategies for maintaining internal reliability of data.
3.10
Ethical Consideration

Ethical clearance requested and granted from the Open University of Tanzania via Pemba Regional Director. Research permit requested and granted President’s Office and all responsible authorities were informed (see appendix ---). Furthermore, during the study, individual information of the respondents disclosed while at the same time anonymity maintained. 
Similarly, all responsibilities during conducting the research taken accounted by the researcher. In addition, all questionnaires supplied to respondents did not bear the name or tag on it, which relate to the identity of the respondent.  More to that, any language or word that interpreted by participants to be abusive or immoral was checked and replaced by another accepted word.  This was to make sure that the wellbeing and dignity of participants cared most.With regard to plagiarism strongly avoided, as it is an intellectual property theft crime. This was done through proper citation and referencing of all materials sources used this study. The study adopted APA reporting and referencing style. Equally important, there was no data fabrication as the researcher did all the work. Data processed were those collected from the sample population and the report was prepared objectively and true manner.
CHAPTER FOUR
DATA ANALYSIS AND DISCUSSION OF RESEARCH FINDINGS
4.1
Introduction

Chapter four composed of data analysis and discussion of research findings. In data analysis, the methods and results of analyzed data and the result of the findings presented. For discussion of findings, the findings were looked in comparison with prior similar studies and with the established theoretical lenses.

4.2
Demographic profile of respondents

The study respondents composed of 33 (46.5. %) male and 38 (53.5 %) were female. The results indicate the office of HoR Zanzibar has more female employees compared to male employee.  In case of age distribution of the respondents 9 (12.2 %)  of the respondents have age range of  21-30, 29 ( 40.8%)  have the age range of 31-40,  23(32.4 %) respondents  have the age range of 41-50 and , 8 (11.2%)  have age range between  51- 60  and  2 ( 2.8%)  of respondents have age  of 60 and above .  The result depicts the dominant age range of the employee of office of Zanzibar HoR is between 31-40 (40.8%) as depicted in Table 4.1.
The marital status of respondents, 59 (83.1%) of the respondents marked married and 12(16.9%) marked single. Education wise 2 (2.8%) of the respondents have primary education, 2 (2.8%) of the respondents have secondary education, 8 (11.3) have diploma, 29 (40.8%) have First degree, 30(42.3%) have Master’s degree. Position wise 15 (21.1%) working at supervisory level and 56 (78.9%) working at   non-supervisory level.
With regards to service duration, 8(11.3%) of the respondents has a service period of less than 5 years, 12(16.9%) has served for a period of 5-10 years, 32 (45.1%) respondents have served for a period of 10-15 years, 10 (14.1%) has service of 15-20 years and 9 (12.7%) has a service of over 20 years as indicated in Table 4.1. 
Table 4.1: Demographic Profile of Respondents

	Variable
	Item
	Frequency
	Percentages (%)

	1. Gender
	Male 
	33
	46.5

	
	Female 
	38
	53.5

	2. Age
	21 – 30
	9
	12.7

	
	31 – 40
	29
	40.8

	
	41 – 50
	23
	32.4

	
	51 – 60
	8
	11.2

	
	61 and above 
	2
	2.8

	3.  Marital status
	Married
	59
	83.1

	
	Single 
	12
	16.9

	
	Others 
	0
	0

	4.  Education Level
	Primary 
	2
	2.8

	
	Secondary 
	2
	2.8

	
	Diploma 
	8
	11.3

	
	First degree 
	30
	42.3

	
	Master’s degree
	29
	40.8

	
	PhD
	0
	0

	5.  Position
	Supervisor 
	15
	21.1

	
	Non supervisor 
	56
	78.9

	6. Service duration (years)
	>5
	8
	11.3

	
	5-10
	12
	16.9

	
	10-15
	32
	45.1

	
	15-20
	10
	14.1

	
	+20
	9
	12.7


Source: Field data, (2022) 

4.3
Descriptive statistics

4.3.1
Career development
Career development measured under five dimensions. Descriptive statistics for career development explained here under:
The arithmetic mean for employees in our organization prepare and implement career plan is 4.25, while the standard deviation is 0.769 and the minimum and maximum score were 3 and 5 respectively. With reference to employee have high chance of being promoted our organization, the arithmetic mean is 4.45, and the standard deviation is 0.650, while the minimum and maximum value is 3 and 5 respectively. In case of employees have chance to learn new skills in our organization the mean score is 3.66, the standard deviation is 0.736, while the minimum and maximum value are 2 and 5 respectively.

For the statement that, Succession planning is practiced and implemented in our organization; With reference to employee have high chance of being promoted our organization, the arithmetic mean is 4.03, and the standard deviation is 0.828, while the minimum and maximum value is 2 and 5 respectively.  With regard to employee are highly motivated to their job our organization; the arithmetic mean is 3.93, and the standard deviation is 1.019, while the minimum and maximum value is 2 and 5 respectively as depicted in table 4.2.
Table 4.2: Results for Career Development

	Item
	N
	Mean
	Std. Deviation
	Minimum
	Maximum

	Employees in our organization   prepare and implement their Career plan
	71
	4.25
	.769
	3
	5

	Employee have high chance of being promoted    our organization
	71
	4.45
	.650
	3
	5

	Employees have chance to learn new skills in our organization
	71
	3.66
	.736
	2
	5

	Succession planning is practiced and implemented in our organization
	71
	4.03
	.828
	2
	5

	Employees are highly motivated to their job our organization
	71
	3.93
	1.019
	2
	5


Source: Field data, (2022)
4.3.2
Managerial support

Managerial support measured under six dimensions. Under Supervisor evaluate works of employee and report them to higher authority, the mean score is 3.76 with a standard deviation is 1.357, the minimum value and maximum value are 1, and 5 respectively. With regards employees are enthusiast   with the qualification of supervisors, the mean score is 3.49 with standard deviation of 0.940, the minimum value is 2 and maximum is 5. About the statement that, employees have higher level of trust to their supervisor, the mean score is 3.85 with standard deviation, the minimum value and maximum are 2 and 5 respectively.

In case of the statement that, employees were support on Welfare facilities from their organization, the mean score is 3.87 with a standard deviation of 0.999. The minimum score is 2 and maximum value is 5.  About the statement that, grievance procedures of the organization are fair and justice to employees has mean score of 3.93 with a standard deviation of 1.019 while the minimum and maximum are 2 and 5 respectively as depicted in table 4.2.

Table 4.3: Managerial Support
	Item
	Valid
	Mean
	Std. Deviation
	Minimum
	Maximum

	Supervisor evaluate works of employee and report them to higher authority
	71
	3.76
	1.357
	1
	5

	 Employees are enthusiast   with the qualification of supervisors
	71
	3.79
	.940
	2
	5

	Employees have higher level of trust to their supervisor
	71
	3.85
	.905
	2
	5

	 Employees were support on Welfare facilities from their organization
	71
	3.87
	.999
	2
	5

	 Grievance procedures of the organization are fair and justice to employees
	71
	3.69
	.980
	2
	5


Source: Field data, (2022)
4.3.3
Job satisfaction

Job satisfaction measured under five dimensions.  With regard to the statement Employee are satisfied with Work itself and working condition, the mean score is 3.90 while the standard deviation is 0.848. The maximum value is 2 and maximum value is 5.  In case of the statement that, employees are satisfied with compensation package, the mean score is 3.42 while the standard deviation is 1.104 and the maximum value is 2 and maximum value is 5.  With regards to the statement that, Employee are satisfied with promotion, the mean core is 3.77 while the standard is 1.0017, the minimum value is and maximum value are 2 and 5 respectively.

In relation to the statement that employee are satisfied with their colleague’s relation, the mean score is 4.14, while the standard deviation is 0.661 and the maximum value is 3 and maximum value is 5. About satisfaction of employees   with support from supervisors, the mean score is 4.31 with a standard deviation of 0.550, the minimum value is and maximum values are 2 and 5 respectively. In case of satisfaction of employee with the level of job security, the mean score is 4.13 with a standard deviation of 1.027, the minimum value is and maximum value are 2 and 5 respectively as depicted in table 4.3. 

Table 4.4: Job Satisfaction

	Item
	N
	Mean
	Std. Deviation
	Minimum
	Maximum

	Employee are satisfied with Work itself and working condition
	71
	3.90
	.848
	2
	5

	Employee are satisfied with compensation package
	71
	3.42
	1.104
	2
	5

	Employee are satisfied with promotion
	71
	3.77
	1.017
	2
	5

	Employee are satisfied with their colleagues’ relation
	71
	4.14
	.661
	3
	5

	Employee are satisfied with support from   supervisor
	71
	4.31
	.550
	2
	5

	Employee are satisfied with the level of job security
	71
	4.13
	1.027
	2
	5


Source: Field data, (2022)
4.4
Inferential statistics
4.4.1
Validity and reliability 

4.4.1.1
Validity 

Validity refers to the degree to which a particular assessment or measure accurately captures or reflects the concept or construct it is intended to measure. In other words, validity is the extent to which an assessment or measure measures what it is supposed to measure and provides accurate information about the phenomenon being studied. There are different types of validity, such as content validity, criterion-related validity, and construct validity. Content validity refers to the extent to which an assessment or measure covers all relevant aspects of the concept or construct being measured. Criterion-related validity refers to the extent to which an assessment or measure predicts or correlates with some external criterion or outcome. Construct validity refers to the extent to which an assessment or measure is consistent with theoretical expectations about the concept or construct being measured.
To ensure content validity, the items or questions were thoroughly reviewed in to ensure that they cover all relevant aspects of the concept or construct being measured. This was done through expert in human resources, supervisor and pilot testing. In case of Criterion-related validity: To ensure criterion-related validity, researcher use appropriate criteria or outcomes only that are relevant to the concept or construct being measured.  With regard to both Internal and external validity un biased sampling method (random sampling) was applied during sample selection.  
Furthermore, statistically valid was tested by the of Kaiser-Meyer-Olkin (KMO) test. Kaiser-Meyer-Olkin (KMO) is a measure used to assess the sampling adequacy for conducting factor analysis. It evaluates the proportion of variance among variables that might be caused by underlying factors. A KMO value ranging between 0 and 1 with higher values indicating better suitability for factor analysis (Field, 2009). In interpreting KMO value (Field, 2009) establishes that; value below 0.6 suggests that the data may not be suitable for factor analysis, value between 0.6 and 0.7 indicates mediocre sampling adequacy.  The value between 0.7 and 0.8 is considered acceptable while value between 0.8 and 0.9 is good. A KMO value above 0.9 indicates excellent sampling adequacy.

The result of Kaiser-Meyer-Olkin (KMO) and Bartlett's Test of Sphericity is depicted in Table 4.5. The value for KMO is 0.875, which fall under acceptance range. At the time Bartlett's Test of Sphericity is 0.000, which indicate significance of the test.

Table 4.5: KMO and Bartlett’s Test

	Kaiser-Meyer-Olkin Measure of Sampling Adequacy.
	.875

	Bartlett's Test of Sphericity
	Approx. Chi-Square
	31.383

	
	Df
	6

	
	Sig.
	.000


Source: Field, data, (2022)
4.4.1.2
Reliability 

Reliability test was done by the use of Cronbach’s as indicated in methodology chapter. The result indicated that the value of the Cronbach’s alpha range from 0.856 for employee loyalty to 0.873 for job satisfaction. In other words, the cutting off point of Cronbach’s of +0.7 has maintained signifies the high internal consistence of the instruments as indicated in Table 4.5. 
Table 4.6: Result of Reliability Test (Cronbach’s alpha)

	Variable 
	Cronbach’s alpha
	Number of items

	Career Development 
	0.786
	5

	Managerial Support 
	0.792
	5

	Job Satisfaction 
	0.873
	5

	Employee Loyalty 
	0.856
	5


Source: Field data, (2022)
4.4.2
Correlation

Bivariate correlation was run between employee loyalty and each predictor variable. The results depicted weak negative and insignificant correlation between employ loyalty and managerial support (r =-0.29, p=0.81> 0.05). The result also depicted positive but weak and insignificant correlation between employee loyalty and career development (r = 0.127, p=0. 291> 0.05). On the hand the correlation between employ loyalty and job satisfaction is positive moderate and statistically significant (r= 0.379**, p =0.01< 0.05) as depicted in table 4.4.
Table 4.7: Result of Correlation Analysis between Dependent and Independent Variable

	Correlations

	
	CD
	JS
	EL
	MAS

	CD
	Pearson Correlation
	1
	-.120
	.127
	.407**

	
	Sig. (2-tailed)
	
	.318
	.291
	.000

	
	N
	71
	71
	71
	71

	JS
	Pearson Correlation
	-.120
	1
	.379**
	-.015

	
	Sig. (2-tailed)
	.318
	
	.001
	.902

	
	N
	71
	71
	71
	71

	EL
	Pearson Correlation
	.127
	.379**
	1
	-.157

	
	Sig. (2-tailed)
	.291
	.001
	
	.191

	
	N
	71
	71
	71
	71

	MAS
	Pearson Correlation
	.407**
	-.015
	-.157
	1

	
	Sig. (2-tailed)
	.000
	.902
	.191
	

	
	N
	71
	71
	71
	71

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


CD = Career Development, JS = Job Satisfaction, MAS= Managerial support and EL = Employ Loyalty 
4.4.3
Regression

Regression was run between employee loyalty (dependent variable) and career development (CD), job satisfaction (JS) and managerial support (MAS) as predictor variables. The result of the regression analysis is explained in model summary, ANOVA test which depict the fitness of the data to the model and regression coefficients as explained here under.

4.4.3.1
Model summary

The model summary through correlation coefficient (R) depicted a medium correlation (R= 0.483) between dependent and independents variables run jointly. While the coefficient of determination (R square) depicted that, 23.3% of the variation of employee loyalty explained by change in predictor variable taking jointly depicted in table 4.5.
Table 4.8: Model Summary

	Model Summaryb

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

	1
	.483a
	.233
	.199
	.452

	a. Predictors: (Constant), MAS, JS, CD

	b. Dependent Variable: EL




CD = career development, JS = Job Satisfaction, MAS= Managerial support and EL = Employ Loyalty 

4.4.3.2

Model fit (ANOVA test)

The ANOVA test was run to predict statistically significance of the model. The F ratio in ANOVA (Table 4.5) depicts whether the overall regression model is a good fit for the data or not. The table depicts that, the independent variables statistically significantly predict the dependent variable, F (3, 67) =   6.799, p = 0.000 < 0.05.)  Therefore, the regression model is a good fit of the data.  Consequently, the model can be used to make prediction of independent variables (career development, management support and job satisfaction) to dependent variable (Employee loyalty).

Table 4.9: ANOVA
	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	4.163
	3
	1.388
	6.799
	.000b

	
	Residual
	13.675
	67
	.204
	
	

	
	Total
	17.839
	70
	
	
	

	a. Dependent Variable: EL

	b. Predictors: (Constant), MAS, JS, CD


CD = Career Development, JS = Job Satisfaction, MAS= Managerial support and EL = Employ Loyalty 

4.4.3.3
 Regression Coefficient

Through multivariate regression analysis, regression coefficient depicted that, without variation of any independent variable the score value of employee loyalty is 1.863. The model also depicted that, holding other independent variable constant, unit increase in career development results 0.314(31.4%) increase in employ loyalty score. Again, unit increase in job satisfaction causes 0.418 increases in employ loyalty while holding career development and managerial support unchanged. Likewise, the model depicted that unit increase in managerial support causes reduction of employ loyalty by 0.155 as depicted in table 4.7.
Therefore, the estimated regression model as below 

EL = 2.881 + 0.344 CD +0.407JS – 0.629 MAS

Where, EL = Employ Loyalty

CD= Career Development 

JS= Job Satisfaction 

MAS = Managerial support  

The table 4.7 provides information on hypothesis testing. The analyzed data depicted positive and statistical significant effect of Career Development on employee Loyalty in Public sector organization in Zanzibar (p=0.019 < 0.05) similarly, the results depicted a positive and statistical significant effect of job satisfaction on employ loyalty (p=0.000< 0.05). On the other hand, the result depicted negative and significant effect of managerial support on employee loyalty (p= 0.026 < 0.05) as depicted in table 4.8.
Table 4.10: Regression Coefficients
Coefficientsa
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.
	Collinearity Statistics

	
	B
	Std. Error
	Beta
	
	
	Tolerance
	VIF

	1
	(Constant)
	2.181
	.744
	
	2.931
	.005
	
	

	
	CD
	.344
	.143
	.285
	2.413
	.019
	.821
	1.217

	
	JS
	.407
	.107
	.409
	3.798
	.000
	.984
	1.016

	
	MAS
	-.269
	.118
	-.267
	-2.277
	.026
	.833
	1.200

	a. Dependent Variable: EL


CD = Career Development, JS = Job Satisfaction, MAS= Managerial support and EL = Employ Loyalty 
4.5
Testing of linearity Assumptions
4.5.1
Normality
The normality tested Linear regression assumes that the residuals of regression (errors between observed and predicted values) are typically normal distributed. The histogram is used to check. In this study normality tested by the use histogram. The bell shaped histogram confirmed the normality of the distribution as indicated in  Fig. 4.1.
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Figure 4.1: Result of Normality Test
Source: Field data, (2022) 

4.5.1.1

Linearity assumption 

The linearity assumption demands that, the relationship between the independent variables to be linear. The mean value of the outcome variables for each increment of the predictor lies along a straight line. This assumption is checked by using P- P plots on how they lie along the diagonal line.  Figure 4.2 indicated the majority of the points lies along the diagonal from the origin indication the linear relationship between the independent variables.
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Figure 4.2: Linearity Test

Source: Field data, (2022)
4.5.1.2
 Homoscedasticity 

Homoscedasticity assume the contact of error terms. If the assumption of homoscedasticity is not met there is the possibility for standard error to become biased which lead to bias statistical test and confidence interval (Williams, 2015). In this study homoscedasticity, the scatter plot tested assumption.  The assumption met since the most point of the scatterplot taken the rectangular shape around the zero indicating absence off heteroscedasticity (Flatt and Jarcob, 2019) as indicated in figure 4.2.
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Figure 4.3: Testing of Homoscedasticity Assumption

Source: Field data, (2022)
4.5.1.3
Collinearity
Collinearity assumption hold is that no pairs of independent variables which are correlated to destabilise the estimation of model parameters (Magasi, 2019) . For the purpose of this study collinearity tested by the Variance Inflated Factor (VIF) and Tolerance. The cutting point for VIF is that, the mean value of VIF should be less than the value 5 (Hair et al., 2010; Kapaya, 2017 in Magasi, 2019). Result of the VIF test indicated the value range from 1.217 to 1.016 confirming absence of multicollinearity as indicated in Table 4.9. Again the tolerance (1/VIF) which is the fraction of the variance in a given predictor that cannot be explained by the other predictors were close to 1 as they are strongly self-explanatory as indicated in table which also prove absence of multicollinearity  as indicated in table 4.9.
Table 4.11: Result of Collinearity Assumptions

	Collinearity Statistics

	Variable 
	Tolerance
	VIF

	
	
	

	CD
	.821
	1.217

	JS
	.984
	1.016

	MAS
	.833
	1.200


Source: filed data, (2022)

CD = career development

JS = Job satisfaction 

MAS = Managerial support 
4.6
Discussion of research findings 

The study planned to assess the determinants of employee loyalty in Zanzibar public sector taking a case study of Office of Zanzibar House Representative (ZHoR). Specifically, the study assessed the effect of Career development, Managerial support and Job satisfaction on Employee Loyalty. The findings of the study are being discussed in turn.
4.6.1
The effect of career development and employee loyalty 

The study depicted that, career development contributed of the variation in employ loyalty.  The study depicted more that; the variation is positive and statistical significant.

The findings of the study concur with many previous studies. For example, Adedeji, and Ugwumadu, (2018) depicted that, training and development and promotion were the main motivating factors for employee loyalty. In addition, the study found that, training, development, and job security were the top ranked employee retention factors. Furthermore, the study established a strong positive relationship between employee retention and loyalty factors in deposit money banks.   Again, the study is in congruent with Mndeme (2015) who found that, career development programs to contribute to employee retention as it gives employee confidence on their job, feel cared and inspire a sense of recognition in public organization in Tanzania. Taking the view of prior similar that intention to retain in organization results employee loyalty it could establish that career development has an effect to employee loyalty.  For example, Adedeji and Ugwumadu, (2018) established a strong positive relationship between employee retention and loyalty factors in deposit money banks in Nigeria. 
The list of supporter studies includes; Muma, Nzulwa, Ombui and Odhiambo (2018), they found that career development was one of the main factors that influenced retention of employees in universities in Kenya. In connection with the findings of Adedeji and Ugwumadu, (2018) it could have established the existence of positive relationship between employee retention and loyalty, Likewise, Yusuf (2019) found that, employee motivation, job security and training to affect   employee loyalty on organizational performance in Serena Hotel in Kenya.  Moreover, Daniel (2020) depicted that; both working environment and career advancement had a positive influence on intention to stay in organization in Tanzania Health Sector. Taking the finding of Adedeji and Ugwumadu, (2018). It established that intention to stay is strongly related to employee loyalty. 
Theoretically, the findings of the study is in support with much motivation related theories such as Need theory and two factor theory among other. The Need theory is under premises that, individuals have choices and they make decision based on which choice they perceive were lead to the best personal outcome decision. Likewise, individual tend to act in certain way based on the expectation that the act were be followed by a given outcome and the attractiveness of that outcome to the individual.  
The finding   come to agree with the need theory on the ground that, employee setting career goal and strive to achieve those goal with the expectation that, his potential in built with technical and functional skills will source for promotion and allocation of more obligations and responsibilities.  
On the organizational level career development programs contribute to employee retention as it gives employee confidence on their job, feel cared and inspire a sense of recognition. These responsibilities and obligations will be commensurate with benefit received. Therefore, higher career prospects of the employee are likely to be loyal to organization and tend to be committed and more productive.
With regard to two factor theory career development is among the motivation factors (intrinsic- job content factor) which causes job satisfaction to employee and hence employee loyalty. Linkage between job satisfaction and employee loyalty has confirmed by various studies, such as, Phuong and Vinh (2020) and Vuong, Tung, Tushar, Quan, Giao (2021) and Dhir, Dutta and Ghosh, (2020) and Sharma 2019 among others. For example Sharma (2019) established a high impact of job satisfaction on employee loyalty on the working professionals in HR consultancies operating in Noida National Capital Region and Gurugram in India.
4.6.2
Managerial support and employee loyalty 

The study depicted negative but significant effect between managerial support and employee loyalty. The findings of the study disagree with various previous studies. For example, Tariq, Ilyas and Reheman (2017) established a positive and significant relationship between employee involvement, employee engagement, organizational support and distributive justice) and employee loyalty in Pakistan Telecommunication sector.  Similarly, Abbas (2017) from the study conducted in Karakoram International University Gilgit Baltistan, it established that, organizational culture and leadership style affects employee engagement. The study furthered that, leadership style affects employee engagement w. In addition, the study noted   the effect of   employee engagement and employee loyalty. Also, the study proved the mediating effect of employee engagement on organizational culture and leadership style towards employee loyalty.

Mwita, Mwakasangula and Tefurukwa (2018) found a significant linear relationship between leadership and employee retention in Tanzania commercial banks. Also, urge for managers and supervisors to seek for feedback from bottom ground of their subordinates on how they perceive leadership styles used in respective banks and making necessary improvements before the employees decide to leave. Shao (2013),   found a link between loyalty and retention as the former mediate the later. Similarly, Adedeji and Ugwumadu (2018) showed a strong positive relationship between employee retention and loyalty factors in deposit money banks in Nigeria
Theoretically, the study concurs with both expectancy theory and two factors theories. For expectancy, employee values recognition and sense responsibility and receiving feedback from his effort. Employee who receive support in form of recognition and appreciation is more likely to be committed towards achieving organizational goals as he fills as a part of that organization. In turn, two factor theory hold that, recognition and sense of responsibility as among the motivating factors for employees.   Employee who consider as their manager to be qualified, trustworthy, and whose management style they like more inclined to share the organization’s value and objectives and to value the organization. Lower level of managerial support reduces organizational commitment and causes lower level of performance and higher level of turnover, absenteeism and stress.

4.6.3
The effect of job satisfaction on employee loyalty 

The study depicted a positive and statistical significant effect of job satisfaction on employ loyalty.  Various prior studies are in congruent with the study findings. For example; Priyadharshini and Sudhahar (2019) established that, employees are satisfied and happy with their working environment and their loyal to organizational commitment and their leadership in Pump Manufacturing Industries-Coimbatore City in India. Likewise, Vuong, Tung, Quan and Giao (2017) found that income, relationship with fellow employees, quality of medical examination and treatments, hospital resources, autonomy of work and training and promotion are the influential factors of a doctor’s job satisfaction medical doctors in public hospitals in Vietnam. Beside the doctor satisfied with their job they tend to be loyal to the organization. 

In his turn Egenius, Triatmanto and Natsir (2020) noted the influence of job satisfaction of employee loyalty and hence employee performance in Credit Union Cooperative in East Kutai Regency East Kalimantan Credit. Again, Farrukh, Kalimuthu Farrukh and Khan (2020) depicted Job satisfaction and organizational commitment have a significant influence on employee loyalty in Saudi Hotel Industry. Zakaria, Mohamad, Abd Majid and Rashid (2019) share similar findings   in his study conducted on Developer Company in Malaysia.  It was established that, employee loyalty in the developer company has positive relation between the working condition, rewards and benefits, training and job satisfaction. The study also confirms the partial mediation of Job Satisfaction between the independent variables, rewards/benefits and training with employee loyalty. 
Other studies which support the findings is Nguyen and Nguyen (2020) who found that, six out of seven predictor’s variables affect employees and have a statistically significant impact on employees’ loyalty. The factors are colleagues, leaders, job characteristics, remuneration policies, organizational culture, and working environment. The factors induce employee satisfaction and hence employee loyalty (Zakaria, Mohamad, Abd Majid and Rashid, 2019; Mboka and Hu, 2020) Mboka and Hu (2020) established a causal relationship between Employees Loyalty and Organizational commitment though job satisfying factors in manufacturing industry in Tanzania. The factors were; Job Security, Supervisor support, Fringe benefits, teamwork, environment and training. Likewise, Frempong, Agbenyo and Darko, (2018) established among others that, there was at least a positively significant relation between the human resources practices, job satisfaction and loyalty and commitment in various sectors in Ghana.
Similar with career development, the finding on job satisfaction are also correspond to the need theory and two factor theory.  For the need theory, the find come to agree with the funding on the bases of the postulation that, employee make a decision choice, which expected to result best and attractive personal outcome. For example, employee might accept position on the expectation of job security, supervisory support, remuneration policy (fringe benefits), and good relation with colleagues, organizational culture and training programs. On the same time employee is expected to achieve his career and personal goals, recognition, resume more and higher responsibilities.   
CHAPTER FIVE

SUMMARY OF FINDINGS, COCLUSUON AND RECOMMENDATIONS

5.1
Introduction
Chapter five is about summary of findings together with the results of hypotheses testing, conclusion and recommendations and suggested area for further research. Summary of findings were based on research ejectives as follows:

5.2
Summary of findings

5.2.1
Career development

The study found that, variation in career development causes variation in employ loyalty in the public sector Zanzibar in case study of the office Zanzibar House of Representative.  Therefore, the study result failed to accept to accept the null hypotheses that; career development has no   significant effect on employee loyalty. Otherwise the alternative the alternative hypotheses that career development has significant effect on employee loyalty is accepted.

5.2.2
Managerial support

The study depicted negative but significant effect between managerial support and employee loyalty. Therefore, the findings failed to accept the null hypotheses, managerial supports have no significant effect on employee loyalty. The alternative hypotheses is accepted that, managerial supports have negative and statistical effect on employee loyalty.
5.2.3 
Job satisfaction

The study found a positive contribution of job satisfaction of job satisfaction on employ loyalty. Therefore, the findings of the study failed to accept the null hypotheses that, job satisfaction has no significant effect on employee loyalty. Otherwise, the alternative hypotheses that, job satisfaction has significant effect on employee loyalty is accepted.  Summary of the results of hypotheses testing are indicted in Table 5.1.

Table 5. 1: Results of Hypothesis Testing

	S/N
	Study objective 
	Stated hypotheses  
	Testing result 
	Decisions

	1
	Assess the effect of Career Development on Employee Loyalty in Public sector organization in Zanzibar
	H0: Career development has no significant effect on employee loyalty  

H1:  career development  has significant effect on  employee loyalty 
	Career development has positive and significant effect of employee loyalty 
	Accept the  alternative  hypotheses is 

	2
	Assess the effect of Managerial support on Employee Loyalty in Public sector organization in Zanzibar
	H0: Managerial supports have no effect on employee loyalty 

H1:Managerial supports have significant effect on employee loyalty 
	Managerial support have  negative and significant effect on employee loyalty 
	Accept the  alternative  hypotheses is 

	3
	Assess the effect of Job satisfaction on Employee Loyalty in Public sector organization in Zanzibar
	H0:  Job satisfaction has no   effect on Employee Loyalty

H1: Job satisfaction has  effect on Employee Loyalty 
	Job satisfaction  a positive and significant    effect on Employee Loyalty
	Accept the  alternative  hypotheses is 


5.3
Conclusion

Employee loyalty is critical to worker’s commitments and performance. It might protect the organization against criticisms and complaining. Apparently, loyal employees advocate for positive brand image of the organization while put extra effort in completing the tasks and might reduce the training cost. The main objective of the study was to assess The Determinants of Employee Loyalty in Public Sectors Zanzibar with consideration of career development, managerial support   and job satisfaction. The study has successes   to achieve the study objective. The study established a positive and significant effect between the two-predictor variables (career development and job satisfaction). Yet the study depicted a negative and significant effect of managerial support on employee loyalty. Therefore, employ loyalty is still paramount in build employee commitment and reducing the risk of turnover in   current competency based competitive and dynamic labor market. Do public organizations are strategically enough to sustain employee loyalty   and ripe its potentials benefits for service delivery and productivity? The study noting out just a drop of water in half-full glass, much more need to done to explore much information about the subject matter.
5.4
Recommendations
Based on study findings, reviewed and empirical literatures, the study make recommendations to a number of multiple stakeholders including   individual employee, organization and Zanzibar government through Zanzibar Commission for Establishment.
5.4.1
Employee

Zanzibar public sector employees should strive to prepare, implement and evaluate their career plan to fulfill their carrier target with reasonable time of their service. In addition, employee should be eager to learn new skills and emerging knowledge to be competitive in current dynamic labor market. Concerning managerial support, employee should maintain harmonious relation with his co- workers and supervisor to cultivate good atmosphere for working. In case of job satisfaction.
5.4.2
Organization

Organizational management and leadership have great role to play   for the development of career of employees. Management and leadership should establish more training program and support employees to acquire more training including tailor made training. In addition, employee organization should maintain merit promotion principles such competence based principles while implementing their succession plans.  Performance appraisal feedback should be communicated to employees and make the bases for further training and promotion. Furthermore, organizations should retain good relationship between, among workers, and between subordinates and supervisors so as satisfy employees with their job, consequently to be more loyal and committed to the organization. 

5.4.3
Government

The study has established the critical importance of having loyal employees in public service for service delivery and productivity. The Revolutionary Government of Zanzibar through the civil service commission should scale up employee loyalty motivating factors to retain competent and talented employee in the public service.  Job   contents and job context should   well-structured and surround with good working and supportive environment.
5.4.4
Implication of the study

Practically, the study could be used to, advocate, and sensitize human resources practitioners in the public sector to be more strategically towards employee loyalty in their organization.  With this regards, factor contributing to employee loyalty such as career development, managerial support and job satisfaction might have considered proactively to be key components in their strategic plan including human resources management strategic plan. Therefore, human resources practitioners have to earmark both extrinsic and intrinsic job satisfaction factors to retain professional and competent employee.  
In addition, practitioners might use the finding to use employee career development repots to foster promotion and increments on working benefits.  On top of that, the study might initiate effective way of full-fledged implementation if not reviewing the existing legislations related to management of human resources in Zanzibar Public service management policy (2010) public service such Zanzibar public service act (2011). 

5.5
Area for further research


The study considered only three factors in relation to job loyalty. The study should employ more factors related to employee loyalty. Likewise, only on institution was considered, with this regards more institutions   have to be included in the sample to certain the existing effect of the factors and employee loyalty.
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APPENDICES

Appendix I: Questionnaire to Employees of the Office of House of Representatives Zanzibar
My name is Ali Alawy Ali. I am carrying out research entitled “Determinants of Employee Loyalty in Public Sectors – Zanzibar in fulfilment of the award of Master of Human Resource Management degree of The Open University of Tanzania. Hereunder is a questionnaire, which I would like you to fill up.  While filling up this questionnaire, please tick the rating number {1, 2, 3, 4, or 5} that represents your excellent level of agreement with each statement where 1 = Strongly Disagree 2 = Disagree 3 = Neither Disagree nor Agree 4 = Agree 5 = Strongly Agree. 
DETERMINANTS OF EMPLOYEE LOYALTY IN PUBLIC SECTORS – ZANZIBAR
Instruction: the purpose of this part is to request your personal opinion on the following employee loyalty related questions with respect to the OFFICE OF HOUSE OF REPRESENTATIVE ZANZBAR 

DEMOGRAPHICS – circle the one appropriate describes you

	1.Gender 
	1
	Male 

	
	2
	Female 

	2.Age
	1
	21 -30

	
	2
	31 - 40

	
	3
	41-50

	
	4
	51 -60

	
	5
	60  and above 

	3.Marital status
	1.Married
	 2.Single

	
	3. Others 
	

	4.Education level
	1.Primary 
	2. Secondary

	
	3. Diploma 
	4. Degree 

	
	5.Master 
	6. PhD

	5.Position
	Supervisor 
	Non supervisor 

	6.How long have you worked in  HOUSE OF REPRESENTATIVE  OFFICE -------------------( years)


While filling up this questionnaire, please tick the rating number {1, 2, 3, 4, or 5} that represents your excellent level of agreement/ disagreement with each statement where 1 = Strongly Disagree 2 = Disagree 3 = Neutral,4 = Agree 5 = Strongly Agree. 
Career development and employee loyalty 

	 Statement  
	SA
	A
	N
	D
	SD

	
	5
	4
	3
	2
	1

	1.  Employees in our organization   prepare and implement their Career plan  
	
	
	
	
	

	2. Employee have high chance of being promoted    our organization
	
	
	
	
	

	3. Employees have chance to learn  new skills  in our organization 
	
	
	
	
	

	4.Succession planning is practiced and implemented in our organization 
	
	
	
	
	

	5.Employees are highly motivated to their job our organization
	
	
	
	
	


Key:  SD = Strongly Disagree,  D= Disagree,  N = Neutral, A = Agree, SA = Strongly Agree;
While filling up this questionnaire, please tick the rating number {1, 2, 3, 4, or 5} that represents your excellent level of agreement/ disagreement with each statement where 1 = Strongly Disagree 2 = Disagree 3 = Neutral, 4 = Agree 5 = Strongly Agree. 
Managerial support and employee loyalty 

	Statement 
	SA
	A
	N
	D
	SD

	
	5
	4
	3
	2
	1

	1. Supervisor  evaluate  works of employee and report them to higher authority 
	
	
	
	
	

	2. Employees are enthusiast   with the qualification of  supervisors   
	
	
	
	
	

	1. Employees have higher level of trust to their supervisor  
	
	
	
	
	

	2.  Employees were support on Welfare facilities from their organization 
	
	
	
	
	

	3.  Grievance  procedures of the organization are  fair  and  justice to employees 
	
	
	
	
	


Key:  SD = Strongly Disagree,  D= Disagree,  N = Neutral, A = Agree, SA = Strongly Agree;

Job satisfaction 

While filling up this questionnaire, please tick the rating number {1, 2, 3, 4, or 5} that represents your excellent level of agreement/ disagreement with each statement where 1 = Strongly Disagree 2 = Disagree 3 = Neutral , 4 = Agree 5 = Strongly Agree. 
	Statement 
	SA
	A
	N
	D
	SD

	
	5
	4
	3
	2
	1

	1.Employee are satisfied with Work  itself  and working condition 
	
	
	
	
	

	2.Employee are  satisfied  with  compensation package 
	
	
	
	
	

	3.Employee are  satisfied with promotion 
	
	
	
	
	

	4.Employee are  satisfied  with  their  colleagues’ relation 
	
	
	
	
	

	5.Employee are satisfied  with  support from   supervisor
	
	
	
	
	

	6.Employee  are satisfied with the level of job security 
	
	
	
	
	


Key:  SD = Strongly Disagree,  D= Disagree,  N = Neutral, A = Agree, SA = Strongly Agree;
Employee loyalty 

While filling up this questionnaire, please tick the rating number {1, 2, 3, 4, or 5} that represents your excellent level of agreement/ disagreement with each statement where 1 = Strongly Disagree 2 = Disagree 3 = Neutral, 4 = Agree 5 = Strongly Agree
	Statement 
	SA
	A
	N
	D
	SD

	
	5
	4
	3
	2
	1

	1. employee comply  with  rules and regulation of the organization 
	
	
	
	
	

	1. Employee are   passionate  in branding the organization ,
	
	
	
	
	

	2. Employee are  passion with their work 
	
	
	
	
	

	3.  Employee are  willingness to cooperate  with  their  colleagues
	
	
	
	
	

	4. Employee are  taking  responsibility of  the organization 
	
	
	
	
	

	5. employee  are satisfied with the level of job security 
	
	
	
	
	


Key:  SD = Strongly Disagree, D= Disagree, N = Neutral, A = Agree, SA = Strongly Agree.
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The Open University of Tanzania
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E-mail: drepemba@out.s

09/02/2022.

Our Ref: Pg2018019/2022/01
To whom it may concern

RE: RESEARCH CLEARENCE LETTER

The Open University of Tanzania was established by an Act of Parliament No. 17 of 1992 and became
into operation on 1* March 1993. The Open University mission is to generate and apply knowledge
through research.

To facilitate and simplify research process therefore, the act empowers the Vice Chancellor of Open
University of Tanzania to issue research clearance, on the behalf of Government of Tanzania and
Tanzania Commission for Science and Technology to both its students and staff that are doing research
in Tanzania.

With this background, the purpose of this letter is to introduce to you Mr. ALI ALAWY ALI registration
number PG 201801890 pursuing Master of Human resources management.

Therefore, we here by grant this clearance to conduct a research titled Determinants of Employee
Loyalty in Public sector with Special Reference to the House of Representatives in Zanzibar He will
collect his data at your Office from this February 2022 to 31 May 2022

In case you need any further information, kindly do not hesitate to contact DCV academic, the Open
University of Tanzania (P.0.BOX 23409, KINONDONI, DAR ES SALAAM. TEL: 022-2-2668820.

We lastly thank you in advance for your assumed cooperation and facilitation of this research academic
activity.

Yours,

NassD&FSg%ir%gzr? on

behalf of VC, Prof A. Bisanda.
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