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ABSTRACT

Staff mobility in public service become a common phenomenon and employees move from one organization
to another voluntarily. It was conducted from Tanzania Electricity Supply Company and involved a sample
of 104 respondents. The study adopted a mixed approach whereby qualitative and quantitative approaches
were used. Moreover, a case study research design was used in which data were collected through
interviews and questionnaires. Data were analysed through content analysis and descriptive statistics using
Statistical Package for Social Sciences version 15.0. The findings indicate the presence of high employee
labour mobility among public workers through transfer. The overall findings confirmed the existence of
institutional factors as a major factor that pushes public employees to move out of the host public institution.
The institutional factors including poor career growth, unsatisfactory working relations and unsatisfactory
compensation are the key push factors for staff mobility. The study concluded that staff mobility in public
sectors is inevitable as the government allows the transfer of staff from one organization to another. The
study recommended that government institutions should improve the working environment and establish
good working relationships to retain their talented employees. The study suggests the government review
and development of harmonized and staff welfare operational policies among public institutions.

Keywords: Staff mobility, Public sector, Tanzania Electric Supply Company
INTRODUCTION

Human capital in any organization is the key resource for the company to achieve a competitive advantage
over its competitors (Jeranli, 2021). The modern management considers humans as the most important
resource for organizational success (Mbwette & Ngirwa, 2012). However, retaining human resources in
contemporary world of competing nature becomes a big challenge due to the ongoing employee mobility,
especially for talented employees. The said mobility is associated with costs in terms of the shift of
imperative knowledge, skills, and expertise from one to another competing counterparts (Castillo et al.
2019). The same may also cause a shift of relationships between goods and service providers, clients and
consumers. All these may lead to bidirectional impediments to both sides in which, the victimized firms
bear consequences to their productivity level at least for the immediate years after such shifts (Raffiee,
2017).

Staff mobility from institutions has been regarded as a critical issue in business continuity and productivity
(Al Mamun & Md. Hasan 2017), Chan et al. (2020) asserted that this issue has been a serious concern to
employers especially on how to manage staff retention which is costly to their institutions. Reducing the
level of staff mobility out of organization is essential for institutional productivity and profit generation.
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However, staff mobility can be defined as the rate of staff movement to and from the institution of interest
(Wangiri, 2015). The United Nations, Department of Economic and Social Affairs (UNDESA) indicates that
in 2019 a total of 169 million staff were globally working in countries of destination not their country of
origin. The number increased by 5 million migrant workers compared to 2017 when the estimates were 164
million migrant workers. It has been revealed that in 2019, 4.9 per cent of the labour force in destination
countries was made up of migrant workers due to global employee mobility (ILO, 2021). As a host region,
Asia has recorded fewer migrant employees standing at 0.9 per cent relative to global rate of 3.3 per cent,
Africa has recorded 1.7 per cent, while for Europe 10.3 per cent and North America 15.2 per cent (ILO,
2017).

In the African region, the alarming debate on staff mobility is evident from different scholars AU (2019).
Despite the complexity of employee mobility and its aftermath, it has been regarded as the driver for socio-
economic development from a regional perspective (Raffiee, 2017). The benefits highlighted in global staff
mobility are deemed imperative motivations for regional socio-economic development as well. The
perceived benefits have triggered the formulation of policy frameworks to foster employee mobility within
the African continent. These include the revised migration policy and its Action Plan (2018 to 2030) which
provides the key priorities including enhancement of employee mobility within Africa through a free
movement agenda. The policies have been strong underpinning tools for supporting the SDGs in the nine
areas with an emphasis on labour migration (AUC, 2018). As a result, there has been a significant increase
in the intra-African continental employee migration from 17.2 million in 2010 to 26.3 million in 2019.

Tanzania established the Employment Policy of 1999 which provides for free labour mobility of public
services employees without undermining the performance of the host institution. However, the government
discourage labour mobility which increases organizational costs for the host institution (Maige, 2018). In
realizing such costs. The government has devised various initiatives to combat staff mobility within peer
institutions and maintain similar practices to create a favourable environment for public servants. The
government established Public Service Regulations, 2003 and Standing Orders, 2009 and other Legal and
Institutional Frameworks intend to provide and guide public operations, remuneration and incentive
packages practices—for instance, entitlements for various allowances like transport, fuel, electricity,
housing and the like. The government and other public institutions established staff retention
policies/schemes, succession planning, talent management, training and development policies in Public
Institutions that aim to encourage employees to stay in the host public institution. In Tanzania, the Public
Service Management and Employment Policy (2009), provides chances for free movement of public
employees within the public service and private sectors. Employers are not allowed to restrict any public
employee to change work, particularly if the new job is related to career progression or better earnings. This
has triggered frequent transfers of employees across public institutions due to various factors.

Despite the mentioned government initiatives, staff mobility across public institutions in Tanzania is still a
major concern to employers as it has been recently increasing and threatens business continuity and
productivity of individual organizations from which labour exit is experienced. This is evident by the high
rate of staff mobility taking place across public institutions. For instance, Tanzania Electric Supply (2021)
data indicated that from 2019 to 2021 new staff transfers to TANESCO increased by 320% while in the
same period, the rate of transfers to other institutions increased by 114%. This is also evident in the findings
by Wiboga (2018) who researched the level of employee mobility in public institutions in Tanzania and
found a high rate of employees’ mobility in the public sector. Given the aforementioned initiatives put forth
by public institutions in Tanzania to improve staff retention levels, still, staff mobility across public entities
is still alarming. Therefore, this study aims at addressing the questions; what are the internal factors
influencing staff mobility across Public Institutions in Tanzania? Additionally, given the same public sector
is guided by the same national institutional frameworks and authorities, why does staff mobility exist within
the Tanzanian public sector?
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The study is guided by the Existence, Relatedness and Growth Theory developed by Alderfer (1972). The
theory improves the one stipulated by Maslow on the hierarchy of human needs. In this theory existence
implies the availability of basic needs for humankind such as food, shelter and safety. If such needs are not
met employees may be unsatisfied. However, this theory argues that there is no rigid hierarchy needed.
People may operate more than one need at a single time. For example, physiological and security needs
could be operated at the same time. The next need is relatedness which implies a social network among staff
for mutual collaboration which may lead to staff movement if not available at the workplace. The last one is
growth which implies that employees would need to grow by attaining a challenging position to utilize their
potential, skills and education. This theory stresses that human needs are not met by ascending hierarchal
orders, there are other associated factors which must be aligned with human needs to motivate staff. This is
because the needs of human beings are heterogeneous by nature and differ with time, thus placing them
equally to all people like in Maslow’s theory is incorrect. ERG theory considers different ways of meeting
the needs of people, thus, before establishing how to meet such needs one must study which ways can
motivate employees to meet such needs through various significant factors.

Taping from ERG theory underpinning this study, the following conceptual model has been established.

Independent Variables Dependent Variable

Internal/Push Factors

Poor career growth, unsatisfactory

working relations, unfair compensation

Staff Mobility

METHODOLOGY

The study used a mixed research approach based on both qualitative and quantitative research techniques
and employed purposive and random sampling techniques in collecting data from the respondents. The
study selected 104 respondents encompassing three strata namely; human resource officers, line managers
and transfers to and from TANESCO. The fact that TANESCO has nationwide staff coverage and has a lot
of experience with staff transfers to and from other public institutions in the recent past is the very reason
for it being selected as the best fit for this study. The sample profile used in this study is presented in Table
1:

Table 1: Distribution of Sample by Frequency and Percentage

S.N| Strata/Category of Respondents Frequency| Percentage
1 | Transfer to and from TANESCO 44 42.31
2 | HR Officers and Heads of Departments|43 41.35
3 [Middle and Lower Levels employees |17 16.35

This study used questionnaires which were distributed to 104 respondents and 6 key informants from top
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management staff and Officers from the President Office — Public Service Management and Good
Governance who deal with transfers for public servants. Specifically, the study employed content and
descriptive statistics analysis to establish empirical evidence on factors that push staff to other public
institutions in Tanzania. The Likert scale type of quantitatively based questionnaires was structured in a
range of 1 to 5 whereby; 1 is strongly disagree and 5 is strongly agree while a checklist of interview
questions was used to inquire relevant information from respondents.

FINDINGS AND DISCUSSION

The overall findings confirmed the existence of the factors influencing staff mobility in Tanzanian public
sector which is evident by 77% of total respondents. Figure 4.1 confirms the existence of the institutional
factors influencing staff mobility across the public sector. A total of 77% confirmed this proposition of
whom; 37% strongly agreed while 40% just agreed. However, only 12% disagreed whereby six per cent
strongly disagreed and the other six per cent disagreed. The remaining 11% per cent of respondents were
silent on this proposition. This implies the existence of internal factors within public institutions which act
as pushing factors for employees to move out of the host institution. The study findings are in line with the
findings by Mwinuka (2017) which indicated that institutional factors for labour mobility in the private
sector by taking Access Bank as a case study.

Strongly disagrees
6%

Agree |

Strongly agree 40%

37%

Neutral
11%

Disagree
6%

Figure 4.1: Presence of Key Institutional Push Factors Influencing Staff Mobility

Career growth and development of the employees play a greater role in retaining potential staff to work with
the organization. Figure 4.2 depicts that poor career growth in the host public institution pushes staff to
other public institutions that have a clear effective career growth path. As it is indicated in Figure 4.2, a total
of 70% agreed on this matter of whom 42% strongly agreed while 28% just agreed. However, only 15%
rejected this argument whereby nine per cent strongly disagreed and six per cent disagreed with this
argument. The remaining 15% per cent of the respondents did not align with either side of this argument.
This provides suggestive evidence that poor career growth is one of the internal factors influencing staff to
move out of the host public institution to the next public institution exercising an effective and clear career
growth path. This finding is in line with the study conducted by Mahundu (2022) on academic staff mobility
in Tanzanian’s Higher Learning Institutions. The author revealed that pushing factors for labour mobility
were highly influenced by the failure of host institutions to develop good career and development plans that
limit promotion for academic staff.
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Figure 4.2: Poor Career Growth in the Host Institutions

Unsatisfactory work relations have been revealed to be one of the institutional factors influencing staff
mobility from one to another public institution in Tanzania. Suggestive evidence from Figure 4.3 shows that
70% supported this matter of whom; 31% strongly agreed while 39% just agreed. However, only 14% of the
respondents rejected this argument; nine per cent strongly disagreed and five per cent disagreed with this
proposal. The remaining 16% did not comment on this argument. This implies that interpersonal
relationships among employees influence the retention of staff at the workplace and motivate employees.
The finding corresponds with the Existence, Relatedness and Growth Theory by (Alderfer, 1972) on the
importance of working relationships as human needs. The study in line with the study conducted by
Mbwette and Ngirwa (2012) on their study on the challenges of human resource management in Higher
Learning Institutions in Tanzania. Their findings revealed that poor relationships between employee to
employee, employees to management as well as organizational politics may negatively influence the
employees to leave the organization. The finding was also supported by a key informant on the poor
working relations who stated that;

“The factors that influence many employees to ask for transfer from the host institution is the poor
relationship between employees and management. The lower level employees feel insecure to work with
management in antagonistic relations” (Key Informant 2, 2023)
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139%

31%

- Agree
Disagree
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Disagree
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Figure 4.3: Unsatisfactory Working Relations in the Host Institutions

The study revealed that institutional compensation policy and incentive policy influence positively on
retaining staff. Figure 4.4 confirms that unsatisfactory compensation of the host public institution influences
staff to move to the next institution with better compensation across the public sector. A total of 69%
confirmed this proposition; 39% strongly agreed while 30% just agreed. However, only 20% disagreed
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whereby 10% strongly disagreed and another 10% disagreed. The remaining 11% of respondents were silent
on this proposition. This implies that working relations matter in staff retention and further that
unsatisfactory compensation of the host public institution is one of the important factors influencing staff
mobility from one public institution to another. This finding substantiates the Existence, Relatedness and
Growth Theory which insists on the satisfaction of human needs such as food, shelter and houses. The study
in line with the study by Mahundu (2022) indicates that employee mobility from one public institution to
another for searching green pasture in relation to compensation.

One of the respondents from the Key informants stated that;

“.....majority of the applicants for transfer from host organization is highly based on financial factors, in
most case, they choose to be transferred to the organization with good compensation and incentive policies”
(Key Informant 2, 2023).

B Agree

B Disagree
Neutral

B Strongly agree

B Strongly disagrees

Figure 4.4: Unsatisfactory Compensation

After presenting the overall baseline findings, the findings from group-specific analysis provide details of
the findings as presented in this part. Figure 4.5 reveals consistent results whereby; the majority of
respondents confirmed the existence of internal factors influencing staff mobility in the public sector. The
group of transfers confirmed the presence of internal factors by 81.82% of total transfers of whom; 34.09%
strongly agreed while 47.73% just agreed. The finding is consistent with the finding by Mwinuka (2017) in
the private sector which revealed that internal factors within the organization as the source of labour
mobility.
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Figure 4.5: Group-Specific analysis on the Presence of Institutional Push Factors Influencing Staff Mobility
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The Human Resource Officers and Head of Departments (HoDs) group equally confirmed by 72.1% of
whom; 44.19% strongly agreed while 27.91% just agreed on this matter. The last group of lower level
employees similarly equally affirmed by 76.47% of whom; 23.53% strongly agreed while 52.94% just
agreed on this issue. A similar finding was also validated through a content analysis from the interview
which was carried out among the respondents with strong emphasis given on the same finding. For instance,
one of the respondents from transfers asserted that;

“The office where they do not care for their staff for example with enough working tools including furniture,

office good look, good work relations and some incentives discourage staff to remain in the institution”.
(Key Informants 6, 2023).

This finding implies the existence of unfavourable factors within the institution which push staff to move
out to other institutions across public institutions. This is confirmed by the positive perception of
respondents in supporting the existence of institutional factors in the public sector by 77% of total
respondents. The group-specific finding unveiled similar evidence to the overall baseline finding presented
earlier. Figure 4.6 shows that the transfers group confirmed that poor career growth is one of the internal
factors that pushes staff to move to other public institutions by 77.27% of respondents of whom; 36.36%
strongly agreed while 40.91% just agreed. The HROs and HoDs group confirmed by 60.47% of whom;
44.19% strongly agreed while 16.28% just agreed. The lower levels were equally confirmed by 76.47% of
whom; 52.94% strongly agreed while 23.53% just agreed that poor career growth is one of the internal push
factors influencing staff movement within the public sector in Tanzania.

o1 Transfers HROs & HoDs Lower level
44.19 52.94

%

Figure 4.6: Group-Specific analysis on Poor Career Growth in the Host Institutions

A similar finding was also validated through the findings from key informant interviews (KIIs) which were
carried out among the respondents with strong emphasis given on the same finding. For instance, one of the
respondents from transfers asserted that;

“Every human being needs or aspires to see changes in life as time goes on at least after some time needs to
be in a higher position than the previous and employers should support career improvement programmes
like paying for short and long-term training programmes which enable employees to get merits for
promotion”. (Key Informant 5, 2023)

This finding implies the absence of an effective and clear career growth path and policy is one of the crucial
factors within some institutions in the public sector which pushes staff to move out to other public
institutions which implement attractive career growth schemes. This is confirmed by the positive perception
of respondents in supporting that poor career growth exercised by some public institutions is one of the key
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push factors in the public sector asserted by 70% of total respondents. The group-specific analysis was
carried out to validate the consistency of the overall baseline finding on unsatisfactory working relations and
the result is presented in Figure 4.7. It reveals consistent findings to that of the previous baseline analysis
whereby; the majority of respondents confirmed that unsatisfactory working relations as one of the internal
factors influencing staff to move to other institutions of the public sector in Tanzania. Out of total transfers,
72.73% confirmed this factor of whom; 29.55% strongly agreed while 43.18% just agreed. The HROs group
was equally confirmed by 65.12% of whom; 37.21% strongly agreed while 27.91% just agreed on this
matter. The last group of lower levels similarly supported this argument by 76.47% of whom; 17.65%
strongly agreed while 58.82% just agreed on this factor.
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Figure 4.7: Group-Specific analysis on Unsatisfactory Working Relations in the Host Institutions

A similar finding was also validated through key informants interview (KIIs) which was carried out among
the respondents with strong emphasis given on the same finding. For example, one of the respondents from
the transfer group asserted that;

“Most of the time is spent at work so if the workplace stresses you up it is difficult to stay because everyone
needs peace of mind to be productive and without good work relations teamwork is impossible”. (Key

Informant 3, 2023)

This finding implies work relations are one of the crucial factors in staff retention within public institutions
without which staff may be compelled to quit to other public institutions which portray healthy work
relations. This is confirmed by the positive perception of respondents in supporting that poor working
relations exercised by some public institutions is one of the factors that may push employees out of the
institution in the public sector as asserted by 70% of total respondents.

Figure 4.8 reveals through a group-specific analysis the consistent finding to that of the previous baseline
analysis on unsatisfactory compensation whereby; the majority of respondents confirmed that unsatisfactory
compensation is one of the internal factors influencing staff to move to other institutions of the public sector
in Tanzania. Out of total transfers, 68.18% confirmed on this factor of whom; 31.82% strongly agreed while
36.36% just agreed. The HROs group similarly confirmed by 67.44% of whom; 51.16% strongly agreed
while 16.28% just agreed on this matter. The last group of Line Managers also supported this argument
76.47% of whom; 29.41% strongly agreed while 47.06% just agreed on this factor.
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Figure 4.8: Group-Specific analysis of Unsatisfactory Compensation

The findings from key informant interviews (KIlIs) validated this finding through interviews which were
carried out among the respondents who strongly emphasized the same finding. For instance, one of the
respondents from the Line Managers group asserted that;

“What matters the most for employees is remuneration package which helps to assure meeting one’s needs
with the regard that we have a long family chain that are looking for our earnings to support them and
other factors come next”. (Key Informant 1, 2023)

This finding implies that a satisfactory compensation policy is one of the crucial internal factors in staff
retention within public institutions without which staff may be compelled to quit to other public institutions
which having better compensation schemes. This is confirmed by the positive instinct of respondents in
supporting that unsatisfactory compensation packages within some public institutions is the important factor
influencing staff mobility in the public sector asserted by 69% of total respondents.

CONCLUSION AND RECOMMENDATION

Based on the findings, it is recommended to harmonize incentive schemes across all the public institutions
in Tanzania to reduce the level of differences existing between one and another institution, especially on
incentives payable to staff in the public sector which is one of the major driving factor to staff movement to
other institutions. The study recommends improving industrial relations among employees and creating
harmony between employees and management by establishing respect and trust for each other. This will
inculcate a culture of mutual respect and unity among staff and with their leaders in a harmonious context
that would retain staff through amicable conflict resolutions in workplaces.
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