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ABSTRACT

The study focused on examining the factors inflimemployee retention in health
sector, a case study of Geita District Hospitale Bpecific objectives of the study
was to examine retention strategies available da@strict Hospital, to examine
factors influencing employee’s retention at Geitatiict Hospital, to determine the
rate of retention at Geita District Hospital andingestigate the challenges facing
Geita District Hospital in retaining its staff. Aample size of 60 respondents was
used to obtain enough information for the studyeview and Questionnaire were
used to analyse both Qualitative and Quantitataa dy using thematic technique
and presented in direct quotations with respeaesearch objectives and through
tabular forms, with frequencies and percentagegesely. The data were coded
and analysed through Statistical Package for S&u#nces (SPSS version 16.0)
computer programs. The study found that good warldanditions at GDH have
been influencing employee retention, whereby thare enough of working
equipment’s, job security, job scheduling variaiowhich facilitate a healthier
balance between work and personal obligations, @yepls suggestions and
grievances are considered, also there are stafelsolEmployees are compensated
and satisfied with overtime allowance, leave alloes health insurance, and the
retirement benefits such as Pension, Provident Famd Gratuity. Also majority of
employees are satisfied with the training and dgwekent opportunities available at
GDH, whereby training opportunity is available famy employee, employees get
regular training programs, the trainings are rat¢va their work, and the tracings
have been improving their work performance. GDHiireits employees to a great
extent since they have high rate of retention. ldetize study recommends that the
government should provide enough funds for Geitatrigt Hospital, so that the
hospital can improve the working condition by iwsmofunds, instead of depending
funds from donors which is unreliable; the governmehould improve the
compensation package for doctor and nurses, sorasain these employees for long
period of time, since there are other hospitalsctvhprovide more competitive

packages.
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CHAPTER ONE

INTRODUCTION

1.0 Introduction

This chapter consists of the background of the yststhtement of the research
problem or study, objectives of the study which gemeral objectives and specific
objectives, research questions, significance of gshaly, limitation of the study,

delimitation of the study as well as the organmatr structure of the research.
1.1  Background of the study

Retention is a situation whereby an organizatigatas a conducive environment to
motivate employees to remain for a long time inoaganization (Michael, 2008).
The notion of employee retention began in 1970d early 1980’s because before
individuals entered into organizations and remaif@da long period. But due to
voluntary job changes begun to increase and movewieremployees from one
organization to another, the problem of employeendwer arose in most of
organization, through it employee retention begondevelop so as to retain

employees for a long period of time (Mckeown, 2002)

The problem of shortage started to begun, afteliltleealization of markets whereby
most of health workers started to migrate to ottmemtries for green pasture (WHO,
2006). According to Brien and Gostin,(2011) theseaiserious shortage of human
resources for health worldwide, almost 4.3 milllweealth workers including doctors,
nurses, midwives and non-core workers in 57 coesitaf which 36 countries are
from Africa. According to Wafula et al (2010) theam challenge globally affecting
health systems worldwide, is the concentration ahynhealth workers in urban areas
due to quality social service resulting into lowadability of health staff in rural
areas. The impact is that the quality of healtitesys in rural areas becomes poor

due to lack of more qualified medical personnel.



The findings by WHO (2006) showed that the workiarshe health sector is a big
crisis in whole of Sub-Saharan Africa. About 11 qeert of the world’s population

resides in Sub-Saharan Africa. In this region isvi@und that about 24 percent of the
population is burdened with diseases whereby theepgage of health workers is
only 3 percent of the world’s health workers. Migwa of health workers, increasing
mobility and absence of training and retentiontey@s in health sector and poor
socioeconomic conditions in sub Saharan Africadadributed to human resources

crisis.

Not only sub Saharan Africa but also Tanzania h&svadensity of health workers
compared to other countries in sub-Saharan AfNgalQ, 2006). Findings by URT
(2009) showed that the shortage of health workensiial districts is 65%, yet it is
the main areas worsened by increased cases ofiaataberculosis, HIV/AIDS
pandemic etc. However there was an increase ithheakkers from 42% in the year
2011/2012 to 48% in the year 2012. The only problenthat this increase is not
sufficient to cope with the demands in health settderms of health workers. On
the other hand the number of workers also leftghefession on various grounds,
although the main reason lies on lower packagewiged to them. The main
challenge affecting the health sector on these &rsriwho are leaving the profession
is that the health sector will not be in a positiorachieve Millennium Development
Goals (MDGSs), specifically on maternal and childltie (URT, 2013).

Geita district council is not an exception to tialenges in retaining health workers
particularly those who are newly employed. Mostttadse newly employed do not
prefer staying in the district due to various grdsin To some the working
environment is not good, but also there is low neoraf work due to lack of
motivation. Other challenges include; lack of datkc human resource planning,
lack of incentives and retention scheme (URT, 20¥R)ording to URT (2013)
health workers are also endowed with inadequaténingg poor working
environment, working equipment are also inadequbtek of known retention

strategies as well as scarcity of funds requiredibohealth sectors.



Therefore in order to make sure that the challemgd®alth sector are resolved the
need for better knowledge, skills, motivation adlw&e deployment of those required

to provide the services in the health sector (WB@,0).

Furthermore human resources need to be improvéeeihealth sector in the country
(URT, 2009). The government through the ministryeélth and social welfare came
with the program in doing retention for workers. eTlprogram was known as
Selective Accelerated Salary Enhancement (SASE)Xh@nprogram the gross salary
of some of the health workers was increased by B6&te year 2005. For those who
were not included in the program were dissatistgth the profession (Kombo et al,
2003). On the other hand in the financial year 22012 the government started a
specific incentive package for health workers. his tprogram the health workers
were provided with loans, improved promotion schemmedical doctors were
provided with housing allowances and also hardaligwance was provided to those
working in rural areas. But due to scarcity of fuam existing workers to implement
retention programs non-financial incentives was moiplemented effectively.
(Munga and Mbilinyi, 2008)

Different policies, laws and practices such asPRblic Service Act, 2002, Public
Service Regulations, 2003, Public Service and lineenPolicy, 2010, National

Health Policy and many others were establishechsoie good working environment
for employees’ retention in all sectors includireptih sectors. Despite all the efforts
made by government of URT still the retention ofltie workers experience has
shown that these government initiatives towardntiies strategies have been in
vain. Therefore this study targets to identify tfeetors influencing employee

retention in health sector in Geita District Hoapit



1.2  Statement of the problem

The government of the United Republic of Tanzan#rT) has been putting its
efforts in ensuring that its employees, particylamained health personnel are
retained to ensure sustainable provision of quatigalth services by enacting
different circulars, directives and decrees, suglPablic Service Act, 2002, Public
Service Regulations, 2003 and National Health Radic as to ensure that various
incentives and support are being provided and goad working environment so as
to motivate employees for retention in all seciocduding health sectors. According
to the URT (2003), the Health Sector Strategic R2003) emphasized on the
importance of making sure that retention schemesimaproved and improving the
skills of the workers as well as capacity buildiimgworkers in different levels of

health systems. Doing so will guarantee sustaiitabih the quality of health

services.

Despite the efforts done by government of URT tlgetgovernment has not managed
to solve the problem of employees’ retention in liealth sector. Several employees
continue terminating employment contracts and beingployed in other sectors
(URT, 2013). Shortage of health workers had beatedtearlier not only affects the
delivery of health service in the country but abffects the achievement of the
Millennium Development Goals (URT, 2013). Also, taa@re other studies done by
other researchers, for instance Hassan et al (26d@)sed on employee retention in
leather industry, Chiboiwa et al (2009) focusedniadical laboratory companies and
Ghansah et al (2011) focused in Brewery company. tBere is no study which
focused on the employee retention in health sectparticularly on identifying
retention strategies, examining factors influen@ngployees retention, determine the
rate of retention and to investigate the challerfgeing employee retention, and no
study was conducted in Geita .Therefore, to fib tjap the researcher is interested to
conduct a study on the factors influencing emplsyeetention on health sectors,

using Geita District Hospital as a case study.



1.3 Research Objectives
This study has two objectives which are generaathje and specific objectives.
1.3.1 General Objective

The main purpose of this study was to examine faciofluencing employee

retention in health sector a case study of Geisridt Hospital.
1.3.2Specific Objectives
I To identify retention strategies available at &@é&istrict Hospital.

ii.  To examine factors influencing employees retentibGeita District Hospital.

iii.  To determine the rate of retention at Geita Distriospital.

iv.  To investigate the challenges facing GDH retairiisg@mployees.

1.4 Research questions

i.  What are the retention strategies available at GDH?

ii.  What are the benefits of employee retention straseat GDH?
iii.  What are the factors for employee’s retention aH3D
iv.  What is the rate of employee retention at GDH?

v. What are the challenges facing GDH in retainingiit.

1.5 Scope of the study

This study is limited to Geita District Hospitalhereby the investigation focuses on
assessing the factors influencing employee retentiohealth sector at GDH. The

study employs case study design.

The study includes all health staff at Geita DestHlospital and management team of
Geita District Council. The method used to coléata was questionnaires, interview

and documentary method of data collection.



1.6 Significance of the study

The findings of this study will fill the existingags in knowledge on the less known
about the factors influencing employees’ retenfiomealth sector in Tanzania. The
findings of this study will inform GDH and other Ilplic health institutions in

Tanzania about the strategies for retaining empsyand the retention rate of

employees in public health institutions in Tariaan

Moreover, the information from this study can bedfecial and usefully guidelines

to policy makers and planners at various levethécountry,

The study can also be used as a reference to amaalesnand other student

undertaking same field on matters patterning toleyee retention studies.

Also the study will be useful to the researchecsiit serves as the partial fulfilment
of the requirement for the award of the Degreehef Master of Science in Human

Resource Management from Mzumbe University.

1.7 Limitations of the Study

Some respondents were not willing to participatehie study. Also, the researcher
was faced by inadequate time and budget constrairtke course of the study. Such
limitation was addressed by focusing the studyn® loospital (GDH).

Limitations were addressed through numerous walystly; the researcher clarified
the purpose of the study to the respondents inrdadeliminate suspicion over the
study and encourage participation. Secondly, teearecher ensured the respondents
on anonymity and confidentiality of the data thaiwd be provided. This played a
great role in elimination of fear among the resmond. Also the case study research
design was employed whereby the research was ctatbuicto one hospital to

overcome the problem of financial resources.



1.80rganization of Dissertation

This dissertation is organised into five chapter$he first chapter presents an
introduction, background of the problem, statemeftthe problem, research
objectives, research questions, significance ofsthdy. The second chapter reviews
theoretical literature, empirical literature andnceptual frame work; the third
chapter discusses the methodology of the study;felieth chapter present and
discuss the findings; the fifth chapter provides mmary, conclusion,

recommendations and area for further studies.



CHAPTER TWO

LITERATURE REVIEW

2.0 Introduction

This chapter covers two parts which are theoretieglew and empirical literature
review so as to enhance the researcher to gainutiderstanding of the study
concerning the factors influencing employee retenin health sector with reference
to the objectives of the study. The chapter reviearscepts that various authors and
scholars have put forward in relation to employetention. Generally this chapter

discusses theories related to the topic, conceptuakework and empirical study.
2.1 Meaning of concepts
2.1.1 Employee

According to ELRA (2004) an employee is any induadl who forms a part into a
contract of employment so as to provide labour paweanother party in exchange
for money. In this agreement employee is underctrerol of the employer on how

the work to be done.
2.1.2 Employee Retention

According to Armstrong (2009) employee retentioa isituation whereby employees
are motivated to work with the organization fooad period. Robbins (1996) argued
that retention of competent employees begun dimgtorate of employee’s turnover
in the organization, Job dissatisfaction has infeexl employees to move from one

organization to another.

Retention of employees helps an organization tovigeo quality services to the
stakeholders and achieve its own goals and obgx(i&lkandari and Hammad,
2009) and can be a source of competitive advarftagany organization (Mullins,
2010; Armstrong, 2005).



Raub and Streit, (2006) argued that retention ehpmtent employees has been a
challenge to most organization worldwide due to itmerease of labour turnover.
Now days the business environment has changedodgbalization effects and
hence industries are highly warned to sustain ttwinpetitive advantage by adopting
differencing factor which would help them in slagiout in the international market,
hence priority should be given to employees becdheg are valuable assets in
organization. However, retention of competent elypds has become a challenging
task due to multiplicity of organisations whichratlt employees through different

forms of incentives. Samuel and Chipunza, 2009).

Most organizations fail to retain employees becanas@agers are not aware on the
factors for retaining employees which are compeomsgbackages, hygiene factor,
recognition and self-development. (Mckeown, 2002k (2006) due to this situation
organization will continue loose competent emplayedo join other organization, if
managers will not be able to recognize and impldnsertable retention strategies
that will assist in minimising the occurrence ofrgmetent employee turnover in

organization.

In some companies, a lot of time, effort and moasy used in training employees
with the main of making sure that these workersaiann the organization. On the

other hand through training, new skills and knowkedre imparted to these workers.

Despite those initiatives still workers are leavihgse companies searching for green
pastures (Sheridan, 1992). Losses occur to the aoiep which have trained their
workers and at the end of the day those workergel¢he organization (Robbins,
1996). Reed (2001) argued that there is a neeét&inrcompetent employees in the
organization. Mckeown (2002) argues that the omgions should think of other
means and to develop better retention mechanisatsctuld help companies retain
their workers. Likewise there should be other wapswhich the employees are
supervised when taking day to day activities. Frankal (2004) argues that the
organizations can make workers stay with them flang time if the employees are

satisfied, fulfil the basic needs as well as prioviof accommodation to them.



Penalty on inability to retain employees could ldadmore costs, the costs like
replacement, new recruitment time to time, costseatection, costs in conducting
new training. Other costs include wastage in mamagg time, not only that but also
the costs which are not direct include low morglessure for the employees who
remain in the organization and low quality on tleevices provided, learning costs
(Dess and Shaw,2001).

2.3 Factors influencing employee retention

Armstrong (2006) argued that organization shouldeustand the factors that affect
employees retention, career development is moreoritapt to young employees
especially under 30 years and they tend to chanpbe more often than older
employees, also mid-career employees (31-50 agenare interested in promotion
opportunities and in managing their careers andlmametained easily if they are
satisfied with the job, job satisfaction is morepwntant to this category. And old
employees (over 50) have the possibility of regjrisoon, therefore they will be
interested in security and their intention to rem& the organization is high.
Therefore age helps in understanding the factdextirig employee retention in any
organization. Fitz-enz (1990), there are differéattors that influence employee
retention, these include job security, working eonment, rewards, training and

development, promotion opportunities
2.3.1 Leadership or Supervision

According to Michael (2008), Leadership is a simmat whereby one person
influences the behaviour or actions of other peopleardwell (2007) the role of
leadership and supervisor is important in retairengployees, Stoner et al, (1995),
management must create a conducive work environtoghe employees, in order to
retain employees, managers should show interestamckern for their employees by
providing the roles that fits their capabilitiesscognise their performance and
provide regular positive feedback, also goals shdw@é communicated clearly to the

employees and they should participate in decisiaking.
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Ontario (2004) Leaders should treat their employagly and provide support when
they need, promotion and training opportunitiesusthde provided fairly to their
employees. The progress of performance appraisalldglalso be communicated to
the employees by doing so employees feel that Hreyvalued and are part of
organization goals. Good leadership style helpstimcting and retaining employees
for a long time.(Silbert,2005).

2.3.2 Work Environment

Work environment is among the factor that influenoemployee retention in
organization. Ramlall (2003) people struggle to kvand stay with organization that
has conducive work environment like working equipt/e air conditioning, office

space, comfortable chairs and so forth. George Jores, (1999), Comfortable
working environment with enough facilities, low @gal psychological stress, and
achievement of work goals helps to increase empl®atisfaction while poor and
stressful working environment like shortage of wddcilities, work overload,

inadequate fund result to dissatisfaction. Thusawization should provide a
favourable and conducive working environment toeitsployees so as to improve
productivity and efficiency of an organization snemployee feels that they are

valued and making difference.
2.3.4 Promotional Opportunities

The degree to which the employees perceive hiseoiptobabilities to develop and
be promoted in the organization refers to promatiapportunities. A good number
of employees in most cases are interested to worthe organization where the
probabilities of being promoted are vividly seemorter et al (1995) argued that a
company with policy of promotion within helps torle satisfaction from employees
if promotion is offered fairly to the right peopleut unfair promotion can cause
dissatisfaction, thus the criteria and method foonmtion must be fair, also

management should provide salary or wage to tmepl@yees according to what the

job deserves rather than what the management thakfie will accepts.
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Dockel (2003) managers should not offers only feiaihrewards to their employees
but also non-financial rewards like opportunitiesdievelop within the organization.
The employees who don't see the opportunities éndp promoted are in most cases
demotivated and as a result they are forced tceléh® organization. Promotion is
one of Herzberg motivator's factors it offers oppaities for growth within an

organization and can be used to enhance retention.
2.3.5 Training and Development

Training programs helps in improving and maintagn@mployee’s job performance,
through training programs employees acquire knogdedkills and develop their
abilities which help them in performing their dayday activities while Development
programs seek to develop skills for future jobsatiam and Bennet, 1998). Training
and development are among the factors for retaiemgloyee’s especially young
ones, (Chew, 2004). Messmer (2000) argues that oyl could be retained by
investing in training employees. In that aspebii been argued that the organization
invests in employees who are likely to come backthe organization after
completing their training. Organization should spenore resources in training and
development for better retention (Jackofsky, 198dgkel (2003) argues that
workers who are trained by their employers feel enlike part and parcel of the
organization and it is also the way the employdrswstheir commitment to their
employees. When training and development opporasnére provided to employees
the services provided have more quality. Provistdnquality service makes the

organization able to compete in the business emwismnt.
2.3.6 Payment or Salary

According to Torrington et al (2005).0One of the watp retain employee in an
organization is through offering attractive salaoyemployees. Organization who
offers attractive salary have low rates of employ@®over, individuals wants to
work with the organization that offers attractivaasy package, because they want to
improve their living standard. Samwel and Chipuf2@09) Due to competition in

the labor market most organizations use this gjyate attracting and retain
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employees. Lawler (1990) employees are paid higbalary in organization
competing in labor market while in simple works wthirequire low training the
organization normally pays low salary. Kearney(20D@ payment of low wages de-
motivates employees and for that matter in orderetain workers better salaries
should be paid. Paying better salary to workersivatgs them and increase
employee morale and job satisfaction hence theprhbecmore committed in the

organization.
2.3.7 Reward and Recognition

Silbert (2005) Reward systems are among the beategy used by most of
organization to retain its employees and is velgensal to employees because it
bring about positive perception with the organ@atiDue to the increasing diversity
of the workforce and competition in business enwinent more creative approaches
must be adopted by employees to provide right rdsvém the right people (Staw,
1980). Both extrinsic and intrinsic rewards canused to motivate employees in
order to retain them such as increased pay, promotappreciation, positive
recognition for higher performers, bonuses, frapsiropportunity to use one’s
ability, and a sense of challenge and achieveniullifs,2005: Armstrong, 2009).
Every employee has a need to be recognized, foigdmigood job; the performance
recognition makes individuals feel better aboutntbelves and their organization,

thus work with the organisation for long periodiaie (Ishigaki, 2004).
2.3.8 Organizational Commitment

According to Armstrong (2003) commitment refersattachment and loyalty. The
decision to remain with the organization for a Idimge implies that the employees
are more committed with the organization. Stee@9T) argues that when the
employees are more committed to the organizatiois, inore possible to remain in
the organization for a long time. The committed Eyees always have positive
attitudes with the organization and at the endhefday the organization will be more

productive.
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Arthur (1994) argues that if the company or an oizmtion focuses on the
commitment philosophy then the possibilities of kers not searching for new jobs
are lowered. Commitment and job performance in thettter are positively
correlated.

2.4 Benefits of retaining employees in organization

i. Cost Saving

Employee retention programs helps organizationate scost caused by employee
turnover. Turnover is very expensive it includes tost of recruiting new employee
like advertising, interviewing, screening, trainiagd time. Therefore implementation
of retention strategies helps to reduce employplcement costs and other indirect
costs (Dess and Shaw, 2001).

ii.  Satisfaction of employees
Availability of conducive environment such as fagk which are attractive,
management support and employees’ opportunitiesgfowth helps in retaining
competent employees. This raises the morale of ®repk in the organization with
increased job satisfaction; organizations shouldelbg and implement retention

strategies in order to increase satisfaction ofleyags. (Noe et al, 2006)
iii.  High Productivity to the organization and profitability

Organization’s productivity can be improved by nmakisure that competent
employees do not leave the organization. This tabge implementation of retention
programs motivates employees and increases joifaaton and they are less likely
to leave the organization (Cole, 2013).

iv.  Increases Morale

Morale of employees is an important aspect whiaghamable those workers who are
employed to remain in the organization. Therefamganization should implement
the retention strategies effectively. Well-implerrezh retention strategies have

contribution in creating the friendly working erstrment and promote employees’
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commitment to the organization. Strategies thatisoon employee commitment like
community participation and team-builders promotgaaization morale and make
employees to feel proud on what they do (Cole, 2013

v. Availability of competent employees
Retention programs helps the organization to havepetent and enough employees
this reduces the problem of shortage, also emptoyd® remain in the organization
for a long period of time are easy to manage thewsabse they are more familiar
with the organization policies, culture and theites. Hence there is the probability

of achieving organization goals.
2.5 Challenges facing organization in retaining emplgees

There are a number of challenges facing organizatianaking sure that employees
are retained in the organization. Some of the ehgks include the following
discussed below.

I. Shortage of fund

The first challenge facing organizations is shathgnds. According to URT (2008)
lack of sufficient funds affects the organizatiamshe sense that they cannot meet all
the requirements like provision of incentives, u#itnent, retention and capacity
building. According to Munga and Mbilinyi (2008) attage of funds also leads to
poor implementation of the nonfinancial incentivdkge to a shortage of funds and

available staff to implement the retention.
il. Lack of opportunities that match skills

Another challenge facing organization in retain@mgployees is lack of opportunities
that match skills. This is because the introductiddrmew technology has caused
workers with no knowledge to lag behind in usingvrtechnology because they are
not being given a chance and opportunities foningi, right person feel bored when
he/she realize that is into the wrong profile aher¢ has been a mismatch, it is a

challenge to retain employee who work out of hisf@fession since they feel that
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they are in wrong profile and loses interest inkvand thus look for change.(Burke
et al,2015)

ii. Low staff morale
According to URT (2013) low staff morale is alsalallenge in retaining employees
due to poor working conditions like poor environméanadequate working facilities,
poor management support, work overload with highelleof stress demotivate

employees to remain in the organization and teridetee the company to another.

iv. Lack of understanding market forces and trends regeding remuneration
Lack of understanding market forces and trends rdégg remuneration is also
another challenge facing organizations in retaimitogkers. Due to low salary to the
employees, most employees shift one company tatier to look for better pay.
This has contributed to fail to retain employeesvih, 2006).

v. Some individuals have a tendency to get bored ashort span of time

Normally people find a job very attractive at trelg stage, but as the time goes on
they become bored due to numerous factors liketitepe of the same duties,
underutilization of skills, work overload and thieel Therefore, they start to find for
an alternative job. It is difficult for the managent to persuade the employee in
such occasion as it is difficult for the responsiblodies like HR Department to
realize what is in someone’s mind. Therefore, neésessary for an employee to be
open to the management so as to make things €lengement study guide,
2013).

2.6 Theoretical Framework

This study was guided by Maslow’s Hierarchy of Neeshd Herzberg’' Motivator-
Hygiene.

i. Two-Factor Theory (Herzberg's motivation-hygiene tteory)
The formulation of this theory was done by Herzbehp did a research to determine
which factors made employees feel good or bad attmit jobs, the results shows

that the factors leading to job satisfaction arffedint with those lead to job
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dissatisfaction, from his research proposed a ‘faacior’ theory. The two factors

were Motivators and Hygiene factors

a. Motivators; these are things that relate to the contentefdh and motivates
employees like an opportunity for personal groveithievement, work itself,
responsibility, and achieving recognition for therlwdone.

b. Hygiene factors these are things like, salary, organization poliworking
conditions, job security and friendly relation betm supervisor and

subordinates.

According to Herzberg managers must be aware #rabving dissatisfying factors
from a job does not necessarily make the job satisfy, that means that the opposite
of “satisfaction” is “no satisfaction” and the opgite of “dissatisfaction” is “no
dissatisfaction”. Herzberg suggested that in otdemotivate employees managers
must eliminate dissatisfaction by ensuring that tbffer attractive salary, improve
working conditions, organization policy and promdtendly relationship between
supervisor and subordinates and increase motivéyoproviding opportunities for
growth, achievement and responsibility providetas &lso a contributor to employee

motivation.

Providing more motivators is the only way of ingea satisfaction. The opposite
also applies is that providing more motivators magt, by itself, remove
dissatisfaction (Mullins, 2010).

According to Golembiewski (2001).The strength ofrtterg's theory is balanced
perspective, the theory shows a major differencevéen two sets of factors,
motivators and hygiene, according to the theory adbtfactors at the work place
motivates individuals, Herzberg presents the gdization that gets direct support
from anyone who has ever worked to understand dhgt job can be satisfy or
dissatisfy employees, there are conditions in thie that allows both states of

motivation to exist

17



On the other hand this theory brings awarenesstirdaomplex task of motivation,
and provides a new light to organization behaviortlee importance of job content
factors in motivating employees which were previgugnored by the management.
it provide attention to the employers on the effeat those factors in motivating

employees, because both factors plays a greainrabetivation.

The weakness of Herzberg's theory is that henasstihere is a relationship between
satisfaction and productivity. But his research voased on satisfaction and not
productivity. In order the research to be relevam# must assume a high correlation
between satisfaction and productivity. Also theme no general measure of
satisfaction was used, that is a person may diglée of his job, yet still think the

job is acceptable (Golembiewski, 2001).

According toHerzberg's theory, hygiene factors like salary is not the ofdgtor
which motivates employees but there are other factwhich can motivate
employees. Therefore management should combine Hyptiene and motivator’s
factors as motivation to retain its employees. Voic dissatisfaction hygiene factors
like good working condition, attractive salary, efndly relationship between
management and employees should be improved sonastivate employees to work
harder and perform their job well. Also providingpra motivators is the only way of
increasing satisfaction. The opposite also appfiehat providing more motivators

may not, by itself, remove dissatisfaction, thedeimprove employee retention.

il. Maslow’s Hierarchy of needs
The theory of Maslow’s hierarchy of needs was fdated by Maslow. According to
Maslow people have five major need categories whiehgenerally applied to their
life. The needs are hierarchy arranged starting fpbiysiological need, safety, social
and esteem needs to the need for self-fulfilmém,tighest need of all, he believed
that once one need is satisfied it no longer settvesotivates, the next need has to be

activated to motivate individuals. Maslow's hieflayds as follows:
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Figure 2.1: Maslow Hierarchy of needs

(5) Self actualisatiogeds /

(4) Esteem needs

(3) Love and Belongingness needs

(2)Safety needs

(1)Biological and
Physiological needs

Source: Dockel (2003)

Physiological need Physiological need is the primary or basic neeithé hierarchy.
They are the strongest needs that are considergdmrportant to individual because
if a person were deprived of all needs, it is thelsgsiological ones that would come
first in the person's search for satisfaction, oi@ebasic needs are satisfied they no

longer motivates. The physiological needs are eedxygen, food, water and sex.

Safety need When all physiological needs are met the next @@ become active
is safety need, whereby individual want to be paté against threats and dangers, it

helps individual to be more secured and do higtiags comfortably.

Social neegWhen the needs for physiological and for safety satisfied, the next
level of need is social need, a need of affectiowe and belongingness for.
According to Maslow individual wants to be lovedtlin his or her surroundings to

overcome feelings of loneliness and alienation.

Esteem need When the first three classes of needs are satighelis considered as
high level need of individual, a need to have powehievement, status and prestige.
Individual become motivated and satisfied once ttesd is fulfilled. These needs
may be classified into two lower sets: first, theside for achievement, adequacy, and

confidence to others, independence and freedom,smudnd, the desire for respect
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(self-esteem) from other people, and manifested &ftention, appreciation

importance or recognition.

Self-fulfilment (self-actualization) — the need to develop potentialities and skilts, a
individual wants to grow to become what one belewvee is capable of becoming
(Mullins, 2010).

The strength of Maslow Hierarchy of needs theogyractical utility, this implies that
that Maslow revelation of basic needs of human deirevealed a fresh chapter for
the managers in the ground of motivation. It hastable contribution in terms of
making management alert of distinct needs of inldigls at the workplace, it assist
them in making distinction between the more and l#es urgent needs of their

subordinates.

Apart from its strength Maslow theory has also ntous weaknesses, one among
them is that individuals do not essentially satefyof their needs particularly higher-
level needs only through their works. Instead thésp satisfy them through other
aspects of their life. Therefore it is compulsoor the managers to have a full

understanding of individual’s private and socitd kpart from their work behavior

Also the theory is limited applicable in advancextisties like USA; it is more

suitable to the developing countries. In such caoemtcharacterized by widespread
poverty and unemployment the needs of the worladom, rise above the bottom of
Maslow hierarchy of needs versus the level of pilggical needs. That is the so
called five level hierarchies, has virtually no miegy for almost the entire labour

force of these countries (Golembiewski, 2001).

According toMaslow’s Hierarchy of needstheory, the organization will be able to
retain its employees if their needs is fulfilledistcan motivate them to remain in the
organization for example employees are more mad/ato work with the
organization that give them opportunity for growthat is self —actualization

organization with good working environment etc.
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The above theories have common things. Firstly bettognize the role of positive
reinforcement and recognition as a weapon for nliodela positive work
environment. Also the theories conclude that hunb@mgs are motivated by
different factors that differ on the basis of enmiment and psychological needs of
that human being. On the basis of this, it is atrfarseach organization to be aware
of what motivate employees so that he/she can taénesl. The guiding theory for

this study is Two-Factor Theory (Herzberg's motmathygiene theory).

2.7 Empirical literature review

Empirical literature reviews findings of variousudies on employee retention; the
section provides wide understanding to the researam factors for employee
retention, as Tayie (2005) notes that it provideformation about the similar
previous studies on how were done and what reseliged to the current study were

generated.

The study by Cole (2013) on the employee retergiactices in Tesco and Sainsbury
organisations in United Kingdom revealed that Telsed been more effective in its
employee retention practices as compared to Saisbhe study also revealed that
Tesco improved employee retention by providing exyeés with high salaries, extra
benefits, and good working environment had. Moreovkee study revealed that
management role, extra Dbenefits, job authority, j@mpowerment, and

communication across departments made Sainsburifedtige to retain its

employees for long period of time.

The study by Ghansah, et al (2011) on the reterpi@ttices in Accra Brewery
Limited (ABL) in Ghana, revealed that lack of adeament opportunities, work-life
balance, lack of reward and recognition and sadrg remuneration were more

common reasons for employee turnover in Accra Brgwenited (ABL).

The study by Hassan et al (2010) on employee tieterin Leather Industry of
Pakistan revealed that mostly second line manageasiged their jobs for high

salaries offer, recognition, and authority anddaeksfor more knowledge.
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The study by Chiboiwa, et al (2009) on employeentbn strategy in medical
laboratory companies in Zimbabwe revealed thathigh rate of employee turnover

in the organization was due to poor reward system.

The study by Alkandari and Hammad (2009) on emptyeetention in private
sector in Kuwait revealed that compensation packags most important for

retaining employees in the private sector in Kuwait

The study by Muhoho (2014) on the factors influegciemployee retention in
Tanzania’s public and private sector, revealed tihertte is a high rate of turnover in
Tanzania’s work organizations and that those whgest in the same organization
were from public organizations particularly higHearning institutions. The study
also revealed that, low salaries and benefits wbee main reason for leaving.
Furthermore, employer psychological factors inahgdiorganizational justice and

prestige were mentioned as influence to employemtien.

The study by Nkuba (2013) on strategies for emmoyetention in public
organization in Mpanda District Council revealedatttMpanda District Council
implements various programs that can help to re¢amployees like provision of
motorcycles and offering learning opportunities kbey are not implemented

strategically.
2.8 Synthesis and Research Gap

Studies by other studies that have been reviewedsér on employee retention in
leather industry (Hassan et al, 2010), in medighbfatory companies (Chiboiwa et
al, 2009) and in Brewery company (Ghansah et dl128ut there is no study which
focused on the employee retention in health segqtarticularly on identifying
retention strategies, examining factors influen@ngployees retention, determine the
rate of retention and to investigate the challerigetng employee retention. Also
many studies were conducted outside and inside amd@zbut no study was
conducted in Geita region. Therefore this study w@sducted to fill the knowledge
gap by examining the factors influencing healthffstatention in Geita District

Hospital.
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2.9. Conceptual Frame Work.

Figure 2.2: The conceptual framework showing the fetors influencing employee

retention.
Intrinsic Factors Moderating Factors
1. Personal growth 1. Age
it 2. Marital status
2. Recognition o Benefits
3. Personal < . .
d N 4. Social Economic > Cost .
advancemen Status ost saving
» Increase
Extrinsic factor employee’s
1. WOI’kiﬂg morale
gn\ﬁlrogmer# " v > Increase job
. Leadership style .
3. Compensation Employee Retention performance and
4. Job security productivity
5. Interpersonal > Increase
i employees’ job
relation 1. Organisation/National p y . J
lici satisfaction
< | Policies o
2. Organisation cultu

Source: Modified from Mullins (2010)

This part presents conceptual framework from whiah analysis of this study was
made. The purpose of this study was to examineofsdnfluencing health staff
retention in Geita DAistrict IA—|ospitaI. The study dped a framework that indicating
a relationship of variables based on the assungptierived from the reviewed

literature.

The framework assumes that retention of employessentds on the major two
factors, Intrinsic Factors and Extrinsic factortriimsic factors includes factors like
Personal growth, Recognition, Personal advancenagt,Extrinsic factor includes
factors like working environment, Compensationdierahip style, Job security and
interpersonal relationship. Employees are motivatesork with the organization for

a long period that fulfils the needs of its empleyedue to the presence of both
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Intrinsic and Extrinsic factors, These factors getpports from national and

organisational policies/ culture like National hbgdolicy, incentive and pay policy.

But the retention factors differ from one employeenother in term of age, marital
status, sex and social economic status, therefaentanager should identify the

retention factor for every individual employee

Furthermore, The employee retention has benefitthéoorganisation whereby it
reduce the cost of turnover, because turnover iig gg&pensive, also it increase
organisation performance because employees who sa@isfied with their working

environment, and compensations in an organizatien less likely to leave the
organization and also give high productivity to tleeganization .Moreover,

employees’ morale and job satisfaction are theicafitfactors that can make
employees either stay with the organization or éedvThus, organizations need to

manage the employee retention with great care.
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CHAPTER THREE

RESEARCH METHODOLOGY
3.0 Introduction

This chapter describes the techniques which wesd s obtaining information for
the study. It describes research design, sampliogeplures, data collection methods

and instruments as well as the data analysis mettnad were used in the study.
3.1 Research design

This is case study design, where by the study wmaised to Geita District Council
taking Geita District Hospital as a case study otilpugh its finding can be
transmittable even to other District Councils i tbountry, any recommendation
which will be available can be transferable to otbentext. According to Kothari
(2004) case study is a very popular form of guai¢aanalysis and involves careful
and complete observation of a social unit, be timat a person, a family, an
institution, a cultural group or even the entirencounity. Kothari (2007) argued that
research design is the arrangement of conditionghi® collection and analysis of

data in a manner that aims to combine relevanteetoesearch purpose.

Thus, research design is the conceptual structutt@mmvhich research is to be
conducted and provides a picture for the wholearese project before starting the
study. The study employed case study design to lenab explore in-depth
investigation on the factors influencing employetention at GDH (Yin, 2009).

The budget constraint made the case study desaye appropriate, since it was

difficult to conduct the study in all hospitals #dghle in Tanzania.
3.2 Research Approach

According to Creswell (2009) research approachrsefe general course to how
research should be conducted. It may be qualitatjuantitative or both. Based on

the nature of this study both approaches qualéadivd quantitative was used (mixed
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approach). The rationale for choosing the mixedhods approach is to provide a
general understanding of the research problem glhraombining quantitative and
gualitative methods, while offsetting the weakneds@erent to using each approach
by itself mixed methods research allowed the researcheqplore the quantitative
results in more detail and to address emergingesssyparticularly unexpected
findings; the use of mixed methods allowed datantyulation and increasing the

trustworthiness of the findings (Yin, 2009).
3.3 Area of the study

The area of study was Geita District Hospital (GDBPH is located in the Geita
District, in Geita Region of Tanzania. Accordingtte 2012 census, the population
of the district was 807,619. The district is bosgetto the southeast by Shinyanga
Region, to the north and east by Mwanza Regiothdamorthwest by Kagera Region,
to the south by Bukombe District, and to the sowtsiwof Chato District .It had
16,638 Knf of which dry land is 10,123.94Kand water is 6,514.06KmGeita
District Hospital was selected as an area of theysby virtue shortage of health
workers at GDH (URT, 2013).

3.4  Target population

The population of the study includes medical officethe health secretary,
Laboratory Technicians, Pharmacists, Dental ThetgpiNurses, Radiologists,
Radiographers, Nutritionist, Optometrists, Physto#ipists, Health Secretary,
Medical Attendants, Mortuary Attendants, Districixe€utive Director, District
Human Resources Officer, and District Medical Gdfievho make the total number

of 308 people.

26



3.5  Units of inquiry

Table 3.1 units of inquiry

No. Department/Un No. of Staff
1 Council Management Team (CN 4
2 Council HealtrManagement Team (CHM 18
3 Health Workers 286
Grand total 308

Source: GDH(2016)

3.6  Sample Size
The sample size was consisted 60 respondents. arhple size of 60 respondents
was selected for the study because the researdwinterested to carry out the in

depth investigation of the factors influencing eaygle retention at GDH. Prince
(2005) argued that a sample of 30 elements andeaaufficient for the study.

Table 3.2: Sample size

Respondents Total number Percentage (%)
DED 01 1.7

DMO 01 1.7
DHRO 01 1.7

DHS 01 1.7

Other Health workers 56 93.2

Total 60 100

Source: Researcher, 2016)
3.7 Sampling Techniques

In this study, the researcher employed purposiwgiag technique, Quota sampling
and simple random sampling technique to draw thepta size from the targeted

population.
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3.7.1 Purposive Sampling Technique

The study employed expert sampling technique tecsdl District Director, 1 District
Medical officer, 1 Health Secretary and 1 Distiitiman Resource Officer into the
study by virtue of their positions, their decisioraking affect employee retention at

the Geita District Hospital.

Table 3.3: Purposive sampling

Respondents Sample Percentage (%)
DED 1 25

DMO 1 25

DHRO 1 25

DHS 1 25

Total 4 100

Source: GDC, 2016)
3.7.2 Quota Sampling

Quota sampling was used to select 56 responderiis tocluded in the sample. In
this technique all employees of Geita District Htapwvas divided into their cadres.
Thereafter, the researcher decided on the numbegspiondents to be taken from
each cadre basing on the size and the nature dafathe. The importance of using
quota sampling is always increasing the probabitfythe sample to be more

representative since respondents taken from eatrk ¢idothari, 2004).
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Table 3.4 Quota sampling

SN CADRE NO OF STAFF NO OF STAFF
SELECTED
1 Medical officel 6 3
2 Assistant medical offic 6 3
4 Assistant Dental office 1 1
5 Dental therapist 2 2
6 Nursing office 4 2
7 Assistant nursing offic 46 5
8 Nurse 121 9
9 Health laboratory technologist 6 2
10 Assistant health laboratory technolo 5 2
11 Radiology Assistant 2 2
12 Radiographer Technologist 3 3
13 Nutritionist 1 1
16 Optometrist 1 1
17 Physiotherapi: 1 1
19 Pharmacis 1 1
20 Pharmaceutical Technoloc 3 2
21 Assistant pharmaceutical technologist 3 2
22 Assistant Environmental health officer 3 2
25 Health secretary 1 1
26 Medical attendant 87 10
27 Mortuary attendant 1 1
304 56

TOTAL

Source: Researcher (2015)

3.7.3 Simple Random Sampling Technique

The simple random sampling techniqgue was emplogesketect 56 health workers,
into the study; sampling technique was used todab@s in collecting information
from health workers. Therefore, every health workeGDH had equal chance to be
selected into the study. Sampling frame (list oéltite workers) was obtained from
District Health Secretary’s OfficeSlip of papers was prepared and then numbered to
present every health worker. To minimise the salacbias the numbered slips of

paper were systematically shuffled in a box anchtbee of piece of paper was
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randomly picked at a time. The process was repeaiitl a required sample 56

health workers was obtained.
3.8 Data collection methods

This section describes the methods for data cadiecin the course of data collection
methods, the study employed both primary and seargrgburces of data. Data from
primary sources was collected by using questioerad interview tools while data

from secondary source, were collected through decdiany review.
3.8.1. Questionnaires

A questionnaire is a formalized set of questions dbtaining information from

respondents (Kamuzora, 2008). 56 questionnairet) blmsed and open ended
administered to health workers to obtain relevamforimation about retention

strategies available at GDH, factors influencingplayee retention of health workers
and challenges facing GDH in retaining its stafieTquestionnaires consisted of fact-
oriented questions and questions about subjectperiences (Frankfort-Nachmias
& Nachmias, 1992). The questions which are factrded questions were used to
obtain objective information on issues such as iherviewee’'s background

(example age and level of education), while questigelated to subjective

experiences were used to gain information on reterdtrategies available at GDH,
factors influencing employee retention of healthrkeos and challenges facing GDH
in retaining its staff. Closed-ended questionsreffenultiple choices of answers, and
the respondents were asked to choose the optidnbst closely represents their
views; the use of closed ended questions was ntedrelp the respondents answer
the questions quickly and to help the researcherar easy coding analysis of the

answers.

The English language was used in preparing and rast@iing the questionnaires
(Rwegoshora, 2006).
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It was important to ensure that every single qoestiire dispatched to a respondent
was filled in and collected as soon as it was cetepl. For this to be possible, it was
necessary for the researcher to make prior arraegenfior respondents to have time
and place to sit for half an hour or so to fill tkié questionnaires. The data collected
by questionnaire method was very successful andteglsin a return rate of 100% for

all health workers).
3.8.2 Interview

According to Saunder et al (2000), interview refera one-on-one conversation with
one person acting in the role of the intervieweat ghe other in the role of
the interviewee. This study employed Interview noetio collect primary data from
DED, DMO, DHS and DHRO about the retention straegavailable, factors
influencing employee retention, staff retentioneraind challenges facing GDH in
retaining its staff.. The researcher conductedritges successfully, whereby the
interview took place face-to-face and in person, iclwh involved spoken

conversation between researcher and intervieweasn@k 2002).

The interview guide was set so as to act as theé moap of the conversation between
the interviewer and the interviewees. The researdbeided to use the interview so
as to get relevant information for the study. Tinerview method was selected due to
its suitability in obtaining detailed informatiom ¢he study from the sample selected
purposively which consisted of DED, DMO, DHS, antiRO. Also the interview

provided supplemented the data which were colletttexigh questionnaire.
3.9 Validity and Reliability of Research Instrumens

According to Nyenzi (2010) validity refers to thétuation whereby the data

collection instruments are correct, accurate, gt and meaningful. Saunder et al
(2000) defined reliability as the situation wherghg research instruments provide
consistent results when applied several timesarsthdy. These two items have great

impact on the nature of the results and therefoeg are essential in research.

31



Validity and reliability tests were applied to thestruments for this study so as to
realise whether there were any improvement neetiegl.pilot study was conducted
by the researcher so as to determine validity ahdhility. The results obtained from
the pilot study made the researcher to modify sofrike interview questions so as to

ensure the consistency and accuracy of the instrume

3.9 Data Analysis technique

According to Kothari (2007) data analysis referstie® computation of certain
measures along with searching for patterns of ioglghip that exist among data
group. In this study both qualitative and quantratdata analysis techniques were
applied. Thematic analysis technique was used &bys@ qualitative data, whereby
the qualitative data were transcribed, coded antbwed to identify the common
themes, the common themes were merged into langends for the conclusion; the
gualitative data for each objective was presentethé form of direct quotations
from the interviewee. Also, descriptive statistitmthnique was employed to analyse
guantitative data, whereby the data were coded amalysed through Statistical
Package for Social Sciences (SPSS version 16.0putem programs. Descriptive
statistical analysis technique was employed to aktlee aspects related to factors
influencing employee retention. Quantitative datswummarized and presented for
each objective in tabular forms, with frequencied percentages were calculated for

drawing up conclusion on particular observations.

3.10 Ethical Considerations

It is very essential for researcher to adhere tocak issues as in social science
research data are collected from people. This eviure security of respondents’
rights and therefore promoting the truthfulnesstioé findings. The researcher
observed ethical standards from the planning stagdata collection stage. Free
consent was the first ethical standard consideRedpondents were involved in the
study without being forced. Also, the researcharifiéd the aim of the study to

participants before they decided to participate.e Tiesearcher composed the
questions in such a way that they could not leagdgchological harm to the

respondents.
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Moreover, confidentiality and anonymity of the dateovided by the respondents
were highly considered. Lastly, the researcheragtdtter of introduction from the
management of Mzumbe University. This letter wasspnted to the management of

GDC so as to secure a permit to conduct the stutlyeir premises.
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CHAPTER FOUR

PRESENTATION AND DISCUSSION OF THE FINDINGS

4.0 Introduction

This chapter is organised into two parts: the fpart presents the findings on
demographic characteristics of the respondentseostudy. The second part presents
findings and analysis with respect to the purpddb® study, research objectives and
research questions. The main objective of the studyg to examine factors
influencing employee retention at Geita Districtsgial, with the following specific
objectives;

I To identify retention strategies available at &@é&istrict Hospital.
ii.  To examine factors influencing employees reterdgibGeita District Hospital.

iii.  To determine the rate of retention at Geita Distdiospital.

iv.  To investigate the challenges facing GDH in retairits employees.

4.1 Demographic Characteristics of Respondents

Demographic characteristics were chosen in the waikthe facts that have influence
on employee retention, thus demographic charatitsarisxamined in this study were

sex, age, level of education and working experience

4.1.1 Respondents’ Distribution by Sex

The findings in Table 4.1 show that 34 (57%) resjgons were female. This implies
that majority of employees at GDH are women, pdgsibmight be the working

environment like flexible working hours are favobleito female workers than male
as argued by Crawley (2005) who says the one wharare in number than the

other in terms of gender are favoured by the enmrent of a particular area.
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Table 4.1: Distribution of Respondents by Sex

S/IN Se» Frequenc Percent (%
Female 34 57
Male 26 43
Total 60 100

Source: Field Data (2016)

4.1.2 Respondents’ Distribution by Age

The age of respondents was categorised into fagemups: 18-29, 30-49, 50-59, 60
years and above. The findings in Table 4.2 show, @@ respondents (47%) aged
between 30 and 49 years are in large number comhgar¢he other groups. The
findings show that majority of respondents at GDytdh between 30-49 years are
retained, this imply that they might have highereleof job satisfaction than old
medical practitioners. The findings are in consisteith (Griffeth et al, 2000) study
who previously in his study revealed that emplogged 31 to 50 years had higher
level of job satisfaction. The same applies tofthdings of Armstrong (2006), who
argued that, mid-career employees (31-50 yearsg lila® ability to manage their
careers and satisfaction from their work. The figdi in table 4.2 below shows the
small group aged 50- 59 are the minority in numfdérs entail’s that employees
(over 50) are interested in security since theyeekpo retire therefore for them
retention comes automatically. Armstrong (ibid) saymnployee over 50 years will be

interested in security.

Table 4.2: Distribution of Respondents by Age

SIN Age Frequency Percent (%)
1. 18- 29 19 31
30- 49 28 47
50- 59 13 22
Total 60 10C

Source: Field Data (2016)
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4.1.3 Distribution of Respondents by Level of Edudan

This aimed to know employees understanding on fadir retention in terms of
knowledge, skills and experience in relation tartkeeducation level. The educational
level of respondents was categorized into Primalycation, Secondary education,
Certificate, Diploma and Bachelor's degree. Thealifigs in Table 4.3 show that
majority of respondents 35 (58%) have diploma lesfeeducation, this imply that
possibly employees at GDH who have diploma levetdiication possibly they are
more satisfied with working environment and compéios package compare to
other employees in other public health institutiwho have the same level of

education.

Also, the findings suggest that the employees@H®@btain higher education than
diploma level they leave job, this implies that éogpes who have bachelor’'s degree
do not have better working environment and compersgackage compared to
other employees in other health institutions in Zaama. This is consistent with
Crowley (2005) who argued that more educated enggi®re likely to quit the job if
not satisfied with working environment and rewacdspared to the same employees

in other organisations.

Table 4.3: Distribution of Respondents by Level oEducation

SIN Level of Educatio Frequenc Percent (%
1. Primary Education 0 0
2. Secondary Education 0 0
3. Certificate 10 17
4, Diploma 35 58
5. Bachelor’s degree 15 25
Total 60 10C

Source: Field Data (2016)

4.1.4 Distribution of Respondents by Working Expeience

Working experience of respondents was categoris®edd- 5 years, 6- 10 years, 11 —

20 years, and 21 years and above. Findings in Télleshow that 25 respondents
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(45%) had working experience between 0- 5 yearsevdnily 3 respondents (5%) had
working experience between 21 year and above. iflgénfys imply that majority of
respondents (45%) had working experience betweé&ny@ars, this entails that GDH
might be facing the challenging on retain the eiygés, since employees with lower
working experience are not familiar with workingles, and have not reached a
higher level of career attainment, thus such enmgseytend to shift from one
organisation to another to search for green pastaseargued by Ng and Sorensen
(2008).

Table 4.4: Distribution of Respondents by WorkingExperience

SIN Year Frequency Percent (%)
1. 0-5 27 45
2. 6 - 10 19 32
3. 11- 20 11 18
4, 21 years and above 03 5
Total 60 100

Source :Field Data (2016).

4.2 Retention Strategies Available at GDH

This objective aimed to examine retention strategie GDH. The study strived to
examine the strategies for retaining employees BHGand their benefits on

employees’ retention.

Both interview and questionnaire were employedgdtiect the information on the
retention strategies available in GDH. The studended to understand whether
GDH has the strategies for retaining its employa®s if the particular strategies are

well implemented.

The interview method was employed to collect thérmation from the key
informants; DED, DHRO, DMO and HSO who suggestedt tiood working
environment, flexible working hours, opportunities training and development and
timely promotion are strategies that have been eyapol by GDH in retaining its

employees:
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In collaboration with GGM, we have improved the king
environments by rehabilitating the hospitals anahstouction of staff
houses, also we have provided the flexible workiogrs to all
employees, and in collaboration with Red Cross n@arployees are

getting opportunities for trainings (DMO, 2016).

We have set strategies for retaining employees i {tayer

professional to continue working with us, one & #irategies is to
ensure all doctors are living in staff houses, andh houses were built
close to working environment, but also doctors amgdses have
flexible working hours and shift, therefore empkyehave time to

balance between home and work responsibilities (DHE016).

Also the findings from questionnaire revealed B3{59%) of respondents strongly
agreed that working environment is one of the eyg®g’ retention strategies at
GDH, 39(70%) strongly agreed on flexible workinguh® is another strategy for
retaining employees at GDH, and 35(63%) stronglieed on the opportunities for
training and development as a strategy for retgi@mployees as shown on Table
4.5.

Table 4.5: Retention Strategies Available at GDH

Statemer Agree  Strongly  Average Disagrer  Strongly
Agree Disagree
Attractive Compensation 2(4%) 9(16%) 0(0%) 8(14%)  37(66%)
Good Working environme 6(11%, 33(59%  0(0% 6(11%, 11(19%
Flexible working hours 1(2%) 39(70%) 1(2%) 3(5%) 12(21%)

Opportunities Training and Developme 3(5%) 35(63%) 0(0%) 1(2%) 17(30%)
Recognition of excellent performar 1(2%) 16(22%) 4(7%, 2(4% 33(59%
Good relationship with employees 6(11%) 16(28%) 1(2%) 1(2%) 32(57%)
Timely promotiot 4(8%, 11(20%  0(0%; 2(4% 38(68%

Source: Field Data (2016)
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The study found Good working environment, flexiblgorking hours, and
opportunities for training and development are tetgries employed by GDH in
retaining employees. The findings imply that polgsithe available retention
strategies are well implemented and organisatightitiave improved efficiency and
performance, motivated workforce, retention of ahlie employees, reduced levels
of absence, sickness and stress, and the reteSimilar to the findings, Jinyevu’s
(2013) study showed that there is a relationshipvéen job satisfaction and working
environment. This concurs with the study done bymdin (2001) which showed that

unavailability of housing influenced employeesniséer requests.

4.3 Benefits of Employee Retention Strategies at GD

The aim of this objective was to examine the beéseadi the employee retention
strategies employed by GDH to both the organizadioth employees. Both interview

and questionnaire were employed to get enoughrirdton.

The Interview with DED, DHRO, DMO and HSO revealdtht the employee
retention strategies raised employees’ job satisiacimproved working efficiencies
of employees and organisational performance at GDED had the following to

comment:

When we discussed the strategies with DMO and DHR®did not
expect such great positive impacts; we also tha@ViGor supporting
us on implementation of our strategies. The impmea of GH
performance was our first goal, we are happy tols@gpening... (DED,
2016).

Also, the questionnaire data from employees coeduwith the interview data,
whereby 31(55%) of respondents strongly agreedthigastrategies raised employees
job satisfaction, while 21(37) % of respondentsragty disagreed that the strategies

reduced job turnover rate as shown in Table 4.6
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Table 4.6: Benefits of Employee Retention Strategseat GDH

Raised employees’ job satisfaction Agree  Strong Average Disagree Strong
Agree Disagree

Improved working efficiencies 2(3%) 28(50%) 1(2%) 3(5%) 22(40%)

Reduced job turnover rate 2(4%) 27(48%) 0(0%) 6(11) 21(37%)

Improved organisational performai 1(2%, 23(41% 0(0%) 3(6%; 29(51%
Raised employees’ job satisfaction 1(2%) 31(55%) 2(4%) 2(4%) 20(3%5)

Source: Field Data (2016)

The study findings suggest that the retention esias had the following benefits at
GDH: The strategies raised employees’ job satigfactimproved working
efficiencies of employees and organisational pemtorce. The findings imply that
GDH might have been successful in raising retentate, since when employees
have job satisfaction enjoy what they do and theaphere in which they work are
more likely to remain employed with their orgatisa for long period of time.
Retention strategies are important because thep lketate a positive work
environment and strengthen an employee’s commitntentthe organization.
Strategies that target employee engagement, sutdaasbuilders and community
involvement, increase company morale and give eyegl® a sense of pride in what
they do. Chand (2015) argued that retention stiegelgelp the organisation to have
attractive and conducive working condition; empleyevill prefer to continue in the
same organization. Retention strategies, such tactate monetary and non-
monetary incentives can keep the employees loyahtorganization. This will help

to retain the high performers’ within the instituis.
4.4 Factors Influencing Employee Retention at GDH

The third objective of the study aimed to examine factors influencing employee
retention at GDH. Therefore, it examined the follogv aspects: Working
environment, Compensation, Training and Developmientunderstand whether

influence employee retention.
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4.4.1 Working environment

The findings of the present study indicdtet good working conditions at GDH
influence employee retention, whereby there areugmoworking equipment’s,
employees have job securitgmployees have job scheduling variations which
facilitate a healthier balance between work andsqueal obligationsemployee’s
suggestions and grievances are considered, adse #ne staff houseBor example,
DHS and DED gave the following response when askduether working

environment influence retention of health worker&BH:

The working environments at the Geita District Htapare good... We have
staff houses for our doctors and nurses, we haeegmnworking facilities, and
we thank Geita Gold Mine for their support, becatis®y improved our working
environments to great extent. | believe that thereo employee who will leave
this an institute by virtue of bad working enviramh (DHS, 2016).

All employees at the Geita District Council have gecurity, this is why there is
no record for an employee to be fired in the pagb tyears, and instead
employees leave the council by their own will. \@eehbeen collaborating with
GGM to improve the working environment in our DidtHospital. GGM has

done a great job, our hospital now has many medieguipment, its

infrastructures are impressive...Employees are sfiai of the working

environment. (DED, 2016).

Also, the questionnaire data from employees redetiat 39(69% )of employees
strongly agreed thaEmployees have job scheduling variations whichlifate a
healthier balance between work and personal obdigatand only 45(80)% of
respondents strongly disagree that there are entvagbport facilities as shown in
Table 4.7.
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Table 4.7: Employees’ Responses on Whether Workingnvironment at GDH

Influence Employee Retention.

Statement Agree  Strongly Average Disagree Strongly

Agree Disagree
There is transparency and open communication 2(4%) 34(60%) 1(2%) 2(4%) 17(30% )
Employees are treated with due respect 1(2% ) 28(50%) 4(7%) 6(11%) 17(30% )

Employee’s suggestions and grievances 2(4%) 28(50%) 0(0%) 47%) 22(39%)
considered

Employees’ good work done is appreciated. 1(2%) 27(48%) 0(0%) 2(4%) 26(46% )
There are enough transport facilities 12%) 9(16%) 0(0%) 12%)  45(80%)
There are enough working equipment’s 1(2%) 28(50%) 0(0%) 4(7%) 23(41%)
Working places are in hygienic condition 5(9% ) 28(50%) 4(7%) 1(2%) 18(32% )

Routine duties match with employees’ jc 1(2%) 26(46%) 1(2%) 2(4%)  26(46%)
descriptions

Employees have job security 12% ) 33(59%) 0(0%) 509%) 17(30% )
There are staff houses 3(5%) 25(46%) 0(0%) 4(7%) 24(42%)
There is a good relationship between employees 3(5%) 28(50%) 1(2%) 35%) 22(39%)
management at GDH

The infrastructures are friendly to physically 4(7% ) 29(52%) 3(5%) 12%) 19(34%)
challenged employees

There are enough furniture for every employee  3(5% ) 34(61%) 0(0%) 2(4%)  17(30%)
The organisation has enough infrastructures 4(7%) 20(36%) 3(5%) 1(2%) 28(50% )
Employees have job scheduling variations which 1(2%) 39(69%) 0(0%) 1(2%) 15(27%)
facilitate a healthier balance between work anc

personal obligations

Source: Field Data (2016)

The study found that good working conditions atHsiDfluence employee retention,
whereby there are enough working equipment’s, eyag@e have job security,
employees have job scheduling variations which lifaté a healthier balance
between work and personal obligatioesployee’s suggestions and grievances are
considered, also there are staff houses, good wmgrkinvironment motivates
employee to remain in the organization, as arguedle (2013)who found that

good working environment influence employee to $taya long time.

GGM has been providing enough funds to renovaterahdbilitate buildings, USD
32000 were provided in 2014 to GDC to renovatehihepital and purchase medical
facilities. ICU, mortuary and Theatre buildings werenovated, also Emergency,

Dental and Paediatric unit were established 40 Aave enough units which provide
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services to the hospital, furthermore enough warkacilities has been purchased by
the hospital and other equipment’s were fundedthgrostakeholders who are GGM
and Denmark such as washing machines, laboratoly tike microscope tool, and
replacement of old beds, like hospital beds andvelsl beds, other equipment’s
funded by GGM in Intensive Care Unit (ICU) are saton machine, delivery kits
and Oxygen concentrators(Hospital Inventories,20T%e buildings and working
facilities like beds funded by GGM can be showihia figures below, Figure 4.1, 4.2
and 4.3

aGold Mine

Figure 4.1: Emergency Unit building funded by Geit

e g

Source: Field Picture (2016)
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Figure 4.2: One of the Hospital beds in female wasdsponsored by Geita Gold

Mine

Source: Field Picture (2016)

Figure 4.3 One of the theatre which are used by thgatients in GDH funded and
equipped by Geita Gold Mine

Source: Field Picture (2016).
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Improved working environment has helped GDH toiretess employees compared
to other hospitals in Geita Region. The findings mrthe same line with Chaminde
(2007) who argued that Work environment is one hadf factors that affect an
employee’s decision to stay or leave an organimatwoductivity and efficiency are
directly affected by how people work such thatasi@ly affected by their working

environment.

Also job security influence employees to remaimvtrk with GDH, since 33(59%)
of the respondent strong agreed that job secwitnie of the factor for retention,
employees want the assurance that their job willthere when they wake up
tomorrow, and not to wake up and go to work onlyitid out that he or she is fired
just because the employer does not want them amg mais/her company for no
special reason.

Transport facilities is not the factor influencirgmployee retention in GDH,
whereby 45(80%) of respondents disagree that therenough transport facilities,
this means that employees at GDH use their owrsi@m to and from the work.
According to Herzberg (two-factor theory), job set) good working environment
are among the hygiene factors that its absencedecdissatisfaction to employees,

and it is very difficult to retain an employee wéie dissatisfied.

4.5.2 Employees’ Benefits

In depth interview with DED, DHRO, DMO and HSO reled that compensation
package influence employees to continue workindy V\BDH, whereby employees
are satisfied with overtime allowance, leave alloes health insurance, and the
retirement benefits such as Pension, Provident Fand Gratuity. DHRO had the

following to say:

It is obvious that our employees at GDH are wethpensated, although
they complain about salary that is not enough.t iBwther benefits are
well compensated... | think that there is no pubécvant in low cadre in
Tanzania who are compensated as employees in redtar.... (DHRO,

2016).
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The employees get their hardship, overtime andeledlewance on time, t heir
salary is better than other government employd&éss .why you do not  hear
that there is strike at GDH.... Most of have workeith the organisation for
long period of time”... (DMO, February 2016).

From the response 27(48%) of respondents stromgbed that are satisfied with the
overtime allowance provided at GDH, 44(79%) of mexgents are strongly agreed
that are satisfied with leave allowance, 28 (50%a)espondents strongly agreed that
they are satisfied with amount of fund compensaub@n get accidents at work,
while 70% of respondents strongly agreed that eyeggl® are satisfied of the

retirement benefits, such as pension and gratsigshawn in Table 4. 8.

Table 4.8: Employees’ Response whether they are mdied with Benefits
provided at GDH.

Statemer Agree Strongly Average Disagret  Strongly
agree Disagree
Salary structure is satisfactory 4(7%) 22(39% ) 4(7%) 1(2%) 25(45% )

GDH provides overtime allowance 2(4% ) 27(48% ) 0(0%) A47% ) 23(41%)
GDH provides house allowance 1(2%) 10(17%) 3(5%) 6(11%) 36(65% )

GDH provides transport allowar 3(5%) 7(13%; 1(2%, 0(0% ) 45(80%
GDH provides on leave allowar 7(12% 44(79% 0(0%); 1(2% 4(7%,
GDH provides performance 47.1%) 13(23.4% ) 4(7T%) 3(5.4%) 32(57.1%)
based incentives for employees

Employees have health insurat 1(2%) 55(98% 0(0%; 00(00%  00(00%
Employees get compensation f 3(5% | 27(4¢% ) 1(2%, 2(4% 23(41%
accidents occurring at work

The retirement benefits scheme 1 (2%) 39(70%) 0(0%) 4(7%) 12(21%)

provided such as Pension, Provident
Fund, and Gratuity are appreciated.

Source: Field Data (2016)

The findings of the study suggest that employeeetksninfluence employees to
continue working with GDH, whereby employees getrtme allowance, leave
allowance, health insurance, and the retiremengfiisrsuch as Pension, Provident
Fund, and Gratuity possibly this motivate employeesl can be the factor for
retaining them. The findings concur with (Belbif§12; Hijazi and Rowaida, 1999)
who argued that attractive remuneration packagesvary important factors of

retention, in view of the fact that fulfil finand¢iand material desire of an individual.
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Many studies from less developed countries indiditat half of employees in
organizations were satisfied with good compensatm@tkage (Rosser, 2004).
Noteworthy, compensation such as salary, retirerbeniefits, and fringe benefits
have been shown to be retention factors for mosngfloyees.(Kearney, 2009).0Only
7(13 %) respondents agreed that GDH provides tmahsallowance to their
employees, it means that employees at GDH use dlgirmoney or transport to and
from the hospital, therefore transport allowancenat the factor for retaining

employee at GDH.
4.4.3 Training and Development at GDH

From the interviews, respondents basically inditéltet employees are satisfied with
the training and development opportunities avadabt GDH, whereby training

opportunity is available for any employee, empl@yget regular training programs,
the trainings are relevant to their work, and tfaeihgs have been improving their

work performance. Interview done with DED he regtenhthe following.

We have been providing training to our employees BXHzmany of such
trainings have been sponsored by GGM and Red CroBse trainings
always are relevant to their duties, and the emgdsyhave been satisfied of
the trainings (DED, 2016).

DMO commented the following:

| think we provide enough training, which have imyed performance of
the organisation... Though long term trainings,hsas degree programmes
are all sponsored by GDH. Because it is very expenand the central
government do not support us....(DMO, 2016).

Also, the findings from questionnaire confirmed timedings from the interview.

39(70%) of respondents strongly agreed that trgimipportunities are available to
all employees at GDH, 28(50%) of respondents styoagreed that employees get
regular trainings, and 34(61%) of respondents gtyoagreed that trainings have
improved their performance at work and 45(80%)rgirdisagreed that organization

provide scholarship for training. as shown in Tah@
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Table 4.9: Employees’ Response on whether Trainingnd development is the

factor influence employee retention at GDH.

Statemer Agree Strongly  Average Disagret  Strongly
Agree Disagree

Training opportunities available to ¢ 5(9%) 39(70%)  4(7%) 1(2%) 7(12%)

employees

Employees get regular trainit 2(3% 28(50% 1(2%), 3(5% 22(39%

programs

Organisation provides scholarships fc 4(7%) 6(11%) 0(0%) 1(2%) 45(80% )

trainings

Trainings programs are relevant 12% . 28(50% 1(2%), 3(5% 23(41%

work

Employees are developed to take 5(9%) 18(32%)  4(7%) 1(2%) 28(50% )
higher positions in the organisation

Trainings have been improving r 1(2%  34(61% 3(5%; 4(7% 14 (25%
work performance

Source: Field Data (2016)

The findings of the study suggest that majorityeaiployees are satisfied with the
training and development opportunities available GIDH, whereby training
opportunity is available for any employee, empl@yget regular training programs,
the trainings are relevant to their work, and ttaénings have been improving their
work performance. The findings imply that employespect to work in a job that
provides them with the opportunities to be promaiecew challenging positions
and grow in terms of skills and capacity to maskeir job. The statements were
strongly supported by Dockel, (2003) who arguedt tfeavards cannot be only
financial rewards, rather they should also be effepportunities to grow within the
organization by given opportunity for training amtvelopment. According to
Ng'ethe et al, (2012) found that employees who given opportunity for training
and development, then promoted to higher positi@ush employees have been

motivated to continue working with the organisation

The findings by Graham and Bennett, (1998) noteat firovision of training to
employees can improve employees’ ability to perfatme task required by the
organisation. Tanzanian government recognize tipoitance of training employees,
thus the Government had set mechanisms for fingntne training for health
workers and provide guidelines on cost sharing meisims in health training

institutions.
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Different health-training institutions for variodwalth cadres in the country have
been established in order to ensure that theyl thiir mission and goals, therefore
the employing sectors, agencies and other autberdre supposed to budget and

finance training for their employees (URT, 2003).

Different policies, rules and regulations providegy@deline on how to implement
training programs for public services, for instamsection 103(1) of the Public
Service Regulations describe that “every employaill e responsible for training
and development of staff”. Regulations 103(5) d83(6) of the Public Service
Regulations prescribe to all employers to set asidequate funding for training
programs and all appointing authorities should gnibe terms and conditions for
public servant’s attendance of various trainingrees and put in place an effective
management system for coordinating and monitoorgvbid unwarranted disparities

within public sector.

Mullins (2010) argued that findings by Maslow hieta of need theory in Self-
fulfilment (self-actualization) emphasizes on theed to develop potentialities and
skills, to become what one believes is capableHgfizberg's two-factor theory
stipulates that training and development is vergantant for improving performance
of the workers and organisation, since withoutnirag, workers will not be able to
fulfil their responsibilities, thus when employgets training become motivated to

work hard.

The response from the interview with the managersbotved that GDH does not
have enough fund to provide training to its empésyeSince the year 2012, GDH
failed to provide enough training to its employer do budget constraints. But other
stakeholders provide fund for training employed® Red cross, Plan international,
Intra Christian organization and Geita Gold Min&I& has been financing training
for GDH employees, though not all employees gotoopymity for training due to
shortage of funds. Employees working in the Mot@ikild Health Reproductive unit
HIV/AIDS unit have been among of the employees higrtefor the trainings. Thus,
the findings imply that the opportunities for trizg in GDH are one of the factors

influence employees retention at GDH.
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4.5 Rate of Employee Retention at GDH.

Also the rate of employee retention at GDH was lagobbjective aim to understand
the extent GDH retains its employees. Interviewedionnaire and documentary
review were employed to obtain enough informatDuaring the interview, DMO and

DHRO suggested that the rate of employees at GDlthéopast year is 99%.

We do not have serious problems on employee turnovehe past
year (2015) we had 310 employees in health depattnieit in this
year we have 308 employees. This implies that wnremployees at
the rate of 99% per year (DMO, February 2016).

My records show that, health department has higie af employee
retention, in the year 2015 only two employees tadiinated the
employment contract, and this is the high rateroplyee retention if
you compare with other departments. In cooperatioih Geita Gold
Mine (GGM), we have improved the working environimeh our
doctors and nurses. | believe that our efforts wdhtinue to attract

these employees continue working with GDH (DHRQ620

Also, the questionnaire data from employees shoat 48 of respondents (77%)
agreed that GDH has high rate of employee retentdnle only 13 respondents
(23%) disagreed as shown in Table 4.10

Table 4.10: Response of Employees on whether GDHdhligh rate of Employee

Retention
Response Frequency Percent (%)
Yes 43 77
No 13 23
Total 56 100

Source: Field Data (2016)
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The study found that high rate of employee retenéibGDH, whereby the employee
retention rate is 99%. To a great extent the reterdtrategies employed has helped
to retain employees because GDH has low rate ajulalburnover, for instance
employees recruited in 2013 were 73 employees iyt employees were retained
(CCHP, 2014).The findings imply that GDH have réi@n strategies which impress
employees to continue working with the organisajosuch strategies could be a
good working environment, competitive compensastrategies, good interpersonal
relationships and job security. Dileman and Harpeng006) had a similar view,
who argued that an interpersonal relationship isenresponsive to patient needs,
more cost effective and provides more job satigiactor all employees). Also,
Phillips and Connel (2003) showed that job secwidy enable employees to become
stable in their jobs and the organization they wianksuch that it allows them an
opportunity to make plans, buy homes and achiesenae of confidence in their own

future, thus continue to work with the organisationa long period of time.
4.6 Challenges Facing GDH in Retaining its Staff

Not only that but also the challenges facing GDHaétaining employees is another
objective. To accomplish this objective, respondewere asked to explain the
challenges facing GDH in retaining its health weskeBoth Questionnaires and
Interview were employed to get relevant informati@uring the interview it was

noted that a shortage of fund is the challengenép&DH to retain its employees,
since the funds that GDH gets from the central gowent cannot afford to provide

employees with competitive compensation and schips for training employees:

These nurses and doctors seek equitable pay far tmwerk. But the
management does not have enough funds; in vieledatt that, it does not
have its own source of income, the hospital depeodsthe central
government to pay salary and allowance for its aygbs. Therefore, it
becomes difficulty for GDH to satisfy the doctoresdanurses with
compensation package of their desire... Some dedtave terminated the

employment by the virtue of poor compensation (DEIL6).

51



Employees frequently seek opportunities to dewdleip skills, but because of
shortage of fund not all employees get the traindpgortunities... Most of
employees who go for trainings are supported by partners, such as
Christian social service commission and Intra hed®MO,2016).

Also, the questionnaire data from the employeesfitned the interview data,
whereby 51(91%) of respondents strongly agreed #hatrtage of fund is the
challenge facing GDH on retaining its employees.ilgvih1(20%) of respondents
strongly agreed on low staff morale and 22(39%)rejly agreed on compensation

competition in labour market as shown in Table 4.11

Table 4.11: Challenges Facing GDH on Retaining Empyees

Challeng Agree Strongly Average Disagre: Strongly
Agree Disagree

Shortage of fund 3(5%) 51( 91) 0(0%) 00(0% ) 2(4% )

Low staff morale 12% 11(20% 0(0%) 3(5%) 41(73%)

Compensation competition i 1(2% ) 22(39%) 1(2%) 4(7% ) 28(50%)
labour market

Source: Field Data (2016)

The study found that shortage of fund is the chagkefacing GDH to retain its
employees, since the funds that GDH gets from #mg¢ral government cannot afford
to provide employees with competitive compensatiod scholarships for training.
The findings imply that if the organisation canfiod alternative source of fund for
supporting retention strategies, GDH likely to féloe problem of employee turnover,
since funds support almost all strategies or progrdor employee retentions.
Chipunza (2009) argued that employees seek ecqeifady for their work. As a
result, the first step an organisation might takeetain employees is to enhance its
compensation packages, which typically include rggda insurance, a retirement
program and employee leave. For example, an empioight pay a larger portion of
employees' health insurance premiums or introduneva bonus program based on
performance; an organisation might also ensurecdmspensation and benefits

packages are in line with those of competing ogmions in its industry. Due to
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financial constraints, many organisations, faietdhance compensation package, thus
employees have been leaving jobs for other orgaoisa with attractive

compensation.
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CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMENDATIONS
5.0Introduction

This chapter contains the summary of the overalbystfindings from the data
collected in GDH, conclusion, recommendation ardor further studies.

5.1Summary of the Study

The study focused on examining the factors inflimpemployee retention at Geita
District Hospital. A sample of 60 employees wasdusethe study, whereby 56 were
health workers and 4 were the management teams@ sdy research design and
data collection methods (Questionnaire and Interyierere employed in order to

achieve the study objectives. Qualitative data wanalysed by using thematic

technique, and presented in direct quotations meispect to research objectives.

The study found that Good working environment, ifdx working hours,
opportunities for training and development and tympromotion are strategies
employed by GDH in retaining employees. Also, raten strategies had the
following benefits at GDH: The strategies raised plyees’ job satisfaction,
improved working efficiencies of employees and oigational performance.
Moreover, high rate of employee retention at GDHewe by the employee retention
rate is 99%. Lastly, shortage of fund has beernigathe challenge facing GDH to
retain its employees, since the funds that GDH @ets the central government
cannot afford to provide employees with competitteenpensation and scholarships

for training.
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5.2 Conclusion

The following conclusions have been drawn on thesaf the findings in each of the

specific objectives.
5.2.1 To identify retention strategies available aGeita District Hospital

This was the first objective of the study. On thasib of the findings on this
objective, it is concluded that Good working enwumeent, flexible working hours,
and opportunities for training and development strategies employed by GDH in
retaining employees, the available retention gSgiate are well implemented and
organisation might have improved efficiency andfgmnance, motivated workforce,
retention of valuable employees, reduced levelabsence, sickness and stress, and

the retention.

5.2.2 To examine the benefits of employee retentiatrategies available in Geita
District Hospital .

The second objective was to examine the benefitsngfloyee retention strategies
available in Geita District Hospital, whereby itdsncluded that employee retention
strategies in GDH helps to increase employees gdisfaction since the strategies
helps to create positive working environment amdrgjthen employee commitment

to the organization.

5.2.3 To examine the Factors influencing employeaetention in Geita District

Hospital

Based on the findings of the study, the study aates that good working conditions
at GDH have been influencing employee retentionerehy there are enough of
working equipment’s, employees have job secugiyployees have job scheduling
variations which facilitate a healthier balancenmsn work and personal obligations,
employee’s suggestions and grievances are cossidalso there are staff houses.
Employees benefits is another factor influence eys® retention in GDH ,

employees are compensated and satisfied with owerillowance, leave allowance,

health insurance, and the retirement benefits sasscRPension, Provident Fund, and
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Gratuity. Moreover, Training and Development is thieo factor influence employee
retention at GDH, employees are satisfied with thaning and development
opportunities available at GDH, whereby trainingoogiunity is available for any
employee, employees get regular training prograhestrainings are relevant to their

work, and the tracings have been improving theirkwaerformance.
5.2.4 To examine the rate of employee retention i@eita District Hospital.

On the basis of the findings it is concluded tla&atgreat extent equal to 99% GDH
retain its employees, there is low rate of labaundver compared to other hospitals
in Geita Region. This has helped to provide qudlgglth services and attainment of
both organizational goals and millennium goals doieavailability of competent
health workers.

5.3 Recommendations

The government should provide enough funds to Qisérict Hospital. So that the
hospital can improve the working conditions suchcasstruction of enough staff
houses, providing health workers with transporviser connecting the hospital with
the internet by its own funds and achieve its btefyeplans and organization
objectives, instead of depending funds from domdrieh is unreliable. Also the fund
can be used to provide various incentives botmfired and non-financial incentives
like transport allowances, timely promotions, redgfor higher performers, to the

employees, so as to retain them for a long peridoine.

The government should improve the compensation gggekvhich is fair for both

doctors and nurses, so as to retain these empldgeeslong period of time, since
there are private hospitals provide more competitpackages compared to
government hospitals.For example, the majoritytaff snembers at GDH work more
than ordinary working hours, but only a minorityhahe privilege of receiving the

extra hour’s allowance
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5.4Policy Implication.

The findings imply that Tanzania Health Policy &f03 which directs on set up a
clear programme for recruitment, deployment ancentsn of trained health
personnel in appropriate numbers and skills to rnsustainable provision of quality
health services is practiced at Geita District pitas, since the health workers are
retained by having job security, job schedulingiateons which facilitate them to
balance between work and personal obligations, eyepls suggestions and
grievances are considered, also there are staBedsolEmployees are compensated
and satisfied with overtime allowance, leave alloes health insurance, and the
retirement benefits such as Pension, Provident Famdl Gratuity. Moreover,

employees get opportunities for Training and Depalent.
5.5 Area for further study

A Similar study is suggested to be conducted irmohospitals, since the findings of
this study cannot be generalised for all hospital$anzania, the further study will
help to have a wider understanding about factdiaancing employee retention in

health sector in Tanzania.

Also this study is not representative of the whmdentry, similar studies can be done
in other areas to have a wider knowledge on fadremployee retention in health

sector.

It is also recommended that further studies bdethwut to identify the best method
of retaining talented employees. Such studies cbeldsed in ensuring best practice
of the organization in managing the problem, far betterment of the organization

and its employees at large
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APPENDICES
Appendix i

QUESTIONNAIRE FOR HEALTH WORKERS AT GEITA DISTRICT
HOSPITAL
My name is Grace J Mahagura, am a student at Mzuomieersity pursuing MSc.
Human Resource Management. | am doing a resetardi as a compulsory part of
my programme. The purpose of this study is to erarfactors influencing employee
retention at Geita District Hospital. Thus, | woube very grateful if you would
spare some few minutes to fill in this question@airThe information that you
provide will be treated confidential for academiggmose only and your identity will

not be exposed.

Instructions
« Please put where appropriate
A: Demographic Characteristics of Respondent
1. Gender
a. Male ()
b. Female ()
2. Age
a. 19-30
b. 31-40
c. 41-50
d. 51-60
e. 61 and above ()

e N e
SN N N N

3. Level of education

a. Secondary ()
Certificate ( )
Diploma ( )
Bachelor’s degree ( )
Master's degree ( )
PhD ()

~ 0 2o o
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B: Retention Strategies Available at GDH

Please indicate the employee retention stratelyssate available at GDH (Please

tick where is appropriate).

Statement

Agree

Strong
Agree

Disagree

Strong Disagree

Attractive Compensation

Good Working environment

Flexible working hours

Opportunities Training and Developme

)

Recognition of excellent performance

Good relationship with employees

Timely promotion

C: Benefits of Employee Retention Strategies at GDH.

4. Please indicate the Benefits of employee retargimtegies that are

available at GDH (Please tick where is appropyiate

Statement

Agree

Strong Agree

Disagree| Strong Dis agree

Raised employees’ job satisfaction

Improved working efficiencies

Reduced job turnover rate

Improved organisational performanc

D
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D : Factors Influencing Employees Retention at GDH

5. Please indicate whether the working environmeffluemcing employee

retention at GDH (Please tick where is appropyiate

Statement

Agree

Strongly
Agree

Disagree

Strongly
Disagree

There is transparency and op
communication

Employees are treated with due respect

Employee’s suggestions and grievances
considered

Employees’ good work done is appreciate

There are enough transport facilities

There are enough working equipment’s

Working places are in hygienic condition

Routine duties match with employees’ |
descriptions

(@]

Employees have job security

There are staff houses

There is a good relationship betwe
employees and management at GDH

The infrastructures are friendly to
physically challenged employees

There are enough furniture for every|
employee

The organisation has enough
infrastructures

Employees have job  scheduling
variations which facilitate a healthier
balance between work and persona
obligations
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6. Please indicate whether the employee benefitsantling employee retention

at GDH (Please tick where is appropriate).

Statement Agree Strongly Disagree | Strongly

agree Disagree

Salary structure is satisfactg

GDH provides overtime allowanc

GDH provides house allowance

GDH provides transport allowancg

GDH provides on leave allowance

GDH provides performance

based incentives for employees

Employees have health insurancs

Employees get compensation for

accidents occurring at work

The retirement benefits scheme
provided such as Pension,
Provident Fund, and Gratuity are

appreciated.
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7. Please indicate whether the training and developméoencing employee

retention at GDH (Please tick where is appropyiate

Statement Agree Strongly | Disagree | Strongly

Agree Disagree

Training opportunities available 1

all employees

Employees get regular training

programs

Organisation provides scholarships

for trainings

Trainings programs are relevant to

work

Employees are developed to take

higher positions in the organisation

Trainings have been improving m

work performance

E : Rate of Employee Retention at GDH

8. Does GDH has high rate of employee retention?
(a) Yes ()
(b) No ()

9. If yes, what is the rate of employee retention BH3
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F: Challenges Facing GDH in Retaining its Staff
Challenges Facing GDH on Retaining Employees

8: Please indicate the challenges facing GDH aximelg employees (Please tick
where is appropriate).

Challenge Agree | Strongly| Disagree Strongly

Agree Disagree

Shortage of fund

Low staff morale

Compensation competition in labot

market

*Thanks for your cooperation
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Appendix ii
INTERVIEW GUIDE FOR DMO, DED, DHRO AND DHS

What is your job title?

How old are you?

What is the level of your education?

What are the retention strategies available at GDH?

What are the factors for employee’s retention aH3D

What are the benefits of employee retention strasegt GDH?
What is the rate of employee retention at GDH

What are the challenges facing GDH in retainisginployees?

*Thank you for your cooperation
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GEITA DISTRICTCOUNCIL ORGANIZATION STRUCTURE

COUNCIL CHAIRMAN Appendix iii

DISTRICT EXECUTIVE DIRECTOR

LEGAL INTERNAL INFORMATION, PROCUREMENT ELECTION BEEKEEPING
AUDIT COMMUNICATION,
TECHNOLOGY AND
HUMA PLANNIN HEALT FINAN PRIMA SECON WAT AGRICUL LIVESTOC LAND COMMUN WORKS ENVIRON
N G AND H CE AND RY DARY ER TURE, K AND AND ITY DEV AND FIRE MENT

RESOU STATISTI TRADE EDUCA EDUCA IRRIGATI FISHING NATURAL & AND
RCES CS TION TION ON AND RESOURC SOCIAL HEALTH
ADMIN COOPERA ES WALFARE
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GEITA DISTRICT COUNCIL MAP Appendix iv
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