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Abstract  

This paper report the views of 70 respondents who attended induction programme at different 

times from Tabora and Singida Municipal Councils and four ministerial executive agencies 

situated in the two municipalities. The study was guided by the programme theory which also 

assisted the analysis of the findings. The overall conclusion has shown that 65.7% indicated 

they are aware that attending induction programme is the legal obligation, 38.6% were proud 

to be identified with their organizations after attending the induction programme, 35.7% were 

likely to stay in their current organizations after attending the induction programme, and 

47.1% reported that induction programme is useful for their career development. The study 

recommends that to reap the full benefits of an induction programme it should take into 

consideration the plausible programme theory and adhere to social science principles during 

the design phase. We conclude by implications for policy, practices and propose future 

research directions.  
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Introduction 

Developing countries face numerous serious societal problems which are now increasingly 

associated with inability of the government to effectively deliver services (Kauzya, 

2003).Thus, training, both long and short term in the public sector has become vital area of 

concern because the public service is expected by its customers and clients to provide value 

for money services (Ayee, n.d). Therefore, public service has the duty to respond to ever 

increasing demands of effectiveness and efficiency in services than ever. 

Effective delivery of induction programme has ascended to the apex of research 

agenda of researchers, and become an area of strategic planning to organizational leaders 

(Chidambaram, et al.2013:140). Chiefly, because of the important role that formal induction 

training plays in an organization. For example, new recruits are being inducted as part of the 

new employee welcoming process. Also, new recruits are offered “organizational survival 

tips” to settle quickly and comfortably (Kakolaki, 2013:1; Armstrong, 2006).Induction 

programme foster new employees citizenships and improve performance, it boost morale and 

foster teamwork among members of the organization (Chidambaram, et al.2013:140). This is 

because induction programmes exposes new employees to an organizational culture and 

enables them to easily cope with their jobs and glue themselves to the organizations. Thus, it 

was necessary to make induction one of the most common interventions used by organizations 

(Klein and Weaver, 2000). 

However, in spite of these rosy accounts, few studies have examined the effectiveness 

of induction training programme (Totterdell et al.2004; Bradley, 2008; Hendricks and Louw-

Potgieter, 2012; Hendricks, 2009; Zahrly and Tosi, 1989; Chidambaram, et al.2013; 

Anderson, et al.1996; Kunene, 2009; 2017; Akeche, 2016; Kakolaki, 2013; Mbijjiwe and 

Venkataiah, 2013). In all these studies different level of effectiveness and factors for effective 

induction programme were reported. But high above all is how well employees fit into the 
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organization, because colossal resources are invested in preparing employees for their jobs 

(Taormina, 2009:650; Chidambaram, et al.2013:140). 

Contemporary literature show that the evaluation of training and development has 

grown over time, and appreciated as a reliable tool for understanding and assessing the value 

of organizational programs and policies (Julnes and Bustelo,2015: 100; Kirkpatrick,2004; 

Kunene, 2017). Training like any other organizational activity requires time, energy and 

money. It is an investment in training intervention that leads to internal promotion, succession 

planning and employee development. Ironically, there is a decreasing willingness to invest in 

the training programmes and an ever increased pressure to justify training and development 

costs in developing countries (Kunene, 2017). Hence, there is a dire need for practitioners, 

trainers and researchers to demonstrate and communicate to management the value of training 

programmes to organizations. This study was undertaken in the above context. 

 

The Current Study 

Anecdotal evidences allude the poor performance of employees to inadequate induction 

training and orientation programmes (Kunene, 2009:2; Chidambaram, et al.2013:140; 

Hendricks and Lou-Potgieter, 2012:1; Hendricks, 2009:1).In Tanzania, for example Ngirwa 

(2000) associates  poor performance of many public servants to inadequate induction training 

, a perspective which is strongly shared by Brown(2005) who posits that induction and 

orientation of employees to their workplace and jobs are the most marginalized functions in 

many organizations. As a result, there is perpetual deterioration in performance and exit of 

new employees who have just joined the public service (Kakolaki, 2013:4). It is in the above 

context that, the government of Tanzania issued circular number 5 of 2011 to make induction 

training programme a mandatory to every new employee joining the public service (URT, 

2009; 2011). However, a comprehensive literature review indicates that majority of 

employees does not participate in the induction training programmes in Tanzania (TPSC, 

2017:5; Kakolaki, 2013:4).In addition, a heuristic review of the literature uncovered very few 

published studies on induction programme in Tanzania, but even the cursory view of the 

available texts reveals the dominant focus on the “how to” cookbooks on the design and how 

to run the induction programme (Anderson, et al.1999:170). This study departs from that 

angle and invokes a theory evaluation to study the Tanzania Public Service induction 

programme and provide initial attempt at ascertaining the effectiveness of the induction 

programme. 

 

 Evaluation questions 

 The following evaluation questions were explored: 

1. Are public servants in Tanzania aware that attending an induction programme is a 

legal obligation? 

2. Does the Tanzania Public Service Induction programme lead to identification and 

retention with the public service? 

3. If the Tanzania Public Service Induction programme was altered would it lead to 

desired results? 

 

 

 

 

 

Literature Review 
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Hendricks (2009:1) advises that when evaluating induction programmes, it is imperative to 

ascertain the programme contents, and desired results to be accrued from such a programme 

and how an ideal programme looks like. 

 

Induction programme: Definitional and Conceptual Issues 

According to human resource management discipline, the term “induction” has been 

conceived and defined widely.Swanepoel, et al. (2003) for example, argue that “it is basically 

a structured process involving welcoming, receiving and introducing the newly appointed 

employees, providing them the necessary information and making them feel at ease, so that 

they can settle down as soon as possible, and become productive at work”. It is the processes 

and assistance rendered by the organization to foster new employees’ integration to the 

organization, its members as well as related tasks (Kupias and Peltola, 2009: 18).    

Similarly, Foot and Hook, (2008:293) concur with the above position that induction 

facilitate new employees to settle quickly into their job and soon become active and 

productive. It is the final stage of employee resourcing process, and the first phase of training 

and development. They further posited that the process of induction starts from recruitment 

stage. It emphasizes the very first days of employees at work and continues throughout their 

development process in the organization (Nankervis, et al.2009: 287). 

The induction programmes varies according to the roles, status and the variety of 

programme activities (Wesson & Gogus, 2005). Generally induction is the process of 

combining the people and processes needed to optimize the effect that a new hire has on 

business outcomes.  

   

Benefits of induction programmes 

Induction training is very important programme for enhancing the performance and efficacy 

of new employees (Chidambaram, et al.2013:141). The major benefits of induction can be 

described as follows;   first, the direct impacts on the costs incurred and more importantly the 

organization’s profit margins. New employees commence their careers as under-performers 

and naïve before learning how to perform their jobs successful. On average it takes six 

months or so to become conversant with their jobs, a well designed induction programme can 

substantially reduce the amount of time needed for realizing employees’ full potential by 

increasing employees’ chance of success (Snell, 2006; Brodie, 2006). 

Second, employees resourcing impose colossal costs to organizations; induction 

course can reduce these costs enormously by retaining the employees and in the long run 

facilitate individual development and organizational growth (Cooper-Thomson and Anderson, 

2006; Chidambaram, et al.2013). 

Third, induction programmes reduce fear and anxiety experienced by new employees 

and as the result minimize labour turnover by enhancing the level of engagement and loyalty 

through cultural fitting of new employees in a new environment with new roles (Derven, 

2008; Friedman, 2006; Grobler, et al.2002). 

Fourth, these programmes are also useful in turning new employees into valuable 

contributors to organizations, because inducted employees are enthusiastic, energized, and 

proud in their job roles (Hendricks, 2006). 

Fifth, induction programmes enhance employees’ job satisfaction through acquitting 

them with job procedures, policies and benefits. Job clarity refers to the specificity and 

explicitness of rules and directives that define what worker is expected to do well, jobs and 

tasks need to have high degree of clarity (Garrieson, 1997; Friedman, 2006). 
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In sum, a well designed induction programme renders both tangible and intangible 

benefits to an organization.  

 

The Ideal Induction programme 

The conventional induction programme which insists on policies, procedures and benefits 

accrued, does not suffice to integrate employees into organizations (Derven, 2008).The ideal 

induction programme must includes contents that make up a well organized induction 

programme (Wanous and Reichers, 2000).The proposed topics must relate to the content, 

process, support and follow up (Hendricks, 2006).As explained below; 

 

Content 

A well designed induction programme must expose new employees to the organization’s 

history, purpose, operations and products or services, as well as contributions of employees’ 

jobs to the organization’s objectives (Stoner, 2005).The programme should also cover 

employee side by highlighting the information about employees’ work routines, health and 

safety procedures, and introduction to co-workers (Snell, 2006; Wanous and Reichers, 

2000).This phase of induction programme introduces new employees to the organizational 

structure, culture and work standards and overall organization’s expectations. 

 

Process 

This is about how the programme should be conducted. Traditionally the induction 

programme is presented within the first month of employment (Hendricks, 2006). To gain the 

full advantages of the programme it is recommended that the programme be delivered in 

piecemeal (Derven, 2008; Friedman, 2006). Ideally, these programmes commence on the first 

day of work and before the end of the first week with activities spreading over a couple of 

hours or so, every morning (Hendricks, 2006). 

The time frame should be between one to two weeks, and the duration of the time 

spent on induction-related programme should decrease over time (Sussman, 2005). Phase one, 

which entails reporting, conditions of employment and required paperwork, should be 

delivered to employees, prior to their actual class. 

  In practice, this is normally not the case during the induction programme (Hamilton, 

2007). Thus, paper work and administrative tasks should be completed beforehand. Therefore, 

duty stations, email accounts, work procedures should be communicated before the new 

employee report to the work station(Bulter,2008).Other relevant information such as 

organization market niche and competitors could be shared electronically 

(Hendricks,2006).For effective performance, it is recommended that, the curriculum designed 

in a blended learning structure which encompasses the use of classroom instructions as well 

as frequent discussions with immediate supervisors and self-guided electronic learning 

(Sussman, 2005). 

The programme should also ensure that new employees are aware of the 

organizational cultural norms (Derven, 2008).To ease delivery of the induction programme, 

the core contents of the programme can be delivered online and modified to fit various types 

of jobs so as to reduce induction paperwork (Moscato, 2005).The contents must also include 

different use of personalized learning plans with specific learning activities for each 

employee. It is also instructive to note that only interpersonal interaction sessions should be 

provided in the classroom (Hendricks, 2006). 

For effective efficacy it is also recommended that the delivery methodology to include 

adult-learning styles to facilitate integration of the learning in a practical environmental 
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setting, this may include pairing the new employees with their immediate supervisors to offer 

technical support. The supervisor-subordinate pairing is crucial in the creation of an ideal 

induction programme (Derven, 2008).Participation in the programme should also be arranged 

in cognizant to the levels of the participants. It is therefore, recommended that new managers 

and junior staff are inducted differently (Brodie, 2006). 

The programme should be a celebration that is fully committed to selling the 

organization to its new internal customers, and provide a platform for them to assimilate the 

organizational norms and standards (Ragsdale and Mueller, 2005). 

 

Support 

It is recommended that a trusted experienced mentor should be selected to support new 

employees (D’Aurizio, 2007).It is instructive that the supervisor be a competent and 

individual of repute. The mentor will be responsible for gathering information related to the 

protégé job, from co-workers, managers and clients (Johnson, 2006). The information should 

center on the key challenges of the job, the performance expectations, the history of the job 

design and the political dynamics that the incumbent may potentially encounter when 

executing the job roles. 

Practically, ideal induction programme should avail the contacts for the new 

employee’s immediate supervisor and department, as well as inform the co-workers the 

arrival of the new employee to create positive and cozy welcoming environment (D’ Aurizio, 

2007). Apart from acclimating new employees, induction programme must also introduce 

employees to  the services available, this can be done formally by co-workers or by using pre-

loaded personal digital assistants (PDAs), CD-Rom, or online quick reference manual to 

promote employee easily integration in an organization (Hendricks,2006).Eventually, 

induction programme should integrate employee through the establishment of social networks 

where they are able to meet and interact with other employees from similar backgrounds. 

 

Follow-up 

Beyond the first day of employment, it is advised that induction programme to include 

sessions for follow up and assessing new employees development  (Hamilton, 2007).This can 

be done through establishing a new employee’s critical path (CP) containing several points for 

monitoring a new employees’ development, through CP an organization can identify any 

obstacles early in advance, and provide employees with means to ensure their success in the 

job (Hendricks,2006).The post-hire meetings should also be convened timely and again to 

monitor new employees progress towards full competency. The meetings sessions may be 

convened sequentially be informal to encourage networking and constructive feedback in a 

non –threatening milieu (D’Aurizio, 2007).A good example of the follow-up method is the 

360 degree review feedback. Through follow-up process organization can establish whether 

resources are adequate to allow accommodation of employees, whether there is any political 

obstacle hindering profession association, and whether supervisory support is exerted and 

lastly the process may unearth the training needs (Friedman, 2006).The findings from this 

phase can be used to improve the policies and procedures that support new employees 

behavioral integration (Hendricks.2006). 

The foregoing literature, signal the reduction in the amount of time taken for new employees 

to realize their full potential and deliver to the expected organizational level, reduction in the 

costs associated with recruitment, increased level of employee engagement and a reduction in 

labour turnover (Derven, 2008). 
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The Policy Context of Tanzania Public Service Induction programme 

There can be no doubt that new employees of any organization require appropriate support at 

the very early stages of entry in order to acquire the knowledge, skills and attitudes required 

for a job; this initial process is central to their perception of both the culture and 

professionalism of the organization. It is against the above backdrop that the Tanzania Public 

Service induction programme is mandatory to all new public servants as per the Tanzania 

Public Service Standing Orders section G sub-section1 (8) which directs that “every employer 

is responsible for planning and conducting induction and orientation programmes which will 

provide newly appointed employees with knowledge, basic concepts and legislations 

pertaining to public service and work management to enable new employees adopt to the new 

job requirements”, and Circular Letter No. 5 of 2011 which further explicitly instructs that  

employers should induct  new employees  within six months of their engagement. 

To realize the intentions and philosophies described above, the Tanzania 
Public Service induction training programme is intended to achieve certain 
behavioural changes among new employees. The changes include, Demonstrate 
understanding of vision, mission, values, ethics, standards and generally ethos of 
the public service; Demonstrate understanding of institutional arrangements of 
the public service, the networks and linkages involved in their jobs, office 
procedures and management practices; Demonstrate understanding of 
government structure and system of communication within the government; 
Demonstrate understanding of legislation, procedures, and process of public 
services; Demonstrate articulation of the reform agenda of the government; and 
Demonstrate ability to apply the acquired competencies for an excellent career in 
the public service. 

To achieve the learning outcomes outlined above the course covers the following 

broad areas: Organization of the Government and conduct of Government Business; 

Communication in the Public service; An Overview of Standing Orders; The Constitution of 

URT, Public service Act of 2002 and its amendments, and Public service regulations of 2003; 

The Government Budget process and Budgetary control; Office procedures and management 

practice in the Public Service; Principles of records and information management; Public 

service moral principles and ethos; Time and stress management; Building a Customer centric 

public service including client service charter; An overview of Performance Management 

Systems(PMS) and Open Performance Review and Appraisal System(OPRAS); Diversity 

Management (Workplace Programme on HIV/AIDS), and Security in Government offices 
[Vetting which is done by Government Security Office (GSO)]; (TPSC, 2005). 

 

Previous studies on Induction Programme: Abridged 

Loveless (2010) conducted a qualitative study with new elementary school counselors that 

examined perceptions of their experiences in a mentoring and induction programmes and 

concluded that, the induction programme was very useful to mentee, as it facilitate sharing of 

the resources, demonstrations, consultation, exploration of materials, and mentor support. It 

also enhanced networking opportunities with other counselors. 

Dancun, et al. (2009) reported different approach of an induction programme which 

was implemented at the University of South Dakota, where new school counselors were 

paired with professionals in the field. The findings of the study concluded that the programme 



Journal of African Interdisciplinary Studies (JAIS): ISSN 2523-6725 (online) 
                                                               November 2018 Vol. 2, No. 11 
Citation: Marijani, R; Nchimbi, A and Omary, D (2018). Theory Evaluation of Tanzania Public Service 
Induction Programme.  Journal of African Interdisciplinary Studies. 2(11), 115-135. 

 

121 
Copyright © 2018 Centre for Democracy, Research and Development (CEDRED), Nairobi, Kenya. 

http://cedred.org/jais/index.php/issues 

reduced the students’ frustrations and anxiety while increasing motivation and confidence of 

the participants. 

In South Africa, Hendricks, et al. (2012) evaluated the induction programme of a 

media company and recommended that induction programme should be designed in view of 

the plausible theory for better alignment of the programme activities and outcomes. Similarly 

Chidambaram, et al.(2013)  study  in India revealed that induction training is very vital for all 

new recruits, it helps to reduce the time and cost for the employees to learn the organization’s 

rules and regulations and improve their performance. The study concludes that there is direct 

association between the contents of the induction programme and effectiveness of the 

induction programme. 

The above position is also supported by Hendricks’s (2009) study which reported that 

staffs who have participated in structured induction programme are 69% more likely to stay 

with the chosen organization. The findings support the position that the ideal induction 

programme with appropriate content, process, support and follow-up components have 

universally been proved to improve employees’ retention and identification. 

Similarly, Kunene (2009) using qualitative methods evaluated the human resource 

management unit in implementing the induction and orientation programme for health 

professionals at the Nkangala Health District of Mpumalanga in South Africa and identified 

the most important interventions and support that health officials expected in their career 

development. The study also pointed some weaknesses in the management of the induction 

programmes such as lack of programme evaluation to inform the reviews and lack of 

managers’ participation in the programme. 

In Tanzania, Kakolaki (2013) conducted a study in Kinondoni Municipal Council and  

concluded that; Induction Training is very crucial in order to remove traditional ways of  job 

attendance that make different ways in order to sharpen the mind of new employees in all 

levels and recommended that; Induction Training should be applied in both short term courses 

and long term courses through  strategies without considering any biasness to favor some of 

department than others; all should be treated equally. 

Moreover, Bana (1995) study report that out of 143 respondents on 16 respondents 

(11%) admitted to have undergone initial Induction training courses before they were 

confirmed into their job positions while the remaining 89% did not. Such findings indicates 

that majority of workers used their own initiatives to learn. Kavura (2002) further supports the 

above conclusion through a study of the Regional secretariats in Tanga, Dodoma and Mwanza 

and reports that the Regional secretariats had failed to perform effectively due to the lack of 

induction training to their members of the Regional secretariat. 

Likewise, Chonya (2010) supports kavura’s conclusion, through a study in Rukwa 

regional secretariat and revealed that a good number of newly employed workforce lack 

induction training as the result there was high employee turnover and absenteeism. He also 

argued that induction training is among a mismanaged HR function in Rukwa regional 

secretariat.  

Contrary to the above findings, Chacha (2005) study in Musoma District Council 

report that that there was improved work performance after employees attended 

orientation/induction training. The foregoing literature reviews reveal that, in order to achieve 

the positive impact of the induction programme, it must be well planned, and designed in a 

manner that new recruits are well exposed to the organizations. 

 

Program Impact Theory 
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The theoretical basis for this study is the program impact theory. It describes and prescribes 

what evaluators do when conducting evaluations (Coryn, et al.2011). Programme theory 

directs how a programme achieves its desired outcomes (Rossi, et al.2004).It avails the room 

for understanding the programme and improve it (Weiss, 1998).The theory has been 

conceived differently and christened different names, including; theory-guided evaluation, 

theory –based evaluation, theory of change, theory of action, program logic, logical 

frameworks, realistic evaluation, responsive, summative, empowerment, goal-free, 

emancipatory, fourth-generation, participatory to name but few (Mark,et al.1999:178; Henry 

and Julnes,1998).Even though these frameworks differ but the general purposes of each are 

similar, and the multiplicity of these theories can provide flexible evaluators with a rich stock 

of approaches from which one can select the best approach to fit the particular need 

(Julnes,2015:4; Mark, et al.1999;178). 

Although there are variations, meaning and different uses, the term theory-driven is 

conceived in this paper as any evaluation strategy or approach that integrates and uses 

stakeholders and social sciences techniques in conceptualizing, designing, interpreting and 

conducting evaluation of a policy or programme. 

The origin of the theory-drive evaluation can be traced to Tyler in 1930s longitudinal 

study of progressive education, to date the study is still considered the most significant 

evaluation of the 20
th

 century. Later on in1960s some evaluation works reappeared with the 

work of Edmund Suchman a renowned sociologist at the University of Pittsburgh (Corny, et 

al.2011).Later on in 1990s the theory driven evaluation came into the limelight of social 

science, catapulted by the publication of chen’s (1980) magnum opus “theory –driven 

evaluations’. And ever since, the conceptual, methodological, and theoretical advises on 

theory evaluation approaches have been common place in the literature (Weiss, 1995; 1997b; 

1998; Chen, 1980; Rogers, 2000; Corny, et al.2011). 

The evaluation purposes contextualize the choice of inquiry mode (Mark, et al., 

1999:179). In fact, the field of evaluation has been developed to assist and extend natural 

human abilities to observe, understand, and make sound judgments about policies, programs, 

and other evaluations. Thus one can plan to undertake evaluation exercise and evaluation 

programmes based on the needs in situ, rather than the dispositions of whoever is doing the 

evaluation (Ibid).Thus, inquiry modes broadly can be categorized into four distinct modes: 

description, classifications, causal analysis and value inquiry. These four modes are assisted 

sense making techniques that enable human beings to compensate for the limits of their own 

natural understanding (Mark, et al.1999:180).Description entails the assessments of 

observable attributes. It occurs when events and experiences are observed, recorded and 

measured to describe the particular patterns.) 

Classification targets observable, measurable attributes of individuals or social 

aggregates. It goes deeper into structures; it is the methods used to assess structures and 

categories to classify individuals or events into relevant categories (Mark, et al, 1999:181). 

And causal analysis entails methods used to investigate the notion of causality as a result of a 

program or policy implementation. It mainly attempts to estimate the impact of a program on 

selected outcomes, where as the latter support the natural representational sense making, 

value inquiry on the contrarily delve into the evaluative side of natural sense making. It 

entails methods for systematic assessments of values positions on particular social policy or 

programme. 

The above four modes of inquiry reflects the erstwhile tradition of qualitative-

quantitative distinction, but each of the four inquiry modes employs both qualitative and 

quantitative methods in the evaluation (Mark,et al.1999:180). This study employs causal 
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mode of inquiry to study the impact of Tanzania Public Service Induction program. The 

theory-driven forms of evaluation is depicted as graphical diagram that indicates relationships 

among programmatic actions, outcomes, and other factors (Corny,et al, 2011:201). 

 

 

Fig. 1:  Programme Process Theory                               Programme Impact Theory                                  

 

Inputs 

 

 

 

Activities 

 

 

 

Outputs 

 

 

Source: Adapted from Donaldson (2007) 

 

The programme theory is represented by the inputs, activities and outputs elements which 

form the programme process theory, which eventually results into outcomes respectively 

(Corny, et al.2011:201).In this case inputs to the programme process are the resources needed 

to implement induction training programme, the participants, physical and financial resources, 

the activities are training programmes conducted to the newly employed employees, outputs 

are number of training programmes conducted, number of new employees trained and the 

outcomes are the anticipated changes that occurs directly or indirectly as the results of inputs, 

activities, and outputs. 

Ceteris paribus the initial outcomes could be the expressed changes in knowledge, 

skills and abilities in terms of awareness that attending an induction programme is a legal 

obligation in Tanzania among others. Intermediate outcomes which are often classified as 

behavioral changes (Corny, et al, 2011:202) could be the increase in number of public 

servants who identify themselves with and are loyal to the public service. The long term 

outcomes could be improved design and effective induction programme which improves 

service delivery in Tanzania. 

The above programme process and impact theory tailors well with the Hendricks 

(2006) proposed components of an induction programme which entails having a contents, 

process, support and the follow up. The contents and process are the inputs-activities-outputs 

and support and follow up intend to achieve the initial, intermediate and long- term outcomes. 

As Davidson (2000, 2005) posits central to the theory, notwithstanding how it was 

constructed, is how various parts relates to one another. We have attempted to describe the 

relationship between our study and the program theory above by showing how the elements of 

program theory augurs well with ideal elements of an induction programme making the theory 

plausible for this study. This conceptualization assisted analysis of the findings and formulate 

theoretical conclusions based on the empirical findings in the next sections. 

 

 Research Methodology 

This theory evaluation of Tanzania Public Service Induction program used a descriptive 

design. 

 

Study Area 

This study was carried out in Singida and Tabora regions where participants were randomly 

drawn from Tabora and Singida Municipal Councils and four ministerial agencies namely 
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Outcomes 

Long-

term 

Outcome

s 

Initial 

Outcome

s 
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Tanzania Building Agencies (TBA), Tanzania National Road Agencies (TANROADS), 

Tanzania Mechanical and Electronics Service Agency (TAMESA) and Tanzania Public 

Service College (TPSC) campuses situated in Singinda and Tabora regions. The regions 

border each other and are situated in the western part of Tanzania.  Singida region is 

administratively divided into five districts namely; Iramba, Ikungi, Manyoni, Mkalama, and 

Singida District. The population is estimated to be 1.3 million people according to National 

Population and Housing Census 2012. While Tabora region has seven districts namely: 

Igunga, Kaliua, Nzenga, Sikonge, Tabora, Urambo and Uyui. The population of this region is 

estimated to be more than 2.2 million according to National Population and Housing Census 

2012 (NBS, 2013).  The two municipal councils were chosen for this study because of the 

proximity with each other and researcher’s place of work and therefore simplified data 

collection (Marijani, 2018). 

 

Data Collection  
To evaluate the Tanzania Public Service Induction programme data were collected from 

Tabora and Singida Municipal Councils and TANROADS, TAMESA, TBA and TPSC 

regional offices in Tabora and Singida between January and February 2018. The stratification 

was based on respondents positions (Officers, senior officers, Heads of department and 

Directors). The questionnaires were distributed to 79 employees who worked in the two 

councils and selected agencies. The questionnaires were self-administrated and employees 

were given time to fill them. The questionnaires were administered during the normal 

working hours. The written and verbal explanations were issued prior to administration, and 

respondents were asked not to write their names on the questionnaires. Study respondents 

were asked to respond to 5 demographic questions and rate 10 questions on dimension of 

Tanzania Public Service Induction programme on the extent to which they believed were 

correct after attending the programme. The answers the ranged from 1 (not at all) to 5 

(completely). 

The concepts definitions were in line with Hendricks (2009) conceptualization of the 

ten dimensions of induction programme. The questionnaires were later collected from 

employees and 70% percent response rate was realized, with 70 questionnaires being 

returned. The primary data were triangulated with the secondary information obtained from a 

detailed and critical review of key policy documents such as the Tanzania Public Service 

Standing Orders (2009), Public Service Circular number 5 of 2011, progress reports, research 

reports, evaluation reports and induction programmes implementation reports.  

 

 

 

Measurement 

For this study we adopted a fifteen item, five point likert Induction programme Evaluation 

Questionnaire (IEQ) developed Hendricks (2009). The first three questions were centered on 

whether participants’ are aware that induction is mandatory, next six questions measured the 

experienced attitude of identification and retention, and the last two questions measured the 

work commitment and intention to quit. The first four questions (1-4) were adopted from 

Doosje, et al. (1995) and the next two questions (5-6) where derived from Cohen’s (1993) the 

last four questions assessed the usefulness of the induction programme to participants. 

The questionnaire was modified to accommodate 5 questions on demographic factors 

which includes; gender, age, level of education, years of experience in the public sector, 

category of respondent (position).This was done to facilitate descriptive statistics. Following 
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Schriesheim, et al. (1993) rule of thumb “the requirements to fill the questionnaire correctly 

requires good intellectual ability to rate the correspondence between the items and definitions 

of various theoretical constructs without any pertinent biases”. 

 

Ethical Approval 

Ethical clearances for this study were granted by the Regional Administrative Secretaries 

(RASs) from both regions. Moreover, verbal consent was also sought from the study 

respondents.  

 

Data Analysis 

The data were entered into Statistical Package for Social Science (SPSS) and 

analysed.Descriptive analysis was invoked to describe the basic features of the data by 

providing the summary about the study and measures.  

 

Results 

Descriptive results 

From table1 below, it is inferred that the total respondents were 70 and they are categorized 

on the basis of the following biographical details, gender, age, education level, job category 

and years of experience in the public service. Among 70 respondents 65.7% are males and 

34.3 females, 21.4% belong to the age group 20-29, 57.1% are from 30 to 39 years age group 

category, 15.7% are from the age group 40-49 years, 4.3% belong to 50-59 years age category 

and 1.4% are from 60 years and above group.  

Educational level variations of respondents were also observed whereby 62.9% were 

bachelor degrees holders, 14.3% post graduate diploma holders and 15.7% masters’ degrees 

holders. In terms of years of experience, 37.1% had 5 to 10 years in the service, 41.4% had 

less than 5 years, 12.9% had between 10 to 15 years in the service and 8.6% had more than 15 

years of experience in the public service. The results indicate majority had longer experience 

in the Tanzania public service. Considering the level of management, 74.3% are the officers, 

14.3% are senior officers, 10.0% are heads of departments and 1.4% holds managerial 

positions. The mixture of technical and managerial staff facilitated fair evaluation of induction 

programme. 

 

 

 

 

 

 

 

 

Table 1: Characteristics of respondents 

Characteristics Number Percentage 

Sex   

  Male 46 65.7 

  Female  24 34.3 

Age    

  20-29  15 21.4 

  30-39 40 57.1 

  40-49 11 15.7 



Journal of African Interdisciplinary Studies (JAIS): ISSN 2523-6725 (online) 
                                                               November 2018 Vol. 2, No. 11 
Citation: Marijani, R; Nchimbi, A and Omary, D (2018). Theory Evaluation of Tanzania Public Service 
Induction Programme.  Journal of African Interdisciplinary Studies. 2(11), 115-135. 

 

126 
Copyright © 2018 Centre for Democracy, Research and Development (CEDRED), Nairobi, Kenya. 

http://cedred.org/jais/index.php/issues 

  50-59 3 4.3 

  60+ 1 1.4 

Education   

 Secondary level 5 7.1 

 Bachelor degree 44 62.9 

 Postgraduate diploma 10 14.3 

 Master’s degree 11 15.7 

Years of experience    

Less than 5 years 29 41.4 

Between 5 and 10 years 26 37.1 

Between 10 and 15 years 9 12.9 

Above 15 years 6 8.6 

Position/job category   

Officer 52 74.3 

Senior officer 10 14.3 

Heads of Department 7 10.0 

Manager of agency/independent 

department 

1 1.4 

Source: field data (2018) 

 

Instrument reliability 

Cronbach’s Alpha was invoked in order to determine the internal reliability of the 

questionnaire used in this evaluation. A score of 0.763 suggests that the ten item questionnaire 

has high internal reliability. In addition item statistics were used to show the percentages of 

each item with the overall questionnaire, this is presented in Table 2. 

 

 

 

 

 

 

 

 

 

 

Table 2: Item total statistics showing percentage of each item of the questionnaire  

Note: 1 – Not at all, 2 – To a less extent/degree, 3 – Moderate, 4 – Greater extent/degree,   

5- Completely. 

After attending the 

Tanzania Public Service 

Induction programmes. 

1(%) 2(%) 3(%) 4(%) 5(%) 

Total 

(%) 

Awareness of the 

organizational rules and 

policies 

2(2.9) 4(5.7) 14(20.0) 46(65.7) 4(5.7) 70(100) 

I know what is required of 

me in my job 

2(2.9) 1(1.4) 10(14.3) 32(45.7) 25(35.7) 70(100) 

I know what my performance 1(1.4) 1(1.4) 15(21.4) 33(47.1) 20(28.6) 70(100) 
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standards are 

I see myself as a member of 

(the organization) 

 2(2.9) 18(25.7) 21(30.0) 29(41.4) 70(100) 

I am pleased to be a 

members of (the 

organization) 

 3(4.3) 14(20.0) 27(38.6) 26(37.1) 70(100) 

A feel strong ties with other 

members of (the 

organization) 

 2(2.9) 19(27.1) 37(52.9) 12(17.1) 70(100) 

Identify with other members 

of (the organization) 

 3(4.3) 20(28.6) 37(52.9) 10(14.3) 70(100) 

I am not looking for another 

job outside of (the 

organization) 

14(20.0) 14(20.0) 19(27.1) 12(17.1) 11(15.7) 70(100) 

I think about remaining 

employed at (the 

organization) 

2(2.9) 15(21.4) 14(20.0) 25(35.7) 14(20.0) 70(100) 

In general I found the 

induction programme useful 

 5(7.1) 10(14.3) 33(47.1) 22(31.4) 70(100) 

Source: Field data (2018) 

 

The questionnaire placed the research in the context of the public service concerns for 

a quest for legal obligation, commitment, willingness to stay in the public service and 

usefulness of an induction programme to the participants. Thus, the first three questions 

centered on whether participants are aware that attending induction programme is a legal 

obligation and therefore mandatory to all newly employed public servants. The next three 

questions measured work commitment and intention to quit the services, and the last four 

questions assessed the usefulness of an induction programme to the participants. 

The findings from table 2 above, also present the mixed response concerning the 

above three dimensions. For example, 65.7% of the respondents were aware of the 

organizational rules and policies after attending the programme, 45.7% were well versed with 

their responsibilities and 47.1% knew their performance standards. Similarly, 41.4% felt 

highly committed to their organizations, where as 38.6% were pleased to be members of their 

organizations, and 52.9% were positively associated with other members of the organizations. 

Moreover, 52.9% reported a sense of teamwork by identifying themselves with other 

members of the organization, 27.1% indicated that they were not looking for another job 

outside their organizations, while 35.7% reported that they will likely stay in their current 

organizations, and 47.1% reported that they find induction programme very useful for their 

career development. 

Discussion 

The findings reported in this study augurs well with the recent national and international 

research on public service induction programmes, corroborated with the results from the  

objectives of the study and guided by programme theory. The findings pointed that that the 

recipients of the induction programme in the studied organizations were aware that attending 

induction programme is a legal obligation 65.7%, it was also reported that induction 

programme led to the employees’ identification with their organizations 38.6%, and therefore 

fostered their retention 35.7%. Locally, the findings support the earlier studies in Kinondoni 

Municipal Council by kakolaki (2013), Kavura’s (2002) conclusion of Tanga Regional 
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Secretariat  and Chacha’s (2005) report of Musoma District Council, at international level the 

findings corroborate the key research findings on statutory induction in the United Kingdom 

reported by Totterdell et al. (2002). Therefore, the answer to evaluation question one, Are the 

public servants in Tanzania aware that attending an induction programme is a legal 

obligation? is yes. This implies that induction training programme apart from full filing legal 

obligation can foster recipients’ identification with their respective organizations, illicit 

loyalty and glue them with their organizations.  

Evaluation question two, Does Tanzania public service induction programme lead to 

identification and retention with the public service? .From the foregoing results the positive 

answer to this question is not surprising, as over two-third of respondents 52.9% positively 

associated themselves with other members of the same organizations, more than a half 41.4% 

of the respondents elicited commitment with their organizations, and 36.6% were pleased to 

be members of their organizations. Similarly, more than a half 35.7% of the respondents 

indicated that they will stay in their organizations, and 27.1% reported that they were not 

looking for any other job outside their organizations. The findings which sit well with what 

Chidambaram, et al.(2013) findings in India and Bradley (2008) conclusion in England which 

pointed out that “an organization which puts new employees through an induction programme 

are more likely to register the decrease in staff turnover  and increase job satisfaction  

alongside levels of productivity” (p.353). 

Evaluation question three, If the public service induction programme was altered 

(based on the literature on induction) would it lead to improved design and to a more effective 

programme? From the results of evaluation questions one and two, it is clear that induction 

programme moderately resulted to “legal obligation” “identification and retention” and 

“usefulness” of the programme to the participants. 

In the literature review there are number of studies on how to effectively deliver the 

induction programme, Warious and Reichers (2000); Hendricks (2006); Bubb (2000); Arends 

and Winitzky (1999); Arends and Rigazio-Digilio (2000); Totterdell, et al. (2002; 2004), and 

Rabie (2010).To reap the full benefits of an induction programme an ideal induction 

programme was proposed in the literature (Hendricks, 2006). It is therefore recommended that 

the Tanzania Public Service re-design her induction programme, based on the plausible 

progamme theory, social science assumptions and empirical evidences (Hendricks, 2012:7). 

The proposed  induction programme should include four typical components that may lead to 

an effective programme, namely content, process, support and follow-up (D’Aurinzo, 2007; 

Bradley, 2008).Similar recommendations were also made by the steering committee’s report 

on the transformation of the Tanzania Public Service College into a full - fledged staff college 

of the United Republic of Tanzania (TPSC, 2017:5). A synthesis of the above findings 

indicates that, while there remains much to be learned about induction programme and how 

best to improve  employees’ professional development, fulfillment of legal obligation, job 

satisfaction, commitment and retention rates, the contours of our knowledge base at the 

moment must be situated around the following foci; 

 

Content 

It is suggested that the programme start with availing the purpose and goals of an induction 

programme, followed by the overviews of the organizations history and mission (Stoner, 

2005). In this phase participants must be aware of the following; 

 

Process 
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Unlike the traditional induction programme where even the long serving employees can 

attend an induction programmme any time in their career. It is suggested that an induction 

programme is conducted within the first week rather than the first month of employment after 

employment (Wanous and Reichers, 2000). To achieve the most of the programme it is also 

suggested that the programme should be delivered in piecemeal, and in a blended learning 

structure instead of traditional one-off approach (Derven, 2008; Friedman, 2006).The 

programme should also be delivered by the experienced facilitators (Totterdell, et al.2004:3). 

 

Support 

New employees need to be given assignments and structural approaches for collaborative 

planning, goal setting, and review with their mentors (Totterdell, et al.2004).Therefore, a 

competent mentor should be entrusted with assisting new employees to get crucial 

organizational information (D’Aurinzio, 2007).This is because Induction programme is 

effective when training and professional development component is provided to support all 

role groups new employees and their mentors (ibid). 

 

Follow – up 

Induction programme should include sessions for follow-up and assessing new employees 

progress (Hamilton, 2007).These achievements may be time-bound (e.g. after fortnight, after 

three months etc). The meeting for follow –up should be formal, off site, in a social setting to 

encourage networking and constructive feedback (Hendricks, 2006). 

 

 Conclusion and Policy Implications 

The study attempted to establish the effectiveness of the Tanzania Public Service Induction 

programme using the programme theory evaluation. The strength of this evaluation lies in its 

transparency, systematic and breadth of references to professional knowledge, experiences 

and empirical evidences to answer the three research questions. The above findings reveals 

that it is safe to conclude that an induction programme based on an implausible programme 

theory cannot deliver the desired results. This is because without plausible programme theory 

the design of the whole programme can be faulty and fail to deliver the expected results. 

Literature reviews and empirical evidences from this evaluation study indicate that a 

plausible programme theory based on the social science principles can improve the design of 

an induction programme. Therefore, these findings can be treated with reasonable confidence 

as an attempt to improve the effectiveness of the Tanzania Public Service Induction 

programme. 

The study weakness lies in the fact that a small number of respondents and studies 

were consulted. The implication of such constraints is that more time is needed to cover the 

topic comprehensively and to re-visit more relevant studies for its full implications. The 

implications for policy, practice and future research are as follows: In terms of policy, it is the 

high time now the Ministry of Public Service Management and Good Governance (PSMGG) 

to convene a stakeholders’ meeting to  deliberate on the following: Clarifying the purpose, 

design and specifications of the induction contents to reflect the current view of the public 

service requirements and plausible programme theory; re-visit the Tanzania Public Service 

Standing Orders (2009) and Public Service Circular no 5 of 2011 to re-define the categories of 

the employees and relevant contents of the induction programme to ensure high quality and 

sustainable public service, and translate the political will into financial resources that can be 

deployed to Ministries, Departments and Agencies (MDAs) to enable all new employees 

joining the public service to attend the mandatory induction programme. In practice, to re – 
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design the public service induction programme and include the features of an ideal induction 

programme (content, process, support and follow-up) based on plausible programme theory, 

social science assumptions and Tanzania Public Service Competency Framework (2008) 

which defines the required competencies needed in the public service. 

 

Future research implications 

This study used programme theory to evaluate the effectiveness of Tanzania Public Service 

Induction programme and made some recommendations to improve the programme. Future 

study could be directed on a comparative study of international and local induction 

programmes to establish multi-factored analysis of the impact of induction programmes. A 

large scale longitudinal study could also be undertaken from initial phase of an induction and 

beyond to establish statistically and educationally significant variables. 

 

NOTE:  
*Ramadhani Marijani is a Research Associate of the School of Public Management, 

Governance and Public Policy at the University of Johannesburg, South Africa. 
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