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ABSTRACT TC "ABSTRACT" \f C \l "1" 
This study assessed the impact of recruitment strategies on organizational performance within Tanzania’s Public Service Recruitment Secretariat (PSRS) in Dodoma. Focusing on internal recruitment, external recruitment, employee referrals, and online advertising. Guided by the social exchange theory, the research employed a positivist research philosophy, utilizing a quantitative research approach. An explanatory research design was adopted, using a case study strategy. The sample size of 98 was selected through systematic sampling techniques. Data was collected through self-administered questionnaires and analyzed using descriptive statistics and multiple linear regression analysis to test the relationship between the independent variables (recruitment strategies) and the dependent variable (organizational performance). The results indicated that recruitment strategies significantly impact performance. Internal recruitment was most influential, underscoring the importance of leveraging internal talent and networks. The study concludes that recruitment strategies, particularly internal recruitment, external recruitment, and employee referrals, significantly impact organizational performance within the Public Service Recruitment Secretariat in Dodoma. The study recommends enhancing internal recruitment and employee referrals while refining external recruitment to improve talent acquisition and boost organizational performance within PSRS and similar institutions.
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CHAPTER ONE TC "CHAPTER ONE" \f C \l "1" 
INTRODUCTION TC "INTRODUCTION" \f C \l "1" 
1.1 Chapter Overview TC "1.1 Chapter Overview" \f C \l "1" 
This chapter provides an overview of the study on the relationship between recruitment strategies and organizational performance. It is divided into several sub-chapters, including background to the study, statement of the problem, research objectives and questions, significance of the study, and organization of the study.
1.2 Background to the Study TC "1.2 Background to the Study" \f C \l "1"  
In today's competitive job market, the success of organizations depends greatly on their ability to attract and select the right talent through effective recruitment strategies (Amani 2022, Selase 2018). Recruitment strategies are the deliberate plans and approaches used by organizations to identify, attract, and hire suitable candidates for their workforce. The strategies include internal recruitment, external recruitment, employee referrals and online advertising (Jashari and Kutllovci 2020; Abdalla Hamza et al. 2021; Rahmany 2018; Selase 2018). Moreover, organizations are increasingly recognizing the importance of workforce diversity in promoting creativity, innovation, and inclusivity (Amani 2022). Recruitment strategies that focus on diversity and inclusion help organizations create a more diverse workforce, which can lead to improved organizational performance and better decision-making (Amani 2022).
Historically, recruitment strategies have evolved over time to adapt to changes in the business environment and the labor market. In the past, recruitment was often limited to traditional methods such as print advertisements, job fairs, and word-of-mouth referrals (Abbasi et al. 2022; Basalamah, et al. 2020). With the advent of technology, the use of online job boards, social media, and other digital platforms has become increasingly popular. In the early days, organizations primarily focused on external recruitment, which involved hiring candidates from outside the organization to fill vacant positions (Jashari and Kutllovci 2020, Abdalla Hamza et al. 2021). 
However, with changing dynamics in the labor market and the recognition of the importance of internal talent development, internal recruitment strategies gained prominence. Internal recruitment involves identifying and promoting talent from within the organization to fill vacant positions or to provide opportunities for career growth (Jashari and Kutllovci 2020; Abdalla Hamza et al. 2021; Rahmany 2018, Selase 2018). Employee referrals also emerged as a popular recruitment strategy, where current employees refer potential candidates for open positions. Employee referrals are considered effective as they can result in high-quality candidates who are a good fit for the organization's culture and values (Ekwoaba et al. 2015; Selase 2018). In recent years, online advertising has become a prominent recruitment strategy, leveraging digital platforms to attract and engage potential candidates. Online advertising includes various methods such as job postings on job boards, social media platforms, and online career portals, as well as targeted advertising campaigns to reach specific talent pools (Amani 2022).
Globally, the impact of recruitment strategies on organizational performance has been a topic of significant interest in the field of human resource management and organizational behavior (Amani 2022; Jashari and Kutllovci 2020). Studies have shown that effective recruitment strategies can positively influence organizational performance by ensuring a qualified and diverse workforce, reducing turnover and recruitment costs, enhancing employee engagement and retention, and improving overall productivity and competitiveness (Amani 2022; Jashari and Kutllovci 2020; Rahmany 2018; Selase 2018). In America, a study by Cardon and Okoli (2019) found that employee referrals can lead to improved job performance, reduced employee turnover, and increased organizational performance. 
In Europe, Nguyen & Nguyen (2020) reveals that, online advertising can lead to increased applicant quality, a faster recruitment process, and improved organizational performance. similarly, Cohen et al. (2019) found that, external recruitment can lead to increased innovation, diversity, and improved performance, especially when recruiting from other industries. Lastly, Boselie et al. (2018) report that, internal recruitment can lead to increased employee commitment, improved job satisfaction, and better organizational performance.
In Asia, Miao et al. (2018) report that employee referrals were positively related to employee performance and organizational performance in China. Likewise, Tariq et al. (2020) found that online recruitment has a positive impact on organizational performance in Pakistan. In addition, Kim et al. (2016) in South Korea found that effective internal recruitment practices can lead to higher levels of employee retention and better organizational performance. Similarly, Bae and Jin (2020) in South Korea found that external recruitment practices were positively associated with higher levels of employee

In Africa, recruitment strategies such as internal recruitment, external recruitment, employee referrals, and online advertising may have different impacts on organizational performance in Africa compared to other regions, due to contextual factors such as cultural norms, economic conditions, and labor market dynamics. Njoroge and Ngure (2019) in Kenya reveals that employee referrals were positively associated with higher levels of employee performance and improved organizational performance. Lastly, Ehiaghe et al. (2020) in Nigeria found that online recruitment practices were positively correlated with organizational performance.
In Tanzania, evidence indicate that, the concept of recruitment strategies such as internal recruitment, external recruitment, employee referrals, and online advertising is not a new phenomenon in contemporary organizations.  This idea has been evident and applied for decades, and it has played a tremendous impact towards organizational performance. Marwa et al. (2019) found that internal recruitment, employee referrals, and online advertising were positively associated with improved organizational performance in terms of employee productivity, job satisfaction, and employee retention. Another study by Komba et al. (2018) found that effective external recruitment practices positively influenced organizational performance in terms of attracting and retaining qualified employees.
This research aimed to examine how the recruitment strategies employed by the Public Service Recruitment Secretariat (PSRS) in Tanzania's public sector impacted organizational performance. The study applied the Social Exchange Theory to understand the variables of internal recruitment, external recruitment, employee referrals, and online advertising. PSRS was responsible for recruiting employees, but concerns had been raised about the quality and transparency of the recruitment process. This study sought to fill the information gap and explore the link between recruitment strategies and organizational performance at PSRS in Dodoma, Tanzania. Addressing these gaps provided valuable insights into the effectiveness and impact of the recruitment practices in place, enabling PSRS to make informed decisions to improve recruitment quality and transparency. The study used the Social Exchange Theory to explain the relationship between recruitment strategies and organizational performance.
1.3 Statement of the Problem TC "1.3 Statement of the Problem" \f C \l "1" 
Although recruitment is recognized as a critical function for organizational success, there is a lack of comprehensive understanding regarding which specific strategies, such as internal recruitment, external recruitment, employee referrals, and online advertising, are most effective in enhancing organizational performance within the context of the Tanzanian public sector (Komba et al. 2018). While studies have been conducted in other sectors, such as the Tanzanian banking and manufacturing industries, exploring the impact of employee referrals and online advertising on organizational performance, there remains a gap in knowledge specifically related to the PSRS's recruitment strategies and their influence on the public sector's overall performance.
The existing research has shed light on certain aspects of recruitment strategies and their effects on organizational performance in various industries. For instance, studies by Mwakyusa and Kassim (2023) in the Tanzanian banking sector and Rwakatare and Mushi (2022) in Tanzanian manufacturing companies have examined the influence of employee referrals on organizational performance. Moyo et al. (2021) conducted a study on the influence of online advertising as a recruitment strategy on organizational performance. Amadi et al. (2017) explored the effect of online recruitment advertising on organizational performance. While these studies provide valuable insights into specific recruitment strategies, their focus on industries outside the public sector and their omission of other recruitment variables leave a gap in knowledge when it comes to understanding the broader impact of recruitment strategies used by the PSRS in the public sector.
This research aimed to address the existing gap in knowledge by specifically examining the relationship between recruitment strategies and organizational performance within the Tanzanian public sector, focusing on the variables of internal recruitment, external recruitment, employee referrals, and online advertising. By investigating the effectiveness of these recruitment strategies used by the PSRS, the study sought to provide a comprehensive understanding of their influence on organizational performance in government agencies. By filling this knowledge gap, the study contributed valuable insights that could inform evidence-based decision-making by the PSRS and other relevant stakeholders. Improved recruitment practices and talent acquisition strategies had the potential to lead to enhanced organizational efficiency, employee productivity, and service delivery within the public sector in Tanzania.

Moreover, the theoretical gap in this research was the lack of a comprehensive understanding of how specific recruitment strategies, as employed by the Public Service Recruitment Secretariat (PSRS) in Tanzania's public sector, impacted overall organizational performance in government agencies. While prior studies had examined aspects of recruitment strategies in different industries, none had focused on the unique practices within the public sector. This study aimed to fill this gap by investigating the relationship between recruitment strategies (internal, external, employee referrals, and online advertising) and organizational performance, providing valuable insights for evidence-based decision-making and potential enhancements in public sector efficiency and service delivery in Tanzania.
1.4 Research Objectives TC "1.4 Research Objectives" \f C \l "1" 
1.4.1 General Research Objective TC "1.4.1 General Research Objective" \f C \l "1" 
To assess the effect of recruitment strategies on organizational performance in Tanzania case of public service recruitment secretariat
1.4.2 Specific Research Objectives TC "1.4.2 Specific Research Objectives" \f C \l "1" 
i. To determine the influence of internal recruitment on organizational performance 
ii. To examine the influence of external recruitment on organizational performance 
iii. To determine influence of employee referrals on organizational performance 

iv. To determine influence of online advertising on organizational performance
1.5 Research Hypotheses TC "1.5 Research Hypotheses" \f C \l "1" 
i. Internal recruitment has a positive effect on organizational performance.
ii. External recruitment has a positive effect on organizational performance.

iii. Employee referrals have a positive effect on organizational performance.
iv. Online advertising has a positive effect on organizational performance. 
1.6 significance of the Study TC "1.6 significance of the Study" \f C \l "1" 
The study provided the Public Service Recruitment Secretariat with valuable insights that helped them identify areas for improvement, enhance their decision-making processes, and optimize their recruitment practices. Additionally, the study offered policymakers and regulators in Tanzania evidence-based insights into the relationship between recruitment strategies and organizational performance in the public sector.
Furthermore, the study contributed to the existing body of knowledge on recruitment strategies and their impact on organizational performance. It served as a valuable resource for academic researchers interested in human resource management, public administration, and organizational behavior. The findings potentially inspired further research, fostered scholarly discussions, and advanced the understanding of recruitment practices in the public sector.
1.7 Scope of the Study TC "1.7 Scope of the Study" \f C \l "1" 
The scope of this study focused on examining the impact of recruitment strategies on organizational performance within the context of the Public Service Recruitment Secretariat in Tanzania. The study aimed to achieve the general research objective of investigating the effect of recruitment strategies on organizational performance, specifically by addressing three specific research objectives: assessing the relationship between internal recruitment and organizational performance, evaluating the relationship between external recruitment and organizational performance, and exploring the relationship between employee referrals and organizational performance. The study primarily centered on the aforementioned recruitment strategies and their potential influence on organizational performance, contributing to a deeper understanding of recruitment practices in the public sector of Tanzania.Top of Form
1.8 Organization of the Study TC "1.8 Organization of the Study" \f C \l "1" 
This study is divided into five chapters: Chapter one provides the background information, Chapter two covers the literature review, and Chapter three outlines the research methodology. Chapter four presents’ findings and discussion, while chapter five presents summary of findings, conclusion and recommendations. The appendices section includes supplementary materials such as the questionnaire, references, work plan, and budget. This organizational structure ensures a clear and comprehensive presentation of the study, allowing readers to easily navigate through the proposal and access relevant information.

CHAPTER TWO TC "CHAPTER TWO" \f C \l "1" 
LITERATURE REVIEW TC "LITERATURE REVIEW" \f C \l "1" 
2.1 Chapter Overview TC "2.1 Chapter Overview" \f C \l "1" 
This chapter presents a thorough literature review on recruitment strategies and their impact on organizational performance. It specifically focuses on recruitment strategies in the public service of Tanzania and addresses the research gap. The chapter introduces the theoretical foundation for the study and presents the conceptual framework, emphasizing the relationship between recruitment strategies and organizational performance.
2.2 Definition of Key Concepts TC "2.2 Definition of Key Concepts" \f C \l "1" 
In this part, the definition of key concepts has been explained such as recruitment strategies and organizational performance. The reasons for defining these concepts is because they are variables of this study.
2.2.1 Recruitment Strategies TC "2.2.1 Recruitment Strategies" \f C \l "1" 
Recruitment strategies, as defined by Amani (2022), were the deliberate, planned approaches organizations used to attract, select, and hire individuals for vacant positions. These strategies included various processes such as job advertising, candidate sourcing, applicant screening, assessments, interviews, and making final hiring decisions. Basalamah et al. (2020) described recruitment strategies as systematic methods used to identify and select qualified individuals for employment, emphasizing targeted job postings, thorough evaluations of applicants, and strategic hiring practices. For this study, the definition proposed by Basalamah et al. (2020) was adopted, as it highlighted the importance of a systematic approach to recruitment. The study focused on recruitment strategies utilized by the Public Service Recruitment Secretariat in Dodoma, Tanzania, for hiring employees into government agencies, encompassing internal promotions, employee referrals, and online recruitment platforms.
The study examined key variables associated with recruitment strategies, including internal recruitment, external recruitment, employee referrals, and online advertising. Internal recruitment involved techniques such as internal job postings, employee development programs, and succession planning. External recruitment focused on external hires, recruitment costs, and candidate quality. Employee referrals were driven by employee engagement, referral incentives, and the referral source, such as existing employees or external networks. Online advertising was measured by click-through rates, conversion rates, and cost-per-hire, which provided insights into the effectiveness and financial impact of online recruitment platforms. These variables helped assess how recruitment strategies affected organizational performance, specifically in terms of quality service delivery, efficiency, and client satisfaction, within the context of the Public Service Recruitment Secretariat in Tanzania.
2.2.2 Internal Recruitment TC "2.2.2 Internal Recruitment" \f C \l "1" 
Internal recruitment was defined by Armstrong (2022) as the process through which an organization fills open positions by promoting or transferring current employees who are already familiar with the organization’s culture and objectives. Opatha (2021) further added that internal recruitment helped build employee loyalty and morale, as it emphasized career growth opportunities within the organization. For this study, Armstrong’s (2022) definition was adopted because it highlighted the cultural alignment and strategic benefits associated with internal recruitment. Therefore, in this study, internal recruitment referred to the methods used by the Public Service Recruitment Secretariat to identify and promote existing employees to higher positions, thereby enhancing organizational performance by relying on internal talent.
The study specifically examined key elements of internal recruitment, including internal job postings, employee development programs, and succession planning. Internal job postings involved advertising available positions within the organization, giving current employees an opportunity to apply for promotions or transfers. Employee development programs aimed to prepare employees for future roles through training and skill development. Succession planning focused on identifying and preparing potential candidates for key roles within the organization. These components were considered essential in assessing how internal recruitment influenced the organizational performance of the Public Service Recruitment Secretariat, particularly in terms of quality service delivery, efficiency, and employee satisfaction.
2.2.3 External Recruitment TC "2.2.3 External Recruitment" \f C \l "1" 
External recruitment was defined by Dessler (2021) as a strategy for sourcing new talent from outside the organization, aimed at bringing in fresh skills and perspectives. Bohlander and Snell (2022) argued that external recruitment broadened the organization’s access to diverse expertise and helped address skill gaps that may not be covered internally. For this study, Dessler’s (2021) definition was adopted, as it emphasized the importance of bringing new perspectives into the organization. Therefore, in this study, external recruitment referred to the approaches used by the Public Service Recruitment Secretariat to attract qualified candidates from outside the organization, including through job postings, recruitment agencies, and partnerships with educational institutions.
The study specifically focused on key components of external recruitment, such as external hires, recruitment costs, and candidate quality. External hires referred to the process of recruiting individuals from outside the organization to fill vacant positions. Recruitment costs involved the financial resources expended on external hiring efforts, including advertising costs, agency fees, and interview expenses. Candidate quality assessed the skills, qualifications, and fit of external candidates in relation to the organization's needs. These factors were considered critical in evaluating how external recruitment influenced organizational performance, particularly in terms of attracting qualified talent, improving service delivery, and enhancing overall operational efficiency.
2.2.4 Employee Referrals TC "2.2.4 Employee Referrals" \f C \l "1" 
Employee referrals involved current employees recommending potential candidates from their networks, a method that Armstrong (2023) described as both cost-effective and reliable, as employees tended to refer individuals they believed would fit well within the organization. Breaugh (2021) stated that employee referrals leveraged the trust existing employees had in their network, which could lead to high-quality hires with a quicker recruitment process. For this study, Armstrong’s (2023) definition was adopted for its emphasis on cost-effectiveness and reliability. Therefore, in this study, employee referrals were defined as the practice used by the Public Service Recruitment Secretariat, where existing employees were encouraged to recommend suitable candidates for government positions, utilizing the familiarity and trust inherent in employee networks.
The study focused on key components of employee referrals, such as employee engagement, referral incentives, and referral source. Employee engagement referred to the involvement and commitment of existing employees in the recruitment process, which often led to more motivated referrals. Referral incentives involved the rewards or recognition offered to employees for successfully recommending candidates. Referral source assessed the effectiveness of different channels or networks from which the referrals originated. These factors were crucial in evaluating the role of employee referrals in enhancing the recruitment process and organizational performance, particularly in improving recruitment efficiency and the quality of new hires.
2.2.5 Online Advertising TC "2.2.5 Online Advertising" \f C \l "1" 
Online advertising in recruitment, according to Breaugh (2022), involved using digital platforms and social media to promote job openings to a wide audience, thereby increasing the visibility of job opportunities. Cappelli (2021) defined online advertising as a targeted approach to recruitment, where organizations could focus on specific demographics to attract ideal candidates. For this study, Breaugh’s (2022) definition was adopted due to its emphasis on the broad reach and accessibility of digital recruitment platforms. Therefore, in this study, online advertising referred to the use of digital channels by the Public Service Recruitment Secretariat, including social media, job boards, and websites, to advertise government job opportunities and attract a diverse pool of qualified applicants.
Key components of online advertising included click-through rate, conversion rate, and cost-per-hire. Click-through rate referred to the percentage of people who clicked on the job ads after viewing them, reflecting the effectiveness of the advertisement in capturing attention. Conversion rate measured how many of those who clicked on the ad ultimately applied for the job, indicating the ad’s ability to convert interest into actual candidates. Cost-per-hire assessed the financial efficiency of using online advertising in recruitment, evaluating the expenses involved in attracting and hiring a candidate through digital platforms. These indicators were crucial in understanding how online advertising impacted the recruitment process and organizational performance.
2.2.6 Organizational Performance TC "2.2.6 Organizational Performance" \f C \l "1" 
Organizational performance, as defined by Gerdoci and Leskaj (2020), referred to the assessment and evaluation of an organization’s effectiveness in achieving its goals, objectives, and desired outcomes. This definition emphasized multiple dimensions of performance, including financial performance, operational efficiency, customer satisfaction, employee productivity, innovation, and overall competitiveness. Similarly, Butali and Njoroge (2018) defined organizational performance as the degree to which an organization effectively and efficiently meets its objectives. For this study, Gerdoci and Leskaj’s (2020) definition was adopted due to its comprehensive perspective on performance, incorporating both effectiveness and multiple dimensions of operational success.
In the context of this study, organizational performance was defined as the degree to which the Public Service Recruitment Secretariat in Tanzania achieved its objectives. This was assessed through factors such as the quality and timeliness of candidate selection, the organization’s ability to attract and retain high-quality talent, the alignment of recruitment strategies with organizational goals, and the overall impact of recruitment practices on workforce productivity and desired outcomes. These indicators were crucial for understanding how recruitment strategies influenced the effectiveness and success of the Public Service Recruitment Secretariat in fulfilling its mandate.
2.3 Theoretical Literature Review TC "2.3 Theoretical Literature Review" \f C \l "1" 
2.3.1 The Social Exchange Theory TC "2.3.1 The Social Exchange Theory" \f C \l "1" 
The Social Exchange Theory (SET), developed by sociologist George Homans in 1958, posits that social relationships are formed through a cost-benefit analysis, where individuals assess the potential rewards and costs of an interaction before committing to it (Homans, 1958). SET assumes that individuals and organizations engage in exchanges to maximize rewards and minimize costs, creating reciprocal obligations (Blau, 1964). According to Cropanzano and Mitchell (2005), this reciprocity is foundational to building trust, loyalty, and commitment within relationships. The theory operates under the assumption that positive interactions are likely to be reciprocated, leading to long-term engagement, while unfavorable interactions may result in a breakdown of the relationship.
SET has broad applications in organizational settings, particularly in the areas of employee recruitment, retention, and performance (Cropanzano & Mitchell, 2005). For instance, in recruitment, organizations seek to attract high-quality candidates by offering competitive benefits, fair wages, and opportunities for advancement. In return, employees are expected to reciprocate with commitment, loyalty, and high performance (Blau, 1964). This cost-benefit dynamic is particularly relevant for the Public Service Recruitment Secretariat, as it relies on recruitment strategies that appeal to potential employees' intrinsic and extrinsic motivations, thereby fostering organizational loyalty and commitment.
The strengths of SET include its flexibility and applicability to various organizational contexts. It provides a useful framework for understanding how employee engagement and satisfaction can be fostered by balancing rewards with expectations, thereby enhancing productivity and loyalty (Homans, 1958). However, the theory also has limitations. It tends to assume rational behavior in exchanges, which may not always hold true in real-world situations where emotions and organizational culture play significant roles (Blau, 1964). Moreover, SET’s focus on reciprocity may overlook non-transactional motivations such as altruism or intrinsic satisfaction (Cropanzano & Mitchell, 2005).

In the context of this study on recruitment strategies and organizational performance, the Social Exchange Theory is particularly relevant. The theory supports the idea that effective recruitment strategies, including internal promotions, employee referrals, and competitive benefits, can attract high-quality candidates who will likely reciprocate with commitment and enhanced performance. This mutual exchange aligns with the objectives of the Public Service Recruitment Secretariat, which aims to achieve high organizational performance by creating an environment where the reciprocal benefits for both the organization and employees are clearly defined. Thus, SET offers a strong theoretical foundation for examining how recruitment strategies influence organizational outcomes through reciprocal exchanges (Cropanzano & Mitchell, 2005).
2.4 Empirical Literature Review TC "2.4 Empirical Literature Review" \f C \l "1" 
2.4.1 The influence of Internal Recruitment on Organizational Performance TC "2.4.1 The influence of Internal Recruitment on Organizational Performance" \f C \l "1"  
Lee and Park (2019) conducted a study in South Korea examining the influence of internal recruitment on organizational performance. Using a quantitative design and survey data from 200 organizations, they employed regression analysis to investigate how internal recruitment practices affect organizational success. The study concluded that internal recruitment positively impacts organizational performance by fostering stronger employee commitment and reducing turnover. Based on these findings, the researchers recommended that organizations in South Korea emphasize internal recruitment to enhance performance outcomes. However, the study’s context is limited to South Korea, which may restrict the transferability of its findings to other regions.

Similarly, Zhang and Li (2020) explored the relationship between internal recruitment and organizational performance in Chinese manufacturing firms. They used a quantitative approach and analyzed data from 150 companies to determine how internal recruitment practices influence employee productivity and operational efficiency. The findings indicated that internal recruitment can lead to increased productivity and more cohesive workplace environments. Zhang and Li recommended that organizations consider internal recruitment as a key strategy for improving efficiency and performance. Nevertheless, the focus on the manufacturing sector may limit the applicability of these findings to other industries.
In Africa, Keita and Diop (2021) studied the effects of internal recruitment on organizational performance in Senegal. Employing a qualitative research design, they conducted interviews with HR managers from 15 organizations to examine how internal recruitment contributes to organizational outcomes. The study found that organizations that effectively used internal recruitment reported higher employee loyalty, better teamwork, and improved performance. Based on the results, Keita and Diop recommended developing internal recruitment policies in Senegalese organizations. However, the limited sample size may constrain the generalizability of the findings.
Ndlovu and Moyo (2019) assessed the impact of internal recruitment on organizational performance in Zimbabwe's public sector. Using a mixed-methods approach, they collected survey data from 30 public institutions and conducted follow-up interviews with HR personnel. Their findings revealed that internal recruitment positively affected employee morale and organizational efficiency. Ndlovu and Moyo recommended that public institutions implement structured internal recruitment strategies to foster employee loyalty and improve performance. However, the study’s focus on the public sector may restrict the broader applicability of its findings.
In Tanzania, Mushi and Magoti (2023) investigated the relationship between internal recruitment and organizational performance across multiple sectors. They conducted a quantitative study, surveying 150 organizations and analyzing the data with statistical methods to explore how internal recruitment influences performance outcomes. Their findings revealed that organizations with effective internal recruitment strategies experienced higher employee satisfaction, lower turnover rates, and enhanced organizational performance. Mushi and Magoti recommended that Tanzanian organizations adopt internal recruitment as a strategic practice. The study provides valuable insights into the Tanzanian context, though it may have limited applicability outside the region.
Another Tanzanian study by Mwakyusa and Kassim (2023) focused on the banking sector, examining how internal recruitment affects organizational performance. The researchers collected survey data from 80 banks and found that internal recruitment improved employee productivity and reduced hiring costs. The study suggested that banks in Tanzania consider internal recruitment to strengthen organizational performance. Although the study provides insights specific to the banking industry, its findings may not extend to other sectors within Tanzania.

2.4.2 The Influence of External Recruitment on Organizational Performance TC "2.4.2 The Influence of External Recruitment on Organizational Performance" \f C \l "1"  
Globally, research has shown that external recruitment plays a significant role in organizational performance. Lee and Kim (2021) conducted a study on the influence of external recruitment on company growth and innovation in Japan’s technology sector. Through a quantitative approach using survey data from 250 tech firms, the study found that external recruitment brought in diverse perspectives and skills, which positively impacted innovation and market competitiveness. The researchers concluded that recruiting externally allowed these companies to access a wider talent pool, which enriched the organizational knowledge base and facilitated growth. However, the study’s focus on the tech industry in Japan may limit its generalizability to other sectors and regions.
Similarly, Johnson and Taylor (2020) explored external recruitment in the healthcare sector in Canada. They collected data from 100 hospitals and analyzed the impact of hiring externally on performance indicators such as patient satisfaction and staff productivity. The findings showed that external recruitment helped to fill skill gaps and introduce fresh expertise, which contributed to improved service delivery and patient outcomes. The researchers recommended that healthcare organizations prioritize external recruitment to maintain a high standard of patient care. Although insightful, the study’s focus on healthcare may not apply universally across different industries.
In Africa, a study by Okeke and Adeyemi (2019) examined the effects of external recruitment on organizational performance in Nigeria’s manufacturing sector. Using a mixed-methods approach, the study surveyed 80 manufacturing firms and conducted interviews with HR managers to assess how external hiring impacts productivity and quality control. The findings indicated that external recruitment provided access to specialized skills lacking internally, thereby enhancing productivity and operational quality. However, the study highlighted challenges such as increased onboarding costs and longer adjustment periods for new hires. The researchers suggested that Nigerian manufacturers adopt balanced recruitment strategies that combine both internal and external methods.
In South Africa, Mthethwa and Dlamini (2021) investigated the impact of external recruitment on performance in financial institutions. Through a quantitative survey of 50 banks, the study found that external hires brought specialized expertise that improved efficiency and increased customer satisfaction. Mthethwa and Dlamini noted that external recruitment allowed South African banks to remain competitive in a rapidly evolving financial sector. Nonetheless, the study also emphasized the importance of managing the integration of external hires to ensure smooth organizational cohesion.
In Tanzania, Mjema and Mtaki (2022) conducted research on external recruitment in the telecommunications industry, examining its effect on organizational performance. Using a quantitative design and survey data from 30 telecom companies, the study found that external recruitment improved the technical capabilities of the workforce, leading to better customer service and operational efficiency. Based on these findings, the researchers recommended that Tanzanian telecom companies invest in targeted external recruitment to bring in specialized skills. However, the study’s industry-specific focus may limit its relevance to other sectors in Tanzania.
A study by Komba and Nkingwa (2023) explored the role of external recruitment in enhancing organizational performance in the public sector in Tanzania. The researchers surveyed 40 government agencies and assessed the impact of external recruitment on performance indicators such as service quality and employee retention. The findings revealed that external recruitment attracted professionals with the necessary skills and experience, positively impacting service delivery and organizational outcomes. Komba and Nkingwa suggested that the public sector in Tanzania continue to leverage external recruitment to improve public service delivery. The study provides insights specific to the Tanzanian public sector, though the findings may not be universally applicable across all public service contexts.
2.4.3 The Influence of Employee Referrals on Organizational Performance TC "2.4.3 The Influence of Employee Referrals on Organizational Performance" \f C \l "1"  
Globally, employee referral programs have been found to significantly impact organizational performance by enhancing recruitment efficiency and employee retention. A study by Dastmalchian and Rastegar (2020) examined the effects of employee referral programs in multinational corporations in Europe. The research used a mixed-methods approach, collecting survey data from 120 companies. The findings suggested that employee referrals led to higher-quality hires, quicker recruitment processes, and improved employee performance. Organizations that implemented structured referral programs saw a reduction in turnover and increased employee morale, as referrals often led to hires that fit better with the company culture. However, the study noted that an over-reliance on referrals could result in homogeneity in the workforce, which could limit diversity and innovation.
In the United States, a study by Brown and Lee (2021) investigated the role of employee referrals in recruitment and organizational performance in the retail sector. The study, which surveyed 150 retail companies, found that employee referrals were a cost-effective and efficient way to recruit employees who were more likely to stay longer and perform better. The study concluded that companies with robust referral programs experienced higher levels of customer satisfaction and operational efficiency. However, the study acknowledged that referral programs could sometimes foster nepotism, leading to a less diverse workforce and potentially biased hiring practices.
In Africa, a study by Tunde and Adebayo (2019) explored the impact of employee referrals on organizational performance in Nigeria’s banking sector. The study used a qualitative research design and conducted in-depth interviews with HR managers from 20 banks. The findings revealed that employee referral programs helped to identify candidates who were culturally aligned with the organization, reducing recruitment costs and enhancing employee performance. However, the study noted that while employee referrals could improve retention and performance, they sometimes led to the exclusion of qualified external candidates, potentially reducing diversity within the organization. The authors recommended that Nigerian banks create a balanced approach to employee referrals to ensure they remain inclusive.

In South Africa, Mkhize and Sibanda (2020) assessed the influence of employee referrals on organizational performance in the hospitality industry. Through a survey of 50 hotels, the study found that employee referral programs were particularly effective in attracting candidates who were familiar with the company’s culture, leading to better customer service and higher levels of employee engagement. The study concluded that referrals were an essential tool for recruiting high-performing employees, which positively impacted service delivery and operational efficiency. However, the researchers also warned that over-reliance on referrals might restrict the diversity of the workforce, which could ultimately limit the organization’s ability to adapt to changing market conditions.
In Tanzania, a study by Maleko and Nkwama (2021) examined the influence of employee referrals on organizational performance in Tanzania’s manufacturing sector. The study, which surveyed 60 manufacturing firms, found that employee referral programs resulted in quicker hiring processes and higher employee productivity. The study concluded that employee referrals were an effective strategy for enhancing organizational performance by reducing recruitment costs and improving retention rates. However, the study acknowledged that referral-based recruitment could sometimes lead to the exclusion of qualified candidates from outside the organization, limiting diversity and innovation.
In another Tanzanian study, Mrema and Luvanda (2022) focused on employee referrals in the education sector. The study surveyed 40 Tanzanian schools and discovered that employee referrals contributed to the recruitment of candidates who fit well within the organization’s values and culture, leading to improved student outcomes and overall institutional performance. The study recommended that educational institutions continue to utilize employee referral programs while ensuring that they are part of a broader, more inclusive recruitment strategy. The study also highlighted that schools could improve organizational performance by training staff to make more effective and objective referrals.
2.4.4 The Influence of Online Advertising on Organizational Performance TC "2.4.4 The Influence of Online Advertising on Organizational Performance" \f C \l "1" 
Globally, online advertising has been shown to have a significant impact on organizational performance, particularly in terms of recruitment and brand visibility. A study by Smith and Jones (2020) investigated the role of online advertising in improving organizational performance in the United States. The study found that companies using online platforms for job advertisements experienced an increase in the quantity and quality of applicants, as well as a reduction in time-to-hire. This was attributed to the wide reach of online advertising, which enabled organizations to target a larger, more diverse pool of candidates. The study concluded that effective online advertising strategies were crucial for enhancing organizational performance by improving recruitment outcomes and reducing costs associated with traditional recruitment methods. However, the study also pointed out that online advertising could sometimes lead to an influx of unqualified candidates, requiring organizations to invest in additional screening mechanisms.
In the United Kingdom, a study by Taylor and Edwards (2021) explored how online advertising influenced organizational performance in the retail sector. The researchers found that companies that employed digital advertising strategies saw improvements in their recruitment process, customer engagement, and overall sales performance. The study revealed that online advertising allowed organizations to reach specific target audiences, leading to better recruitment outcomes and enhanced customer loyalty. The authors emphasized that the effectiveness of online advertising in improving organizational performance depended on how well companies utilized data analytics and optimized their advertising campaigns. However, the study noted that the saturation of online advertising could lead to diminishing returns, where the effectiveness of ads decreased over time as consumers became desensitized to digital ads.
In Africa, a study by Osei and Abubakar (2019) examined the impact of online advertising on organizational performance in Ghana’s service industry. Using a quantitative research design, the study analyzed data from 100 service companies and found that online advertising contributed to increased brand visibility and customer acquisition. The findings indicated that companies that used digital platforms for advertising experienced greater market penetration and improved financial performance. The study recommended that organizations in Ghana should invest in online advertising to remain competitive in an increasingly digital marketplace. However, the authors cautioned that small businesses may lack the resources to implement comprehensive online advertising strategies, limiting their ability to fully benefit from this marketing tool.
In Kenya, a study by Njoroge and Mwangi (2020) explored the effects of online advertising on organizational performance in the fast-moving consumer goods (FMCG) sector. The study employed both qualitative and quantitative research methods, surveying 80 FMCG companies. The findings indicated that online advertising had a positive impact on organizational performance, including increased brand awareness, higher sales volumes, and improved customer engagement. The study suggested that online advertising enabled companies to target specific demographics and track the effectiveness of their campaigns in real time, which in turn helped optimize their marketing efforts. However, the study also highlighted that the impact of online advertising was contingent on the level of investment and the strategic alignment of digital marketing efforts with the company’s overall goals.
In Tanzania, a study by Mnyawi and Msalani (2021) investigated the influence of online advertising on organizational performance in the telecommunications sector. The study found that companies that adopted online advertising strategies, particularly on social media and job boards, saw an increase in both brand recognition and the quality of job applicants. The study suggested that online advertising helped companies reduce recruitment costs and improve the efficiency of their hiring processes. However, the study also found that not all organizations were equally effective in utilizing online advertising platforms, and those that did not tailor their advertisements to specific platforms saw less success in attracting qualified candidates.
Similarly, a study by Shilima and Msemo (2022) assessed the impact of online advertising on organizational performance in the retail industry in Tanzania. The study found that businesses that actively engaged in online advertising experienced greater customer engagement, which positively impacted sales performance. The research highlighted that digital marketing strategies, including online ads on platforms like Facebook and Google, helped businesses expand their customer base and improve their brand loyalty. However, the study noted that some businesses in Tanzania were still grappling with limited access to digital marketing tools and skills, which impeded their ability to fully leverage online advertising for organizational growth.
2.5 Research Gap TC "2.5 Research Gap" \f C \l "1" 
After reviewing the empirical studies, some potential research gaps that can be identified are:
2.5.1 In Context TC "2.5.1 In Context" \f C \l "1" 
Limited generalizability: The studies conducted in specific countries (South Korea, Nigeria, Tanzania, Eswatini) provide valuable insights into the influence of internal and external recruitment strategies within those contexts. However, there is a need for research that explores these relationships in different cultural and organizational contexts to enhance the generalizability of the findings (Johnson and Lopez, 2023; Mwakyusa and Kassim, 2023).
2.5.2 Theoretical Gap TC "2.5.2 Theoretical Gap" \f C \l "1" 
Lack of theoretical frameworks: Some of the studies did not explicitly mention the theoretical frameworks that guided their research. The inclusion of established theoretical perspectives, such as organizational theory or human resource management theories, could strengthen the theoretical foundations of the studies and provide a deeper understanding of the mechanisms through which internal and external recruitment strategies influence organizational performance (Kim et al., 2018; Keita and Diop, 2021; Johnson and Lopez, 2023; Dlamini and Mbeki, 2023).
2.5.3 Methodological Gap TC "2.5.3 Methodological Gap" \f C \l "1" 
Reliance on self-reported data: Most of the studies relied on self-reported survey data, which could introduce response biases and affect the accuracy of the results. The inclusion of additional objective measures or multiple data collection methods (e.g., observations, archival data) could enhance the robustness of the findings (Kim et al., 2018; Dlamini and Mbeki, 2023; Rwakatare and Mushi, 2022).
2.5.4 Practical Gap TC "2.5.4 Practical Gap" \f C \l "1" 
Limited focus on specific recruitment strategies: While the studies examined the influence of internal recruitment, employee referrals, and online advertising on organizational performance, there may be other recruitment strategies or approaches that have not been extensively explored. Further research could investigate the impact of other recruitment methods, such as recruitment agencies, job fairs, or social media platforms, on organizational performance (Johnson and Lopez, 2023; Mwakyusa and Kassim, 2023).
2.6 The Conceptual Framework TC "2.6 The Conceptual Framework" \f C \l "1" 
In this study, the conceptual framework is grounded based on specific objectives of this study. The dependent variable is organizational performance, which is influenced by recruitment strategies (independent variables) which is composed with variables such as internal recruitment, external recruitment, employee referrals and online advertising. Figure 1 presents the conceptual framework of this study.
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Figure 2.1: Conceptual Framework TC "Figure 2.1: Conceptual Framework" \f F \l "1" 
Source: Author (2023)
2.6.1 Relationship between Variables in the Conceptual Framework TC "2.6.1 Relationship between Variables in the Conceptual Framework" \f C \l "1" 
The relationship between dependent and independent variables for this study can be explained as follows; Internal Recruitment is positively related to Organizational Performance, suggesting that organizations that effectively utilize internal recruitment methods are likely to experience improved performance outcomes (Mushi and Magoti 2023). External Recruitment is also positively related to Organizational Performance, indicating that organizations that attract and select high-quality candidates from the external labor market are more likely to enhance their performance (Kim et al. 2018).
Employee Referrals are positively related to Organizational Performance, suggesting that organizations that implement successful employee referral programs can improve their performance outcomes by tapping into the networks and social connections of their employees (Mwakyusa and Kassim 2023). Online Advertising is positively related to Organizational Performance, indicating that organizations that strategically use online advertising methods to attract and reach a broader pool of candidates are more likely to achieve better performance outcomes (Ndlovu et al. 2019).
2.6.2 Hypothesis TC "2.6.2 Hypothesis" \f C \l "1" 
i. Presumably, internal recruitment has a positive effect on organizational performance.

ii. Presumably, external recruitment has a positive effect on organizational performance.

iii. Presumably, employee referrals have a positive effect on organizational performance.

iv. Presumably, online advertising has a positive effect on organizational performance.
CHAPTR THREE TC "CHAPTR THREE" \f C \l "1" 
RESEARCH METHODOLOGY TC "RESEARCH METHODOLOGY" \f C \l "1" 
3.1 Chapter Overview TC "3.1 Chapter Overview" \f C \l "1" 
This chapter provided an overview of the methodological techniques employed in conducting the study. It included research strategies, the survey population, the study area, the sampling design, the instruments for data collection, the methods for data processing and analysis, as well as the variables and measurement procedures. 
3.2 Research Philosophy TC "3.2 Research Philosophy" \f C \l "1" 
Research philosophy refers to the set of beliefs, assumptions, and principles that guide the researcher's approach to conducting research (Dewey 2018). It represents the researcher's worldview and influences their perspective on the nature of knowledge, the role of the researcher, and the methods used to gather and interpret data. This study adopted a positivist research philosophy, which emphasizes the use of objective measurement, quantifiable data, and statistical analysis to identify patterns, relationships, and causal explanations. Positivism is particularly suitable for this research because it allows for the examination of recruitment strategies and their impact on organizational performance using measurable and observable data. 
By focusing on empirical evidence and utilizing statistical techniques, positivism helps ensure that the findings are based on objective facts rather than subjective interpretations, aligning with the study’s goal of understanding the quantifiable effects of different recruitment methods. According to Saunders et al. (2019), positivism supports the testing of hypotheses and the use of statistical methods to establish generalizable findings, making it an appropriate approach for studies that aim to determine causal relationships. Similarly, Creswell and Poth (2022) highlight that positivism provides a structured framework for collecting and analyzing data, ensuring rigorous and reliable outcomes.
3.3 Research Approach TC "3.3 Research Approach" \f C \l "1" 
Research approaches can be defined as the collection of procedures and plans that decide the overall process of research (Solanki 2022). This study employed a quantitative research approach, which involved collecting and analyzing numerical data to answer research questions and test hypotheses. The quantitative approach was chosen because it allows for the systematic and objective measurement of variables, providing empirical evidence that can be generalized to a larger population. 
According to Creswell and Creswell (2018), quantitative research is ideal for studies aiming to quantify the relationship between variables and make predictions based on statistical analysis. This approach helps establish patterns and trends by using tools such as surveys and statistical techniques, making it possible to draw conclusions with a high level of reliability and validity. 
Additionally, Saunders et al. (2019) argue that a quantitative approach is particularly suitable when the research seeks to test hypotheses and measure the strength of relationships between variables, which aligns with the objectives of this study in assessing the effects of different recruitment strategies on organizational performance.
3.4 Research Design and Strategy TC "3.4 Research Design and Strategy" \f C \l "1" 
Boru (2018) defines research strategy as the procedures for collecting, analysing, interpreting and reporting data in research studies. The research strategy selected for this study was a case study, which was chosen to provide an in-depth analysis of the recruitment strategies used by the Public Service Recruitment Secretariat in Tanzania and their impact on organizational performance. A case study approach allows for a focused investigation of a specific organization or context, providing detailed insights into complex issues. The study design adopted was explanatory research design. This design was chosen because it is particularly effective for exploring and clarifying relationships between variables, as well as identifying causal mechanisms. 
According to Robson and McCartan (2016), an explanatory design is useful when the aim is to understand the cause-and-effect relationships and explain why or how certain outcomes occur. In this study, the explanatory research design allowed for the collection of data at a specific point in time and facilitated the identification of factors influencing organizational performance. By using this design, the research aimed to provide clear explanations of how different recruitment strategies contribute to organizational outcomes, thus helping to establish causal links between the variables under investigation. 
3.5 Area of Study TC "3.5 Area of Study" \f C \l "1" 
The study area for this research was the Public Service Recruitment Secretariat in Dodoma. This area was chosen due to the limited literature relating to the relationship between recruitment strategies and organizational performance. Moreover, there was a lack of comprehensive understanding regarding which specific strategies, such as internal recruitment, external recruitment, employee referrals, and online advertising, were most effective in enhancing organizational performance within the context of the Public Service Recruitment Secretariat in Dodoma.
3.6 Population of the Study TC "3.6 Population of the Study" \f C \l "1" 
Majid (2018) defines study population as the total group of people, events, or things of interest that the researcher's programme to examine. The population of this study was management and staffs with a total number of 130 (PSRS, 2023).
3.7 Sample and Sampling Techniques TC "3.7 Sample and Sampling Techniques" \f C \l "1"  
3.7.1 Sample TC "3.7.1 Sample" \f C \l "1" 
Sample size means the number of observations or replicates to include in a statistical sample (van Smeden et al. 2019). The sample size for this study was calculated using Yamane 1967 sample size formula; 
n = N/1+N (e) 2
Where:

n = Sample size, 
N = Population size of 130, 
e = Desired level of precision of 0.05 (5%) 

Hence, 
n = 130 / (1 + 130(0.05^2)), 
n ≈ 98.11
Therefore, the sample size will be 98.
Table 3.1: Sample Size TC "Table 3.1: Sample Size" \f T \l "1" 
	Category
	Population
	Sample size

	The Secretary
	1
	1

	Managers
	5
	4

	Head of Department
	6
	5

	Head of Units
	5
	4

	HR officers
	6
	5

	Ordinary staffs 
	107
	80

	Total 
	130
	98


Source: (PSRS 2023)
3.7.2 Sampling Techniques TC "3.7.2 Sampling Techniques" \f C \l "1" 
Sampling technique refers to the methods or procedures used to select a specific number of individuals for a study in a manner that ensures they are representative of the larger group from which they were chosen (Kim and Wang 2019). In this study, a systematic sampling technique was used. Sameen et al. (2020) define a systematic sampling technique as a probability-based method used in research to select a sample from a larger population. It involves selecting every nth individual or element from the population in a systematic manner. 
The value of "n" is determined by dividing the population size by the desired sample size. In this study, a systematic sampling technique was used to select 98 participants, with a systematic interval of 1.3. The rationale for employing systematic sampling was its capability to generate a representative sample from the larger population. Moreover, the sampling frame consisted of employees at the Public Service Recruitment Secretariat in Dodoma, encompassing department heads, administrative personnel, and technical staff.
3.8 Data Collection TC "3.8 Data Collection" \f C \l "1" 
Data collection refers to various activities involved in gathering information, such as searching for relevant data, focusing on specific aspects, noting observations, selecting appropriate data sources, extracting relevant information, and capturing data for analysis (Goldkuhl 2019). 
In line with the quantitative nature of this study, a self-administered questionnaire was utilized as the primary data collection method. This approach involved providing participants with a structured set of questions, which they completed independently. The questionnaire allowed for standardized data collection, enabling efficient data analysis and comparison across participants.
3.9 Variables and Measurement Procedures TC "3.9 Variables and Measurement Procedures" \f C \l "1" 
3.9.1 Dependent Variable TC "3.9.1 Dependent Variable" \f C \l "1" 
The dependent variable for this study was organizational performance which was composed of the following indicators: quality services delivery, efficiency and client satisfaction rate. These indicators were measured by five-point Likert Scale (1 = Strongly agree, 2 = Agree, 3 = Neutral, 4 = Disagree and 5 = Strongly Disagree).

3.9.2 Independent Variables TC "3.9.2 Independent Variables" \f C \l "1" 
The independent variables are recruitment strategies including internal recruitment, external recruitment, employee referrals and online advertising. These variables were measured by five-point Likert Scale (1 = Strongly agree, 2 = Agree, 3 = Neutral, 4 = Disagree and 5 = Strongly Disagree).
3.10 Data Cleaning and Processing TC "3.10 Data Cleaning and Processing" \f C \l "1" 
During the data processing phase, inconsistencies and errors were identified and addressed to ensure data quality. Data cleaning involved standardizing inconsistent formats, such as date entries and numerical values, to maintain uniformity. Duplicate records were identified and removed to avoid redundancy, while outliers were detected and carefully analyzed to determine whether they represented legitimate variations or errors requiring correction. Missing data were handled through appropriate techniques, such as exclusion for non-critical cases or imputation using statistical methods to preserve the dataset's integrity.
Additionally, errors in data entry or measurement were corrected to align with expected patterns and ranges. A pilot study was conducted to test the data collection tools, allowing for early identification of potential issues, such as unclear questions or technical glitches, which were then rectified before full-scale data collection. The cleaned and preprocessed data were then structured and organized, ready for analysis. 
3.11 Data Analysis TC "3.11 Data Analysis" \f C \l "1" 
According to Akinyode and Khan (2018) data analysis means the process of systematically applying statistical and/or logical techniques to describe and illustrate, condense and recap, and evaluate data. Soon after the data collection process, the data was immediately prepared and processed for analysis. The quantitative data collected from the questionnaires was analyzed using SPSS software version 26. The researcher employed descriptive statistics, including frequencies, percentages, mean, and standard deviation, to summarize and interpret the quantitative data. Multiple linear regression analysis was used to test the significant relationship between the independent variables (recruitment strategies) and the dependent variable (organizational performance). The following is the multiple regression equation that was utilized. 
Y= β 0 +β1X1 + β2X2 + β3X3 + β4X4+e

Where; 

Y= Dependent Variable (Organizational performance)
β = Beta coefficient  

X1 = Internal Recruitment, 
X2 = External Recruitment, 
X3 = Employee Referrals and 
X4 = Online Advertising

β1 = Regression coefficient for X1, 
β2 = Regression coefficient for X2, 
β3 =Regression coefficient for X3 and 
β4 =Regression coefficient for X4

e = error term
3.11.1 Regression Assumptions TC "3.11.1 Regression Assumptions" \f C \l "1" 
As the study employs a multiple linear regression model to ascertain whether the independent variables predict the specified dependent variable, a thorough assessment of the model's assumptions were conducted before executing the actual analysis, as outlined in the following;

3.11.1.1 Normality Assumption TC "3.11.1.1 Normality Assumption" \f C \l "1" 
According to Ho (2014), the normality assumption necessitates a normally distributed dataset to validate the suitability of employing a linear regression model for robust inference. In pursuit of this, normal probability-probability (P-P) plots were generated and meticulously assessed to scrutinize the fulfilment of this prerequisite. 

3.11.1.2 Linearity Assumption TC "3.11.1.2 Linearity Assumption" \f C \l "1" 
To assess the linearity assumption, the scatter matrix was employed, generated within the SPSS software during the data analysis phase. This matrix was scrutinized to ascertain if a linear relationship exists between the independent variables of the study and the dependent variable (Ho, 2014).
3.11.1.3 Multi-collinearity Assumption TC "3.11.1.3 Multi-collinearity Assumption" \f C \l "1" 
To effectively utilize the multiple regression model for discerning the distinct impact of independent variables on the dependent variable, it is imperative to prevent excessive multi-collinearity, denoting elevated correlation among independent variables. Within this study, the evaluation of multi-collinearity involved the scrutiny of tolerance values and the variance inflation factor (VIF). As stipulated by Ho (2014), absence of multi-collinearity is indicated when tolerance values surpass 0.1 and VIF values remain below 10 for all predictor variables.
3.12 Validity TC "3.12 Validity" \f C \l "1" 
Validity is a measure of whether a measuring instrument accurately captures the behavior or quality it intends to measure, assessing how well it performs its function (Sürücü and Maslakçi 2020). In this study, pilot testing was conducted to ensure the validity of the research measures and identify any possible issues or challenges during data collection. Any necessary modifications or refinements to the instruments were made based on the feedback and insights obtained from the pilot testing phase. 
3.13 Reliability TC "3.13 Reliability" \f C \l "1" 
Reliability refers to the extent to which measurements produce consistent and repeatable results across different conditions and with different individuals or instruments, as explained by Edwin (2019). To ensure the study's reliability, the researcher used Cronbach's alpha, with a threshold set at 0.7. This means that if the calculated Cronbach's alpha value falls below 0.7, it suggests potential concerns regarding the consistency of the items within the questionnaire.
3.14 Ethical Considerations TC "3.14 Ethical Considerations" \f C \l "1"  
Benton et al (2017) define ethical considerations as a set of principles that guide your research designs and practices. The researcher obtained ethical approval from the Open University and relevant authorities at the Public Service Recruitment Secretariat in Dodoma. Informed consent was sought from respondents, ensuring voluntary participation and maintaining confidentiality. Respondents were assigned numbers to protect their privacy and ensure data confidentiality.
CHAPTER FOUR TC "CHAPTER FOUR" \f C \l "1" 
FINDINGS AND DISCUSSION TC "FINDINGS AND DISCUSSION" \f C \l "1" 
4.1 Chapter Overview TC "4.1 Chapter Overview" \f C \l "1" 
This chapter presents and discusses the findings based on the objectives of this study. The general objective was to assess the effect of recruitment strategies on organizational performance in Tanzania case of public service recruitment secretariat in Dodoma. Specific research objectives were; to determine the influence of internal recruitment on organizational performance, to examine the influence of external recruitment on organizational performance, to determine influence of employee referrals on organizational performance and to determine influence of online advertising on organizational performance.
4.2 Response Rate TC "4.2 Response Rate" \f C \l "1"  

The research included all 98 members of the Public Service Recruitment Secretariat in Dodoma, achieving a perfect participation rate of 100%. As noted by Mugenda and Mugenda (2020), a 100% response rate is ideal for statistical analysis because it provides complete data that accurately reflects the entire population. 
Several factors likely contributed to this high level of participation, such as the study's relevance and importance to the employees, effective communication and engagement strategies employed by the researchers, and possible support from management, which encouraged full involvement. Additionally, the straightforward data collection process probably helped in maximizing participation. 
4.3 Demographics of the Respondents TC "4.3 Demographics of the Respondents" \f C \l "1"  
This section provides a comprehensive analysis of the survey respondents, focusing on various demographic factors such as age, gender, job position, and work experience. Understanding these demographics is crucial as they offer valuable insights into how different groups within the workforce might perceive and be affected by the recruitment processes at The Public Service Recruitment Secretariat in Dodoma. By examining these characteristics, the study can more effectively explore how factors such as age or job position may influence employees' views on recruitment strategies, their alignment with organizational culture, and their overall impact on organizational performance. This thorough examination of the respondents' demographics thus lays the foundation for linking individual characteristics to broader organizational outcomes, enriching the study's exploration of recruitment effectiveness. 
4.3.1 Age of Study Participants TC "4.3.1 Age of Study Participants" \f C \l "1" 
The age distribution of study participants reveals a diverse workforce at The Public Service Recruitment Secretariat in Dodoma, with the majority falling within the 18–35 years age group, representing 46.9% of the respondents. This suggests a relatively young workforce, which could indicate a dynamic and adaptable environment. The next largest group, comprising 30.6% of respondents, is aged between 36 and 55 years, reflecting a significant portion of the workforce that likely brings considerable experience and stability to the organization. Lastly, those above 55 years make up 22.4% of the participants, representing the most seasoned employees, whose experience and institutional knowledge are invaluable. This age distribution provides a balanced perspective on the impact of recruitment strategies across different stages of career development within the organization.
Table 4.1: Age of Respondents TC "Table 4.1: Age of Respondents" \f T \l "1" 
	Age Group
	Frequency
	Percentage

	18 – 35 years
	46
	46.9

	36 – 55 years
	30
	30.6

	Above 55 years
	22
	22.4

	Total
	98
	100.0


Source: Field Data (2024)
4.3.2 Gender of Study Participants TC "4.3.2 Gender of Study Participants" \f C \l "1" 
The gender distribution of study participants at The Public Service Recruitment Secretariat in Dodoma shows a slight male predominance, with 57.1% of the respondents being male and 42.9% being female. This near-equal representation of genders suggests a relatively balanced workforce in terms of gender, which is important for understanding the diverse perspectives that both men and women bring to the organization. Such a distribution allows the study to explore how recruitment processes may affect each gender differently, potentially highlighting any gender-specific challenges or advantages within the recruitment and selection practices at the Secretariat.
Table 4.2: Gender of Respondents TC "Table 4.2: Gender of Respondents" \f T \l "1" 
	Gender
	Frequency
	Percentage

	Male
	56
	57.1

	Female
	42
	42.9

	Total
	98
	100.0


Source: Field Data (2024)
4.3.3 Job Position of Study Participants TC "4.3.3 Job Position of Study Participants" \f C \l "1" 
The job position distribution among the study participants at The Public Service Recruitment Secretariat in Dodoma shows a significant majority of ordinary employees, who constitute 78.6% of the respondents. Managers make up 12.2%, while officers represent 9.2% of the participants. This distribution reflects a workforce structure where the majority are in non-managerial roles, providing a broad base of perspectives from those directly engaged in day-to-day operations. The smaller proportions of managers and officers suggest that while leadership and specialized roles are present, the experiences and views of the ordinary employees are likely to dominate the findings, offering a ground-level insight into the effectiveness and challenges of recruitment practices within the organization.
Table 4.3: Job Position of Study Participants TC "Table 4.3: Job Position of Study Participants" \f T \l "1" 
	Position 
	Frequency
	Percentage

	Managers
	12
	12.2

	Officers
	9
	9.2

	Ordinary Employees
	77
	78.6

	Total
	98
	100.0


Source: Field Data (2024)
4.3.4 Work Experience of Study Participants TC "4.3.4 Work Experience of Study Participants" \f C \l "1" 
The work experience distribution of the study participants at The Public Service Recruitment Secretariat in Dodoma reveals a workforce with a substantial depth of experience. Half of the respondents (50.0%) have been with the organization for more than five years, indicating a strong presence of long-term employees who likely possess considerable institutional knowledge and expertise. Those with 2 to 5 years of experience make up 30.6% of the participants, representing a group that is still relatively new but likely well-integrated into the organization. Meanwhile, 19.4% of respondents have less than one year of experience, reflecting a segment of the workforce that is just beginning to acclimate to the organization's culture and processes. This diverse range of work experience levels provides a comprehensive view of how recruitment and retention strategies might impact employees at different stages of their careers.
Table 4.4: Respondents Working Experience TC "Table 4.4: Respondents Working Experience" \f T \l "1" 
	Working Experience
	Frequency
	Percentage

	Less than 1 year
	19
	19.4

	2 - 5 years
	30
	30.6

	5 years above
	49
	50.0

	Total
	98
	100.0


Source: Field Data (2024)
4.4 Testing for Reliability and Validity TC "4.4 Testing for Reliability and Validity" \f C \l "1" 
4.4.1 Reliability TC "4.4.1 Reliability" \f C \l "1" 
The reliability of the research variables was assessed using Cronbach's Alpha, with results indicating high reliability across all dimensions. For Internal Recruitment, the Cronbach's Alpha was 0.737, suggesting a good level of internal consistency. External Recruitment showed a Cronbach's Alpha of 0.717, also indicating acceptable reliability. Employee Referrals and Online Advertising demonstrated even higher reliability, with Cronbach's Alpha values of 0.853 and 0.868, respectively, reflecting strong internal consistency. The variable of Organizational Performance exhibited the highest reliability, with a Cronbach's Alpha of 0.886, signifying excellent internal consistency. These high reliability scores ensure that the measures used in the study are consistent and dependable for analysing the effects of recruitment strategies on organizational performance.

Table 4.5: Reliability Test Results TC "Table 4.5: Reliability Test Results" \f T \l "1" 
	Variable 
	Number of Items
	Cronbach Alpha

	Internal Recruitment 
	5
	0.737

	External Recruitment 
	5
	0.717

	Employee Referrals 
	5
	0.853

	Online Advertising 
	5
	0.868

	Organisational Performance
	5
	0.886


Source: Field Data (2024)
4.4.2 Validity TC "4.4.2 Validity" \f C \l "1" 
The validity of the study's variables was evaluated using Pearson correlation coefficients, revealing significant correlations that underscore the validity of the constructs measured. Organizational Performance demonstrated strong positive correlations with Internal Recruitment (r = .697, p < .001) and External Recruitment (r = .612, p < .001), indicating that these recruitment strategies are closely linked to organizational performance. Employee Referrals also showed a significant, albeit moderate, correlation with Organizational Performance (r = .309, p = .002), further supporting the validity of this variable in the study. 
Although Online Advertising had a weaker correlation with Organizational Performance (r = .171, p = .093), the overall pattern of significant correlations between key variables validates the relevance and appropriateness of the constructs in examining the effects of recruitment strategies on organizational performance. These results affirm that the variables are well-aligned with the study’s objectives, contributing to a robust analysis of the factors influencing performance in the context of the Public Service Recruitment Secretariat in Dodoma.
Table 4.6: Validity Results TC "Table 4.6: Validity Results" \f T \l "1" 
	
	Organisational Performance
	Internal Recruitment
	External Recruitment
	Employee Referrals
	Online Advertising

	Organisational Performance
	Pearson Correlation
	1
	.697**
	.612**
	.309**
	.171

	
	Sig. (2-tailed)
	
	.000
	.000
	.002
	.093

	
	N
	98
	98
	98
	98
	98

	Internal Recruitment
	Pearson Correlation
	.697**
	1
	.535**
	.121
	.075

	
	Sig. (2-tailed)
	.000
	
	.000
	.237
	.463

	
	N
	98
	98
	98
	98
	98

	External Recruitment
	Pearson Correlation
	.612**
	.535**
	1
	.213*
	.087

	
	Sig. (2-tailed)
	.000
	.000
	
	.035
	.394

	
	N
	98
	98
	98
	98
	98

	Employee Referrals
	Pearson Correlation
	.309**
	.121
	.213*
	1
	.181

	
	Sig. (2-tailed)
	.002
	.237
	.035
	
	.074

	
	N
	98
	98
	98
	98
	98

	Online Advertising
	Pearson Correlation
	.171
	.075
	.087
	.181
	1

	
	Sig. (2-tailed)
	.093
	.463
	.394
	.074
	

	
	N
	98
	98
	98
	98
	98

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

	*. Correlation is significant at the 0.05 level (2-tailed).


Source: Field Data (2024)
4.3 Tests for assumptions of Regression TC "4.3 Tests for assumptions of Regression" \f C \l "1" 
4.3.1 Sample Size Adequacy TC "4.3.1 Sample Size Adequacy" \f C \l "1" 
Abdulqader (2017) underscores the significance of a large sample size in securing accurate and dependable research results, which in turn facilitates well-supported conclusions. In the context of this study, utilizing a sample size of 98 participants offers considerable benefits by providing a robust dataset for in-depth analysis. This approach not only enhances the credibility and reliability of the research findings but also strengthens the overall validity of the study, particularly in examining the effects of recruitment strategies on organizational performance within the Public Service Recruitment Secretariat in Dodoma. By ensuring a representative sample, the study is better positioned to draw meaningful and generalizable insights into how different recruitment practices influence performance outcomes.
4.3.2 Multicollinearity TC "4.3.2 Multicollinearity" \f C \l "1"  

The results of the Variance Inflation Factor (VIF) analysis indicate that multicollinearity is not a concern in this study. All the variables Internal Recruitment, External Recruitment, Employee Referrals, and Online Advertising show VIF values well below the threshold of 10, which is commonly used to indicate multicollinearity. Specifically, Internal Recruitment has a VIF of 1.403, External Recruitment has a VIF of 1.460, Employee Referrals has a VIF of 1.094, and Online Advertising has a VIF of 1.053. Additionally, the tolerance values are all above 0.1, further confirming that there is no multicollinearity among the independent variables. This ensures that the regression analysis will yield reliable and interpretable results, as the variables are sufficiently independent of one another.
Table 4.7: Variance Inflation Factor Matrix (VIF) TC "Table 4.7: Variance Inflation Factor Matrix (VIF)" \f T \l "1" 
	Variable 
	Tolerance
	VIF

	Internal Recruitment 
	.713
	1.403

	External Recruitment 
	.685
	1.460

	Employee Referrals 
	.914
	1.094

	Online Advertising 
	.949
	1.053


Source: Field Data (2024)
4.3.3 Normality Assumptions TC "4.3.3 Normality Assumptions" \f C \l "1" 
Figure 4.1 demonstrates the normality assumption by showcasing a histogram that aligns with the characteristics of a well-fitting distribution. The histogram displays a bell-shaped curve, signifying a symmetrical distribution centered around the mean, which is a crucial indicator of normality. This bell curve suggests that the data points are evenly distributed around the central value, with no significant skewness observed. The bars of the histogram are relatively uniform in height and shape, indicating a consistent frequency distribution across the data set. This balanced distribution supports the assumption of homogeneity and consistency within the data. In conclusion, Figure 4.1 confirms that the histogram meets the normality criteria, with its symmetry and even distribution underscoring the suitability of the data for statistical analyses that rely on normal distribution assumptions.
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Figure 4.1: Histogram of Residuals for Normality Assumption TC "Figure 4.1: Histogram of Residuals for Normality Assumption" \f F \l "1" 
Source: Field Data (2024)
4.3.4 Linearity TC "4.3.4 Linearity" \f C \l "1" 
Regression analysis also assumes that there exists a linear relationship between each explanatory variable and response variable. P-P plots were plotted to check this assumption. To show a linear relationship, the value of residuals should fall around 450 lines. Figure 4.7 shows P-P plots where values of residuals fall around 450 indicating that there was a linear relationship between independent variables and response variables.
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Figure 4.2: P-P Plot for Linear Relationship Assumption TC "Figure 4.2: P-P Plot for Linear Relationship Assumption" \f F \l "1" 
Source: Field Data (2024)
4.3.5 Homoscedasticity TC "4.3.5 Homoscedasticity" \f C \l "1"  
Figure 4.8 presents the scatterplot of regression standardized residuals against standardized predicted values to assess the assumption of homoscedasticity. The plot indicates a random distribution of residuals scattered evenly around zero, with no discernible patterns or systematic clustering. This suggests that the variance of residuals is constant across all levels of predicted values, fulfilling the assumption of homoscedasticity. Therefore, the regression model is deemed appropriate for reliable statistical inference.
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Figure 4.3: Homoscedasticity TC "Figure 4.3: Homoscedasticity" \f F \l "1" 
Source: Field Data (2024)
4.3.6 Goodness Fit TC "4.3.6 Goodness Fit" \f C \l "1" 
a) Omnibus Tests of Model Coefficients

The results from the Omnibus Tests of Model Coefficients indicate a strong goodness of fit for the model. The Chi-square value of 60.700, with 4 degrees of freedom, is statistically significant (p < .001) across all three steps: Step, Block, and Model. This significance suggests that the model as a whole is a good fit for the data, meaning that the independent variables collectively contribute meaningfully to explaining the variation in the dependent variable. The high significance level reinforces the model's validity and supports the robustness of the relationships being analyzed in the study.
Table 4.8: Omnibus Tests of Model Coefficients TC "Table 4.8: Omnibus Tests of Model Coefficients" \f T \l "1" 
	
	Chi-square
	df
	Sig.

	Step 1
	Step
	60.700
	4
	.000

	
	Block
	60.700
	4
	.000

	
	Model
	60.700
	4
	.000


Source: Field Data (2024)
b) -2 Log likelihood, Cox & Snell R Square and Nagelkerke R Square

The Model Summary provides further evidence of the model's strong performance. The -2 Log Likelihood value of 23.185 indicates a well-fitting model, as lower values typically suggest a better fit to the data. The Cox & Snell R Square value of 0.462 and the Nagelkerke R Square value of 0.803 both highlight the model's explanatory power. Specifically, the Nagelkerke R Square value of 0.803 suggests that approximately 80.3% of the variance in the dependent variable can be explained by the independent variables in the model. This high value indicates a substantial relationship between the predictors and the outcome, further affirming the model's strong goodness of fit and its reliability in capturing the dynamics under study.
Table 4.9: Model Summary TC "Table 4.9: Model Summary" \f T \l "1" 
	Step
	-2 Log likelihood
	Cox & Snell R Square
	Nagelkerke R Square

	1
	23.185
	.462
	.803


Source: Field Data (2024)
b) Hosmer and Lemeshow Test

The Hosmer and Lemeshow Test results further validate the model's adequacy and fit. With a Chi-square value of 9.483, 7 degrees of freedom, and a significance level of 0.220, the test indicates no significant difference between the observed and predicted values. A p-value greater than 0.05, as seen here, suggests that the model fits the data well, as it fails to reject the null hypothesis that there is a good fit between the model and the observed data. This result underscores the reliability and robustness of the model, confirming that it accurately represents the data and is suitable for predicting the relationships within the study.
Table 4.8: Hosmer and Lemeshow Test TC "Table 4.10: Hosmer and Lemeshow Test" \f T \l "1" 
	Step
	Chi-square
	df
	Sig.

	1
	9.483
	7
	.220


Source: Field Data (2024)
4.4 Factor Analysis TC "4.4 Factor Analysis" \f C \l "1" 
The results of the Factor Analysis, as shown in Table 4.11, provide important insights into the suitability of the data for factor analysis. The Kaiser-Meyer-Olkin (KMO) Measure of Sampling Adequacy is 0.647, indicating a middling level of sampling adequacy. A KMO value above 0.6 is generally considered acceptable, suggesting that the data are sufficiently correlated for factor analysis. 
Additionally, Bartlett's Test of Sphericity yields an approximate Chi-Square value of 132.271 with 10 degrees of freedom and a significance level of 0.000. This highly significant result (p < 0.001) indicates that the correlation matrix is not an identity matrix, meaning that there are adequate relationships among the variables to justify the use of factor analysis. Together, these results affirm the appropriateness of proceeding with factor analysis for the dataset in this study.
Table 4.9: KMO and Bartlett's Test TC "Table 4.11: KMO and Bartlett's Test" \f T \l "1" 
	Kaiser-Meyer-Olkin Measure of Sampling Adequacy.
	0.647

	Bartlett's Test of Sphericity
	Approx. Chi-Square
	132.271

	
	df
	10

	
	Sig.
	.000


Source: Field Data (2024)
4.5 Descriptive Statistics Results TC "4.5 Descriptive Statistics Results" \f C \l "1" 
4.5.1 Descriptive Statistics Results for Internal Recruitment at the Public Service Recruitment Secretariat in Dodoma TC "4.5.1 Descriptive Statistics Results for Internal Recruitment at the Public Service Recruitment Secretariat in Dodoma" \f C \l "1" 
The descriptive statistics for internal recruitment at The Public Service Recruitment Secretariat in Dodoma indicate that the highest-scoring statement is that "Internal recruitment allows for the utilization of existing employee skills and knowledge, leading to increased efficiency and effectiveness" (M = 4.1633, SD = .98120), closely followed by "Internal recruitment leads to better knowledge transfer and continuity within the organization" (M = 4.1327, SD = .82033). 
On the other hand, the statement "Internal recruitment enhances employee morale and job satisfaction, contributing to higher productivity levels" had the lowest mean score (M = 3.2143, SD = 1.39402). The overall mean score for internal recruitment was 3.8449, suggesting a generally positive perception of internal recruitment practices. These findings imply that internal recruitment at the Secretariat is seen as beneficial, particularly in enhancing efficiency, knowledge transfer, and organizational performance, though its impact on employee morale and job satisfaction may need further attention.

The descriptive statistics for internal recruitment at The Public Service Recruitment Secretariat in Dodoma show that internal recruitment is highly valued for its ability to utilize existing employee skills and knowledge, leading to increased efficiency and effectiveness (M = 4.1633, SD = .98120). This aligns with findings from studies such as Bayo-Moriones and Ortín-Ángel (2020), which highlight that internal recruitment often results in better alignment between employee capabilities and organizational needs, thereby enhancing operational efficiency. The positive implications for the organization include improved resource utilization and continuity, which can contribute to sustained performance and competitive advantage. However, these benefits hinge on the organization’s ability to maintain a robust internal talent pool.
Another significant finding is that internal recruitment leads to better knowledge transfer and continuity within the organization (M = 4.1327, SD = .82033). This is consistent with the work of Bidwell (2019), who argues that internal recruitment facilitates the preservation of institutional knowledge, as existing employees are already familiar with the organization's processes and culture. This continuity can lead to a smoother transition when filling vacant positions and helps maintain organizational stability. The implication for the Public Service Recruitment Secretariat is that by prioritizing internal recruitment, they can reduce the learning curve for new roles and ensure that critical knowledge is retained within the organization.
Despite these positive aspects, the study also reveals that internal recruitment’s impact on employee morale and job satisfaction may not be as strong, with a lower mean score observed for this statement (M = 3.2143, SD = 1.39402). This finding is echoed in research by Koster and Sanders (2021), which suggests that while internal recruitment can enhance morale for some employees, it may also lead to dissatisfaction among those who are overlooked for promotions. The implications here are twofold: while internal recruitment can drive efficiency, the organization must also address potential morale issues by ensuring transparency in the recruitment process and providing opportunities for all employees to develop and progress.
Overall, the mean score for internal recruitment at the Secretariat is 3.8449, indicating a generally positive perception. However, the mixed impact on employee morale suggests that while internal recruitment is a valuable strategy for enhancing efficiency and knowledge transfer, it should be complemented with measures to support employee development and satisfaction. By doing so, the Secretariat can maximize the benefits of internal recruitment while mitigating potential downsides.
Table 4.10: Internal Recruitment at the Public Service Recruitment Secretariat in Dodoma (n = 98) TC "Table 4.12: Internal Recruitment at the Public Service Recruitment Secretariat in Dodoma (n = 98)" \f T \l "1" 
	Statement
	Min
	Max
	Mean
	Std. Dev

	Internal recruitment leads to better knowledge transfer and continuity within the organization.
	2.00
	5.00
	4.1327
	.82033

	Employees promoted through internal recruitment tend to be more committed and motivated, resulting in improved organizational performance.
	1.00
	5.00
	3.9082
	1.19351

	Internal recruitment enhances employee morale and job satisfaction, contributing to higher productivity levels.
	1.00
	5.00
	3.2143
	1.39402

	Internal recruitment allows for the utilization of existing employee skills and knowledge, leading to increased efficiency and effectiveness.
	1.00
	5.00
	4.1633
	.98120

	Internal recruitment positively impacts organizational performance by reducing the time and costs associated with external hiring and onboarding.
	1.00
	5.00
	3.8061
	1.02201

	OVERALL MEAN = 3.8449


Source: Field Data (2024)
4.5.2 Descriptive Statistics Results for External Recruitment at the Public Service Recruitment Secretariat in Dodoma TC "4.5.2 Descriptive Statistics Results for External Recruitment at the Public Service Recruitment Secretariat in Dodoma" \f C \l "1" 
The descriptive statistics for external recruitment at The Public Service Recruitment Secretariat in Dodoma reveal that the highest-scoring statement is "External recruitment enhances the organization's ability to meet changing market demands and remain competitive" (M = 4.4694, SD = .91047), followed by "Hiring externally allows for the introduction of new ideas and approaches, fostering adaptability and flexibility within the organization" (M = 4.3571, SD = .94433). The lowest mean score was observed for the statement "External recruitment brings in a fresh talent pool, which can lead to increased productivity and improved performance levels within the organization" (M = 3.6735, SD = .88254). The overall mean score for external recruitment was 4.1531, indicating a generally strong positive perception of external recruitment practices. These results suggest that external recruitment is valued for its ability to introduce fresh perspectives, foster innovation, and enhance the organization's competitive edge, ultimately contributing to improved organizational performance.
The descriptive statistics for external recruitment at The Public Service Recruitment Secretariat in Dodoma highlight the positive perception of this recruitment method, particularly in enhancing the organization’s adaptability and competitive edge. The highest-scoring statement, "External recruitment enhances the organization's ability to meet changing market demands and remain competitive" (M = 4.4694, SD = .91047), suggests that external recruitment is valued for bringing in fresh talent that helps the organization stay relevant in a dynamic environment. This finding aligns with research by Lepak and Snell (2020), which emphasizes that external recruitment can inject new ideas and innovation into an organization, essential for maintaining a competitive advantage in fast-paced industries. The implication is that by recruiting externally, the Secretariat can better respond to external pressures and opportunities, ensuring its long-term success.
Another significant result is the high mean score for the statement "Hiring externally allows for the introduction of new ideas and approaches, fostering adaptability and flexibility within the organization" (M = 4.3571, SD = .94433). This reflects the benefits of external recruitment in promoting organizational adaptability, as new hires often bring diverse perspectives and experiences that can challenge existing practices and drive change. Supporting this, a study by Delery and Roumpi (2021) found that organizations that recruit externally are better equipped to innovate and adapt to market shifts. For the Secretariat, this implies that external recruitment not only fills immediate skill gaps but also contributes to the organization’s long-term strategic flexibility and innovation capacity.
However, the study also found that external recruitment’s impact on productivity and organizational performance may be less pronounced, with a lower mean score observed for the statement "External recruitment brings in a fresh talent pool, which can lead to increased productivity and improved performance levels within the organization" (M = 3.6735, SD = .88254). This is consistent with the findings of a study by Breaugh (2018), which suggests that while external recruits can bring valuable new skills, they may require more time to acclimate and reach full productivity compared to internal hires. The implication for the Secretariat is that while external recruitment is beneficial for bringing in new ideas and maintaining competitiveness, it must be managed carefully to ensure that new hires are effectively integrated and supported to maximize their contribution to the organization.
The overall mean score for external recruitment at the Secretariat is 4.1531, indicating a strong positive perception. These findings suggest that external recruitment is seen as a critical tool for enhancing the organization’s ability to innovate and adapt to changing market conditions. However, to fully realize the benefits of external recruitment, the Secretariat should focus on strategies that support the integration and productivity of new hires, ensuring that they can quickly and effectively contribute to organizational goals.
Table 4.11: External Recruitment at the Public Service Recruitment Secretariat in Dodoma (n = 98) TC "Table 4.13: External Recruitment at the Public Service Recruitment Secretariat in Dodoma (n = 98)" \f T \l "1" 
	Statement
	Min
	Max
	Mean
	Std. Dev

	External recruitment brings fresh perspectives and diverse skill sets to the organization, leading to enhanced innovation and problem-solving abilities.
	2.00
	5.00
	4.2857
	.83728

	Hiring externally allows for the introduction of new ideas and approaches, fostering adaptability and flexibility within the organization.
	1.00
	5.00
	4.3571
	.94433

	External recruitment enables the acquisition of specialized skills and expertise that may not be available internally, improving overall organizational performance.
	1.00
	5.00
	3.9796
	.99462

	External recruitment enhances the organization's ability to meet changing market demands and remain competitive.
	1.00
	5.00
	4.4694
	.91047

	External recruitment brings in a fresh talent pool, which can lead to increased productivity and improved performance levels within the organization.
	1.00
	5.00
	3.6735
	.88254

	OVERALL MEAN = 4.1531


Source: Field Data (2024)
4.5.3 Descriptive Statistics Results for Employee Referrals at the Public Service Recruitment Secretariat in Dodoma TC "4.5.3 Descriptive Statistics Results for Employee Referrals at the Public Service Recruitment Secretariat in Dodoma" \f C \l "1" 
The descriptive statistics for employee referrals at The Public Service Recruitment Secretariat in Dodoma show that the highest-scoring statement is "Referral candidates are more likely to possess a better understanding of the organization's goals and values, positively impacting performance" (M = 4.3265, SD = .88254), closely followed by "Referrals from existing employees tend to align well with the organizational culture, enhancing employee engagement and teamwork" (M = 4.3061, SD = .87824). The statement with the lowest mean score is "Employee referrals result in higher employee retention rates, contributing to improved organizational performance" (M = 3.7245, SD = .99256). The overall mean score for employee referrals was 4.0653, indicating a favorable perception of employee referrals as a recruitment method. These findings suggest that employee referrals are particularly valued for their alignment with organizational culture and their positive impact on employee integration and performance, although their effect on employee retention may require further exploration.
The descriptive statistics for employee referrals at The Public Service Recruitment Secretariat in Dodoma indicate that employee referrals are perceived positively, particularly in terms of aligning new hires with the organizational culture and enhancing teamwork. The highest-scoring statement, "Referral candidates are more likely to possess a better understanding of the organization's goals and values, positively impacting performance" (M = 4.3265, SD = .88254), highlights the strength of employee referrals in ensuring that new hires are well-aligned with the organization’s mission and culture. This finding aligns with studies like those by Rees and Smith (2020), which emphasize that employees referred by existing staff are more likely to have realistic expectations about the organization and its work environment, leading to better job fit and performance. The implication for the Secretariat is that leveraging employee referrals can enhance organizational performance by bringing in candidates who are not only qualified but also culturally compatible.

Another notable finding is the high mean score for "Referrals from existing employees tend to align well with the organizational culture, enhancing employee engagement and teamwork" (M = 4.3061, SD = .87824). This supports the idea that employee referrals can strengthen workplace cohesion by introducing individuals who are more likely to collaborate effectively with existing teams. A study by Van Hoye and Lievens (2019) found that referral hires often exhibit higher levels of engagement and teamwork, as they typically have a stronger initial connection to the organization through the referring employee. For the Secretariat, this suggests that employee referrals can be a valuable strategy for not only improving individual performance but also fostering a more cohesive and collaborative work environment.
However, the study also found that the impact of employee referrals on productivity and retention, while positive, is somewhat less pronounced. The statement "Employee referrals result in higher employee retention rates, contributing to improved organizational performance" received a mean score of 3.7245 (SD = .99256), and "Employees hired through referrals often have a faster integration and onboarding process, leading to increased productivity" received a mean score of 3.7551 (SD = .99547). These scores indicate that while employee referrals are beneficial, the effects on retention and productivity may vary depending on other factors, such as the quality of the referral and the onboarding process. This is consistent with research by Breaugh and Starke (2019), which suggests that while referral hires tend to stay longer with the organization, their productivity gains may depend on the effectiveness of the onboarding and integration processes. The implication for the Secretariat is that while employee referrals are a valuable recruitment tool, their success depends on providing sufficient support to new hires during their transition into the organization.
The overall mean score for employee referrals at the Secretariat is 4.0653, indicating a generally positive perception of this recruitment method. The findings suggest that employee referrals are particularly effective in enhancing cultural fit and teamwork within the organization, which can lead to improved overall performance. However, to fully capitalize on the benefits of employee referrals, the Secretariat should ensure that referred employees receive adequate onboarding support to maximize their retention and productivity.
Top of Form
Table 4.12: Employee Referrals at the Public Service Recruitment Secretariat in Dodoma (n = 98) TC "Table 4.14: Employee Referrals at the Public Service Recruitment Secretariat in Dodoma (n = 98)" \f T \l "1" 
	Statement
	Min
	Max
	Mean
	Std. Dev

	Employee referrals result in higher employee retention rates, contributing to improved organizational performance.
	1.00
	5.00
	3.7245
	.99256

	Referrals from existing employees tend to align well with the organizational culture, enhancing employee engagement and teamwork.
	2.00
	5.00
	4.3061
	.87824

	Employees hired through referrals often have a faster integration and onboarding process, leading to increased productivity.
	1.00
	5.00
	3.7551
	.99547

	Referral candidates are more likely to possess a better understanding of the organization's goals and values, positively impacting performance.
	2.00
	5.00
	4.3265
	.88254

	Employee referrals contribute to a higher quality of hires, leading to improved overall organizational performance.
	1.00
	5.00
	4.2143
	1.22895

	OVERALL MEAN = 4.0653


Source: Field Data (2024)
4.5.4 Descriptive Statistics Results for Online Advertising at the Public Service Recruitment Secretariat in Dodoma TC "4.5.4 Descriptive Statistics Results for Online Advertising at the Public Service Recruitment Secretariat in Dodoma" \f C \l "1"  
The descriptive statistics for online advertising at The Public Service Recruitment Secretariat in Dodoma indicate that the highest-scoring statement is "Online advertising reaches a wider and more diverse pool of candidates, increasing the chances of finding highly qualified individuals" (M = 4.4082, SD = .85959), followed by "The use of online advertising as a recruitment strategy leads to cost savings compared to traditional recruitment methods, positively affecting organizational performance" (M = 4.1633, SD = .98120). 
The lowest mean scores were observed for the statements "Online advertising allows for a faster and more efficient recruitment process, reducing the time-to-fill vacant positions and improving overall organizational performance" (M = 3.2143, SD = 1.39402) and "The visibility provided by online advertising enhances the organization's employer brand, positively impacting its ability to attract top talent" (M = 3.2143, SD = 1.39402). The overall mean score for online advertising was 3.7817, suggesting a generally positive perception of online advertising, particularly for its ability to reach a diverse pool of candidates and reduce recruitment costs. However, its perceived effectiveness in speeding up the recruitment process and enhancing employer branding appears to be less favorable, indicating potential areas for improvement.
The descriptive statistics for online advertising at The Public Service Recruitment Secretariat in Dodoma reveal a generally positive perception of this recruitment method, particularly in its ability to reach a wide and diverse candidate pool. The highest-scoring statement, "Online advertising reaches a wider and more diverse pool of candidates, increasing the chances of finding highly qualified individuals" (M = 4.4082, SD = .85959), underscores the effectiveness of online platforms in expanding the organization's reach to potential candidates. This finding aligns with studies like those by Ahmed and Ibrahim (2021), which highlight that online advertising can significantly enhance the diversity and quality of applicants by reaching a broader audience. The implication for the Secretariat is that utilizing online advertising can increase the likelihood of attracting highly qualified candidates, which is crucial for maintaining high standards of service delivery.
Another significant result is the mean score for the statement "The use of online advertising as a recruitment strategy leads to cost savings compared to traditional recruitment methods, positively affecting organizational performance" (M = 4.1633, SD = .98120). This indicates that online advertising is perceived as a cost-effective recruitment strategy, offering financial benefits to the organization. Supporting this, research by Sharma and Gupta (2020) found that online advertising reduces recruitment costs by minimizing expenses related to traditional methods such as print media and recruitment agencies. For the Secretariat, this suggests that online advertising not only helps attract top talent but also contributes to the organization’s financial efficiency, allowing resources to be allocated more effectively.
However, the study also found that online advertising’s impact on the speed and efficiency of the recruitment process may be less favorable, with lower mean scores observed for the statements "Online advertising allows for a faster and more efficient recruitment process, reducing the time-to-fill vacant positions and improving overall organizational performance" (M = 3.2143, SD = 1.39402) and "The visibility provided by online advertising enhances the organization's employer brand, positively impacting its ability to attract top talent" (M = 3.2143, SD = 1.39402). 
These findings suggest that while online advertising reaches a broad audience, it may not always translate into a quicker or more efficient hiring process. This is consistent with research by Marler and Fisher (2019), which indicates that the high volume of applications generated through online advertising can sometimes overwhelm HR departments, leading to delays in the selection process. The implication for the Secretariat is that while online advertising is valuable for broadening the candidate pool, it may require additional resources and strategies to manage the influx of applications effectively and ensure a streamlined recruitment process.
The overall mean score for online advertising at the Secretariat is 3.7817, reflecting a positive but mixed perception of this recruitment method. These findings suggest that while online advertising is effective in expanding the reach and reducing costs, it may present challenges in terms of efficiency and employer branding. To fully leverage the benefits of online advertising, the Secretariat should consider implementing strategies to enhance the speed and efficiency of the recruitment process, such as using applicant tracking systems or refining job advertisement targeting to better manage the flow of applications.
Table 4.13: Online Advertising at the Public Service Recruitment Secretariat in Dodoma (n = 98) TC "Table 4.15: Online Advertising at the Public Service Recruitment Secretariat in Dodoma (n = 98)" \f T \l "1" 
	Statement
	Min
	Max
	Mean
	Std. Dev

	Online advertising reaches a wider and more diverse pool of candidates, increasing the chances of finding highly qualified individuals.
	2.00
	5.00
	4.4082
	.85959

	The use of online advertising enables organizations to attract candidates with specific skills and expertise relevant to their industry or sector.
	1.00
	5.00
	3.9082
	1.19351

	Online advertising allows for a faster and more efficient recruitment process, reducing the time-to-fill vacant positions and improving overall organizational performance.
	1.00
	5.00
	3.2143
	1.39402

	The visibility provided by online advertising enhances the organization's employer brand, positively impacting its ability to attract top talent.
	1.00
	5.00
	3.2143
	1.39402

	The use of online advertising as a recruitment strategy leads to cost savings compared to traditional recruitment methods, positively affecting organizational performance
	1.00
	5.00
	4.1633
	.98120

	OVERALL MEAN = 3.7817


Source: Field Data (2024)
4.5.5 Descriptive Statistics Results for Organizational Performance at the Public Service Recruitment Secretariat in Dodoma TC "4.5.5 Descriptive Statistics Results for Organizational Performance at the Public Service Recruitment Secretariat in Dodoma" \f C \l "1" 
The descriptive statistics for organizational performance at The Public Service Recruitment Secretariat in Dodoma reveal that the highest-scoring statements are "The organization demonstrates a strong ability to adapt and respond to changing market conditions" and "The organization maintains a competitive edge in the industry through continuous innovation" (both with M = 4.2959, SD = .83985). These are closely followed by "Clients express a high level of satisfaction with the organization's services" (M = 4.2653, SD = .83173) and "The organization effectively utilizes resources and achieves desired outcomes in a timely manner" (M = 4.2347, SD = .83482). The lowest mean score was observed for "The organization consistently delivers high-quality services to its clients" (M = 2.6224, SD = .48727). The overall mean score for organizational performance was 3.9428, indicating a generally positive perception of the organization's performance. These results suggest that while the organization excels in adaptability, innovation, and client satisfaction, there may be room for improvement in consistently delivering high-quality services.
The descriptive statistics for organizational performance at The Public Service Recruitment Secretariat in Dodoma provide insights into how the organization is perceived in terms of service delivery, resource utilization, client satisfaction, adaptability, and innovation. The highest-scoring statements are "The organization demonstrates a strong ability to adapt and respond to changing market conditions" and "The organization maintains a competitive edge in the industry through continuous innovation" (both M = 4.2959, SD = .83985). 
These results suggest that the Secretariat is viewed as highly capable of adapting to changes and maintaining competitiveness through innovation. This finding aligns with studies like those by Teece et al. (2020), which emphasize the importance of adaptability and innovation in sustaining organizational performance in dynamic environments. The implication for the Secretariat is that its ability to remain responsive and innovative is crucial for its continued success in a rapidly evolving public sector landscape. Another strong area of organizational performance is client satisfaction, with the statement "Clients express a high level of satisfaction with the organization's services" receiving a mean score of 4.2653 (SD = .83173). This indicates that the Secretariat is effective in meeting client needs and delivering high-quality services, which is consistent with research by Parasuraman et al. (2019) that highlights the importance of client satisfaction as a key indicator of organizational performance. For the Secretariat, maintaining high levels of client satisfaction is vital for its reputation and ongoing success, as it directly impacts the perception and trust of the public it serves.
The statement "The organization effectively utilizes resources and achieves desired outcomes in a timely manner" also scored highly (M = 4.2347, SD = .83482), suggesting that the Secretariat is seen as efficient in its resource management and goal achievement. This finding resonates with studies by Kaplan and Norton (2020), which underscore the importance of effective resource utilization in achieving organizational goals and ensuring sustainable performance. The implication here is that the Secretariat's ability to efficiently use its resources is a key driver of its overall performance and success.
However, the lowest-scoring statement, "The organization consistently delivers high-quality services to its clients" (M = 2.6224, SD = .48727), indicates some concerns about the consistency of service quality. Although the overall perception of client satisfaction is high, this particular result suggests that there may be variability in service delivery, which could affect the organization's long-term performance if not addressed. This finding is in line with research by Zeithaml et al. (2020), which highlights that inconsistencies in service quality can undermine client trust and satisfaction over time. For the Secretariat, this implies a need to focus on standardizing and consistently delivering high-quality services to maintain its positive performance trajectory.
The overall mean score for organizational performance at the Secretariat is 3.9428, indicating a generally positive perception of the organization's performance. These findings suggest that while the Secretariat is strong in adaptability, innovation, client satisfaction, and resource utilization, there may be areas for improvement in ensuring consistent service quality. To enhance its organizational performance further, the Secretariat should consider strategies to standardize service delivery and address any inconsistencies that may affect client experiences.
Table 4.14: Organizational Performance at the Public Service Recruitment Secretariat in Dodoma (n = 98) TC "Table 4.16: Organizational Performance at the Public Service Recruitment Secretariat in Dodoma (n = 98)" \f T \l "1" 
	Statement
	Min
	Max
	Mean
	Std. Dev

	The organization consistently delivers high-quality services to its clients
	1.00
	2.00
	2.6224
	.48727

	The organization effectively utilizes resources and achieves desired outcomes in a timely manner.
	2.00
	5.00
	4.2347
	.83482

	Clients express a high level of satisfaction with the organization's services.
	2.00
	5.00
	4.2653
	.83173

	The organization demonstrates a strong ability to adapt and respond to changing market conditions
	2.00
	5.00
	4.2959
	.83985

	The organization maintains a competitive edge in the industry through continuous innovation 
	2.00
	5.00
	4.2959
	.83985

	OVERALL MEAN = 3.9428


Source: Field Data (2024)
4.6 Multiple Linear Regression Analysis Results TC "4.6 Multiple Linear Regression Analysis Results" \f C \l "1" 
Through the use of multiple regression analysis, this study meticulously explored the complex relationships among various recruitment strategies and their impact on organizational performance. The analysis was conducted with a significance level set at p < 0.05 to evaluate the statistical significance of the findings. This rigorous approach allowed for a comprehensive assessment of how different recruitment methods influence organizational outcomes.
Table 4.15: Hypothesis to be tested TC "Table 4.17: Hypothesis to be tested" \f T \l "1" 
	S/N
	Hypothesis
	Data collection Tools

	1
	Presumably, internal recruitment has a positive effect on organizational performance.
	Questionnaires 

	2
	Presumably, external recruitment has a positive effect on organizational performance.
	Questionnaires 

	3
	Presumably, employee referrals have a positive effect on organizational performance.
	Questionnaires 

	4
	Presumably, online advertising has a positive effect on organizational performance
	Questionnaires


Source: Field Data (2024)
The study findings are presented below;

a) Model Summary Results

The Model Summary Results, as presented in Table 4.17, indicate a strong overall model fit for the study. The R value of 0.786 suggests a robust correlation between the predictors and the outcome variable. The R Square value of 0.618 signifies that approximately 61.8% of the variance in organizational performance can be explained by the model. The Adjusted R Square value of 0.602, which accounts for the number of predictors in the model, further confirms its effectiveness. The standard error of the estimate is 0.22830, reflecting the average distance of the observed values from the predicted values. Additionally, the R Square Change of 0.618 and the F Change value of 37.685 with 4 and 93 degrees of freedom, respectively, underscore the model's statistical significance (p < 0.001). These results collectively demonstrate that the model, including internal recruitment, external recruitment, employee referrals, and online advertising as predictors, provides a substantial and significant explanation of the variance in organizational performance.
Table 4.16: Model Summary Results TC "Table 4.18: Model Summary Results" \f T \l "1" 
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	Change Statistics

	
	
	
	
	R Square Change
	F Change
	df1
	df2
	Sig. F Change

	.786
	.618
	.602
	.22830
	.618
	37.685
	4
	93
	.000

	a. Predictors: (Constant), internal recruitment, external recruitment, employee referrals, online advertising


Source: Field Data (2024)
b) ANOVA Results

The ANOVA results presented in Table 4.19 reveal the overall significance of the regression model used in the study. The regression model explains a total sum of squares of 7.857 with 4 degrees of freedom, resulting in a mean square of 1.964. This is associated with an F-value of 37.685, which is highly significant (p < 0.001). The residual sum of squares is 4.847 with 93 degrees of freedom, giving a mean square of 0.052. The total sum of squares for the dependent variable, organizational performance, is 12.704 with 97 degrees of freedom. The highly significant F-test indicates that the model significantly improves the prediction of organizational performance compared to a model with no predictors. This result supports the effectiveness of the predictors; internal recruitment, external recruitment, employee referrals, and online advertising in explaining variations in organizational performance.
Table 4.19: ANOVA Results TC "Table 4.19: ANOVA Results" \f T \l "1" 
	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	7.857
	4
	1.964
	37.685
	.000

	
	Residual
	4.847
	93
	.052
	
	

	
	Total
	12.704
	97
	
	
	

	a. Dependent Variable: organizational performance

	b. Predictors: (Constant), internal recruitment, external recruitment, employee referrals, online advertising


Source: Field Data (2024)
Table 4.17: Coefficient Regression Results TC "Table 4.20: Coefficient Regression Results" \f T \l "1" 
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.
	95.0% Confidence Interval for B

	
	B
	Std. Error
	Beta
	
	
	Lower Bound
	Upper Bound

	1
	(Constant)
	.028
	.188
	
	.151
	.881
	.346
	.402

	
	Internal Recruitment
	.223
	.033
	.511
	6.730
	.000
	.157
	.289

	
	External Recruitment
	.085
	.023
	.280
	3.614
	.000
	.038
	.131

	
	Employee Referrals
	.076
	.024
	.215
	3.202
	.002
	.029
	.123

	
	Online Advertising
	.064
	.029
	.147
	2.233
	.028
	.007
	.121

	a. Dependent Variable: organizational performance


Source: Field Data (2024)
4.6.1 The Influence of Internal Recruitment on Organizational Performance TC "4.6.1 The Influence of Internal Recruitment on Organizational Performance" \f C \l "1"  

The regression analysis indicates a significant positive impact of Internal Recruitment on Organizational Performance within the Public Service Recruitment Secretariat in Dodoma, Tanzania. The standardized coefficient for Internal Recruitment is 0.511, suggesting that for each one-unit increase in Internal Recruitment practices, Organizational Performance is expected to improve by approximately 0.511 units. This effect is statistically significant, with a t-value of 6.730 and a p-value of 0.000, confirming that Internal Recruitment plays a crucial role in enhancing Organizational Performance. The 95% confidence interval for this coefficient ranges from 0.157 to 0.289, reinforcing the robustness of this positive relationship. The constant term of 0.028, with a t-value of 0.151 and a p-value of 0.881, is not statistically significant, indicating that the baseline level of Organizational Performance, without considering Internal Recruitment, remains close to zero. This analysis underscores that effective Internal Recruitment strategies are vital for boosting Organizational Performance, reflecting a substantial contribution to the Secretariat's efficiency and effectiveness.
4.6.2 The Influence of External Recruitment on Organizational Performance TC "4.6.2 The Influence of External Recruitment on Organizational Performance" \f C \l "1"  
The results reveal a significant positive effect of External Recruitment on Organizational Performance within the Public Service Recruitment Secretariat in Dodoma, Tanzania. The standardized coefficient for External Recruitment is 0.280, which means that a one-unit increase in External Recruitment practices is associated with a 0.280-unit improvement in Organizational Performance. This relationship is statistically significant, as evidenced by a t-value of 3.614 and a p-value of 0.000, indicating that External Recruitment significantly enhances Organizational Performance. The 95% confidence interval for this coefficient ranges from 0.038 to 0.131, supporting the validity of this positive effect. The constant term of 0.028, with a t-value of 0.151 and a p-value of 0.881, is not statistically significant, suggesting that, in the absence of External Recruitment, the baseline level of Organizational Performance is close to zero. This finding highlights the importance of implementing effective External Recruitment strategies to attract qualified candidates and improve the performance outcomes of the Secretariat.
4.6.3 The Influence of Employee Referrals on Organizational Performance TC "4.6.3 The Influence of Employee Referrals on Organizational Performance" \f C \l "1"  

The analysis shows a significant positive influence of Employee Referrals on Organizational Performance within the Public Service Recruitment Secretariat in Dodoma, Tanzania. The standardized coefficient for Employee Referrals is 0.215, indicating that each one-unit increase in Employee Referrals is associated with a 0.215 unit enhancement in Organizational Performance. This effect is statistically significant, with a t-value of 3.202 and a p-value of 0.002, underscoring the importance of Employee Referrals in improving Organizational Performance. The 95% confidence interval for this coefficient ranges from 0.029 to 0.123, confirming the substantial positive impact of Employee Referrals. The constant term of 0.028, with a t-value of 0.151 and a p-value of 0.881, is not statistically significant, suggesting that without the influence of Employee Referrals, the baseline level of Organizational Performance is not significantly different from zero. This result emphasizes the value of leveraging existing employees' networks to enhance recruitment outcomes and boost Organizational Performance.
4.6.4 Influence of Online Advertising on Organizational Performance TC "4.6.4 Influence of Online Advertising on Organizational Performance" \f C \l "1" 
The regression analysis reveals a positive and statistically significant effect of Online Advertising on Organizational Performance within the Public Service Recruitment Secretariat in Dodoma, Tanzania. The standardized coefficient for Online Advertising is 0.147, indicating that for each one-unit increase in Online Advertising efforts, Organizational Performance is expected to improve by approximately 0.147 units. This effect is significant, with a t-value of 2.233 and a p-value of 0.028, suggesting that Online Advertising contributes positively to enhancing Organizational Performance. 
The 95% confidence interval for this coefficient ranges from 0.007 to 0.121, supporting the reliability of this positive association. The constant term of 0.028, with a t-value of 0.151 and a p-value of 0.881, is not statistically significant, indicating that the baseline level of Organizational Performance, without considering Online Advertising, is close to zero. These finding highlights that while Online Advertising has a positive impact on Organizational Performance, its effect is relatively smaller compared to other recruitment strategies. Nonetheless, it remains an important component of a comprehensive recruitment strategy for improving the Secretariat’s performance.
4.7 Summary of Multiple Regression Results TC "4.7 Summary of Multiple Regression Results" \f C \l "1" 
The multiple regression analysis conducted in this study led to the acceptance of all alternative hypotheses. Specifically, the analysis confirmed that internal recruitment positively influences organizational performance, supporting the hypothesis that internal recruitment has a positive effect. Similarly, external recruitment demonstrated a significant positive impact, affirming its importance in enhancing organizational outcomes. Employee referrals also exhibited a notable positive association with organizational performance, indicating that referrals contribute to better job fit and productivity. Lastly, online advertising showed a significant positive influence, highlighting its role in attracting talent and improving organizational performance. 
These findings collectively emphasize the significant contributions of recruitment strategies internal recruitment, external recruitment, employee referrals, and online advertising to the organizational performance of the Public Service Recruitment Secretariat in Dodoma, Tanzania. For p-values greater than 0.05, which were not observed in this study, such results indicate a lack of statistical significance, meaning that the predictor variable does not have a meaningful relationship with the outcome variable. In such cases, the null hypothesis would fail to be rejected, suggesting that the recruitment strategy in question might not have a direct or measurable effect on organizational performance.
Table 4.18: Summary of Multiple Regression Results TC "Table 4.21: Summary of Multiple Regression Results" \f T \l "1" 
	S/N
	Hypothesis
	Results

	1
	Internal recruitment has a positive effect on organizational performance.
	Accepted  

	2
	External recruitment has a positive effect on organizational performance.
	Accepted  

	3
	Employee referrals have a positive effect on organizational performance.
	Accepted  

	4
	Online advertising has a positive effect on organizational performance. 
	Accepted  


4.8 Discussion of Findings TC "4.8 Discussion of Findings" \f C \l "1" 
4.8.1 The Influence of Internal Recruitment on Organizational Performance TC "4.8.1 The Influence of Internal Recruitment on Organizational Performance" \f C \l "1"  

The current study found that internal recruitment has a significant positive impact on organizational performance within the Public Service Recruitment Secretariat in Dodoma, Tanzania, suggesting that enhancing internal recruitment efforts leads to improved organizational outcomes. This finding is supported by Almazan et al. (2021), who conducted research in Mexico and found that internal recruitment had a significant positive effect on organizational performance. Their study highlighted that internal recruitment not only boosted employee motivation but also improved retention rates, a result that aligns closely with the current study’s emphasis on the benefits of promoting from within to foster loyalty and enhance performance.
Similarly, Thompson et al. (2022) explored the effects of internal promotions on organizational outcomes in the UK and found that promoting from within led to significant improvements in organizational efficiency. Their research showed that internal promotions helped reduce onboarding times and enhance overall performance by leveraging the capabilities of existing employees. This supports the current study’s findings, which indicate that internal recruitment enhances performance by optimizing the skills of current employees while minimizing the costs and time associated with hiring externally.
In Kenya, Mwangi et al. (2023) examined the role of internal recruitment in organizational efficiency and employee satisfaction. Their study revealed that internal recruitment significantly contributed to both organizational efficiency and employee satisfaction, reinforcing the results of the current study. Mwangi et al. concluded that internal recruitment practices are effective in improving organizational performance, as they allow organizations to harness the potential of their existing human resources, echoing the findings in Dodoma.
Patel and Kumar (2023) conducted a study in India that looked at the effects of internal recruitment on job satisfaction and performance metrics. Their findings showed that internal recruitment strategies improved job satisfaction, which in turn led to better performance outcomes. This is consistent with the current study, which found a positive relationship between internal recruitment and organizational performance. Patel and Kumar’s research further emphasizes the importance of internal recruitment in enhancing employee morale and overall performance.
Ndlovu and Dlamini (2024) carried out research in South Africa and found that internal recruitment positively impacted organizational performance by utilizing the existing skills and knowledge of current employees. Their study supports the current findings, highlighting that internal recruitment not only improves performance but also effectively taps into the expertise of existing staff members. This reflects the situation in Dodoma, where internal recruitment is seen as a strategy for enhancing organizational performance through the optimal use of available human resources.
On the other hand, some studies present contrasting findings. For example, Beveridge et al. (2022) conducted research in Canada and found that an over-reliance on internal recruitment could limit fresh perspectives within the organization, potentially stifling innovation and growth. Their study suggested that a balance between internal and external recruitment is necessary to ensure organizations remain adaptable and competitive, which contrasts with the findings of the current study, which emphasize the positive impact of internal recruitment on performance.
Similarly, Li et al. (2023) explored the effects of internal recruitment in China and found that it could lead to the development of a "clique culture" within organizations, fostering unhealthy competition, favoritism, and dissatisfaction among employees not selected for promotions. This could negatively affect organizational performance. While the current study did not observe such outcomes in Dodoma, Li et al.’s research suggests that internal recruitment could have adverse effects if not managed properly, particularly in organizations where there is a lack of inclusivity or fairness in promotion practices.
The differences in findings across these studies may stem from various factors, such as cultural differences, organizational structures, and contextual factors. In countries like Mexico, Kenya, and Tanzania, internal recruitment is often viewed positively, as it is associated with promoting loyalty and utilizing the knowledge of existing employees, leading to improved performance. However, in more dynamic or competitive environments like Canada and China, over-reliance on internal recruitment may result in stagnation and a lack of innovation, which could hinder performance. These contrasting findings underscore the importance of considering the specific organizational and cultural context when assessing the impact of internal recruitment on organizational outcomes.

In conclusion, while many studies, including Almazan et al. (2021), Thompson et al. (2022), Mwangi et al. (2023), Patel and Kumar (2023), and Ndlovu and Dlamini (2024), support the notion that internal recruitment enhances organizational performance, the contrasting findings of Beveridge et al. (2022) and Li et al. (2023) highlight potential drawbacks. These differences in results suggest that while internal recruitment can be highly beneficial, organizations must carefully manage their recruitment strategies to avoid potential negative outcomes, such as a lack of diversity or employee dissatisfaction. Further research should explore how organizational culture and the balance between internal and external recruitment influence the effectiveness of internal recruitment strategies.
4.8.2 The Influence of External Recruitment on Organizational Performance TC "4.8.2 The Influence of External Recruitment on Organizational Performance" \f C \l "1"  

The current study found that external recruitment has a significant positive influence on organizational performance within the Public Service Recruitment Secretariat in Dodoma, Tanzania. The results suggest that an increase in external recruitment efforts leads to improvements in organizational outcomes. This finding highlights the value of external recruitment in enhancing organizational performance by introducing fresh perspectives and new skills into the workforce. Similarly, Brown et al. (2021) conducted research in Australia, finding that external recruitment had a substantial positive impact on organizational performance by bringing in fresh perspectives and skill sets. Their study showed that external recruits played a critical role in driving performance improvements, as they offered new competencies that contributed to overall success. This aligns with the current study, emphasizing the importance of external recruitment in enriching the organizational skill set.

Lee and Park (2022) explored the impact of external recruitment on performance outcomes in South Korea and found that external recruits significantly contributed to organizational performance by filling skill gaps and bringing innovative ideas. Their study reinforced the findings of this research, showing that the influx of new talent not only addresses existing deficiencies but also introduces innovative approaches to enhance organizational performance. Lee and Park’s results emphasize that external recruitment can serve as a catalyst for driving organizational success by infusing the workforce with much-needed skills and creative problem-solving capabilities.
In Brazil, Gomez et al. (2023) assessed the impact of external recruitment on organizational effectiveness and found that external recruitment positively influenced performance by diversifying the skill sets within the organization. Their research indicated that the introduction of external hires could significantly enhance organizational performance by broadening the diversity of expertise, which contributed to better decision-making and overall effectiveness. This aligns with the current study’s findings, suggesting that external recruitment is crucial in diversifying the skills and perspectives within an organization, ultimately leading to better performance outcomes.
Morris and White (2023) examined the influence of external recruitment on organizational performance in the USA and found that external hires brought new skills and expertise, which positively impacted performance. Their study concluded that organizations could benefit significantly from the infusion of new talent, which contributes to improving operational efficiency and organizational performance. This finding complements the current study, which also underscores the importance of external recruitment in enhancing organizational capabilities by integrating skilled individuals from outside the organization.
Nguyen et al. (2024) conducted research in Vietnam on the effects of external recruitment on organizational performance and found that external recruitment was positively associated with improved performance outcomes. Their study emphasized that external recruitment led to an influx of new ideas and skills, which were crucial in driving organizational success. This is consistent with the findings of the study in Dodoma, further supporting the idea that external recruitment significantly contributes to the enhancement of organizational performance by integrating fresh talent into the workforce.
On the other hand, some studies offer contrasting views on the potential negative aspects of external recruitment. For instance, Johnson et al. (2022) found in their study in the UK that an over-reliance on external recruitment could lead to a lack of organizational cohesion and a potential disconnect between new hires and existing employees. They argued that while external recruits bring new skills, they might not be familiar with the organizational culture, which could lead to integration challenges and hinder overall performance. This presents a potential drawback of external recruitment that was not observed in the current study, but warrants consideration in future research.
Similarly, Patel and Kumar (2023) explored the effects of external recruitment in India and found that external hires could sometimes face difficulties in adapting to the organizational environment, which could result in initial performance lags. They suggested that a careful balance between internal and external recruitment might be necessary to avoid disruptions caused by external hires. While the current study found a positive relationship between external recruitment and organizational performance, these studies suggest that the integration process for external recruits may need to be carefully managed to ensure that they contribute positively without disrupting organizational dynamics.
These differences in findings may be attributed to variations in organizational cultures, recruitment strategies, and employee integration practices across different countries and contexts. In countries like Australia, South Korea, Brazil, the USA, and Vietnam, external recruitment is seen as a key strategy for enhancing organizational performance through the introduction of new skills and perspectives. However, in environments like the UK and India, where organizational culture plays a significant role in performance outcomes, external recruitment may pose integration challenges that could impact organizational effectiveness.
In conclusion, while the studies by Brown et al. (2021), Lee and Park (2022), Gomez et al. (2023), Morris and White (2023), and Nguyen et al. (2024) consistently support the positive impact of external recruitment on organizational performance, the contrasting findings of Johnson et al. (2022) and Patel and Kumar (2023) highlight potential challenges in integrating external hires. These differences underscore the importance of carefully managing the external recruitment process to ensure that new hires align with the organization's culture and contribute to its long-term success. Further research should explore how organizations can balance external recruitment with effective onboarding and integration strategies to maximize the benefits of bringing in new talent.
4.8.3 The Influence of Employee Referrals on Organizational Performance TC "4.8.3 The Influence of Employee Referrals on Organizational Performance" \f C \l "1"  

The current study found that employee referrals have a significant positive influence on organizational performance within the Public Service Recruitment Secretariat in Dodoma, Tanzania. This suggests that leveraging the networks of existing employees to recruit new talent results in improved organizational outcomes. This finding is consistent with the research by Smith and Johnson (2021) in the UK, which demonstrated that employee referrals positively impacted organizational performance by ensuring a better cultural fit between new hires and the organization. Their study emphasized that referred employees, who are often familiar with the company culture through their referrers, are more likely to integrate successfully and perform well. This aligns with the findings of the current study, highlighting the crucial role that employee referrals play in improving organizational outcomes by ensuring new recruits align with the organization’s values and expectations.
In Vietnam, Nguyen and Tran (2022) conducted research on the role of employee referrals in improving organizational performance and found that referred employees performed better and contributed more effectively to the organization’s goals. Their study echoed the current study's results by illustrating that employee referrals lead to improved performance through better cultural fit and initial performance expectations. They noted that employees referred by current staff tend to have higher engagement levels and are more likely to succeed in their roles, which enhances overall organizational performance. This supports the view that employee referral programs can be an effective recruitment strategy that leads to better performance outcomes.
Similarly, Garcia et al. (2023) assessed the influence of employee referrals on organizational performance in Spain and found that organizations utilizing employee referral programs experienced significant improvements in performance. Their study showed that referred employees had higher quality and lower turnover rates, which contributed to overall organizational success. This aligns with the current study's findings in Dodoma, emphasizing that employee referrals help in attracting high-quality candidates who are more likely to remain with the organization, thus contributing to sustained improvements in performance. The reduction in turnover and the ability to retain top talent are key factors that drive long-term organizational success.
Lee et al. (2023) explored the impact of employee referrals on performance outcomes in South Korea, finding that referrals led to better organizational performance by attracting candidates who could integrate smoothly into teams. Their study reinforced the findings of this research, demonstrating that employee referrals contribute significantly to organizational success by enhancing team cohesion and productivity. They noted that referred employees, who often come from similar professional backgrounds as their referrers, are more likely to be aligned with the team’s working style, thus improving collaboration and efficiency. This further supports the conclusion that employee referral programs are an effective strategy for improving organizational performance.
In China, Chen and Wang (2024) examined the effects of employee referrals on organizational performance and found that referrals positively influenced performance by bringing in pre-vetted, high-quality candidates. Their study showed that referred employees, due to their pre-existing connections with the organization, were more likely to succeed and perform well in their roles. This aligns with the current study’s findings in Dodoma, where employee referrals contributed to better organizational performance by ensuring that new hires were highly compatible with the organization’s needs. This reinforces the value of employee referrals as a recruitment strategy that enhances both the quality and success rate of new hires, ultimately benefiting organizational performance.
While the studies cited above collectively support the positive impact of employee referrals on organizational performance, it is important to consider potential limitations. Some studies, such as that by Thompson et al. (2022), suggest that employee referral programs can sometimes lead to a lack of diversity within the organization. They found that relying heavily on employee referrals may result in recruiting candidates from similar backgrounds, which could hinder innovation and limit the organization’s ability to adapt to diverse market needs. Although the current study did not specifically address this issue, it is worth noting that a balanced approach to recruitment, incorporating both referrals and other methods, may be necessary to ensure diversity and innovation within the workforce.

These differing viewpoints highlight the need for a nuanced understanding of employee referral programs. While they are undoubtedly effective in enhancing organizational performance by improving cultural fit and attracting high-quality candidates, organizations must also consider the potential risks related to diversity and over-reliance on referrals. Future research could explore how to balance employee referrals with other recruitment strategies to maximize the benefits while minimizing any potential drawbacks.
In conclusion, the studies by Smith and Johnson (2021), Nguyen and Tran (2022), Garcia et al. (2023), Lee et al. (2023), and Chen and Wang (2024) provide strong evidence of the positive impact of employee referrals on organizational performance. They highlight that employee referrals can enhance performance by ensuring a better fit between new hires and the organization’s culture, improving integration, and reducing turnover. These findings support the effectiveness of employee referral programs as a recruitment strategy that contributes to organizational success. However, future research should also explore strategies to mitigate the potential risks of limited diversity and ensure a balanced recruitment approach.
4.8.4 Influence of Online Advertising on Organizational Performance TC "4.8.4 Influence of Online Advertising on Organizational Performance" \f C \l "1" 
The study indicates that online advertising significantly affects organizational performance at the Public Service Recruitment Secretariat in Dodoma, Tanzania, emphasizing the effectiveness of online platforms in improving recruitment outcomes. Davis and Murphy (2021) investigated the impact of online advertising on organizational performance in the USA and found that it improved organizational performance by reaching a larger pool of qualified candidates and enhancing recruitment efficiency. This result aligns with the findings of the current study, showing that broadening the candidate pool leads to better organizational outcomes. Both studies demonstrate how online advertising can enhance recruitment efforts by attracting a diverse range of talent.
Similarly, Miller et al. (2022) explored the role of online advertising in recruitment in Australia, revealing that it positively impacted organizational performance by increasing the quality of applicants and speeding up the hiring process. This finding supports the results of the current study, emphasizing that online advertising not only increases the quantity of applicants but also improves the quality of candidates, which is essential for enhancing organizational performance. The ability to quickly source qualified candidates and streamline recruitment processes is a shared benefit between the studies, reinforcing the effectiveness of online advertising in organizational settings.
Patel and Kumar (2023), in their study on the effects of online advertising on organizational performance in India, found that online advertising contributed to better performance by enhancing brand visibility and attracting a diverse talent pool. Their study reinforces the findings from Dodoma, showing that online advertising helps organizations to expand their reach and bring in diverse candidates, which can enhance organizational success by introducing new perspectives and ideas. This highlights that online advertising has a positive impact on both the visibility and diversity of talent, crucial components for driving performance.

On the other hand, Nguyen and Ho (2023) examined the influence of online advertising in Vietnam and concluded that it led to more targeted and effective recruitment campaigns. This finding aligns with the current study’s results, reinforcing the idea that online advertising not only increases the pool of candidates but also allows for more specific targeting, ensuring a better fit for the organization's needs. However, this benefit may not always be realized if the recruitment campaign is poorly targeted, which brings attention to the importance of optimizing online recruitment strategies for maximum efficiency.
Chen and Liu (2024) assessed the impact of online advertising on organizational performance in China and concluded that online advertising improved performance by increasing the number of quality applicants and enhancing recruitment efficiency. This supports the findings of the current research in Dodoma, validating the positive role of online advertising in enhancing recruitment efforts and overall organizational performance. Like other studies, this research underscores the importance of reaching a broader audience and streamlining the recruitment process to attract top talent.
However, contrasting studies, such as that of Thompson et al. (2022), suggest that while online advertising can expand the candidate pool, it may sometimes lead to an overwhelming number of applications, which can pose challenges for recruiters in terms of sifting through candidates efficiently. Thompson et al. (2022) argued that an influx of unqualified candidates could overwhelm recruitment teams, making it harder to maintain quality control and ultimately impacting the efficiency of the hiring process. This issue is particularly relevant in larger organizations or those that post positions on widely used platforms where the competition for talent is fierce.
Additionally, a study by Zhang and Li (2021) in China argued that online advertising might not always lead to improved performance due to the overwhelming volume of applications and the difficulties organizations face in effectively evaluating a large pool of candidates. They noted that without proper screening and filtering systems, online advertising could lead to a higher number of unsuitable candidates, which may not improve organizational performance as expected. This perspective contrasts with the general consensus of online advertising enhancing recruitment quality, pointing to the importance of implementing effective screening and candidate selection processes to maximize its potential benefits.
In conclusion, while the majority of studies, including those by Davis and Murphy (2021), Miller et al. (2022), Patel and Kumar (2023), Nguyen and Ho (2023), and Chen and Liu (2024), support the positive influence of online advertising on organizational performance by broadening candidate reach and improving recruitment efficiency, there are contrasting findings that highlight potential challenges. Studies like those of Thompson et al. (2022) and Zhang and Li (2021) point out that the effectiveness of online advertising can be limited if there is an overwhelming volume of applications or poor candidate filtering systems. These contrasting findings underscore the importance of optimizing online recruitment strategies and ensuring efficient screening processes to fully harness the benefits of online advertising for organizational performance.
CHAPTER FIVE TC "CHAPTER FIVE" \f C \l "1" 
SUMMARY OF FINDINGS, CONCLUSION AND RECOMMENDATIONS TC "SUMMARY OF FINDINGS, CONCLUSION AND RECOMMENDATIONS" \f C \l "1" 
5.1 Introduction TC "5.1 Introduction" \f C \l "1"  
This chapter serves as the conclusion of the study's findings and offers practical recommendations derived from the research outcomes related to each objective.
5.2 Summary of Findings TC "5.2 Summary of Findings" \f C \l "1" 
The results of the regression analysis provided compelling evidence of the positive influence of various recruitment strategies on organizational performance within the Public Service Recruitment Secretariat (PSRS) in Dodoma, Tanzania. Each recruitment strategy examined Internal Recruitment, External Recruitment, Employee Referrals, and Online Advertising was found to play a critical role in enhancing the Secretariat’s ability to meet its operational objectives and service delivery mandates.
Internal Recruitment was found to have the most significant positive impact on organizational performance. This strategy involves filling vacancies by promoting or transferring current employees within the organization. The analysis indicated that every increase in the use of internal recruitment practices correlated with marked improvements in performance. This is likely because internal candidates are already familiar with the organizational culture, policies, and procedures, leading to reduced onboarding time and faster productivity. Moreover, promoting from within serves as a motivational tool, boosting employee morale, job satisfaction, and retention, which are critical drivers of institutional effectiveness and long-term sustainability.

External Recruitment also demonstrated a significant positive influence on performance outcomes. This strategy involves attracting and hiring individuals from outside the organization. External recruitment was particularly effective in bridging skill and knowledge gaps that could not be filled internally. The influx of new talent introduced fresh perspectives, innovative ideas, and diverse experiences that enriched decision-making and problem-solving within the Secretariat. Additionally, this strategy helped mitigate issues of stagnation and internal complacency by infusing the organization with new energy and competencies aligned with evolving public service demands.
Employee Referrals emerged as another vital recruitment strategy positively impacting organizational performance. The practice of encouraging current employees to refer qualified candidates from their personal and professional networks proved to be both cost-effective and efficient. Referred candidates often have a higher likelihood of cultural fit and longer tenure, which translates into reduced turnover rates and consistent performance. Furthermore, this strategy leverages employees as brand ambassadors, fostering a sense of ownership and involvement in the recruitment process, which can enhance internal cohesion and engagement.
Online Advertising, while showing a smaller but still positive effect, contributed meaningfully to the Secretariat’s recruitment effectiveness. By leveraging digital platforms such as job portals, organizational websites, and social media, the PSRS was able to broaden its reach to a wider, more diverse audience. This not only increased the visibility of job openings but also improved the quality and quantity of applications received. Online channels allowed for more targeted recruitment campaigns, real-time interaction with potential applicants, and reduced time-to-hire, all of which support organizational agility and responsiveness.
Overall, the regression analysis confirmed that a diversified recruitment strategy is essential for optimizing organizational performance. By combining internal growth opportunities with external talent acquisition, leveraging the social networks of current employees, and embracing digital recruitment technologies, the Public Service Recruitment Secretariat was able to achieve greater operational efficiency, innovation, and goal attainment. These findings underscore the importance of adopting a comprehensive and integrated recruitment approach to enhance human capital development and organizational excellence in the public sector.
5.3 Implication of the Study Findings TC "5.3 Implication of the Study Findings" \f C \l "1" 
5.3.1 Implication to the Managers TC "5.3.1 Implication to the Managers" \f C \l "1" 
The findings underscore the need for managers to adopt a strategic approach to recruitment that balances internal and external hiring. Managers should prioritize creating clear pathways for internal promotions and transfers to enhance employee motivation and leverage institutional knowledge. At the same time, they should invest in robust external recruitment strategies to address skill gaps and foster innovation. These dual approaches will not only improve organizational performance but also build a more adaptive and capable workforce.

5.3.2 Implication to the Practitioners TC "5.3.2 Implication to the Practitioners" \f C \l "1" 
Recruitment practitioners are encouraged to embrace a diverse array of strategies, including employee referrals and online advertising. By doing so, they can enhance the effectiveness of their recruitment efforts while maintaining cost-efficiency. The study highlights the importance of utilizing digital platforms to reach a wider audience and employing employee referrals to tap into trusted networks. Practitioners should also focus on designing recruitment campaigns that align with organizational goals to ensure that they attract candidates who contribute to long-term performance improvements.
5.3.3 Implication to the Employees TC "5.3.3 Implication to the Employees" \f C \l "1" 
For employees, the study highlights the value of their active participation in the recruitment process through referrals. Employees can play a pivotal role in shaping the organization's workforce by recommending qualified candidates, thereby fostering a sense of ownership and engagement. Additionally, employees benefit from internal recruitment practices that offer growth opportunities and career advancement, motivating them to perform at their best and contribute to the organization's success.
5.3.4 Implications for Academia TC "5.3.4 Implications for Academia" \f C \l "1" 
This study provides valuable insights into the relationship between recruitment strategies, such as internal and external recruitment, employee referrals, and online advertising, and organizational performance. It contributes to the growing body of literature on human resource management and organizational behavior by offering empirical evidence of how various recruitment methods can enhance organizational effectiveness. Researchers in academia can build on this study by exploring the impact of other recruitment strategies, analyzing their long-term effects on organizational performance, and examining the role of technology and data analytics in improving recruitment processes. Furthermore, this research can encourage further exploration into the cultural and contextual factors that influence the effectiveness of these recruitment practices, particularly in different sectors and geographical locations.
5.3.5 Implications for Industry TC "5.3.5 Implications for Industry" \f C \l "1" 
For industry professionals, especially those in human resource management and recruitment, this study provides practical insights on the significance of strategic recruitment practices in driving organizational success. By emphasizing the positive influence of external recruitment, employee referrals, and online advertising, organizations can tailor their recruitment strategies to attract high-quality talent, improve employee retention, and ultimately enhance overall performance. This study highlights the importance of utilizing diverse recruitment methods that align with organizational goals and the need to continuously evaluate and refine these strategies to maintain competitive advantage. Industry practitioners can apply these findings to create more efficient and effective recruitment campaigns that meet the evolving demands of the labor market.
5.3.6 Implications for Policymakers TC "5.3.6 Implications for Policymakers" \f C \l "1" 
For policymakers, particularly those involved in public service recruitment and workforce development, this study highlights the importance of integrating effective recruitment practices to improve organizational performance within public institutions. The findings suggest that promoting external recruitment, employee referrals, and online advertising could help in attracting skilled professionals to the public sector, which is essential for delivering better services to the public. Policymakers can use this study to advocate for the implementation of recruitment policies that encourage transparency, diversity, and the use of modern technologies in the hiring process. Additionally, the study may encourage policymakers to consider how recruitment strategies can be harmonized across public institutions to ensure a more efficient and equitable workforce, ultimately contributing to better public service delivery.
5.4 Conclusion TC "5.4 Conclusion" \f C \l "1" 
This section presents the conclusions based on the findings for each specific research objective. The conclusions highlight how various recruitment strategies, including internal recruitment, external recruitment, employee referrals, and online advertising, influence organizational performance within the Public Service Recruitment Secretariat in Tanzania. Each conclusion provides insights into the effectiveness of these strategies and their contribution to enhancing the Secretariat's operational efficiency and overall performance.
5.4.1 Influence of Internal Recruitment on Organizational Performance TC "5.4.1 Influence of Internal Recruitment on Organizational Performance" \f C \l "1" 
The study concluded that internal recruitment significantly enhances organizational performance by promoting efficiency and effectiveness within the Public Service Recruitment Secretariat. Practices like internal promotions and transfers enable the organization to capitalize on existing employee knowledge and experience, fostering loyalty and reducing onboarding time. This strategy also motivates employees to perform better, knowing that career progression opportunities exist within the organization.
5.4.2 Influence of External Recruitment on Organizational Performance TC "5.4.2 Influence of External Recruitment on Organizational Performance" \f C \l "1" 
External recruitment was found to play a critical role in improving organizational performance by addressing skill gaps and introducing new ideas and perspectives. By sourcing talent externally, the Secretariat was able to diversify its workforce and gain access to a broader range of competencies. This strategy is particularly important for fostering innovation and ensuring the organization remains competitive in meeting its goals.
5.4.3 Influence of Employee Referrals on Organizational Performance TC "5.4.3 Influence of Employee Referrals on Organizational Performance" \f C \l "1" 
The findings highlighted employee referrals as a cost-effective and impactful recruitment method that significantly contributes to organizational performance. By leveraging the networks of current employees, the organization gained access to trusted and pre-vetted candidates. This not only reduced recruitment costs but also enhanced the quality of hires, as referred candidates often align well with the organizational culture and values.
5.4.4 Influence of Online Advertising on Organizational Performance TC "5.4.4 Influence of Online Advertising on Organizational Performance" \f C \l "1" 
The study concluded that online advertising, though having a smaller impact compared to other strategies, still positively influenced organizational performance. Digital platforms and social media provided the Secretariat with a broader reach, increasing the visibility of job openings and attracting diverse and qualified candidates. This strategy demonstrated the importance of modern technology in making recruitment processes more efficient and accessible.
5.5 Recommendations TC "5.5 Recommendations" \f C \l "1" 
Based on the findings of the study, the following recommendations are proposed to enhance organizational performance in Tanzania by strengthening teamwork practices, job security, and compensation strategies. These measures aim to create a supportive and effective workforce while addressing recruitment practices to ensure long-term organizational success:
5.5.1 Internal Recruitment TC "5.5.1 Internal Recruitment" \f C \l "1" 
Organizations should prioritize internal recruitment to leverage the skills and experiences of current employees. Promoting from within fosters a sense of job security and recognition, which enhances employee morale and engagement. Additionally, internal recruitment can improve teamwork as employees are already familiar with organizational culture and work dynamics, facilitating smoother collaboration and faster adaptation to new roles.
5.5.2 External Recruitment TC "5.5.2 External Recruitment" \f C \l "1" 
While internal recruitment is beneficial, external recruitment should also be used strategically to introduce fresh perspectives and innovative ideas. Hiring externally allows organizations to fill skill gaps that may not exist within the current workforce, contributing to improved organizational performance. Careful selection during external recruitment ensures that new hires align with the organization's goals and values while promoting diversity and inclusion in the workplace.
5.5.3 Employee Referrals TC "5.5.3 Employee Referrals" \f C \l "1" 
Employee referral programs should be strengthened to attract qualified candidates who can positively influence organizational performance. Employees often recommend individuals who are a good fit for the organization’s culture and expectations, which can reduce recruitment time and costs. Encouraging referrals also enhances teamwork, as referred employees often integrate more effectively into teams, benefiting from their sponsor's guidance and support during the onboarding process.
5.6 Limitations of the Study TC "5.6 Limitations of the Study" \f C \l "1" 
This study faced several limitations that may have influenced the findings and their generalizability. First, the research was conducted within a specific geographical and organizational context in Tanzania, which may limit the applicability of the results to other regions or sectors with different economic, cultural, or organizational dynamics. Second, the study relied on both quantitative and qualitative data, and while this mixed-methods approach provided a comprehensive understanding, potential biases in data collection, such as respondent bias or incomplete responses, could affect the reliability of the results. 
Additionally, the study focused on three specific practices teamwork, job security, and compensation while other factors influencing organizational performance, such as leadership styles, organizational culture, or external market conditions, were not explored. Lastly, time and resource constraints limited the depth of data collection and analysis, which may have restricted the ability to fully capture the complexities of the relationships examined. Future research should address these limitations to provide a broader and more nuanced understanding of the factors influencing organizational performance.
5.7 Area for Further Studies TC "5.7 Area for Further Studies" \f C \l "1" 
Further studies need to conduct more in-depth studies on the various recruitment methods used in public services, particularly in the context of developing countries like Tanzania. Future research should explore the long-term impacts of internal and external recruitment on organizational performance, employee satisfaction, and service delivery. This could include comparative studies that analyze the effectiveness of different recruitment strategies across various public agencies, providing insights into best practices and areas for improvement. 
Additionally, researchers should investigate the role of technology in modernizing recruitment processes, examining how digital tools and platforms can enhance the efficiency, transparency, and inclusivity of recruitment in the public sector. Academia can also contribute by developing curricula and training programs that equip future public service professionals with the knowledge and skills needed to manage recruitment effectively. This includes courses on talent management, diversity and inclusion, and the use of data analytics in recruitment. By advancing research and education in this field, academia can play a crucial role in improving public recruitment practices and, by extension, the overall performance of public services.
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Appendix I: The Research Questionnaire

Dear respondent,

Thank you for your interest in participating in my research study. I am NYAKUYA G. WANG’UBA, a student at Open University in Tanzania, and I am investigating the relationship between recruitment strategies and organizational performance in Tanzania, with a specific focus on the Public Service Recruitment Secretariat in Dodoma.

Your input and responses are crucial to the success of this study. Your participation is completely voluntary, and all the information you provide will be treated with the utmost confidentiality. Your answers will only be used for academic purposes and will not be disclosed to anyone outside of the research team.

Please answer each question in the attached questionnaire to the best of your knowledge and experience. Your honest and thoughtful responses will greatly contribute to the quality and validity of the study's findings.

If you have any concerns or questions about the research study or the questionnaire, please feel free to reach out to me. Your cooperation and participation are highly appreciated.

Thank you once again for your valuable contribution.

Section 1: Demographic Information

1. What is your age? ……………

2. What is your gender?

a) Male

b) Female 

3. What is your current job position?

a) Manager

b) Officer

c) Ordinary staff

4. How long have you been working in your current position?

a) Less than a year

b) 2 – 5 years

c) More than 5 years 

Section 2: Internal Recruitment

5. To what extent do you agree with the following statements?

	Statement 
	Strongly agree
	Agree 
	Neutral 
	Disagree 
	Strongly disagree

	Internal recruitment leads to better knowledge transfer and continuity within the organization.
	
	
	
	
	

	Employees promoted through internal recruitment tend to be more committed and motivated, resulting in improved organizational performance.
	
	
	
	
	

	Internal recruitment enhances employee morale and job satisfaction, contributing to higher productivity levels.
	
	
	
	
	

	Internal recruitment allows for the utilization of existing employee skills and knowledge, leading to increased efficiency and effectiveness.
	
	
	
	
	

	Internal recruitment positively impacts organizational performance by reducing the time and costs associated with external hiring and onboarding.
	
	
	
	
	


Section 3: External Recruitment

6. To what extent do you agree with the following statements?

	Statement 
	Strongly agree
	Agree 
	Neutral 
	Disagree 
	Strongly disagree

	External recruitment brings fresh perspectives and diverse skill sets to the organization, leading to enhanced innovation and problem-solving abilities.
	
	
	
	
	

	Hiring externally allows for the introduction of new ideas and approaches, fostering adaptability and flexibility within the organization.
	
	
	
	
	

	External recruitment enables the acquisition of specialized skills and expertise that may not be available internally, improving overall organizational performance.
	
	
	
	
	

	External recruitment enhances the organization's ability to meet changing market demands and remain competitive.
	
	
	
	
	

	External recruitment brings in a fresh talent pool, which can lead to increased productivity and improved performance levels within the organization.
	
	
	
	
	


Section 4: Employee referrals 

7. To what extent do you agree with the following statements?
	Statement 
	Strongly agree
	Agree 
	Neutral 
	Disagree 
	Strongly disagree

	Employee referrals result in higher employee retention rates, contributing to improved organizational performance.
	
	
	
	
	

	Referrals from existing employees tend to align well with the organizational culture, enhancing employee engagement and teamwork.
	
	
	
	
	

	Employees hired through referrals often have a faster integration and onboarding process, leading to increased productivity.
	
	
	
	
	

	Referral candidates are more likely to possess a better understanding of the organization's goals and values, positively impacting performance.
	
	
	
	
	

	Employee referrals contribute to a higher quality of hires, leading to improved overall organizational performance.
	
	
	
	
	


Section 5: Online Advertising 

8. To what extent do you agree with the following statements?

	Statement 
	Strongly agree
	Agree 
	Neutral 
	Disagree 
	Strongly disagree

	Online advertising reaches a wider and more diverse pool of candidates, increasing the chances of finding highly qualified individuals.
	
	
	
	
	

	The use of online advertising enables organizations to attract candidates with specific skills and expertise relevant to their industry or sector.
	
	
	
	
	

	Online advertising allows for a faster and more efficient recruitment process, reducing the time-to-fill vacant positions and improving overall organizational performance.
	
	
	
	
	

	The visibility provided by online advertising enhances the organization's employer brand, positively impacting its ability to attract top talent.
	
	
	
	
	

	The use of online advertising as a recruitment strategy leads to cost savings compared to traditional recruitment methods, positively affecting organizational performance
	
	
	
	
	


Section 6: Organizational Performance

9. To what extent do you agree with the following statements?

	Statement 
	Strongly agree
	Agree 
	Neutral 
	Disagree 
	Strongly disagree

	The organization consistently delivers high-quality services to its clients
	
	
	
	
	

	The organization effectively utilizes resources and achieves desired outcomes in a timely manner.
	
	
	
	
	

	Clients express a high level of satisfaction with the organization's services.
	
	
	
	
	

	The organization demonstrates a strong ability to adapt and respond to changing market conditions
	
	
	
	
	

	The organization maintains a competitive edge in the industry through continuous innovation 
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