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ABSTRACT 
 

The focus of this study was to assess the factors contributing to police officer turnover in Tanzania, 
particularly at the Iringa police force. The study's specific objectives were to examine the 
contribution of monetary incentives, working conditions, and career advancement opportunities on 
police officer turnover in Iringa Police Force. The study utilized a descriptive and cross-sectional, 
research design was applied at a 95% level of confidence.  
Both Open-ended types of questionnaires and closed-ended types were used, as well as an 
interview guide for the key informants to get primary data and secondary data that were obtained 
through documentation or documentary review. The study used both qualitative and quantitative 
where qualitative data were analyzed by using interpretations and explanations while quantitative 
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data involved the use of software suggested for analysis called Statistical Package for Social 
Sciences and the findings were tabulated and figured for presentation. Based on the findings, the 
regression analysis output confirmed that there is a significant positive relationship between 
inadequate monetary incentives and police officer turnover as the p-value is 0.022.  
Furthermore, the regression analysis output confirmed that there is a significant positive 
relationship between poor working conditions and police officer turnover as the p-value is 0.025, 
which is less than 0.05, likewise inadequate career advancement opportunities were also 
significant with a p-value of 0.028. The study recommends the provision of fringe benefits and a 
review of salary is done from time to time as these were found to be the main problems which 
facilitate turnover intention, also management was asked to provide enough working tools and 
attractive offices to their officers, as the majority of officers complain on them. Furthermore, 
management should set enough budget for training and learning sessions and scholarships to be 
provided for officers who wish to go further studies. The researcher suggested that similar studies 
be carried out in other regions to determine the impact of these factors in influencing employee 
turnover especially those in military forces. 
 

 
Keywords: Monetary incentives; working conditions; career opportunities and turnover. 
 

1. INTRODUCTION 
 

The Police Force was established for the first 
time, on 25th August 1919 by British Colonial 
Government. This was after the British 
Conference where the European Countries 
divided the African continent into their Colonies. 
Tanganyika by then under German rule 
introduced the Police with the aim of protecting 
the colonial interest. The Police were established 
under Section 6 of the Police Force ordinance 
and charged with the duties of maintaining law 
and order. Although the Colonial Government 
had instructed reform–oriented measures, the 
British Colonial authority did not Institute the 
rehabilitation of Police in Tanganyika more 
emphasis was put on how to utilize them as a 
source of cheap labour for the benefit of the 
colonial government. This persisted even after 
independence. Later on, legislation came into 
force, known as Police Force Ordinance Cap 322 
as amended by the Police Force and Auxiliary 
Service Act, Revised Edition 2002. Cap 322, 
Section 5 (2) States that: "The Police force shall 
be employed in and through the United Republic 
for the preservation of Peace and Maintenance 
of law and order, Prevention and election of 
crimes" [1-3]. 
 
All members of the force shall be bound to serve 
anywhere in the United Republic or on bound 
any ship within the territorial water of the United 
Republic and to proceed to any neighbouring 
country and to proceed to such other places as 
their duties of this Act. As provided in the Police 
Force and Auxiliary Services Act, Cap 322. It is 
true that one can say that, to maintain peace and 
security it needs sustainable skilled labour, better 

Working conditions and a good working 
environment [4,5]. 
 
In Tanzania, the Ministry of Home Affairs has 
diverse mandates and functions in its 
departments. According to the Police Force 
department, the service is delivered to customers 
through a network of regional/district offices and 
service points. According to the Police Report 
(2016), the Department of Police Force strives to 
become the leading state Department in 
Tanzania in terms of providing service through 
successful stakeholder relationships, collective 
and collaborative solution finding, empowerment, 
flexibility and creativity. Moreover, the Police 
Force aims to transform itself from a reactive to a 
proactive department and to be recognized for 
being a successful service provider and staff 
commitment in providing excellent service. 
However, for more than a decade, the Police 
Force is still faced with the Labor turn-over of its 
employees that has continued to reduce the 
efficiency and effectiveness in the provision of 
services to its clients [6-8].  
 
One of the problems experienced by the 
department is the high rate of staff turnover 
source [9]. The Department of Police Forces 
loses some of its staff members who tend to 
move to better-paying corporate organizations, 
which suggests inadequate initiatives have been 
done to ensure labour retention in the Police 
Force. Consequently, the remaining staff 
experiences an increased workload leading to 
low morale, and high levels of strain and 
therefore making the Police Forces fail to 
accomplish their task due to a shortage of labour 
supply [10-13]. 
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Tanzania Police Force spends a lot of money 
and time in attracting and recruiting new 
employees by sending some policemen on 
training in order to attain the vision of the 
institution. These motivation strategies improve 
the performance of the organization by building a 
force which is efficient, skilled and community-
centred and which can be charged with the 
maintenance of public safety and security in the 
country [14-16]. 
  

Despite these substantial efforts made to ensure 
that workers especially police officers are 
motivated, there has been an increase in labour 
turnover and poor performance in the field of 
police force which have been experienced in 
recent years. For example, the trends of labour 
turnover in the Tanzania police force in Iringa 
Municipality from 2015-2019 indicate that, in the 
year 2018, more than 9 police members left the 
job; whereas in 2019, there were 13 members of 
the police force who quitted the job (Widambe & 
Chachage, 2022). But as time went on, the rate 
of labour turnover increased by the year 2016 
and 2017 at the national level. For 2018 and 
2019, evidence shows that the labour turnover 
increased from 5% to 9% respectively (Tanzania 
Police Annual Report, 2019). Thus, the 
resignation and dismissal of police have been 
revealed to persist and threaten the police force 
in Tanzania and in the Iringa municipal police 
force in particular. 
 

2. THEORETICAL REVIEW 
 

Herzberg (1959), proposed a two factors theory 
or motivation-hygiene theory. According to him, 
there are some job factors that result in 
satisfaction while there are other job factors that 
prevent dissatisfaction. According to Herzberg 
the opposite of satisfaction is no satisfaction and 
the opposite of dissatisfaction is no 
dissatisfaction. Herzberg proposed that every 
worker has two sets of needs –motivational 
hygiene needs. The theory suggests that police 
officers will stay in their posts as long as they can 
satisfy their needs and they are motivated (job 
satisfaction), but when their needs are not met, 
they automatically call for departure hence 
employees' turnover. 
 

Herzberg argued that employees are motivated 
by internal values rather than values that are 
external to the work in other words, motivation is 
internally generated and is propelled by variables 
that are intrinsic to the work which Herzberg 
called "Motivators". The motivation factors 
include recognition, a sense of achievement 

growth and promotion opportunities, 
responsibility, and meaningfulness of the work. 
There are certain job factors that cause 
dissatisfying experiences for employees. These 
factors are extrinsic to work. These factors were 
referred to by Herzberg as hygiene factors. They 
are also called dissatisfies or maintenance 
factors as they are.  
 
The theory in question posits a rather simplified 
view of human behaviour within organizational 
settings. It assumes that all individuals lack 
inherent loyalty to any organization and that as 
soon as their needs cease to be satisfied, they 
will actively seek alternative employment 
opportunities. While this assumption may hold 
true for certain individuals, it falls short of 
capturing the multifaceted and nuanced nature of 
employment dynamics in the real world. 
Expanding on this notion, it's important to 
consider several key aspects. The theory 
assumes that an individual's services are readily 
replaceable and that organizations can easily 
find suitable replacements. However, in reality, 
the process of identifying, recruiting, and 
onboarding new talent can be arduous, time-
consuming, and costly. Organizational 
performance and productivity can also suffer 
during the transition period. 
 
In summary, while the theory underscores the 
significance of addressing employees' needs to 
reduce turnover, it tends to oversimplify the 
intricate web of factors that shape job retention 
and commitment. It's crucial to acknowledge that 
employees' decisions regarding their tenure 
within an organization are influenced by a 
multitude of interrelated variables. Organizations 
aspiring to retain and engage their workforce 
effectively must adopt a comprehensive 
approach that considers both individual and 
organizational needs. This approach recognizes 
that loyalty and commitment can be cultivated 
when these needs align harmoniously. 
 

3. METHODOLOGY 
 
In this study, mixed approaches were used since 
both qualitative and quantitative approaches with 
a stronger emphasis on quantitative methods 
were used. It applied a statistical model to 
analyze data which provided comprehensive 
proof that answered the research questions 
under the study. The quantitative approach was 
employed where questionnaires were addressed 
to police officers with no managerial/ 
administrative positions and for the qualitative 
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part interviews were conducted with the police 
officers with leadership positions. In the current 
study, the researcher used descriptive and cross-
sectional research designs. It was descriptive 
because it aims to describe the factors 
contributing to turnover among police officers. It 
was cross-sectional because data collection, 
analysis, and interpretation were done once. 
Through this design adequate and relevant 
information concerning the study based on the 
actual picture and opinion of the heads of units 
was collected, also the case study was helpful in 
looking at the phenomenon sufficiently for the 
purpose of realizing the objectives of the study.  
 

The target population was 400 police officers 
from Iringa Municipality and the sample size was 
196. The reason behind the selection of police 
officers is the fact that, these are the most 
neglected group of employees whose concerns 
regarding their payments and welfare in general 
were given little consideration and most of them 
decide to change their jobs as they fail to meet 
cost of living or involved in some bad behaviours 
like corruptions to meet their obligations. Both 
Open-ended types of questionnaires and closed-
ended types were used, as well as an interview 
guide for the key informants to get primary data 
and secondary data that were obtained through 
documentation or documentary review. Prior to 
the main study, the research instruments, namely 
the questionnaires, underwent a pre-testing 
phase. This involved administering the 
questionnaires to a subset of the target 
population, specifically 10 police officers from 
Iringa Municipality. The primary aim of this pre-
testing was to identify and rectify any potential 
errors, ambiguities, or issues within the 
instruments. This process helps ensure that the 
questions are clear, comprehensible, and 
effectively measure the intended constructs. 
 

The study used both qualitative and quantitative 
where qualitative data were analyzed by using 
interpretations and explanations while 
quantitative data involved the use of software 
suggested for analysis called Statistical Package 
for Social Sciences and the findings were 
tabulated and figured for presentation.  
 

4. RESULTS 
 

4.1 Contribution of Monetary Incentives 
on Police Turnover in Iringa Police 
Force 

 

The study under consideration delves into the 
critical issue of how monetary incentives impact 

police turnover rates, with a particular focus on 
various financial aspects, including allowances, 
bonuses, fringe benefits, reward systems, and 
salary packages. The results presented in the 
study provide valuable insights into the 
perceptions and experiences of the police force 
personnel in relation to these monetary 
incentives. Firstly, it was revealed that a 
substantial portion of the surveyed police force 
personnel, specifically 124 individuals, 
corresponding to 63.4% of the total sample, 
acknowledged that the management of the police 
force indeed provides them with allowances. This 
acknowledgement highlights the role of 
allowances as a form of monetary motivation and 
recognition extended to these dedicated 
professionals. 
 
Similarly, an equivalent number of 124 
respondents, constituting 63.3% of the study's 
participants, declared that their employers offer 
bonuses as part of their compensation packages. 
Bonuses serve as a performance-based reward 
mechanism, and their provision can significantly 
influence employee motivation and job 
satisfaction, potentially reducing turnover rates 
within the police force. In contrast, the study 
found that 116 individuals, representing 59.2% of 
the respondents, denied the availability of fringe 
benefits from their employers. Fringe benefits 
encompass a wide range of supplementary 
perks, such as health insurance, retirement 
plans, and other non-monetary advantages. The 
absence of such benefits might be a factor 
contributing to job dissatisfaction and potentially 
high turnover. 
 
Furthermore, the research revealed that a 
significant majority, again comprising 124 
individuals or 63.5% of the sample, agreed that 
the reward system in place for them was 
perceived as fair and robust. A fair and 
transparent reward system can foster a positive 
work environment and promote employee 
retention, as it ensures that contributions are duly 
recognized and rewarded. Lastly, a noteworthy 
finding was that 195 individuals, accounting for 
59.2% of the participants, denied the regularity of 
salary/package reviews. The absence of periodic 
salary reviews can impact employee morale and 
financial well-being, potentially leading to 
dissatisfaction and higher turnover rates among 
police force personnel. 
 
In conclusion, the study's results shed light on 
the intricate relationship between monetary 
incentives and police turnover rates. While 
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Table 1. Monetary incentives 
 

Monetary incentives Disagree Neutral Agree 

Allowances given to police officers 25(12.9%) 46(23.7%) 124(63.4%) 
 Employer provides bonuses 32(16.2%) 42(21.5%) 124(63.3%) 
Employers provides fringe benefits 116(59.2%) 52(26.9%) 27(14.0%) 
Reward system is fair and firm 27(14.0%) 44(22.6%) 124(63.5%) 
Salary is reviewed from time to time 195(59.2%) 53(26.9%) 27(14.0%) 

Source: Field data (2023) 

 
allowances, bonuses, and perceived fairness in 
reward systems appear to have a positive 
impact, the absence of fringe benefits and 
irregular salary/package reviews may contribute 
to challenges in retaining police force personnel. 
These findings emphasize the significance of 
well-structured monetary incentive systems in 
mitigating turnover and enhancing job 
satisfaction within the police force. 
 
The study findings imply that the majority of 
employees were not highly satisfied with the 
salary offered but were impressed with bonuses 
and other benefits given. Compensation plays a 
significant role in influencing job satisfaction 
which facilitates employees' retention. This is 
because of two reasons. First, money is an 
important instrument in fulfilling one's needs; and 
two; employees often see pay as a reflection of 
management's concern for them. Consequently, 
employees want a pay system, which is simple, 
fair and in line with their expectations. When pay 
is seen as fair, based on job demands, individual 
skill level, and community pay standards, 
satisfaction is likely to result. 
 

In the same tone, one of the key informants said 
on 15 May 2023 at 9:32hrs that; 
 

“Salary is not enough as the cost of living is too 
high, and recommends management to review 
the salary scale for employees of lower cadres; 
also, they said compensation given to some 
officers do not match with the work they perform 
and the current cost of living” 
 

According to Maicibi (2013), employees who 
earn good salaries stay longer in employment. 
Many police officers complained that apart from 
monthly salary there are no incentives which can 
act as motivators. Police officers claimed that 
even though they get monthly salaries, it is not 
enough to make them sustain life. As a result, 
there is a lack of motivation, and dissatisfied 
employees will not be committed to his or her 
work instead the employee will quit the job. 
Though the issue of lack of salary review is a 

national issue it is a nationwide problem, the 
most affected police officers are people in rural 
areas because they do not have any other 
income-generating activities. This is the reason 
why some officers decided to shift from rural 
areas to urban areas seeking for better life 
hoping that they would succeed. Yumkella (2006) 
argues that poor financial compensation, lack of 
annual increment and unsatisfactory working 
conditions are the most likely push factors 
causing workers to move between sectors or 
across borders. Griffeth et al., (2000) noted that 
pay and pay-related variables have a modest 
effect on turnover. 

 
Likewise, the qualitative findings cemented the 
results as one of the key informants asserted on 
15 May 2023 at 10:15hrs that: 

 
"We normally want to motivate our officers to 
achieve good results, however, several 
challenges limit us, these include insufficient 
funds, the attitude of the politicians towards 
police officers, lack of professionalism, and poor 
perception of the public towards the police force. 
So, if the government will allocate enough funds 
for the force all employees will feel valued”. 

 
Theoretically, money serves as an incentive 
primarily because it can be exchanged for other 
desirable outcomes such as goods, services, or 
privileges.  These findings are in line with Mendis 
(2017) who indicated that remuneration, cash 
incentives, work life balance, supervisor support 
and employee recognition variables were 
negatively and significantly correlated with 
turnover intention. And those relationships were 
strong. Results of regressing the reward system 
on turnover intention showed that reward system 
is a powerful predictor of labour turnover in 
logistics industry of Sri Lanka. The research 
findings give evidence that better financial and 
non-financial rewards have a strong impact on 
employee turnover intention. Therefore, to 
reduce employee's high intention to leave the 
company, the management needs to develop a 
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well-balanced reward system in both financial 
and non-financial aspects. 
 

Regarding allowances and bonuses found to be 
inadequate, the findings were also supported by 
Mwenda and Mgomezulu (2018) who found that 
the current amount of allowance was an 
inadequate incentive to attract employees. 
Further, the education authorities should 
introduce additional incentives to alleviate the 
hardship that teachers experience in rural 
schools. Furthermore, Weldeyohannes (2013) 
assert that compensation plays a vital role in 
retaining employees especially in remote areas, 
the study concluded that teachers were highly 
dissatisfied with financial and non-financial 
aspects of compensation that they receive. Thus, 
dissatisfaction leads shifting of qualification that 
why they didn’t upgrade their former qualification 
vertically and intends to turnover. 
 

4.2 Contribution of Non-Monetary 
Incentives in Terms of Working and 
Living Conditions on Turnover 

 

The investigation into the influence of non-
monetary incentives, specifically working and 
living conditions, on police officer turnover delved 
into several critical aspects that contribute to the 
overall work environment. These aspects, as 
illuminated in Table 2, offer valuable insights into 
the challenges and perceptions of police officers 
within the Iringa police force. A notable finding, 
with implications for retention strategies, is that a 
significant portion of respondents, comprising 
124 individuals or 63.4% of the sample, 
expressed dissatisfaction with the provision of 
houses for police officers. This highlights a 
substantial concern within the force, where a 
considerable percentage of officers are denied 
access to suitable housing. This issue resonates 
with similar findings by Kimaro (2015), who 
identified poor working and living conditions as a 
contributing factor to police officer turnover. 
Addressing this housing deficiency emerges as a 
critical consideration for enhancing officer 
retention and well-being. 

On a more positive note, a majority of 
respondents, encompassing 124 individuals or 
63.3% of the sample, acknowledged the 
presence of good hospitals for themselves and 
their families. This underscores the importance of 
healthcare facilities in supporting the welfare and 
morale of police officers. Access to quality 
healthcare services not only contributes to the 
overall well-being of officers but also reflects an 
organizational commitment to their welfare. 
However, the study also unveiled concerns 
regarding the availability of working tools. A 
significant proportion of respondents, with 116 
individuals or 59.2% of the sample, disagreed 
with the statement that there are enough working 
tools for all police officers. This finding highlights 
a potential impediment to effective policing and 
underscores the need for adequate resources to 
facilitate officers in their duties. 
 
Additionally, the study explored officers' 
perceptions of their workplace, including the 
quality of office spaces. Interestingly, while 124 
individuals (63.4%) stated that all police officers 
have offices, a similar number, 124 individuals 
(63.3%), denied that these offices are attractive. 
This dichotomy in responses suggests that while 
physical office spaces may be provided, their 
overall condition and appeal may not meet the 
expectations or needs of officers. This 
incongruence merits attention when considering 
strategies to improve the working environment. 
 
In sum, the findings of this study underscore the 
multifaceted nature of non-monetary incentives, 
particularly working and living conditions, in 
shaping police officer turnover. While healthcare 
services appear to be a relative strength, 
challenges related to housing, working tools, and 
the condition of office spaces emerge as areas 
where improvements may be warranted. 
Addressing these concerns can contribute to a 
more conducive and supportive work 
environment, ultimately enhancing the retention 
of valuable personnel within the Iringa police 
force. 

 
Table 2. Working conditions 

 

Working conditions Disagree Neutral Agree 

Employer provides houses for police officers 124(63.4%) 46(23.7%) 25(12.9%) 
There is good hospital for me and my family 32(16.2%) 42(21.5%) 124(63.3%) 
Availability of enough working tools for all 116(59.2%) 53(26.9%) 27(14.0%) 
There are enough police offices 36(18.3%) 36(18.3%) 124(63.4%) 
Our police offices are very attractive  124(63.3%) 42(21.5%) 31(16.2%) 

Source: Field data (2023) 
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4. 3 Contribution of Career Opportunities 
on Police Officer Turnover 

 
The tabulated data in the Table 3 is pertaining to 
Career Advancement Opportunities unveils a rich 
tapestry of insights into the perceptions and 
experiences of police officers in the Tanzania 
Police Force regarding their professional growth 
prospects. This table dissects several critical 
facets of career advancement, including 
promotion opportunities, scholarships for further 
studies, the availability of training and learning 
sessions, and the allocation of a budget for staff 
development. 
 
On promotion Opportunities for Good 
Performers: The first column of data delves into 
the existence of promotion opportunities for good 
performers. It is heartening to observe that a 
significant majority, comprising 63.4% of 
respondents, agreed that such opportunities are 
indeed available. This finding underscores the 
importance placed on recognizing and rewarding 
exemplary performance within the police force. 
Promotion opportunities serve as a powerful 
motivational tool, incentivizing officers to excel in 
their roles and aspire to higher positions within 
the organization. This positive response signifies 
a culture that values meritocracy and offers a 
clear path for career progression. 
 
On scholarships for Further Studies: The second 
column explores the provision of scholarships for 
officers interested in pursuing further studies. A 
noteworthy 63.3% of respondents indicate 
disagreement with the availability of 
scholarships. This implies that scholarships for 
officers are not provided which is a pivotal aspect 
of career advancement, and therefore it may 
impede work morale of officers. Scholarships 
empowers officers to pursue advanced degrees 
and specialized training, fostering a highly skilled 
and educated workforce. The provision of 
scholarships not only enhances individual career 
prospects but also contributes to the overall 
professional development of the police                  
force. 
 

Training and Learning Sessions: The third 
column sheds light on the availability of training 
and learning sessions. An impressive 59.2% of 
respondents expressed agreement with the 
existence of such opportunities. This reflects a 
commitment to continuous learning and skill 
development within the police force. Training and 
learning sessions are instrumental in equipping 
officers with the knowledge and skills necessary 

to excel in their roles, adapt to evolving 
challenges, and enhance their effectiveness in 
maintaining law and order. 
 
On budget Allocation for Staff Development: The 
final column addresses the allocation of a budget 
for staff development. It is heartening to note that 
63.4% of respondents agreed that there is 
enough budget allocated for staff development. 
This financial commitment signifies a strategic 
investment in the growth and capabilities of the 
police force. Adequate financial resources are 
vital for organizing training programs, providing 
educational opportunities, and facilitating career 
advancement initiatives. Such budgetary 
allocation reinforces the organization's dedication 
to nurturing its personnel and enhancing their 
professional competencies. 
 
The data presented in this Table 3 unveils a 
positive landscape regarding career 
advancement opportunities within the Tanzania 
Police Force. The majority of respondents 
acknowledge the presence of promotion 
opportunities, scholarships for further studies, 
training and learning sessions, and budget 
allocation for staff development. These findings 
collectively underscore the commitment of the 
police force to the professional growth, skill 
enhancement, and career progression of its 
officers. This commitment not only benefits 
individual officers but also contributes to the 
overall effectiveness and efficiency of the force in 
fulfilling its crucial role in maintaining law and 
order. 
 
The findings regarding recognition were also 
supported by interview results as one supervisor 
asserts on 16 May 2023 at 13:12hrs that; 
 
“We have many criteria when deciding who to be 
promoted from one post to another, but the main 
one is his or her performance, we always 
recognize good and bad performers in our 
departments and give them appreciations letters 
and warning letters for those who under 
performs. 
 
The study findings are in line with the study done 
Matimbwa and Ochumbo [9] in their study 
reported that employee recognition for good 
performance increases subsequent performance 
substantially, and particularly so when 
recognition is exclusively provided to the best 
performers. Remarkably, workers who did not 
receive recognition are mainly responsible for 
this performance. 
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Table 3. Career advancement opportunities 
 

Career Advancement Opportunities Disagree Neutral Agree 

There are promotion opportunities for good performers 46(23.7%) 25(12.9%) 124(63.4%) 
Employer provides scholarships for all who wish to go 
for further studies 

124(63.3%) 42(21.5%) 32(16.2%) 

There is training and learning Sessions 27(14.0%) 53(26.9%) 116(59.2%) 
There is enough budget for staff development 36(18.3%) 36(18.3%) 124(63.4%) 

Source: Field data (2023) 

 
These findings were also supported by Palwasha 
et al., [17] who found that compensation and 
promotional opportunities had an imperative 
relationship with employees’ retention. It is 
argued that promotion opportunities make 
employees loyal, satisfied and reduce their 
intention of leaving their banks hence it 
enhances retention. Previously Matimbwa and 
Ochumbo, [9] stated that lack of promotion 
opportunities affects employees’ decision to stay 
with the organization. The availability of clear 
policies on promotion makes employees feel; 
though social mobility theory and equity theory 
postulate that when employees are promoted, 
they feel honored by the organization so they 
repay the organization through their loyalty, 
commitment and involvement.  
 
A study by Brown, Haytt and Benson, (2010) also 
found the majority of the employees agreed that 
HR policies and practice has an impact on 
employee’s retention/turnover though major 
challenges are most of organization 
management do not disseminate enough 
information on the HR policies. In addition, 
findings in this study are similar with the 
motivational theory which developed by Herzberg 
(1959) who concluded that the applicability of 
training employees in the organization influence 
employee’s retention and reduce turnover.  Thus, 
the finding implies that the training should be 
provided to employees in Iringa Police Force to 
build their capacity in terms of new skills, 
knowledge, experience and attitude which 
become the bases of employee’s performance.   

In addition, the regression analysis output 
confirmed that there is a significant positive 
correlation between turnover parameters, as 
evidenced by the p-value of 0.022, which is less 
than 0.05. Saunder, et al., (2014), recommend 
that the p-value should be equal to or less than 
0.05 to be significant. The regression analysis 
output confirmed that there is a significant 
positive relationship between monetary 
incentives and police officer turnover as the p-
value is 0.022. Furthermore, the regression 
analysis output confirmed that there is a 
significant positive relationship between working 
and living condition and police officer turnover as 
the p-value is 0.025, which is less than 0.05, 
likewise career opportunities were also 
significant with p value of 0.028. 
 

5. DISCUSSION 
 
The roles of monetary incentives in retaining 
police officers within the law enforcement 
agencies, as explored in this study, carries 
significant weight in the broader context of 
workforce management and public safety. The 
findings shed light on the effectiveness of 
existing monetary incentive systems while also 
highlighting areas that warrant further attention 
and enhancement. In this expanded discussion, 
we delve into the multifaceted facets of monetary 
incentives, elucidating the complexities and 
nuances associated with their contribution to 
police officer retention. The research 
underscores that the management of the police 
force has taken strides in implementing fair and 

 
Table 4. Regression coefficients on the influence of each predictor variable on turnover 

 

Model Unstandardized 
Coefficients 

Standardised 
Coefficients 

t Sig. 

B Std. Error Beta  
(Constant) 23.055 3.527  6.538 .000 
Monetary incentives 0.203 .107 .241 1.895 .022 
Working conditions 0.298 .135 .278 2.205 .025 
Career Opportunities 0.188 .120 .195 1.565 .028 

a. Dependent Variable:  Police turnover 
Source: Field Data (2023) 
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firm reward systems. This includes the provision 
of allowances and bonuses, mechanisms that 
traditionally serve as financial motivators [18,19]. 
 
These incentives, are designed to recognize 
exceptional performance and dedication among 
officers, play a pivotal role in acknowledging the 
contributions of law enforcement personnel. 
While the study applauds the presence of 
allowances and bonuses within the monetary 
incentive framework, it also raises a pertinent 
concern the absence of fringe benefits. Fringe 
benefits, encompassing an array of non-wage 
perks such as healthcare coverage, retirement 
plans, and paid leave, hold immense appeal for 
employees across industries. Their absence in 
the context of police officer compensation can 
potentially hinder the holistic satisfaction and 
well-being of officers [20].  
 
Another noteworthy observation is the 
infrequency of salary reviews. This issue 
resonates profoundly within the broader 
discourse of officer retention, as it intersects with 
the escalating cost of living. Infrequent salary 
reviews can lead to stagnant compensation 
structures that fail to keep pace with the evolving 
economic landscape. Consequently, officers may 
experience financial strain, further exacerbating 
turnover intentions [21-23]. 
 
The study's exploration of working and living 
conditions as factors influencing police officer 
retention within the Tanzania Police Force 
uncovers a multifaceted landscape marked by 
challenges and opportunities. This expanded 
discussion delves into the nuances of these 
conditions, illustrating their intricate relationship 
with officer job satisfaction, motivation, and, 
ultimately, their decision to continue serving in 
the force. One striking revelation from the 
research is the formidable challenges faced by 
police officers in accessing suitable housing. The 
data indicates that only a meager fraction of 
officers manage to secure available residences, 
highlighting the acute shortage of affordable and 
adequate housing options for law enforcement 
personnel. This issue extends beyond mere 
accommodation; it touches upon officers' quality 
of life, financial stability, and their ability to fulfill 
their professional duties unburdened by housing-
related stressors. In contrast to the housing 
predicament, the study identifies the presence of 
good hospitals available for officers and their 
families. Access to quality healthcare is a 
fundamental component of an officer's overall 
well-being and job satisfaction. A robust 

healthcare infrastructure not only addresses the 
immediate health needs of officers but also 
reassures them and their families, fostering a 
sense of security and support.  
 
The shortage of essential working tools and 
equipment represents a significant challenge 
faced by police officers. Inadequate access to 
modern and functional tools can hinder the 
effectiveness and efficiency of officers' daily 
tasks. The repercussions of this shortage extend 
beyond individual officers to impact the overall 
effectiveness of law enforcement operations. 
While officers are provided with offices, an 
interesting facet of the study is the observation 
that these spaces are not considered attractive. 
The aesthetic appeal and functionality of office 
spaces may seem secondary, but they bear 
significance in the broader context of officer 
morale and job satisfaction. A welcoming and 
well-designed workspace can enhance an 
officer's comfort, productivity, and overall sense 
of belonging within the organization [24-25].  
 
Positive and Significant Relationship: The 
empirical findings, as corroborated by regression 
analysis, affirm a positive and significant 
relationship between working and living 
conditions and police officer turnover. This 
statistical confirmation underscores the pivotal 
role played by these conditions in influencing 
officers' retention decisions. The impact extends 
to both professional and personal spheres, as 
working and living conditions intersect with 
officers' overall quality of life. The implications of 
these findings are far-reaching, carrying profound 
significance for retention strategies within the 
police force. Acknowledging the direct link 
between working and living conditions and officer 
turnover, police force management must 
prioritize efforts to address these challenges. 
Enhancing housing accessibility, ensuring the 
availability of necessary working tools, and 
improving the aesthetic appeal of office spaces 
can collectively contribute to a more conducive 
environment for officers. 
 
The examination of career advancement 
opportunities as a pivotal factor in police officer 
retention, as elucidated in this study, reveals a 
multifaceted landscape where opportunities for 
professional growth intersect with officers' long-
term commitment to their roles. This 
comprehensive discussion delves into the 
intricate nuances of career advancement within 
the Tanzania Police Force, emphasizing its 
profound influence on officer job satisfaction, 
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motivation, and retention. A salient finding of the 
research is the presence of ample promotion 
opportunities for all officers within the police 
force. This aspect is foundational in recognizing 
and rewarding the dedication, competence, and 
potential for growth among law enforcement 
personnel. Clear and accessible pathways for 
career progression can serve as powerful 
motivators, encouraging officers to remain 
committed to their roles with the aspiration of 
advancing in their careers. Equally significant is 
the allocation of a sufficient budget for staff 
development. This investment underscores the 
commitment of police force management to 
fostering the professional growth and skills 
enhancement of their officers. Training, skill-
building, and professional development initiatives 
are integral components of career advancement, 
as they empower officers to assume more 
substantial roles within the organization [26,27].  
 
The research brings to light the availability of 
numerous training and learning sessions for 
police officers. These sessions provide 
opportunities for ongoing education, skill 
enhancement, and the acquisition of new 
knowledge relevant to law enforcement duties. 
Access to such sessions not only enriches an 
officer's skill set but also signals an 
organizational commitment to continuous 
learning and development. Absence of 
Scholarships for Further Studies: An intriguing 
observation made in the study is the absence of 
scholarships for officers seeking to pursue further 
studies. This omission represents a notable 
aspect of the career advancement landscape. 
Scholarships can be instrumental in facilitating 
officers' pursuit of advanced degrees and 
specialized training, potentially opening doors to 
higher-ranking positions and specialized roles. 
 

6. CONCLUSION AND RECOMMENDA-
TION 

 

The study concludes that there is positive and 
significant contribution of monetary incentives, 
working environment, and career opportunities 
on staff turnover. The study recommends 
provision of fringe benefits and review of salary is 
done from time to time as these were found to be 
the main problems which facilitate turnover 
intention, also management were asked to 
provide enough working tools and attractive 
offices to their officers, as majority of officers 
complains on them. Furthermore, management 
should set enough budget for training and 
learning sessions and scholarships to be 

provided for officers who wish to go further 
studies. The researcher suggested that similar 
studies be carried out in other regions to 
determine the impact of these factors in 
influencing the employee’s turnover especially 
those in military forces. 
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