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ABSTRACT 

The performance of hotels and lodges in Tanzania is heavily influenced by strategic human resource practices, 

particularly the recruitment of foreign employees whose expertise can enhance operational efficiency and 

profitability. However, the exact financial impact of foreign employee recruitment and the moderating role of 

labour and immigration laws within the hospitality sector of Meru District Council have remained empirically 

understudied. Grounded in the Resource-Based View (RBV) and Institutional Theory, this quantitative study 

evaluated the effect of foreign employee recruitment on net profit margin (NPM) and operating profit margin 

(OPM), while assessing the role of governing legal frameworks. Structured questionnaire data were gathered 

from 72 finance managers and hotel/lodge managers (a 92% response rate from a sampled 78 establishments) 

across treatment (with foreign employees) and control (without foreign employees) groups. Statistical analysis 

conducted via SPSS using independent samples t-tests and Pearson correlation revealed that establishments 

employing foreign staff achieved significantly higher NPM (Mean = 3.14, Standard Deviation = 0.43) and OPM 

(Mean = 3.10, Standard Deviation  = 0.44) compared to those without (Mean = 1.94, Standard Deviation = 0.21 

and Mean = 1.98, Standard Deviation = 0.25, respectively; p < .001). Furthermore, adherence to clear, supportive 

labour and immigration laws significantly moderated financial outcomes by reducing administrative overhead, 

training costs, and compliance penalties (p < .001). The study concludes that recruiting skilled foreign personnel 

alongside navigating supportive legal regulations substantially drives hospitality profitability, offering concrete 

guidance for hotel managers, investors, and policymakers. 

Keywords: Foreign employee recruitment, financial performance, Net Profit Margin, Operating Profit Margin, 

labour and immigration laws. 

INTRODUCTION 

Background to the Problem 

Financial performance (FP) acts as a baseline indicator of business success, reflecting an organization's capacity 

to generate income and sustain profitability over time. Strategic utilization of human capital serves as an essential 

channel for achieving financial success (Shieh et al., 2018). Within the globalized hospitality sector, firms 

routinely recruit foreign employees (FEs) to introduce specialized skills, international networks, and operational 

efficiencies missing within local labor markets. 

Globally, high-skilled foreign workers drive firm-level innovation and profitability (Chen et al., 2021), enhance 

international market expansion (Solheim & Fitjar, 2016), and upgrade service quality and guest satisfaction 

(Khassawneh & Mohammad, 2025). Within Africa, foreign workers balance multilingual service needs and top-

tier international management structures across regional circuits (Durojaiye & Adewumi, 2024). In Tanzania, 

though foreign talent is heavily integrated into hotel management to offset domestic skill shortages (Mbisse, 

2015), context-specific empirical evaluations tying these structures directly to organizational profitability ratios 

remain isolated. 
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Statement of the Problem 

Despite the evident expansion of foreign staff deployments within the hotels and lodges of the Meru District 

Council (Mbisse, 2015), there is a distinct shortage of empirical assessments evaluating how these recruitments 

transfer into bottom-line profitability. This gap persists in spite of national initiatives like Tanzania’s Third Five-

Year Development Plan (FYDP III) 2021/22–2025/26, which prioritizes a well-regulated and competitive labor 

ecosystem to sustain the economic contributions of tourism. 

Furthermore, current operations face rigid, complex bureaucratic guidelines via the Non-Citizens (Employment 

Regulation) Act and the Immigration Act. This institutional environment complicates hiring processes through 

elevated permit costs and lengthy wait times (ATE, 2022). Consequently, the core nature of this operational-

regulatory dynamic requires explicit investigation to determine how foreign staffing strategies interact with hotel 

profit margins when moderated by regional legal frameworks. 

Research Objectives 

General Objective 

The main objective of this study is to investigate the impact of foreign employee recruitmenton strategy on 

financial performance of hotels and lodges in Meru District Council, Tanzania. 

Specific Objectives 

This study was guided by the following specific objectives: 

i. Assess the overall understanding of respondents regarding the role of foreign employee recruitment in 

relation to firm financial performance.  

ii. Examine whether a statistically significant difference in financial performance exists between 

establishments employing foreign workers and those that do not.  

iii. Evaluate the level of respondent knowledge concerning the impact of labour and immigration laws on 

hotel financial performance.  

iv. Determine whether labour and immigration laws significantly alter financial outcomes across hospitality 

establishments.  

Research Questions 

This study answered the following questions: 

i. What is the understanding of respondents on the role of foreign employee recruitment in relation to overall 

financial performance of hotel and lodges in Meru District Council?  

ii. Is there a significant difference in the financial performance between hotels and lodges with foreign 

employees and those without foreign employees in Meru District Council?  

iii. How knowledgeable are respondents about the impact of labour and immigration laws on the financial 

performance of hotels and lodges in Meru District Council?  

iv. Is there a significant difference in the role of labour and immigration laws on financial performance of 

hotels and lodges in Meru District Council? 

Significance of the Study 

This study hold significant value for both practical business applications and academic research by exploring 

how foreign employees influences the financial performance of hotels and lodges in Tanzania's Meru District 

Council. The anticipated findings offers important insights for various beneficiaries, including: 

Industry Stakeholders 

The findings of this research offer actionable guidance for hotel and lodge owners aiming to optimize their 
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financial outcomes. By demonstrating the direct connection between strategic workforce planning and 

profitability, the study provides a practical framework for hospitality leaders to make informed decisions 

regarding talent acquisition and operational management. 

Policymakers 

This research supports the development and refinement of policies governing foreign employment, particularly 

within Tanzania's tourism sector. As tourism continues to serve as a cornerstone of national GDP growth, the 

insights generated can assist regulators in balancing local employment objectives with the industry's need for 

specialized international talent. 

Academic Researchers 

From a theoretical perspective, the study enhances scholarly understanding of how foreign employees influence 

organizational financial performance. Specifically, it expands the existing literature by highlighting the critical 

role that labor and immigration laws play as moderating factors in this relationship. 

Future Studies 

Finally, by addressing a key geographic gap in organizational performance research, specifically within 

developing country contexts, this study serves as a foundational reference. It provides a robust starting point and 

empirical baseline for future researchers seeking to explore workforce diversity and legal frameworks in 

emerging markets. 

Overall, the research serves as a valuable resource for improving workforce strategies, policy formulation, and 

theoretical advancement. 

LITERATURE REVIEW 

Theoretical Framework 

Resource-Based View (RBV) 

Pioneered by Barney (1991), the RBV posits that sustainable competitive advantage stems from internal resources 

that are Valuable, Rare, Inimitable, and Non-substitutable (VRIN). In hospitality settings, specialized foreign 

employees represent rare human capital capable of delivering superior service, operational innovation, and cross-

cultural adaptability that elevate firm financial performance.  

Institutional Theory 

Formulated by Meyer and Rowan (1977), Institutional Theory highlights the role of external institutional 

pressures, such as government laws, permits, and regulatory compliance, in governing firm behavior. In this 

study, national labour and immigration legal frameworks act as institutional mechanisms that shape recruitment 

costs, operational compliance, and organizational legitimacy. Combining RBV and Institutional Theory enables 

a balanced analysis of how internal strategic assets (human capital) interact with external institutional constraints 

(regulatory policies).  

Empirical Literature Review 

Financial Performance Measures in Hotels and Lodges 

Financial performance was assessed using two primary metrics: Net Profit Margin and Operating Profit Margin. 

Net Profit Margin measures overall profitability after all expenses, allowing direct comparison between 

establishments with and without foreign staff, as supported by prior hospitality literature (Wira, 2021; Knežević 

et al., 2022; Jodlowski, 2024, p.14). Operating Profit Margin evaluates core operational efficiency before taxes 

and interest, helping determine whether foreign recruitment enhances operational efficiency or creates cost 
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burdens such as work permit expenses. Due to respondents' confidentiality concerns and restricted access to direct 

financial records, approximate metrics derived from survey responses were utilized to provide a realistic 

profitability assessment for Meru District Council. 

Foreign Employee Recruitment and Financial Performance 

This study evaluated how foreign staff drive financial performance through three key avenues: innovation, 

international market connections, and cultural competencies. High-skilled foreign staff boost innovation capacity 

and financial outcomes via rare skills and knowledge transfer (Solheim & Fitjar, 2016; Rahman et al., 2018; Chen 

et al., 2021), driving process improvements in hospitality (Markova et al., 2016). While innovation enhances 

hotel performance in Ghana (Agyapong et al., 2018) and economic sustainability in Tanzania (Njoroge et al., 

2020), innovation intensity remains largely unassessed. Additionally, foreign staff utilize personal networks and 

digital capacities to establish international supplier and client connections, expanding customer bases and 

financial growth (Solheim & Fitjar, 2016; Swazuri & Mwenda, 2017; Ahmad & Scott, 2021; Morgan et al., 2021). 

Furthermore, cross-cultural intelligence, language proficiency, and social capital improve service quality, guest 

satisfaction, repeat visits, and global partnerships (Yaduma et al., 2015; Markova et al., 2016; Solheim & Fitjar, 

2016; Erdem et al., 2021; Sinicropi & Cortese, 2021; Lugosi & Ndiuini, 2022; Nnubia et al., 2025). Locally, 

foreign hiring resolves severe local language deficiencies (Mbisse, 2015), though empirical links between cultural 

skills and direct financial metrics remain scarce. 

Conversely, potential drawbacks include coordination issues, interpersonal friction, and performance decline due 

to language barriers (Diepen, 2015; Dodd & Zheng, 2022; Guillouet et al., 2024). Some studies found foreign 

managers had no significant impact or even negatively affected financial performance (Molenkamp, 2015; Frijns 

et al., 2016; Muravyev, 2017). Overall, empirical evidence linking foreign staff reliance to financial performance 

in Meru District Council remains limited. 

The Role of Labour and Immigration Laws 

Labour and immigration laws serve as a vital moderating factor. Strict visa regulations for skilled personnel 

worsen financial and innovative outcomes (Chen et al., 2021), while complex work permit bureaucracy creates 

severe operational hurdles (Erdem et al., 2021). In Tanzania, investors face costly, complex, and lengthy work 

permit processes that discourage hiring foreign workers (Association of Tanzania Employers [ATE], 2022; 

Danish Trade Union Development Agency, 2022). This study investigates whether these legal frameworks 

facilitate or constrain foreign staff contributions to financial success in Meru District Council. 

Foreign Employee Recruitment Strategy and Financial Performance in Meru District Council 

Despite widespread employment of foreign staff in Meru District Council (Mbisse, 2015; Arumeru District 

Immigration Officer, personal communication June 30, 2025), localized empirical research remains minimal. 

Existing Tanzanian literature highlights widespread local skill deficits in tourism, driving foreign appointments 

in 28% to majority managerial roles (Ngonyani, 2013; Anderson, 2015; Mbisse, 2015). However, these studies 

omit empirical evaluation of how specific foreign competencies (innovation, international networking, cross-

cultural skills) impact bottom-line financial outcomes under regulatory constraints. This study directly bridges 

this gap. 

Knowledge Gap 

While existing studies have examined the general effects of foreign employees on hospitality sectors globally, 

limited research has specifically investigated how foreign employee recruitment impacts the financial 

performance of hotels and lodges in Meru District Council. Most research on foreign employees and financial 

performance has been conducted in developed countries and large corporations, overlooking SMEs in developing 

contexts like Tanzania’s Meru District Council, where tourism enterprises are largely small-scale (Kühn et al., 

2018). Prior studies have also focused on broader tourism services or unrelated sectors like banking (Kileo, 2018) 

and company board rather than managerial and low-level employees (EmadEldeen et al., 2021) with limited 

attention to hotels and lodges. Additionally, there remains inconsistent evidence on how labour and immigration 

laws influence the cost-benefit analysis of hiring foreign employees in Meru District Council’s hotels and lodges 

https://rsisinternational.org/journals/ijriss
https://rsisinternational.org/journals/ijriss
http://www.rsisinternational.org/


INTERNATIONAL JOURNAL OF RESEARCH AND INNOVATION IN SOCIAL SCIENCE (IJRISS) 

ISSN No. 2454-6186 | DOI: 10.47772/IJRISS | Volume X Issue VII July 2026 

Page 5455 
www.rsisinternational.org 

 

 

industry. This study was expected to fill these gaps by investigating the relationship between foreign employee 

recruitment and key financial metrics i.e. Net Profit Margin and Operating Profit Margin while assessing the 

moderating effect of labour and immigration laws.  

Conceptual Framework 

The conceptual framework isolates the interactive connections between the designated variables. The independent 

variable is framed as the Foreign Employee Recruitment Strategy (categorized into hotels with foreign staff versus 

hotels without foreign staff). The dependent variable is Financial Performance, operationalized through Net 

Profit Margin (NPM) and Operating Profit Margin (OPM). Labor and Immigration Laws act as the moderating 

variable, altering the operational path between staffing assets and profitability. Control variables include 

organizational size, age, and total employee count. 

 

Figure 2.1 Conceptual Framework (Author, 2025) 

METHODOLOGY 

Research Approach 

This study employed a quantitative research approach to investigate the impact of foreign employee recruitment 

on financial performance of hotels and lodges in Meru District Council as well as the role of labour and 

immigration laws. Given that financial performance is best evaluated through measurable indicators(Tudose et 

al., 2022), this approach enabled the systematic collection of structured data via questionnaires.  

Research Design 

This study employed quasi-experimental design to investigate the impact of foreign employee recruitment on 

financial performance of hotels and lodges in the Meru District Council from 2022 to 2024. The study categorized 

hotels and lodges into two groups (treatment and control group) to assess the impact of foreign employee 

recruitment on financial performance. 

Study Area 

This study focused on Meru District Council located in Arumeru District, Arusha Region, northern Tanzania 

where hotels and lodges with and without foreign employees are located. Four key rationales justify this selection: 

First, tourism sector which include hotels and logdes contributes approximately 17% to Tanzania's GDP (WTTC, 

2024; TIC, 2024) and is prioritized in national development plans (Wamboye et al., 2020), making it a critical 

economic sector. Second, Meru District Council lies within Arusha Region - the heart of Tanzania's NTC (Nnko 

& Mbwambo, 2024), which has experienced substantial tourism growth. Third, while reports confirm significant 

foreign employeesemployment in local hotels and lodges (Mbisse, 2015), their actual impact on financial 

performance remains under-researched. Fourth, the study area was selected based on its accessibility to the 

researcher for efficient data collection. 
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Population and Sample Size 

To enable a robust quasi-experimental comparison, the study defined a target population of 96 hotels and lodges, 

divided into two distinct groups. The treatment group comprised all 48 establishments confirmed to employ 

foreign workers, with the list and count verified by the Arumeru District Immigration Officer on June 30, 2025. 

The control group consisted of 48 hotels and lodges without foreign employees, selected from the remaining 65 

establishments using a matching design based on key characteristics such as size (number of rooms), age (years 

in operation), and number of employees, in order to minimize selection bias and enhance the internal validity of 

the comparison (Kim & Steiner, 2016). 

A sample size of 78 establishments was determined from the target population (N=96) using the Taro Yamane 

(1967) formula with a 95% confidence level and a precision level (e) of 0.05.  

Formula: 𝑛 =
𝑁

1+𝑁(𝑒)2     (Yamane, 1967, p. 886), where: 

Given Expression: 96 ÷ (1 + 96 × 0.0025) = 78. The sample size was 78. 

Sampling Strategies 

A two-stage sampling procedure was employed: Stage 1 involved selection of establishments. A stratified random 

sampling technique was used. The target population was stratified into the two pre-defined groups (With/Without 

foreign employees). Stage 2 involved selection of Individual Respondents. From each of the 78 sampled 

establishments, one finance manager(or an equivalent officer in charge of financial decision-making) was 

selected as the respondent. 

Data Collection methods 

The study used a structured closed-ended questionnaireto examine the impact of foreign employeerecruitment 

strategy on financial performance. Also it assessed the role of labour and immigration laws in moderating the 

relationship between foreign employees and financial performance on a Likert scale (Likert, 1932). 

Data Analysis 

The collected data was analyzed using Statistical Package for the Social Sciences (SPSS) software. Descriptive 

statistics (frequencies, percentages, means, and standard deviations) were used to summarize key findings. 

Inferential statistics was used to examine whether the recruitment of foreign employees significantly influences 

financial performance of hotels and lodges in Meru District Council. 

Ethical Considerations 

To ensure ethical research standards, this study, investigating the impact of foreign employee recruitment on the 

financial performance of hotels and lodges in Meru District Council, strictly adhered to core ethical principles 

after receiving institutional clearance from MS Training Centre for Development Cooperation and Meru District 

Council. Informed consent was obtained from all participants, guaranteeing their voluntary involvement, rights 

to withdraw, confidentiality, and complete anonymity in the final reporting. The study upheld beneficence and 

justice by protecting participants from harm, ensuring equitable selection across all suitable establishments, and 

maintaining academic integrity through proper APA 7th Edition citations. 

RESULTS 

Demographic Characteristics of Respondents 

It was necessary to describe the demographic characteristics of respondents. Demographic information provides 

insight into who the respondents are and whether they are qualified and knowledgeable about the subject being 

studied. In this study, the demographic characteristics of respondents include gender and job position (finance 

managers and hotel/lodge managers).  
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Demographic Characteristics of Respondents by Job Position 

Table 4.1 presents the distribution of respondents by job position across hotels and lodges with and without 

foreign employees in Meru District Council. In hotels and lodges with foreign employees, the majority of 

respondents were finance managers (25 respondents, 67.6%), followed by hotel/lodge managers (10 respondents, 

27%), and a small proportion of other staff (2 respondents, 5.4%). Similarly, in hotels and lodges without foreign 

employees, finance managers also formed the largest group (19 respondents, 54.3%), followed by hotel/lodge 

managers (14 respondents, 40%) and other staff (2 respondents, 5.7%). Overall, the study included 72 

respondents, with finance managers representing 61% of the total sample, hotel/lodge managers 33%, and other 

staff 6%. 

Finance managers, as the majority of respondents, play a critical role in managing financial records, monitoring 

revenue, and assessing cost efficiency, making their perspectives vital for understanding how foreign employee 

recruitment affects financial performance. Similarly, hotel/lodge managers provide insights into operational 

management, human resource allocation, and workforce productivity, which are directly influenced by the 

presence of foreign employees. The inclusion of other staff, although small in number, allows the study to capture 

supplementary perspectives on day-to-day operations and teamwork. 

By collecting data across these key job positions, the study ensures a comprehensive assessment of financial and 

operational performance in relation to foreign employee recruitment. This structure allows for a clear link 

between workforce composition, managerial practices, and financial outcomes, thereby directly addressing the 

research objectives and providing robust empirical evidence to answer the research questions. 

Table 4.1 Job Position of Respondents 

Hotel/Lodge Category Job Position Total Percentage (%) 

With Foreign Employees Finance Managers 25 67.6 
 Hotel/Lodge Managers 10 27.0 
 Others 2 5.4 

Subtotal  37 100.0 

Without Foreign Employees Finance Managers 19 54.3 
 Hotel/Lodge Managers 14 40.0 
 Others 2 5.7 

Subtotal  35 100.0 

Total  72 100.0 

Source: Field report (2025) 

Demographic Characteristics of Organizations 

It was also necessary to describe the demographic of organizations under investigation to reveal the types of 

hotels and lodges being investigated and also to provide a room for comparing the financial performance of the 

hotels and lodges under investigation based on the prevailing demographic factors. The demographic 

characteristics of hotels and lodges include number of foreign employees, hotel size, total employees, and 

duration of hotel operation.  

Presence/absence of Foreign Employees 

It was necessary to establish whether the facilities had foreign employees or not. This helped determine which 

type of establishment, those with or without foreign employees, has better financial performance. Table 4.2 

presents the distribution of the sampled hotels and lodges based on the presence of foreign employees. Out of 72 

respondents, 37 hotels and lodges (51.4%) employ foreign staff, while 35 establishments (48.6%) do not. This 

near-even split indicates that slightly more than half of the hotels and lodges in Meru District Council utilize 

foreign employees, highlighting the growing role of international staff in the local hospitality sector. The 

distribution provides a basis for comparing financial performance outcomes between hotels with and without 

foreign employees. 
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Table 4.2 Distribution of hotels and lodges by presence of foreign employees 

S/No Presence of Foreign Employees Frequency % 

1. With foreign employees 37 51.4 

2. Without foreign employees 35 48.6 

 Total 72 100.0 

Source: Field report (2025) 

Hotel Size 

Table 4.3 shows the distribution of the sampled hotels and lodges in Meru District Council based on their size, 

measured by the number of rooms. The majority of the establishments, 61.1% (44 hotels/lodges), fall into the 

small category with 1–25 rooms, while 38.9% (28 hotels/lodges) are medium-sized, with 26–100 rooms. No 

hotels or lodges were recorded in the large (101–200 rooms) or very large (more than 200 rooms) categories. 

Measuring hotel size in this study is important because it allows for a more accurate assessment of the impact of 

foreign employee recruitment strategy on financial performance, as larger hotels may have different staffing 

needs, operational complexities, and revenue streams compared to smaller establishments. Controlling for hotel 

size ensures that comparisons between hotels with and without foreign employees are meaningful and not biased 

by differences in scale, thereby improving the validity and reliability of the study’s findings. 

Table 4.3 Distribution of hotels and lodges by size 

S/No Hotel size Frequency % 

1. Small ( 1 – 25 rooms) 44 61.1 

2. Medium  (26 – 100 rooms) 28 38.9 

3. Large (101 – 200 rooms) 00 00 

4. Very large (more than 200 rooms) 00 00 

 Total 72 100.0 

Source: Field report (2025) 

Total Number of Employees 

Table 4.4 presents the distribution of hotels and lodges based on the number of employees. The majority of 

establishments, 33 hotels/lodges (45.8%), have between 21 and 30 employees, followed by 24 establishments 

(33.3%) with more than 30 employees. A smaller proportion of 15 hotels/lodges (20.8%) employ 11 to 20 staff, 

while no hotels/lodges reported having fewer than 10 employees. This distribution indicates that most hotels and 

lodges in Meru District Council operate with a moderate to large workforce, which may influence their capacity 

to deliver services efficiently and impact overall financial performance. Measuring the number of employees in 

this study was important because it allowed the researcher to assess the size and composition of the workforce in 

hotels and lodges, which could influence the impact of foreign employee recruitment on financial performance. 

By quantifying staff numbers, the study was able to account for variations in organizational capacity and better 

interpret how foreign employee recruitment affected financial outcomes. 

Table 4.4 Distribution of hotels and lodges by number of employees 

S/No Number of Employees Frequency % 

1. Less than 10 00 00 

2. 11 – 20  15 20.8 

3. 21 – 30 33 45.8 

4. More than 30 24 33.3 

 Total 72 100.0 

Source: Field report (2025) 
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Duration of Hotel Operation 

Table 4.5 presents the distribution of hotels and lodges by their years of operation in Meru District Council. Most 

establishments, 28 hotels/lodges (38.9%), have been operating for 5–10 years, and a similar proportion, 28 

hotels/lodges (38.8%), have been in operation for 11–20 years. Fewer establishments, 13 hotels/lodges (18.1%), 

have been operating for more than 20 years, while only 3 hotels/lodges (4.2%) have been in operation for 2–4 

years. No hotels or lodges reported operating for less than 2 years. This indicates that the hotel and lodge sector 

in the district is relatively mature, with the majority of establishments having substantial operational experience, 

which may positively influence their management practices and financial performance.  

Table 4.5 Distribution of hotels and lodges by years of operation 

S/No Years of Operation Frequency Percentage(%) 

1. Less than 2 years 00 00 

2. 2 – 4 years 03 4.2 

3. 5 – 10 years 28 38.9 

4. 11 – 20 years 28 38.8 

5. More than 20 years 13 18.1 

 Total 72 100.0 

Source: Field report (2025) 

DISCUSSION 

This study employed a quantitative research design, and the results were presented and analyzed objectively. The 

analysis focuses on empirical data collected from finance managers and other relevant staff in hotels and lodges 

with and without foreign employees in Meru District Council. Data are systematically organized, coded, and 

analyzed to ensure clarity and to provide evidence-based insights into the role of foreign employee recruitment 

and the role of labour and immigration laws on financial performance. The findings are structured according to 

the study’s research questions and objectives, allowing for a comprehensive analysis. 

Assessment of the Understanding of Respondents on the Role of Foreign Employee Recruitment in 

Relation to Financial Performance 

Table 5.1 presents the respondents’ understanding on the role of foreign employee recruitment on the financial 

performance of hotels and lodges in Meru District Council. Based on the interpretation scale (1.00–1.49 = 

strongly disagree; 1.50–2.49 = disagree; 2.50–3.49 = agree; 3.50–4.00 = strongly agree), the mean score of 2.65 

falls within the “agree” category. This means that, on average, respondents agreed that the presence of foreign 

employees positively influences financial performance. The standard deviation of 0.95 suggests moderate 

variability in responses, meaning that while most respondents leaned toward agreement, a few held weaker or 

different perceptions. 

This result indicates that respondents generally believe that employing foreign workers contributes positively to 

financial outcomes such as operational efficiency and profitability. See table 5.1 for presentation of data from 

respondents’ understanding of the influence of foreign employees on hotel/lodge financial performance. 

Table 5.1 Respondents’ understanding of the influence of foreign employees on hotel/lodge financial 

performance 

Understanding on Influence of Foreign Employees N Mean Std. Deviation 

The presence of foreign employees influences the overall financial 

performance of our hotel/lodge. 

72 2.65 0.95 

Source: Field report (2025) 

Examining the Difference in Financial Performance between Hotels and Lodges with Foreign Employees and 

Those without Foreign Employees 
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Having established the understanding of the respondents on the role of foreign employees on financial 

performance of the facilities, and having realized that the majority of the respondents indicated the presence of 

foreign employees, it was necessary to verify whether the presence of foreign employees affect net profit and 

operating profit. 

Net Profit Trends based on Foreign Employees 

As observed in Table 5.2, the net profit margin was compared between hotels with foreign employees and those 

without foreign employees. The table indicates the net profit mean score for the facilities with foreign employees 

was 3.14, which is within the range of agreement while the net profit mean score for the facilities without foreign 

employees was 1.94, which is within the range of disagreement. This indicates that as far as the net profit 

performance is concerned, facilities with foreign employees outperformed those without foreign employees.  

Table 5.2 Net Profit Margin (NPM) descriptives based on foreign employees 

Category of Hotel/Lodge N Mean Std. Deviation Std. Error Mean 

With foreign employees 37 3.14 0.43 0.07 

Without foreign employees 35 1.94 0.21 0.03 

Source: Field report (2025) 

Table 5.3 Independent samples test based on foreign employees’ status 

Net Profit Margin 

Levene's 

Test / t-test 
t-test for equality of means 

F Sig. t df 
Sig. (2-

tailed) 

Mean 

Difference 

Std. Error 

Difference 

95% CI 

Lower 

95% CI 

Upper 

Equal variances 

assumed 
13.08 .001 14.97 70 ˂.001 1.19 0.08 1.03 1.35 

Equal variances not 

assumed 
– – 15.23 52.55 ˂.001 1.19 0.08 1.04 1.35 

Source: Field report (2025) 

Table 5.3, on the other hand, measures the significance of the indicated differences in table 5.2. As it can be 

observed in Table 5.3, the p-value of ˂ .001 is less than the critical value of .05, which indicates that the difference 

in net profit performance between the facilities with and those without foreign employees was statistically 

significant. 

Operating Profit Trends based on Foreign Employees 

As observed in Table 5.4, the net and operating profit was compared between hotels with foreign employees and 

those without foreign employees. The table indicates the operating profit mean score for facilities with foreign 

employees was 3.10, which is within the range of agreement while the operating profit mean score for facilities 

without foreign employees was 1.98, which is within the range of disagreement. This indicates that as far as the 

operating profit performance is concerned, facilities with foreign employees outperformed those without foreign 

employees. 

Table 5.4 Descriptive statistics for Operating Profit Margin by foreign employee presence 

Category of Hotel/Lodge N Mean Std. Deviation Std. Error Mean 

With foreign employees 37 3.10 0.44 0.073 

Without foreign employees 35 1.98 0.25 0.043 

Source: Field report (2025) 
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Table 5.5 Independent samples test based on foreign employees’ status 

Operating Profit 

Margin 

Levene's 

Test / t-test 
t-test for equality of means 

F Sig. t df 
Sig. (2-

tailed) 

Mean 

Difference 

Std. Error 

Difference 

95% CI of 

the 

Difference 

(Lower) 

95% CI of 

the 

Difference 

(Upper) 

Equal variances 

assumed 
11.33 .001 13.02 70 ˂.001 1.12 0.09 0.95 1.29 

Equal variances 

not assumed 
– – 13.20 58.04 ˂.001 1.12 0.08 0.95 1.29 

Source: Field report (2025)  

Table 5.5, on the other hand, measures the significance of the indicated differences in table 5.4. As it can be 

observed in Table 5.5, the p-value of ˂ .001 is less than the critical value of .05, which indicates that the difference 

in operating profit margin between the facilities with and those without foreign employees was statistically 

significant. 

Correlation Analysis 

A Pearson correlation analysis was conducted to examine the relationship between Net Profit Margin and 

Operating Profit Margin among hotels and lodges (N = 72) as shown in table 5.6. The results indicated a very 

strong positive correlation between net profit margin and operating profit margin, r = .97, p < .001. This finding 

suggests that hotels and lodges with higher operating profit margins also tend to record higher net profit margins. 

The strength and statistical significance of the correlation indicate a close and meaningful association between 

the two profitability measures.  

Table 5.6 Correlation analysis between Net Profit Margin (NPM) and Operating Profit Margin (OPM) 

  NetProfit OperatingProfit 

Net Profit Margin Pearson Correlation 

Sig. (2-tailed) 

N 

1 

 

72 

0.97** 

˂.001 

72 

Operating Profit Margin Pearson Correlation 

Sig. (2-tailed) 

N 

0.97** 

˂.001 

72 

1 

 

72 

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

Source: Field report (2025) 

Evaluation of Respondents’ Knowledge Regarding the Impact of Labour and Immigration Laws on 

Financial Performance 

Table 5.7 presents the respondents’ knowledge regarding the influence of labour and immigration laws on the 

financial performance of hotels and lodges in Meru District Council. The analysis relied on mean scores and 

standard deviations to describe the overall perceptions. The mean values for all four items range from 2.69 to 

2.78, which fall within the “Agree” category. This indicates that, in general, respondents believe that labour and 

immigration laws have a positive role in supporting financial stability and cost management within their 
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establishments. The standard deviations for the items range between 0.76 and 0.80, suggesting moderate variation 

in responses. This implies that although most respondents agreed with the statements, their views were not 

completely uniform, indicating some differing experiences across hotels and lodges. 

Specifically, clear labour and immigration laws helped avoid penalties and unexpected financial losses (Mean = 

2.78).Respondents agreed that clear regulations contribute to financial protection by preventing fines and 

unplanned legal costs. Streamlined work and residence permit procedures reduced administrative costs (Mean = 

2.76). Most participants recognised that simplified permit processes lower administrative expenses by reducing 

the need for legal consultations. Business visas reduced costs related to employing foreign staff (Mean = 2.69). 

Respondents agreed that business visas provide a cost-effective alternative for hiring foreign expertise 

temporarily. Laws prioritizing skilled foreign workers reduced training costs (Mean = 2.71). Respondents 

believed that access to skilled foreign employees minimizes training expenses, thereby supporting financial 

efficiency. 

Overall, the findings show that respondents generally recognize labour and immigration laws as contributing 

positively to the financial performance of hotels and lodges in Meru District Council. Most participants agreed 

that clear regulations, streamlined permit procedures, and laws supporting skilled foreign workers help reduce 

operational costs, minimize legal risks, and enhance financial stability. Although perceptions varied moderately, 

the overall results suggest that effective labour and immigration frameworks play an important role in improving 

financial performance of hotels and lodges.  

Table 5.7 Knowledge on the role of labour and immigration laws 

SN. Item in the Questionnaire Mean 

Std. 

Dev. 

Mean 

Interpretation 

1. Clear labour and immigration laws helped our hotel/lodge avoid 

penalties and unexpected financial losses. 
2.78 0.79 Agree 

2. Streamlined work and residence permit application procedures reduced 

our hotel/lodge's administrative costs by minimizing legal consultation 

fees. 

2.76 0.76 Agree 

3. Business visas allowed our hotel/lodge to temporarily employ foreign 

staff, avoiding the higher expenses of work permit. 
2.69 0.78 Agree 

4. Labour laws that prioritize employment of skilled foreign workers 

reduced our hotel/lodge’s administrative costs by minimizing training 

expenses. 

2.71 0.80 Agree 

Source: Field report (2025) 

Assessment of the Difference in the Role of Labour and Immigration Laws on Financial Performance 

The study aimed to assess the effect of labour and immigration laws on the financial performance of hotels and 

lodges in Meru District Council, with a focus on whether the presence of foreign employees influences this 

relationship. Tables 5.8 and 5.9 present the group statistics and the results of an independent samples t-test.  

Table: 5.8 Group statistics results onthe effect of labour and immigration laws on financial performance of hotels 

and lodges in Meru District council. 

 

Labour and Immigration 

Laws 

Hotel/Lodge Category N Mean Std. Deviation Std. Error Mean 

 With foreign employees 37 3.30 0.55 0.09 
 Without foreign employees 35 2.14 0.36 0.06 

Source: Field report (2025) 
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Table 5.9 Independent samples test results on the effect of labour and immigration laws on financial performance 

of hotels and lodges in Meru District council. 

Labour and 

Immigration 

Laws 

Levene's 

Test for 

Equality of 

Variances 

 t-test for Equality of Means 

F Sig. T Df 
Sig. (2-

tailed) 

Mean 

Difference 

Std. Error 

Difference 

95% CI of 

the 

Difference 

(Lower) 

95% CI of 

the 

Difference 

(Upper) 

Equal variances 

assumed 
15.05 < .001. 10.48 70 

< .001. 
1.15 0.11 0.93 1.37 

Equal variances 

not assumed 
— — 10.60 62.50 

< .001. 
1.15 0.11 0.94 1.37 

Source: Field report (2025) 

The mean financial performance score for hotels and lodges with foreign employees was 3.30 (SD = 0.55), while 

for those without foreign employees, the mean score was 2.14 (SD = 0.36). This indicates that, on average, hotels 

and lodges employing foreign staff reported higher financial performance compared to those without foreign 

staff. The difference in mean scores (approximately 1.15) suggests a notable positive association between 

employing foreign workers and the financial outcomes of these facilities. 

Before interpreting the t-test results, Levene’s test for equality of variances was performed to assess whether the 

variances of the two groups were equal. Levene’s test yielded F = 15.05, p = < .001, indicating that the assumption 

of equal variances was violated (p < 0.05). Consequently, the t-test results under the “equal variances not 

assumed” scenario were considered appropriate. 

The t-test revealed a t-value of 10.60 with 62.50 degrees of freedom and a p-value of < .001, which is less than 

the conventional significance level of 0.05. This implies that the difference in financial performance between 

hotels and lodges with and without foreign employees is statistically significant. The mean difference of 1.15 

(95% CI: 0.93 to 1.37) confirms that facilities employing foreign staff perform better financially than those 

without, and the confidence interval does not include zero, reinforcing the significance of the result. 

The findings suggest that labour and immigration laws have a significant effect on financial performance, 

particularly through the facilitation of foreign employment. Hotels and lodges that employ foreign staff are likely 

better positioned to leverage diverse skills and expertise, which contributes to improved operational efficiency 

and financial outcomes. This finding aligns with existing literature emphasizing the economic benefits of foreign 

employee recruitment and compliance with labour regulations in enhancing organizational performance (Shrestha 

& Kostandini, 2024). 

Critical Analysis 

Hotels and lodges in Meru District employing foreign workers showed higher financial performance, driven by 

specialized skills, global exposure, operational efficiency, and legal compliance. These findings align with 

literature (e.g., Swazuri & Mwenda, 2017; Erdem et al., 2021) demonstrating that foreign talent and streamlined 

immigration processes enhance productivity, lower operational costs, and boost profitability. However, they 

contrast with studies warning of language barriers, coordination challenges (Dodd & Zheng, 2022), or negligible 

financial impacts (Molenkamp, 2015), emphasizing that success depends on effective management and local 

context. 

Theoretically, the study supports the Resource-Based View by framing foreign human capital as a competitive 

advantage, while Institutional Theory illustrates how legal compliance moderates financial performance. 
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Practically, managers and investors should strategically recruit qualified foreign staff and prioritize legal 

compliance to mitigate operational risks and optimize returns. For policymakers, these insights highlight the need 

to design balanced immigration frameworks that attract skilled global talent while safeguarding local employment 

opportunities. 

The analysis was constrained by restricted access to detailed financial records, potential response bias from self-

reported data regarding financial performance and law compliance, and incomplete data caused by non-response 

or unavailable lodge managers and finance officers. To address these constraints, future research should survey 

foreign employees directly, incorporate qualitative interviews with industry stakeholders, expand the scope to 

other regions and sectors in Tanzania, access verified financial records via industry bodies, and investigate 

mediating variables like leadership style and organizational culture. 

CONCLUSIONS 

This study draws conclusions that reflect the researcher’s interpretation of the results in relation to the stated 

objectives. The conclusions are logically derived from the data analysis and are aligned with the aim of examining 

the impact of foreign employee recruitment on the financial performance of hotels and lodges in Meru District 

Council, with labour and immigration laws acting as a moderating variable. 

The first the study concludes that the recruitment of foreign employees has a significant positive effect on 

financial performance of hotels and lodges in Meru District Council. This suggests that foreign employees are 

viewed as contributors to enhanced operational efficiency and improved profitability. Despite some variation in 

responses, the majority of participants acknowledged that the presence of foreign employees supports better 

financial outcomes for their establishments. 

Second, the study concludes that the recruitment of foreign employees has a significant positive effect on the 

financial performance of hotels and lodges. Facilities employing foreign employees recorded significantly higher 

net profit margins and operating profit margins compared to those without foreign employees. This indicates that 

foreign employees contribute meaningfully to improved operational efficiency, cost management, and 

profitability within the hospitality sector. 

Third, the findings revealed that respondents generally perceived foreign employees as valuable contributors to 

organizational performance. The positive perceptions suggest that foreign employees enhance productivity, 

service delivery, and revenue generation, which collectively translate into improved financial outcomes for hotels 

and lodges. 

Fourth, the study concludes that labour and immigration laws play a moderating role in the relationship between 

foreign employee recruitment and financial performance. Clear, supportive, and well-implemented laws were 

found to reduce administrative costs, minimize legal risks, and facilitate the effective utilization of foreign 

employees. Conversely, restrictive or complex regulatory procedures may limit the potential financial benefits 

associated with foreign staff recruitment. 

Overall, the study concludes that the financial performance of hotels and lodges in Meru District Council is not 

determined by foreign employee recruitment alone, but also by the policy environment within which such 

recruitment occurs. These findings contribute to existing knowledge by providing empirical evidence from the 

hospitality sector and by highlighting the importance of aligning human resource strategies with supportive labour 

and immigration laws. 

RECOMMENDATIONS 

Based on the findings of this study, several actionable recommendations are proposed to enhance the financial 

performance of hotels and lodges in Meru District Council through strategic foreign employee recruitment and 

effective labour and immigration regulations. These recommendations target policymakers, hotel management, 

training institutions, and future researchers. 

Policymakers, particularly the ministries overseeing foreign employee recruitment and the Immigration 
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Department, are encouraged to continue refining labour and immigration policies to support the hospitality sector. 

Clear, consistent, and predictable labour and immigration regulations should be strengthened to reduce 

compliance costs, administrative delays, and legal uncertainties faced by hotels and lodges. Streamlining work 

permit and residence permit procedures, especially for skilled foreign workers in hospitality-related roles, is 

essential for enhancing operational efficiency and improving financial performance. These recommendations are 

consistent with Shrestha and Kostandini (2024), who highlighted that well-structured labour and immigration 

laws help organizations avoid penalties and unexpected financial losses, and with the European Commission 

(2022), which emphasizes the financial benefits of simplified permit application processes. Additionally, Erdem 

et al. (2021) observed that temporary employment through business visas can reduce costs associated with full 

work permits, and Oswald-Egg and Siegenthaler (2023) noted that hiring experienced foreign employees can be 

more cost-effective than internal skill development. 

Hotel and lodge management should strategically integrate foreign employees into their workforce where skill 

gaps exist, particularly in specialized operational and managerial roles. Management must prioritize compliance 

with labour and immigration laws to avoid legal penalties and unanticipated financial losses. Hotels and lodges 

are encouraged to implement skills transfer programs that enable local staff to acquire expertise from foreign 

workers while sustaining long-term organizational performance. These practices are supported by previous 

studies indicating that foreign employees enhance service efficiency, operational flexibility, and overall financial 

performance (Swazuri & Mwenda, 2017; Yaduma et al., 2015; Lugosi & Ndiuini, 2022; Erdem et al., 2021). 

Moreover, effective management of diverse workforces, including foreign staff, strengthens human capital and 

leads to improved organizational outcomes (Morgan et al., 2021; Ahmad & Scott, 2021; Agyapong et al., 2018; 

Chen et al., 2021). 

ACKNOWLEDGEMENTS 

The author expresses sincere gratitude to the Ms Training Centre for Development Cooperation and the Meru 

District Council (Meru DC) for their institutional support, guidance, and permission to conduct this research. 

Special thanks are extended to the managers, finance personnel, and staff of the participating hotels and lodges 

in Meru District Council for their time, valuable cooperation, and contribution during the data collection process. 

Funding 

This research received no specific grant from any funding agency in the public, commercial, or not-for-profit 

sectors. 

REFERENCES  

1. Agyapong, A., Mensah, H. K., & Ayuuni, A. M. (2018). The moderating role of social network on the 

relationship between innovative capability and performance in the hotel industry. International Journal 

of Emerging Markets, 13(5), 801–823. https://doi.org/10.1108/IJoEM-11-2016-0293 

2. Ahmad, R., & Scott, N. (2021). Benefits and challenges for Malaysian hotels when employing foreign 

workers and interns.International Journal of Culture, Tourism and Hospitality Research, 15(2), 248–265. 

https://doi.org/10.1108/IJCTHR-05-2020-0103 

3. Anderson, W. (2015).Human resource needs and skill gaps in the tourism and hospitality sector in 

Tanzania [Report]. University of Dar 

esSalaam.https://www.academia.edu/64441244/Human_Resource_Needs_and_Skill_Gaps_in_the_Tour

ism_and_Hospitality_Sector_in_Tanzania 

4. Association of Tanzania Employers. (2022). Migration policies in view of changing employment 

landscape: A call for stronger 

dialogue.https://www.ilo.org/sites/default/files/wcmsp5/groups/public/@ed_dialogue/@act_emp/docum

ents/publication/wcms_849256.pdf 

5. Barney, J. (1991). Firm resources and sustained competitive advantage. Journal of Management, 17(1), 

99–120. https://doi.org/10.1177/014920639101700108 

https://rsisinternational.org/journals/ijriss
https://rsisinternational.org/journals/ijriss
http://www.rsisinternational.org/
https://doi.org/10.1108/IJoEM-11-2016-0293
https://doi.org/10.1108/IJCTHR-05-2020-0103
https://www.academia.edu/64441244/Human_Resource_Needs_and_Skill_Gaps_in_the_Tourism_and_Hospitality_Sector_in_Tanzania
https://www.academia.edu/64441244/Human_Resource_Needs_and_Skill_Gaps_in_the_Tourism_and_Hospitality_Sector_in_Tanzania
https://www.ilo.org/sites/default/files/wcmsp5/groups/public/@ed_dialogue/@act_emp/documents/publication/wcms_849256.pdf
https://www.ilo.org/sites/default/files/wcmsp5/groups/public/@ed_dialogue/@act_emp/documents/publication/wcms_849256.pdf
https://doi.org/10.1177/014920639101700108


INTERNATIONAL JOURNAL OF RESEARCH AND INNOVATION IN SOCIAL SCIENCE (IJRISS) 

ISSN No. 2454-6186 | DOI: 10.47772/IJRISS | Volume X Issue VII July 2026 

Page 5466 
www.rsisinternational.org 

 

 

6. Chen, J., Hshieh, S., & Zhang, F. (2021). The role of high-skilled foreign labor in startup performance: 

Evidence from two natural experiments. Journal of Financial Economics, 142(1), 430–452. 

https://doi.org/10.1016/j.jfineco.2021.05.042 

7. Danish Trade Union Development Agency. (2022). Tanzania & Zanzibar labour market profile 

2021/2022.https://www.ulandssekretariatet.dk/wp-content/uploads/2021/06/LMP-Tanzania-and-

Zanzibar-2021-Final.pdf 

8. Diepen, N. M. (2015). The effect of gender, age and nationality diversity on company performance: 

Evidence from the Netherlands [Master's thesis, Erasmus University Rotterdam]. Erasmus University 

Thesis Repository. https://essay.utwente.nl/67388/ 

9. Dodd, O., & Zheng, B. (2022). Does board cultural diversity contributed by foreign directors improve 

firm performance? Evidence from Australia. Journal of Risk and Financial Management, 15(8), 332. 

https://doi.org/10.3390/jrfm15080332 

10. Durojaiye, G., & Adewumi, O. (2024, January 10). Expatriate employment and residency in Nigeria – 

Financial implications and considerations. Mondaq. https://www.mondaq.com/nigeria/work-

visas/1399488/expatriate-employment-and-residency-in-nigeria--financial-implications-and-

considerations 

11. EmadEldeen, R., Elbayoumi, A. F., Basuony, M. A. K., & Mohamed, E. K. A. (2021). The effect of the 

board diversity on firm performance: An empirical study on the UK. Corporate Ownership and Control, 

18(3), 102–113. https://doi.org/10.22495/cocv18i3siart8 

12. Erdem, B., Türkmendağ, T., Akgöz, E., & Gök, T. (2021). Foreign workers employment in the hotel 

industry: Evidence from five-star hotels in Antalya. Journal of Tourismology, 7(1), 29–53. 

https://doi.org/10.26650/jot.2021.7.1.0002 

13. European Commission (2022): Commission Staff Working Document,Impact Assessment 

Report,Brussells.https://www.eu.dk/samling/20221/kommissionsforslag/kom%282022%290655/forslag

/1878366/2565907/index.htm?utm_source=chatgpt.com 

14. Frijns, B., Dodd, O., & Cimerova, H. (2016). The impact of cultural diversity in corporate boards on firm 

performance. SSRN. https://doi.org/10.2139/ssrn.2817642 

15. Government of Tanzania.(2023). Non-Citizens (Employment Regulation) Act, R.E. 2023.Government 

Printer. 

16. Government of Tanzania.(2023). Immigration Act, R.E. 2023.Government Printer. 

17. Guillouet, L., Khandelwal, A. K., Macchiavello, R., Malhotra, M., &Teachout, M. (2024). Language 

barriers in multinationals and knowledge transfers. Review of Economics and Statistics, 106(3), 1-

56. https://doi.org/10.1162/rest_a_01487 

18. Jodlowski, S. U. (2024). Financial statement analysis of the hospitality industry.Frankfurt University of 

Applied Sciences.Amazon Kindle. 

19. Khassawneh, O., & Mohammad, T. (2025). The influence of workforce diversity on organizational 

performance in the UAE hospitality sector: The moderating role of HR practices. SAGE Open, 14(1). 

https://doi.org/10.1177/21582440241277859 

20. Kileo, A. (2018). The impact of workforce diversity on the performance of microfinance institutions in 

Tanzania: An experience from NMB Bank Tanzania (Master’s dissertation, Mzumbe University). 

Mzumbe Institutional Repository. https://scholar.mzumbe.ac.tz/items/8b4cdf96-2aed-44fd-a381-

be242e0c4233 

21. Kim, Y., & Steiner, P. (2016).Quasi-experimental designs for causal inference.Educational Psychologist, 

51(3-4), 395-405.https://doi.org/10.1080/00461520.2016.1207177 

22. Knežević, S., Milašinović, M., Džafić, G., &Obradović, T. (2023).COVID-19 and profitability of hotel 

companies in the Republic of Serbia.BizInfo (Blace), 13(2), 65–

71.https://doi.org/10.5937/bizinfo2202065K 

23. Kühn, A.-L., Stiglbauer, M., & Fifka, M. S. (2018). Contents and determinants of corporate social 

responsibility website reporting in Sub-Saharan Africa: A seven-country study. Business & Society, 57(3), 

437–480. https://doi.org/10.1177/0007650315614234 

24. Likert, R. (1932). A technique for the measurement of attitudes. Archives of Psychology, 22(140), 1-55. 

25. Lugosi, P., &Ndiuini, A. (2022). Migrant mobility and value creation in hospitality labour. Annals of 

Tourism Research, 95, Article 103429. https://doi.org/10.1016/j.annals.2022.103429 

https://rsisinternational.org/journals/ijriss
https://rsisinternational.org/journals/ijriss
http://www.rsisinternational.org/
https://doi.org/10.1016/j.jfineco.2021.05.042
https://www.ulandssekretariatet.dk/wp-content/uploads/2021/06/LMP-Tanzania-and-Zanzibar-2021-Final.pdf
https://www.ulandssekretariatet.dk/wp-content/uploads/2021/06/LMP-Tanzania-and-Zanzibar-2021-Final.pdf
https://essay.utwente.nl/67388/
https://doi.org/10.3390/jrfm15080332
https://www.mondaq.com/nigeria/work-visas/1399488/expatriate-employment-and-residency-in-nigeria--financial-implications-and-considerations
https://www.mondaq.com/nigeria/work-visas/1399488/expatriate-employment-and-residency-in-nigeria--financial-implications-and-considerations
https://www.mondaq.com/nigeria/work-visas/1399488/expatriate-employment-and-residency-in-nigeria--financial-implications-and-considerations
https://doi.org/10.22495/cocv18i3siart8
https://doi.org/10.26650/jot.2021.7.1.0002
https://www.eu.dk/samling/20221/kommissionsforslag/kom%282022%290655/forslag/1878366/2565907/index.htm?utm_source=chatgpt.com
https://www.eu.dk/samling/20221/kommissionsforslag/kom%282022%290655/forslag/1878366/2565907/index.htm?utm_source=chatgpt.com
https://doi.org/10.2139/ssrn.2817642
https://doi.org/10.1162/rest_a_01487
https://doi.org/10.1177/21582440241277859
https://scholar.mzumbe.ac.tz/items/8b4cdf96-2aed-44fd-a381-be242e0c4233
https://scholar.mzumbe.ac.tz/items/8b4cdf96-2aed-44fd-a381-be242e0c4233
https://doi.org/10.1080/00461520.2016.1207177
https://doi.org/10.5937/bizinfo2202065K
https://doi.org/10.1177/0007650315614234
https://doi.org/10.1016/j.annals.2022.103429


INTERNATIONAL JOURNAL OF RESEARCH AND INNOVATION IN SOCIAL SCIENCE (IJRISS) 

ISSN No. 2454-6186 | DOI: 10.47772/IJRISS | Volume X Issue VII July 2026 

Page 5467 
www.rsisinternational.org 

 

 

26. Markova, E., Paraskevopoulou, A., Williams, A. M., & Shaw, G. (2016). Migrant workers in small 

London hotels: Employment, recruitment and distribution. European Urban and Regional Studies, 

27. Mbisse, S.S. (2015). Challenges facing tourist hotels towards provision of good customer service: A case 

study of tourist hotels in Arumeru District [Unpublished manuscript/Report]. 

https://1library.net/article/sampling-procedure-sample-challenges-facing-tourist-hotels-

provision.zp6glr4q 

28. Meyer, J. W. (2017). Reflections on institutional theories of organizations. In R. Greenwood, C. Oliver, 

K. Sahlin, & R. Suddaby (Eds.), The SAGE handbook of organizational institutionalism (pp. 790–812). 

Sage. 

29. Molenkamp, J. (2015). Board diversity and firm performance: The Dutch evidence (Bachelor’s thesis, 

University of Twente). http://essay.utwente.nl/67290/ 

30. Morgan, H. M., Sui, S., & Malhotra, S. (2021). No place like home: The effect of exporting to the country 

of origin on the financial performance of immigrant-owned SMEs. Journal of International Business 

Studies, 52, 504–524. https://doi.org/10.1057/s41267-020-00360-6 

31. Muravyev, A. (2017). Boards of directors in Russian publicly traded companies in 1998–2014: Structure, 

dynamics and performance effects. Economic Systems, 41(1), 42–64. 

https://doi.org/10.1016/j.ecosys.2017.01.002 

32. Ngonyani, G. (2013). Assessment of the influx of foreign workers' employment in Dar es Salaam city 

tourist hotels [Master's dissertation, Mzumbe University]. COSTECH Integrated Repository. 

http://repository.costech.or.tz/handle/11192/620?show=full 

33. Njoroge, M., Anderson, W., & Mbura, O. (2020). Innovation strategy and economic sustainability in the 

hospitality industry. The Bottom Line, 32(4), 253–268. https://doi.org/10.1108/BL-03-2019-0080 

34. Nnko, G. D., & Mbwambo, A. (2024). The influence of tourist attractions on the performance of tourism 

industry in Arusha, Kilimanjaro and Manyara regions in Tanzania. International Journal of Research and 

Innovation in Social Science (IJRISS), 8(11), 3077-3087. https://doi.org/10.47772/IJRISS.2024.8110239 

35. Nnubia, P., Choi, Y., &Jeon, J. (2025). Foreign workforce in tourism: The current status and challenges 

in South Korea. Asia Pacific Journal of Tourism Research, 30(4), 453–

462. https://doi.org/10.1080/10941665.2025.2454235 

36. Oswald-Egg, M. E., &Siegenthaler, M. (2023).Train drain?Access to foreign workers and firms’ 

provision of training.Labour Economics, 85, 102436.https://doi.org/10.1016/j.labeco.2023.102436 

37. Rahman, H. U., Rehman, S., & Zahid, M. (2018). The impact of boardroom national diversity on firms' 

performance and boards' monitoring in emerging markets: A case of Malaysia. ResearchGate. 

https://www.researchgate.net/publication/322750819 

38. Shieh, H., Hu, J. L., & Chang, Y. C. (2018). An investigation of factors affecting financial performance 

of Taiwanese international tourist hotels. Journal of Hospitality Financial Management, 26(1), Article 1. 

https://doi.org/10.7275/R5W37TJD 

39. Shrestha, D., & Kostandini, G. (2024). The effects of immigration policy on business creation: A study 

of the effects of 287(g) mandates. Journal of Agricultural and Applied Economics, 56(3), 429–444. 

https://doi.org/10.1017/aae.2024.23 

40. Sinicropi, S., & Cortese, D. (2021). (Re)Thinking diversity within sustainable development: A systematic 

mapping study. Corporate Social Responsibility and Environmental Management, 28(1), 299–309. 

https://doi.org/10.1002/csr.2050 

41. Solheim, M. C. W., & Fitjar, R. D. (2016). Foreign workers are associated with innovation, but why? 

International networks as a mechanism. International Regional Science Review, 39(1), 42–68. 

https://doi.org/10.1177/0160017615626217 

42. Swazuri, M. W., & Mwenda, P. (2017). Role of expatriates on organizational performance of selected 

beach hotels in South Coast, Kwale County. The Strategic Journal of Business & Change Management, 

4(4), 1020–1050.http://dx.doi.org/10.61426/sjbcm.v4i4.606 

43. Tudose, M. B., Rusu, V. D., & Avasilcai, S. (2022). Financial performance – determinants and 

interdependencies between measurement indicators. Business, Management and Economics Engineering, 

20(1), 119–138.https://doi.org/10.3846/bmee.2022.16732 

44. United Nations General Assembly. (2015). Transforming Our World: The 2030 Agenda for Sustainable 

Development. https://sdgs.un.org/2030agenda 

https://rsisinternational.org/journals/ijriss
https://rsisinternational.org/journals/ijriss
http://www.rsisinternational.org/
https://1library.net/article/sampling-procedure-sample-challenges-facing-tourist-hotels-provision.zp6glr4q
https://1library.net/article/sampling-procedure-sample-challenges-facing-tourist-hotels-provision.zp6glr4q
http://essay.utwente.nl/67290/
https://doi.org/10.1057/s41267-020-00360-6
https://doi.org/10.1016/j.ecosys.2017.01.002
http://repository.costech.or.tz/handle/11192/620?show=full
https://doi.org/10.1108/BL-03-2019-0080
https://doi.org/10.47772/IJRISS.2024.8110239
https://doi.org/10.1080/10941665.2025.2454235
https://doi.org/10.1016/j.labeco.2023.102436
https://www.researchgate.net/publication/322750819
https://doi.org/10.7275/R5W37TJD
https://doi.org/10.1017/aae.2024.23
https://doi.org/10.1002/csr.2050
https://doi.org/10.1177/0160017615626217
http://dx.doi.org/10.61426/sjbcm.v4i4.606
https://doi.org/10.3846/bmee.2022.16732
https://sdgs.un.org/2030agenda


INTERNATIONAL JOURNAL OF RESEARCH AND INNOVATION IN SOCIAL SCIENCE (IJRISS) 

ISSN No. 2454-6186 | DOI: 10.47772/IJRISS | Volume X Issue VII July 2026 

Page 5468 
www.rsisinternational.org 

 

 

45. United Nations World Tourism Organization. (2025).World tourism 

barometer.https://www.unwto.org/un-tourism-world-tourism-barometer-data 

46. United Republic of Tanzania (2024) Tanzania Investment Centre. 

https://www.tic.go.tz/sectors/tourism#:~:text=Tanzania%27s%20tourism%20industry%20accounts%20f

or%20about%2024.0,in%20Africa%20in%202019%2C%202020%20and%202021.  

47. United Republic of Tanzania. (2018). Licensed operators. Ministry of Natural Resources and Tourism. 

http://www.mnrt.go.tz/stakeholders/category/tour-operators 

48. United Republic of Tanzania. (2021). National Five Year Development Plan III 2021/22-2025/26. 

https://repository.mof.go.tz/bitstream/handle/123456789/107/NATIONAL%20FIVE%20YEAR%20DE

VELOPMENT%20PLAN%202021_22-2025_26.pdf?sequence=1&isAllowed=y 

49. Vij, S., & Bedi, H. S. (2016). Are subjective business performance measures justified? International 

Journal of Productivity and Performance Management, 65(5), 603–621. https://doi.org/10.1108/IJPPM-

12-2014-0196 

50. Wamboye, E. F., Nyaronga, P. J., & Sergi, B. S. (2020). What are the determinants of international tourism 

in Tanzania? World Development Perspectives, 17, 100175. https://doi.org/10.1016/j.wdp.2020.100175 

51. Wenceslaus, I. E. (2026). Investigating the impact of foreign employee recruitment strategy on financial 

performance of hotels and lodges in Meru District Council, Tanzania (Unpublished master's dissertation). 

MS Training Centre for Development Cooperation, Arusha, Tanzania.  

52. Wira, V. (2021). The effects of financial performance toward firm value on tourism, hotel and restaurant, 

and transportation sectors listed on Indonesia Stock Exchange. Inovbiz: Jurnal Inovasi Bisnis, 9(1), 141–

150. https://doi.org/10.35314/inovbiz.v9i1.1903 

53. World Travel & Tourism Council. (2024). Economic Impact Report: 

Tanzania. https://wttc.org/news/travel-and-tourism-set-to-break-all-records-in-2024-reveals-wttc 

54. Yaduma, N., Williams, A. M., Lockwood, A., & Park, S. (2015). Performance, labour flexibility and 

migrant workers in hotels: An establishment and departmental level analysis. International Journal of 

Hospitality Management, 50, 94–104. https://doi.org/10.1016/j.ijhm.2015.07.003 

55. Yamane, T. (1967). Statistics: An introductory analysis (2nd ed.). Harper & Row. 

https://rsisinternational.org/journals/ijriss
https://rsisinternational.org/journals/ijriss
http://www.rsisinternational.org/
https://www.unwto.org/un-tourism-world-tourism-barometer-data
https://www.tic.go.tz/sectors/tourism#:~:text=Tanzania%27s%20tourism%20industry%20accounts%20for%20about%2024.0,in%20Africa%20in%202019%2C%202020%20and%202021
https://www.tic.go.tz/sectors/tourism#:~:text=Tanzania%27s%20tourism%20industry%20accounts%20for%20about%2024.0,in%20Africa%20in%202019%2C%202020%20and%202021
http://www.mnrt.go.tz/stakeholders/category/tour-operators
https://repository.mof.go.tz/bitstream/handle/123456789/107/NATIONAL%20FIVE%20YEAR%20DEVELOPMENT%20PLAN%202021_22-2025_26.pdf?sequence=1&isAllowed=y
https://repository.mof.go.tz/bitstream/handle/123456789/107/NATIONAL%20FIVE%20YEAR%20DEVELOPMENT%20PLAN%202021_22-2025_26.pdf?sequence=1&isAllowed=y
https://doi.org/10.1108/IJPPM-12-2014-0196
https://doi.org/10.1108/IJPPM-12-2014-0196
https://doi.org/10.1016/j.wdp.2020.100175
https://doi.org/10.35314/inovbiz.v9i1.1903
https://wttc.org/news/travel-and-tourism-set-to-break-all-records-in-2024-reveals-wttc
https://doi.org/10.1016/j.ijhm.2015.07.003

