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ABSTRACT

Retention of employees is an important functiorthef Human Resource Department. Employee
retention is the foremost problem which all orgatians are now facing in the global competitive
environmentas employee retention is a major challenge fagetthd companies globallyUnless
there is a deliberate and serious effort from thanagement towards this direction, the
competitors in the industry are likely to attractdasnatch the talent already nurtured in the
company over a period of time. Careful strategies drafting and implementing employee
retention strategies are a skill and should bergtee priority by the management. The purpose of
this study was to empirically examine employeentb@ strategies and their effect on project
completion at Civicon Limited. The study would b&nether companies which may wish to
retain their talented employees. From the analgfipast studies, it was clear that retention of
employees is very important and more so retentfdrey staff. Concerted action is thus required
to retain talented people. The study adopted deserisurvey research design with questionnaires
being the data collection procedure. This studypived a target population of 120 employed staff
working in this organisation and a sample size @fetnployees representing 75% of the target
population. The study revealed that it is more ipmbfe for organizations to put in place
appropriate employee retention strategies suchrgenisational commitment, financial rewards
inform of wages, promoting training and career dgyment on employees and improving the
working environment. The researcher recommended tha reward package should be
restructured to motivate the employees more. Téwsdcbe done by comparing and implementing
using those of best practices in the industriesoAhe management of the organisation should
address employees concerns on time and improvevohniing conditions. This can be done by
putting the employee’s suggestions in action anedathem immediately they are expressed.
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CHAPTER ONE

INTRODUCTION
1.1  Background of the study

Retaining a positive and motivated staff is vital @n organization's success. High employee
turnover increases expenses and also has a negéte¢é on company morale. Implementing an
employee retention program is an effective way akimg sure key workers remain employed
while maintaining job performance and productivity.

Beadles et al. (2008) found a positive and sigaificcorrelation between job retention and
organizational performance. Campion (2007) foundat thinescapable turnover was
characteristically viewed as critical to an orgatian. The notion that turnover decreases the
organizational performance was supported by thet mbsesearchers. Mobley (2008) suggested
that turnover might interrupt job performance wtenemployee who intended to leave became
less efficient and effective. Shaw, Gupta, and Bel€012) found empirically that voluntary
turnover was associated with the inferior orgamizetl performance. Other researchers suggested
that turnover could improve performance and congatedf projects. One probable advantage of
turnover was the exclusion of poor performing erypls (Price, 2009). Furthermore, Staw et al,
(2009) proposed that turnover might enhance pedaoa if most of the turnover was by

employees with longer or very short tenure.

Employee turnover refers to the movement of emm@eyaut of an organization (Reggio 2010). It
is a negative aspect, which might lead to the failof employee retention strategies in the
organizations affecting the completion of projedtsaving of job appears to reflect significant
work place problems, rather than opportunities ddvancement into better jobs (Holzer and
Wissoker, 2001). Turnover of employees disruptsnearaises costs, reduces productivity, and
results in lost knowledge. So, it is essential toe management to realize the importance of
employee job satisfaction. It was estimated in @dytby Abbasi & Hollman in 2000 that
American industries incurred $11 billion annuallg a result of voluntary and involuntary
turnover. This cost was due to termination, adsent, recruitment, selection and hiring. Turnover
also produced ethereal costs, such as decliningalejoand the interruption of social and
communication patterns as noticed by Mobley (208@adles et al (2008) stressed the study of

turnover as a well-researched area which was on¢h@fmajor interests in organizational



behaviour. Shaw (2007) studied the association detwemployee turnover and organizational
culture and Kaak, Feild, Giles, and Norris in 2084plored the concept of turnover culture
amongst lower staff. Some studies by Pizam & E(li999) recommended retention programs that
could diminish turnover and its cause and effe&salistic job previews, job enrichment,

socialization practices were included. Boles et (@D11) studied to make use of the pre-
employment application demographics to reduce eyagldurnover. Hampton, 2012 Shanahan,
2012, Schreiber, 2013; Baumann, 2010 studied that literature was also immersed with

recommendations to undertake turnover and reduentien.

In their study, Pinkovitz et al. (2004) attempteckhow how much an organization is more likely
to spend to ensure getting an adequate returnvastiment (ROI) in employees. Turnover direct
costs enclose factors such as termination, vacamcyuitment and selection, orientation and
training. Other indirect costs can encompass sactofs as loss of productivity of incumbent prior
to departure, loss of productivity of co-workersdoof productivity of the new hire during initial
transition.

According to Pizam & Ellis, (2012), retaining topldnted employees is a priority for every
organization, in every industry and every parthaf globe. However, turnover is not always a bad
thing. It is important for any organization to sae ongoing, regular influx of new talent that
brings fresh ideas and experience along with difft perspective. Turnover can help rejuvenate
an organization and invites everyone to continuadgmine and challenge common practices and
assumptions, looking for ways to improve. But toacim turnover can harm the organization,
resulting in uneven workloads, lower employee nerar engagement, loss of corporate
knowledge or memory, lack of continuity particuaih customer or supplier relationships,

problems with quality or productivity and finallyfect project completion .

The people organizations wish to retain are oftendnes most likely to live. It was claimed by
Reed (2008) as cited by Armstrong (2009) that ewaker is five minutes away from handing in
his or her notice and 150 working hours away froatking out of the door to a better offer. There
is no such thing as a job for life and today’s wesskhave a few qualms about leaving employers

for greener pastures.



One of the biggest challenges companies undertakiojgct work are facing is the attraction and
retention of top performers as some of the projeetgire specialist skills. Armstrong (2009)
defines employee turnover — also referred to adagas attrition — as the rate at which people
leave an organization. Turnover of employees, asalheckey staff or high performers for

specialised projects, can be disruptive and costly.

Retention involves taking measures to encouragdoy@@s to remain in the organization for the
maximum period of time. Effective employee retentis a systematic effort by employers to
create and foster an environment that encouragesntuemployees to remain employed, by
having policies and practices in place that addtess diverse needs (Workforce Planning for
Wisconsin State Government, 2005). These poliamek @actices employed by organizations to
encourage employees to remain in the organizatrenwdnat are referred to as the retention

strategies.

Labour turnover can be either voluntary or involugit According to Noe, Hollerbeck, Gerhart
and Wright (2007), involuntary turnover is turnoveitiated by the organization (often among
people who would prefer to stay), while voluntawyrover is turnover initiated by employees
(often whom the company would prefer to keep). parposes of this study, the researcher
focused on effect of employee retention strategiasvoluntary turnover affecting project
completion. The turnover of key employees will mdass in productivity, loss of customers,
damaged morale, damaged organization image, deztabibusiness and incurring costs
associated with separation, hiring and training,wdlich will affect the organization’s overall
performance and project completion. Powerful lesd@&ow that the success of their company is
built on the quality of their people. Thus retamitop or key performers is critical to the longner

health and success of the business (Armstrong 2009)

To counter turnover and its resulting effects, ested action is required to retain talented people.
Organizations must therefore work on their employedue proposition. An organization’s
employee value proposition consists of what an ripgdion has to offer that prospective or
existing employees would value and which would helpersuade them to join or remain with the
business (Armstrong 2009). It will include remuniena which is important but can be over
emphasized compared with other elements that amefinancial in nature. These non-financial

factors may be crucial in attracting and retainpepple and include the attractiveness of the
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organization, the degree to which it acts respaysilespect, diversity and inclusion, work-life
balance and opportunities for personal and pradessigrowth. The aim is to become an employer

of choice, a firm people want to work and stay with

According to Kusluvan (2012), one of the major b#seof the development of the service
industry in any economy is the provision of empleymas the industry is labour intensive. In
Kenya, little research has been conducted regaddingur turnover in the service industry and
especially on organisations undertaking projeceseRrch on labour turnover in service industry
in Kenya (International Labour Organisation, 20@idicated similar trends of labour turnover
with lodges on the lead with 60% in 2000. This ictpd negatively in business sustainability due
to high costs of training new employees, replaceéraad separation for the departing employees.
In addition, are the detrimental effects of custonissatisfaction. In Kenya especially the banking
industry, tourism industry, construction industndanedia houses are making all efforts to retain
key performing employees by training them and affgrfinancial incentives. Despite all this,
employees are moving from one bank to another amemedia house to another or from one
NGO to another (International Labour OrganisatRe01)

In almost any organization, if the managementagdithe information compiled through the exit
interview system positively, it would result in @ntrolled turnover and develop an effective
retention strategy (Gray, 2013). Gray (2013) raies that organizations need to assess their
typical patterns of turnover pertaining to their owircumstances. However, there are some
general policies that should be considered so aspgmve employee job satisfaction. Employees'
job satisfaction is positively correlated with emy#es' retention. Reggio (2010) concluded from
literature review that it is important that orgaatipns strive to keep employees satisfied. Happy
employees may be less likely to be absent front jbbkivoluntarily or to look for work elsewhere.
To overcome the negative consequences of turndfestiag project completion, there is a need
to understand the causes and the consequencas@id¢u Firms must therefore strive at all times
to ensure that the right caliber of employees uited. The success or failure of the firm
therefore depends to a large extent, on the almfithe company to attract and retain the right
people for the job. However, an organizations gbib retain its employees is a function of many
factors. For business organisations to succeedastdin their success in any project undertaken,



the understanding of the functioning of the orgatis is vital. Human resource activities

especially retention programme is a key component.

1.2 Statement of the problem

Employee retention is a major challenge faced bypamies globally. It affects the ability of the
organisation achievement of its objectives. Orgations are striving to retain their talented staff
by implementing effective retention strategies. tHegnployee turnover would subsequently have
an impact on productivity and sustainability of tleeganization affecting projects. Some
organisations are not aware of the causes of emplaynover or what can retain the employees
in the organisation as studies conducted have déaltfinancial retention strategies and no much

study has been carried out to identify other rédargtrategies.

Several studies have been done on labour turnepacally in the western countries such as the
United Kingdom. However, there have been conflggtiesults as to what these factors are and
how much each contributes to the turnover incid&or. example, Viscussi and Khan (2006),
argued in their findings that there is a significemverse relationship between wages and turnover,
while other researchers argue turnover is reladeddrk environment (Martin 2008). From the
previous research findings (Freeman 1980, Datd#98 and Booth al, 1996), it was found that
labour turnover is related to certain industriapmomic, and demographic factors such as age,

sex, education, ethnicity, and length of serviceagnother variables.

Researchers like Freeman 1980, Datcher 1993 anthB01996, have suggested that employee
turnover is among the highest in the service ingusfiany project organisations and construction
companies are familiar with this costly problem. &ihemployees leave, valuable knowledge is
lost and even projects are adversely affected. Ma@e getting a new employee ramped up to
performance levels similar to the one you have tekes time and money. NGOs and other
organisations which actively find ways to retain pdoyees gain a sustainable competitive

advantage.

Labour turnover continues to be a contentious igstiee service industry in Kenya and especially
for organisation undertaking projects as affectsjgmt completion and these projects requires
specialised knowledge. Employers see the procestfifleaving and being replaced as a natural

and inevitable feature of the industry. Labour twer represents direct cost to these



organizations. It affects organizational growthoftability and customer satisfaction. This may
also affect donor funding for projects funded byals. Previous studies done on other parts of
the world reveal this phenomenon as costly andesjuently create operational difficulties in the
workplace. There is a direct correlation betwedmia turnover and project completion as most of
the projects are labour intensive and if employtease the organisation project completion may
be affected. When projects are not completed iretinesources may be wasted. In Kenya,
statistics indicated that there has been documentath labour turnover index rate and mobility
rate within the industry but the reasons for maopis not clearly known thus there was a need to
carry out research to establish the cause of ragour turnover in the construction industry,
(International Labour Organisation, 2001)

1.3 Purpose of the study
The purpose of this study was to analyze the effext organizational employee retention

strategies on project completion.

1.4 Obijectives of the study

The objectives of this study were:
i) To determine the extent to which organizational wotment influences employees retention

and project completion.

i) To investigate the extent to which wage level andards influences employee retention and
project completion

iii) To assess the extent to which training and careeeldpment affects employee retention and
project completion

iv) To establish the extent to which working environmarfluences employee retention and
project completion.

1.5 Research Questions
The study was guided by the following research tjoes.
i) To what extent does organisational commitment erfte employee retention and project

completion?



i) To what extent does wages level and reward infleeamployee retention and project
completion?

i) To what extent does training and career developraiatt employee retention completion of
contracts?

iv) To what extent does the working environment infeeeremployee retention and projects

completion?

1.6  Research Hypotheses

The study tested the following hypothesis;

1. H; Organisational commitment does influence emplog¢ention and project completion.

2. H; Wages level and rewards does influence and empl@yertionand project completion.

3. H; Training and career development does influence @yepl retention and project completion.

4. H; Working environment does influence employee retenéind project completion.

1.7  Significance of the study

The findings of this study will not only be usefd the researcher but also to the organization
under study and to other researchers. To the @smarit will give a better understanding of the

different retention strategies and their effectegn To Civicon Limited, it is hoped that the study
will help the Human Resource department refinenteia policies and strategies already in

existence by highlighting the adequacy or othenwistaese policies.

To the employees of the organisation, the studlgiike them a chance to voice their appreciation
or concern about the existing retention strategesl give their recommendations. Other
researchers will benefit from this study by bornogviideas on how to retain employees when
organizations experience high turnovers. They halirow suggested study areas that will come

out from the findings of this research.

1.8 Basic Assumptions of the Study

The research project was based on the assumplianghe respondent of this study are conversant
with the various methods employed by the orgamsato retain them and the employees will
provide truthful and reliable survey informationdatihhe organisation is a good representative of

the rest of the companies in the constructionstrgu



1.9 Limitations of the study
Limitations include any aspect of the study thagtminegatively affect the results of that study.

Therefore, the challenges that might be encount#ueidg the study include:

Limited study; The study focused on one organization leavinghmence for comparison and this
might affect the effectiveness of the study. Additlly the study was based only at Civicon
Limited offices in Mombasa County which is the hedfice it did not extend to project in other
places in Southern Sudan, Turkana County and Cohgaounter this, it was believed that the
company applies the same policies for employeentiete in all other construction sites.
Additionally Civicon Limited has been one of thediéng construction companies in East and
Central Africa, may be the best company in the stiguapplying the appropriate policies of
retaining key performing employees to remain masengetitive in the market and ensure that

their projects are completed on time.

Accessibility to information; Organizations hold their information and openasiovith a high
level of confidentiality. Civicon Limited might ndte willing to divulge information in fear of
breaching confidentiality. To tackle this problerh aonfidentiality, the researcher assured the
management of the organisation that the informatoquired will be used only for research

purposes.

Delayed responseNot all respondents filled in their questionnaiwathin the scheduled time and
so the researcher was forced to give them more tixiending the time affected the time plan set
by the researcher. The researcher had envisiomeditid of delay and had to provide for this in
the initial set up of the time plan. Thus all thats done for reworking the time plan to reflect the

changes.

1.10 Delimitations of the study

This study was confined to Civicon Limited headicdfand targeted its top management, middle
level managers, operational staff and support .stfe study was to seek to understand the
retention strategies and policies applied at @ééhlevels and come up with suggestions on how to
make them more effective so as to reduce emplayeever which may affect the completion of
their projects. It is believed that the organisati® one of the leading construction companies in

Kenya and beyond and is the best firm applying éippropriate policies of retaining key
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performing employees to remain more competitivethe market. Also Civicon Limited is

operating in the construction industry which isi®etd to be one of the sectors where
management is sensitive in implementing policiesrétin key performing employees. By
carrying a study in this industry, it identifiecetkey retention strategies applied by the key playe

in this important sector of the Kenya economy.

1.11 Definition of significant terms used in thetudy
The key terms used in the study were:

Organizational commitment: Is the individual's psychological attachment te thrganization
which predicts work variables such as turnover, orgammat citizenship behavior, and job

performance

Training and career development:is where organizations provide opportunities fersonal and
professional growth through training. It refersatoy attempt to improve employee performance on

a currently held job or one related to it

Work environment: It refers to the surrounding within which employeearry out their
respective tasks or duties. It consists of theesgstof work, the design of jobs, working

conditions and the way in which people are treataslork by their managers and co-workers.

Employee Retention strategy The process of keeping employees within the adrgdion by
taking steps to help prevent unwanted turnovenldd involves taking measures to encourage

employees to remain in the organization for theimarn period of time

Project completion A term used to refer to the setting of expliaitats that must be attained to

call a component or deliverable of the project done



1.12 Organization of the study

Chapter one outlines the background of the studyptoblem statement, the purpose of the study
and its rationale together with its significancéeTresearcher come up with research objectives
and research hypothesis that guided the studyrmngoup with the effect of employee retention
strategies on project completion.

Chapter two presents a review of literature aneviagit research associated with the five variables
by providing a clear understanding on the objestivethe study. Incorporated in the chapter is the
conceptual framework.

Chapter three presents the methodology and proegdor data collection and analysis.

Chapter four contains data analysis, presentatiohiterpretation of the results in tables, cross

tabulation, percentages and Chi- square test sesult

Chapter five offers a summary and discussion of rdsearcher’s findings on the effects of

organisational retention strategies on project detign.
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CHAPTER TWO
LITERATURE REVIEW

2.1 Introduction

Literature review is the evaluation of all soura@dsnformation or data that relates to the topic
under study. Literature review has also been défig Hart (2004) as the use of ideas in the
literature to justify the particular approach toe thopic, the selection of methods, and

demonstration that a study or project contributesething new.

This chapter analyzed views from several authdista@ to retention of employees which may
affect project completion. The chapter has foutisas which include a review of past studies,
conceptual frame work, a critical review of the gap the literature and the summary of the

specific objectives of the study.

2.2 Overview of importance of retention strategies

Long term health and success of any organizatepends upon the retention of key employees.
To a great extent customer satisfaction, orgamimati performance in terms of increased sales,
satisfied colleagues and reporting staff, effecBuecession planning etc. is dependent upon the
ability to retain the best employees in any orgatnin. Encouraging employees to remain in the
organization for a long period of time can be tedras employee retention. It is a process in which
the employees are encouraged to remain with thenargtion for the maximum period of time or
until the completion of the project. Maertz & Caimpi(2008) stated relatively less turnover
research has focused specifically on how an empldgeides to remain with an organization and
what determines this attachment. Retention prosesbteuld be studied along with quitting
processes. Zineldin, (2005) has viewed retentioara®bligation to continue to do business or

exchange with a particular company on an ongoirsisba

Denton (2010) has clearly stated that employees avk happy and satisfied with their jobs are
more dedicated towards their work and always pair teffort to improve their organizational
customer’s satisfaction. Stauss et al.,, (2001) dafned retention as customer liking,
identification, commitment, trust, readiness tooramend, and repurchase intentions, with the

first four being emotional-cognitive retention ctmsts, and the last two being behavioural
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intentions. Panoch, (2001) forwarded the view tirganizations today take great care in retaining
its valuable employees and good employees as tieeinereasingly becoming more difficult to
find . Walker (2007) was of the view that managargd retaining promising employees’ is an
important fundamental mean of achieving competitidgantage among the organizations. Cutler
(2001) was of the view that one of the most impdrtdemands on management today in any
organization is keeping the most vital and dynamiman resources motivated and dedicated. It is
not important to see who the organization hiresvidodit counts is that who are kept in the firm.
Steel, Griffeth, & Hom (2002) added to this vievathhe fact is often overlooked, but the reasons
people stay are not always the same as the repsopde leave. Researchers such as Amadasu
(2003), Taplin et al.(2003), Gberevbie(2008) hawentl that if appropriate employee retention
strategies are adopted and implemented by orgamsatmployees will surely remain and work
for the successful achievement of organisationalggo In the view of Acton et al., (2003), the
Human Resource Department plays an active roletaining its employees. It make policies for
employee betterment such that employee would bsfisdt with the organization and stay with
the firm for longer time. This shows that it is post retention of employees but also retention of

valued skills.

Researchers such as Cascio (2003), Heneman and (2@i@3), Gberevbie (2008) have agreed
that an organization’s inability to formulate anehplement strategies capable of recruiting
competent employees and retaining them to achiegan@ational goals is one of the main
challenge facing organizations in the area of parémce. Workforce Planning for Wisconsin
State Government (2005) has defined employee reteas a systematic effort to create and foster
an environment that encourages employees to reengptoyed by having policies and practices in
place that Employee Retention. According to Olowd Adamolekun (2005), it is becoming more
essential to secure and manage competent humamcesas the most valuable resource of any
organization, because of the need for effective effidient delivery of goods and services by
organizations, whether in public or private secinerefore, for an organization to realize its
goals, appropriate strategies for employee recarntmand retention are very important for
enhanced performance. Researcher such as Kalipf28a€) has confirmed that despite the fact
that a company may try to bring all these factont® iplay to enhance employee retention, an
employee can still choose to leave the workplaceabse of, for example, bad management.

Kaliprasad (2006) pointed out that an organizatiahsity to retain its employees completely
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depends upon its ability to manage them. He fouatdfour interlinked processes that can be
utilized for an effective human resource managensistem: the motivational process; the
interaction process; the visioning process; andliehening process. Baker (2006) gave stress on
the fact that hiring new employees are far difficas well as costlier than to keep the current
employees in the organization. That is why the dsswe in any organization is to give a
continuous ongoing effort to identify and try toekeall the best performers irrespective of their
age. Gberevbie (2008) has stated that employegtiaiestrategies refer to the plans and means,
and a set of decision making behavior put formdlaby the organizations to retain their

competent workforce for performance

2.3 Organisational commitment as an employee retéon strategy

Many studies have reported a significant associabietween organisational commitment and
turnover retentions (Lum et al, 2011). Tang et &608) study confirmed the link between
commitment and actual turnover and Griffeth et §610) analysis showed that organisational

commitment was a better predictor of turnover theerall job satisfaction.

Researchers have established that there are diffggmes of organisational commitment. Allen &
Meyer (2007) investigated the nature of the linkwaen turnover and the three components of
attitudinal commitment: affective commitment refes employees’ emotional attachment to,
identification with and involvement in the orgariea; continuance commitment refers to
commitment base on costs that employees associitdeaving the organisation; and normative
commitment refers to employees’ feelings of obimatto remain with the organisation. Put
simply, employees with strong affective commitmstaty with an organisation because they want,
those with strong continuance commitment stay beeabey need to, and those with strong
normative commitment stay because they feel theghoto. Allen and Meyer’s study indicated
that all three components of commitment were a timgyandicator of turnover. In general, most

research has found affective commitment to be tbst mhecisive variable linked to turnover

The relationship between satisfaction and turndwer been consistently found in many turnover
studies (Lum et al, 2003). Mobley et al 2008) iadiécl that overall job satisfaction is negatively
linked to turnover but explained little of the \aility in turnover. Griffeth et al (2000) foundath

overall job satisfaction modestly predicted turmove a recent New Zealand study, Boxall et al
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(2003) found the main reason by far for people ilgtheir employer was for more interesting
work elsewhere. It is generally accepted that ffeceof job satisfaction on turnover is less than

that of organisational commitment.

Some researchers have established a relationstwedre satisfaction, organisational commitment
and turnover. Lum et al's (2003) study of pediatriarses suggested that organisational
commitment has the strongest and most direct impacthe intention to quit whereas job
satisfaction has only an indirect influence. Theggested that satisfaction indirectly influences
turnover in that it influences commitment and hehg@&over intentions. (Mueller & Price,2010

cited in Lum).

Elangovan (2001) noted that the notion of job fatiton and organisational commitment being
causally related has not been incorporated in toosover models. His study indicated there were
strong causal links between stress and satisfatigmer stress leads to lower satisfaction) and
between satisfaction and commitment (lower satisfadeads to lower commitment). He further
noted a reciprocal relationship between commitnagr turnover intentions (lower commitment
leads to greater intentions to quit, which in téurther lowers commitment). In summary, only

commitment directly affected turnover intentions.

2.4 Wages and rewards as a retention strategy affecinemployee retention and project
completion

The single most important obligation owed by an leygr to an employee is to pay him/her

wages (Cole 2002). It must be emphasized, howekat, pay is not the only form of reward.

Indeed it is occasionally argued that financial papt is not even the most effective form of

reward (Kressler 2003). Today workers expect mbem tjust an hourly wage or a salary from

their employer; they want additional consideratiotisat will enrich their lives. These

considerations in an employment setting are catagdloyee benefits (Decenzo, Robbins 1999).

Compensation, sometimes referred to as rewards$s eeth every type of reward individuals

receive in exchange for performing organizatiomaks (Ilvancevich 2007). It is the chief reason
why most individuals seek employment. Ivancevic@0@), views it as an exchange relationship
where employees trade labour and loyalty for fim@nand non-financial compensation (pay,

benefits, services, recognition etc).
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Reward, as remuneration for the effort and resaflisork encompasses a variety of elements that
are both financial and non financial (Kressler 200®ancevich (2007) further divides the
components of compensation into direct financiahpensation, indirect financial compensation

and non-financial rewards.

Where direct financial compensation consists of pag an employee receives in the form of
wages, salaries, bonuses or commissions. Indirgdial compensation also called benefits and
services consists of all financial rewards thatraseincluded in direct financial compensation, for
instance, pensions, insurance cover among othehdle Won-financial rewards, as defined by
Armstrong (2009), are rewards which do not invawy direct payments and often arise from the

work itself, for instance, achievement, self estegm recognition.

Recognition is one of the several types of nonrfaia incentives (Dessler 2008). It includes
things like employee of the month award, praisesqealized plagues, parties and movie tickets.
Recognition Armstrong (2007) adds, can be providggositive and immediate feedback from
managers and colleagues that acknowledges indivashthteam contributions. It is also provided
by managers who listen to and act upon suggestbribeir team members. Others include
promotion, allocation to a high-profile projectpjenlargement to provide for more interesting and

rewarding work, public applause and sabbaticalsranodhers.

Recognition, as Armstrong (2007) points out, is oh¢he most powerful methods of rewarding
people. They need to know not only how much wedlithave achieved their objectives or carried
out their work but also that their achievementsagpreciated. Employee compensation is a vital
part of human resource management. According tatd5(8908), no organization can expect to
attract and retain qualified and motivated emplgyeeless it pays fair compensation. By paying
at competitive levels, the company can retain #sspnnel. It can minimize the incidence of

quitting and increase employee loyalty.

For most people, work is their primary source aoime and financial security. Pay is also seen as
an indicator of status within the organization aalvas in the society at large. Thus, for some
people, pay is a reflection of self-worth, so patistaction takes on critical significance when it
comes to retention (Noe, Hollenbeck, Gerhart anegh¥r2006). One of the main dimensions of

satisfaction with pay, deals with pay levels — tisatthe absolute amount of income associated
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with the job. Indeed, when it comes to retentiomplyees being recruited away from one
organization by another are often lured with pr@si®f higher pay levels (Noe, Hollenbeck,
Gerhart and Wright 2006).

The research conducted on the link between dissetisn with pay and voluntary turnover

appears to be inconclusive. Mobley et al (2010chated that results from studies on the role of
pay in turnover were mixed but that often there wasrelationship between pay and turnover.
Other studies found no significant relationship. tBa other hand Campion (2002) cited in Tang
suggests that the most important reason for vatyritainover is higher wages/career opportunity.
Martin (2003) investigates the determinants of labmrnover using establishment-level survey
data for the United Kingdom. Martin indicated thithere is an inverse relationship between

relative wages and turnover (ie establishments higher relative pay had lower turnover).

Griffeth et al (2000) noted pay and pay-relatedaldes have a modest effect on turnover. Their
analysis also included studies that examined tla¢éioaship between pay, a person’s performance
and turnover. They concluded that when high peréwsnare insufficiently rewarded, they leave.
They cite findings from Milkovich and Newman (199%at where collective reward programs
replace individual incentives, their introductionaynlead to higher turnover among high

performers.

According to Taplin et al (2003) who conductedrgéascale turnover study in the British clothing
industry. Two factors emerged as the most sigmficaasons for employees leaving the industry.
One was the low level of wage rates in the clothimdustry relative to other manufacturing
sectors. The other reason referred to industry @mweith staff leaving because of fears relating to
the long-term future of clothing manufacture in theited Kindom. In this study, turnover rates
were highest among the most skilled workers. Thelystalso examined the role of payment
systems in turnover. The researchers found thatemthere were flat-rate payment systems alone,
average turnover exhibited a statistically sigaifit difference from the industry mean. However,
most firms in the clothing industry adhered to pieate payment systems finding it to be the most
effective way of regulating the effort-bargain. 3hs, in the authors’ view, despite anecdotal
evidence that many skilled workers dislike its wagdctability and new entrants to the workforce

lack the skills to maximise their earnings potdntia

16



For some individuals pay will not be the sole erde when people decide to continue within an
existing job. In their study of mental health psdmnals, Tang et al (2000) examined the
relationship between attitudes towards money, nsiti job satisfaction and voluntary turnover.
One of the main findings of this study is that vahry turnover is high among employees who
value money (high money ethic endorsement), regssdiof their intrinsic job satisfaction.

However, those who do not value money highly butbwiave also have low intrinsic job

satisfaction tended to have the lowest actual wgnd=urthermore, employees with high intrinsic
job satisfaction and who put a low value on monsg &ad significantly higher turnover than this
second group. The researchers also found thatnglaxihigh value of money predicted actual

turnover but that withdrawal cognitions (ie thingiabout leaving) did not.

25 The effect of training and career developmentas retention strategy affecting
employee retention and project completion
According Bernardin (2006), defines training as attgmpt to improve employee performance on
a currently held job or one related to it. He ghether to point out that development differs from
training, where development refers to learning opputies designed to help employees grow —
such opportunities do not have to be limited toriovphg employees’ performance on their current
jobs. Armstrong (2006) describes career managenasntbeing concerned with providing
opportunities for people to progress and devel@ir ttareers and ensuring that the organization
has the flow of talent it needs. He goes on totkaythe elements of career management are the
provision of learning and development opportunjteseer planning and management succession

planning.

Career development programs, according to Bernd2di@6), are effective retention tools and are
quickly becoming an employee expectation. Orgamnatrecognize that they can link their career
programs to specific business objectives while bgrneg their employees to meet their goals.
These programs tell employees that the organizaatures and respects them by investing in their
future career growth. Thus feel the need to renmathe organization. Bernardin (2006) points out
that, organizations with exceptional training ogpnities and programs often make Fortune

Magazine’s list of the best companies to work faom, honour that also translates into financial
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success. A recent study found that companies th&erRortune’s list had 50 percent less turnover

than their peers and returned about three times money for stockholders.

To become a leading edge company, Bernardin (268%3, a firm will need to become more
concerned with the types of programs they use fwore workplace learning and performance,
not simply how much money they spend on trainingpdfe want to be associated with leading
edge companies and thus show more commitment togumpanies. A direct incentive to remain
with an employer, Torringtoat al (2005) says, can be through sponsoring of long-surses of
study such as an MBA or accountancy qualificatlarfinancing such courses, the employers send
a very clear signal to the employees concernedtligat contribution is valued and that they can
look forward to substantial career advancemeritaf/topt to stay. Leaving would mean an end to

the funding for the course, thus an employee ogbngmain with the sponsoring employer.

There are however two widely expressed, but whofiposed, perspectives on the link between
training interventions and employee turnover. Oa tme hand is the argument that training
opportunities enhance commitment to an employethenpart of individual employees, making
them less likely to leave voluntarily than they Wwbif no training were offered. The alternative
view holds that training makes people more emplteyabd hence more likely to leave in order to
develop their careers elsewhere (Torringtoml 2005). According to Greeet al (2000) report as
cited by Torringtoret al (2005), research on perceptions of 1,539 emplogeetfferent kinds of
training found that the overall effect is neutrd®% of employees saying that the training was
more likely to make them actively look for anotlao and 18% saying it was less likely to do so.
However, they also found the type of training ahd source of sponsorship to be a significant
variable. Training which is paid for by the emploj®a good deal less likely to raise job mobility
than that paid for by the employee. Firm-specif@irtiing is also shown in the study to be
associated with lower turnover than training whieads to the acquisition of transferable skills.
Torrington et al (2005) concludes that whatever form of training, eanployer can develop a
workforce which is both capable and committed bynbming training interventions with other

forms of retention initiatives

Shah and Burke (2003) reviewed some of the liteeatun the relationship between turnover and

training. In a British study examining the impadt tcaining on mobility, Green et al (2000)
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concluded that, in aggregate, training has on @eers impact on mobility. However, training

that is wholly sponsored by the individual (or thi@milies) is on balance likely to be a prelude to
job search. In contrast, when employers pay fanitrg the downward effect on mobility is more

likely.

Lynch (1991, 1992, 2008) concluded that both onjthe and off-the-job training have a
significant effect on job mobility. While formal ethe-job training reduces the likelihood of
mobility, particularly for young women, off-the-jdibaining increases the likelihood of mobility.
In a study of six local labour markets in Britalljas (2004) found that women who received
employer-provided and job-related training had welo probability of changing employer or
making the transition to non-employment, but fomnti&ining made no significant difference to
this type of turnover.

In a study examining the effect of apprenticeslnipsnale school leavers in the United Kingdom,
Booth and Satchell (1994) found that completed emjreships reduced voluntary job-to-job,
voluntary job-to-unemployment and involuntary jodrnbination rates. In contrast, incomplete
apprenticeships tended to increase the exit ratieetge destinations relative to those who did not
receive any training. Winkelmann (1996) reporteat in Germany apprenticeships and all other
types of vocational training reduce labour mobility spite of the fact that the German

apprenticeship training is intended to provide gahend thus more transferable training.

Chang (2009) examined the relationship betweerneca@mmitment, organisational commitment
and turnover intention among Korean researchersfamt that the role of career commitment
was stronger in predicting turnover intentions. Whadividuals are committed to the organisation
they are less willing to leave the company. Thissviaund to be stronger for those highly
committed to their careers. The author also fouhdt temployees with low career and
organisational commitment had the highest turnowmtions because they did not care either

about the company or their current careers.

Individuals with high career commitment and low amggational commitment also tend to leave
because they do not believe that the organisatonsatisfy their career needs or goals. This is
consistent with previous research that high caceenmitters consider leaving the company if

development opportunities are not provided by ttganisation. However, this group is not apt to
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leave and is likely to contribute to the companyhiir organisational commitment is increased.
Chang found that individuals become affectively cdtted to the organisation when they
perceive that the organisation is pursuing intenmamotion opportunities, providing proper

training and that supervisors do a good job in jglog information and advice about careers.

2.6 The effect of the work environment as a retentiorstrategy affecting employee retention

and project completion

Armstrong (2009) defines the work environment assesting of the systems of work, the design
of jobs, working conditions and the way in whiclopke are treated at work by their managers and
co-workers. Working conditions need to meet healtti safety requirements. The way people are
treated is a matter of managerial behaviour, aamgework-life balance and dealing with issues
such as stress, harassment and bullying. Torringitah(2005) point out the inability to juggle the
demands of a job with those of the family as on¢hef more significant reasons for voluntary
resignations from jobs. Raising children has néwesn easy, and in an age when both parents
work or where families are being run by single p#sethis task is not getting any easier (&tod
2006). Employers who have staff retention high lbeirtagenda are now considering ways in

which employment can be made more family friendly.

Armstrong (2009), explains that work-life balanceptoyment practices are concerned with
providing scope for employees to balance what ttheyat work with the responsibilities and
interests they have outside work; and this balaimild be healthy further explains Kodz et al
(2002) as cited by Armstrong (2009). Thus, the itlet employers might use family-friendly
(work-life balance) policies to help recruit andaia valued workers is one that has been used for

years by many employers (Neteal 2006).

The IRS (2002) considers that ‘Flexible workingcsnsidered the most practical solution to
establishing an effective work-life balance.” Tleen flexible working covers flexi time, home
working, part-time working, compressed working weeknnualized hours, job sharing and term-
time only working. It also refers to special le@ahemes that provide employees with the freedom
to respond to a domestic crisis or to take a cdmesak without jeopardizing their employment
status (Armstrong 2009).
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Armstrong (2009), points out that, work-life balarmolicies can lower absence and help to tackle
the low morale and high degrees of stress thatezahto retention problems as employees tire of
juggling work and life responsibilities. A researchnducted by the Institute of Employment
Studies (Kodz et al, 2002), identified employee®wlere staying longer with their firms because
of access to flexible working arrangements. Ifsitthe case that many, if not most, voluntary
resignations are explained by dissatisfaction @npghrt of employees with their supervisors, it
follows that the most effective means of reducitaffgurnover in organizations is to improve the
performance of line managers. Too often, it appepedple are promoted into supervisory
positions without adequate experience or traini@gganizations seem to assume that their
managers are capable supervisors, without recognithat the role is difficult and does not
usually come naturally to people. This organizasbould take action to improve the effectiveness
of supervisors (Torringtoat al 2005). Lawler (2003) suggests that what managers to do is to
treat people right. This means recognizing theninds/iduals with different needs and wants,
rewarding their achievements, helping them to dgvelnd treating them with consideration as
human beings.

2.7 Conceptual Framework
To conceptualize, the research concentrated onnfiam strategies of employee retention. The

framework developed to meet the objectives and antlve research questions is as shown below:
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Independent Variables

Organisational commitment
* Work life policies
» Career opportunities

Wages level and rewards

« Salary level

 Other pay packages Dependent variable

Employee retention

A ™ and project completior

Training and career developmen

« Education level -

* Training days

» Training programmes :
Working environment Sr?\é?;nmegépmlcy

* Working conditions POy

. retention
» Safety regulation
* Working hours Moderating variable

Figure 1: Conceptual framework on the effect of organizational employee retention strategies
on labour turnover affecting project completion

The conceptual framework shows how employee tunnawmd project completion are affected. It
shows the various independent variables which afiemployee turnover. Organisational
commitment which covers issues such as work lificigs and career opportunities. The wages
level and rewards is a very important variable cifey the employee turnover the higher the
salaries the greater the motivation in the jobining and development tend to retain employees
in the same organisation hence affecting employs®ver. Work environment will also have a

great effect on the employee turnover. The workiogditions safety regulations and the working
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hours must be favorable. There was one moderatargable of government policy on the

employee retention which is beyond the controhefdrganisation.

2.8Summary the literature review

From the analysis of past studies, it is clear tbtgntion of employees is very important and more
so retention of key staff. Employee turnover esgbciat an alarming rate will mean loss in
productivity and incurring costs associated witkruging and training new employee among
others which affects projects. Employee turnovep ahrnishes the company image. Concerted

action is thus required to retain talented people.

The literature review does not clearly bring outickhof the retention strategies or a combination

is best placed at resulting into a higher retentaaa. We acknowledge there are limits to what any
organization can do to retain its employees, bertetlare those strategies, even though not giving a
100 percent retention, which can result in a réentate acceptable to the organization and the

industry at large.

This study was thus seek to address this gap atg so point out the retention strategies, which
when applied can result in a high retention rateraployees in organizations and more so in the
construction industry. Many agree that retentioneofployees, especially the high performing
employees in the organization is very importantteRgon policies are thus designed to ensure

that people remain committed members of the orgdioiz.

Employee turnover to some extent is inevitable. gkganization cannot shield its people from
attractive opportunities and aggressive recruiténsce an organization understands the factors
that affect retention, for instance understandimgpleyee career needs, it will be able to draw up
policies or strategies that will not only help nmmze overall employee turnover but also help
them influence who leaves and when. This will inntiensure increased productivity and

performance as there will be no gaps left by keyppe
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CHAPTER THREE
RESEARCH METHODOLOGY

3.1 Introduction

This chapter describes the methodology that wad isdata collection and its analysis in order to
answer the research questions addressing theiedieess of employee retention strategies and its
effect on project completion. It details the targetl sample population of the respondents that the
researcher focused on in the study. This chapser @bint out the data collection instruments the
researcher used. As such, this chapter coverstigarmch design, target population and sampling

design, a description of data collection instrureerged and analysis of the data collected.

3.2 Research Design

The type of research design that the researcher insine study to gather information from the

respondents is Descriptive Research Design. Thegydeorovides a deep understanding of the
events being studied and its instruments are heipfgetting firsthand experience as well as in-
depth of the study (Kothari, 2004). It is concermath conditions that exist, practices that prevail

beliefs and attitudes that are held, processesdteatongoing and trends that are developing.
Kothari also notes that this method has the ahitityallow large amount of data to be collected

quickly and at minimal cost.

Further, the choice of using descriptive design pragerred since the methods of data collection it
utilizes, that is, questionnaires was applicablethie study and aid in collecting precise
information. Descriptive type of research also sufgpcase study and the proposed research was

be taking the case study approach.

3.3  Target Population

Population, also referred to as universe, is theswf analysis that are contained in a problem
complex that a researcher would like to say somgtigeneral about. The target population was

the employees from Civicon limited in Mombasa Cgunt
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Below is a summary of the target population:

Table 3.1 Target Population

Department Target Population Percentage
Finance 16 13%
Procurement 8 7%
Transport 28 23%
Operations/ workshop 36 30%
Stores 20 17%
Human Resources 12 10%
TOTAL 120 100%

3.4  Sample size and Sampling Procedure

The researcher used stratified random samplingbtairo the probability samples. Samples here
being units that the researcher selected from tipeilption studied. Nyandemo (2007) points out
that stratified random sampling is preferred asag of obtaining probability samples over other
methods like simple random sampling because itsgaesample that is representative of the
population, especially if it is a small sample franharge population. Thus for this study, stratifie

random sampling was be preferred as it will gaveample that was a representative of the

population.

The target population was divided into various gates or groups referred to as strata and
employees of Civicon Limited were randomly seledtean these strata to form the samples. This
sample size was adopted from Mugenda & Mugenda9)l¥tat suggests that one may use a
sample size of at least 10 per cent, but for hettere representative results, a higher percentage
is better. Thus the researched used 75 percehé gidpulation.
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The study sample will be as follows:

Table 3.2 Sample Size

Department Target Population Sample size
508 of target population)

Finance 16 12
Procurement 8 6
Transport 28 21
Operations/ workshop 36 27
Stores 20 15
Human Resources 12 9
TOTAL 120 90

3.5 Data Collection Instruments

The study involved collection of primary data. Tlesearcher used questionnaires to collect data.
The guestionnaire was the main instrument usedlteat data as, according to Nyandemo (2007),
its administration is at a lower cost even whenuhwerse is large, it allows for anonymity of the
respondents if needed, the respondents will hasagmtime to give well-thought answers and it
also allows use of large samples thus making tiseltse more dependable and reliable. The
guestionnaires were administered to all categofiggen and closed ended questions were used.
Closed ended questionnaires provided multiple @é@nswers, respondent expected to select
among possibilities. Suitable when possible repleee few and clear cut. Open-ended
guestionnaires allow respondent freedom of respdnsividuals respond in own words, space

provided is good indicator of response length

3.6  Validity and Reliability of the Research instrumert

Validity and reliability are two statistical propess used to evaluate the quality of research
instruments (Kothari, 2004). It is important thasassment techniques possess both validity and
reliability. Reliability of an instrument is defideas a characteristic of an instrument that reflect
the degree to which the instrument provokes caasistesponses, reflects its stability and

consistency within a given context. Validity in aBbn to research is a judgment regarding the
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degree to which the components of the researobctdfie theory, concept, or variable under study
(Kothari, 2004).

3.6.1 Validity

Mugenda & Mugenda (1999) describe the validity iragtitative research as “construct validity”.
The construct validity is the initial concept, motj question or hypothesis that determines which
data is to be gathered and how it is to be gath&rednsure content validity the questionnaires
were prepared to cover as much aspect on all depats as possible and an expert opinion

sought. The questionnaire is thus valid as it s &dbmeasure the various indicators.

3.6.2 Reliability

Reliability is the ability of an instrument to pide consistent results in data gathering (Kothari,
2004). To test the reliability, the researcher iedrrout a test re-tests by administering the
guestionnaire to ten respondents at an intervawofdays. Data was then analyzed by use of

correlation coefficient to determine whether itétiable.

3.7 Data Collection Procedures
The researcher personally collected the data ugiggtionnaires. The questionnaires were taken

by the researcher to the organisation and therediter after they have been filled.

3.8  Ethical Considerations

In order to conduct the study the researcher stédnid written request to Human Resource
Manager for permission to conduct the study. Siyilaonsent from the participants was also
sought, their confidentiality assured and the psepaof the study explained.

3.9 Data presentation and Analysis Techniques

Data analysis refers to computation of certain mess along with searching for patterns of
relationship that exist among data groups (KotB8f4). Data analysis facilitated the answering
of the research objectives and questions and thssdene using descriptive survey design which
included percentages and tables used to summamganize data. Before analysis, data was

checked for accuracy and completeness then codkdrdaared into the computer for analysis. As
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Kothari (2004) explains, processing implies editimpding, classification and tabulation of
collected data so that they are amenable to asalyke term analysis on the other hand refers to
the computation of certain measures along withcé@ag for patterns of relationship that exist
among data groups. Thus the data collected wasdedioded, classified and tabulated after which

it was subjected to analysis.

The researcher used content analysis techniquéiseodata generated by Statistical Package for
Social Sciences (SPSS) version 16 for windows.- €ipiiare was calculated and used to test the
hypothesis.

3.10 Operational Definition of variables

Variables referred to anything that might impae& tlutcome of a study. The operational definition
of variables describes what the variables werehawdthey would be measured within the context
of this study.Table 33 shows the operational definition of variables fiois study, indicators,

measurement, and the data collection methods thia wsed.

Table 3.3: Operational definition of terms

Variable Type of Indicators Level of  Questionnaires
variable scale

Organisational Dependent - Work life policies Nominal 8,9,10and 11

commitment » Career opportunities

Wages level Independent « Salary level Normal 12,13 and 14

and rewards » Other pay packages

Training and  Independent « Education level Nominal 15, 16, 17, 18 and

career « Training days 19

development « Training programmes

Work Independent « Working conditions Nominal 20, 21, 22 and 23

environment » Safety regulations

* Working hours

28



CHAPTER FOUR
DATA ANALYSIS, PRESENTATION AND INTERPRETATION

4.1 Introduction

The main focus of this chapter is the analysissgméation and interpretation of the results of the
research. Data obtained was analyzed to determeneftect of organisational employee retention
strategies on project completion at Civicon LimitBescriptive statistics such as frequencies and
percentages were used to analyze responses tay@ems in the questionnaire. In addition cross
tabulation of the data was analyzed according ® departments. The questionnaires were
administered to all levels of management in the departments of finance department,
procurement department, transport department, tpesa or workshop department, store
department and human resource department.

4.2 Response Rate
Out of 90 questionnaires issued 75 were returmedl accounted for 83.3% of the sampled
population which was used for data analysis

Table 4.1 Response rate

Department Number of Number of Proportion of
Questionnaires  Questionnaires Bespin

Issued returned percentage
Finance 12 12 100
Procurement 6 5 83
Transport 21 18 86
Operations/ workshop 27 22 81
Stores 15 11 73
Human Resources 9 7 78
Total 90 75
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4.3 Demographic Information of Respondents

The main objective of this study was to find ow #ffect of organisational retention strategies on
project completion at Civicon Limited. As such, gtady found it paramount to first establish the
background of the study under which the interpretat would be justifiably made. The
demographic information sought included: gendee agd level of education of respondents,
marital status level of management and departni&adted to.

4.3.1 Gender of Respondents
The study sought to establish the gender of theoretents since the main purpose of the study
involved assessing the effects of employee retensivategies on project completion. This is

because some project activities especially construactivities can only be done by male gender.

Table 4.2: Gender Respondents

Gender Frequency Percentage Cumulative Percent
Male 47 62.7 62.7

Female 28 37.3 100.0

Total 75 100.0

The study findings indicate that majority 47 (62)A%ere male while female were 28(37.3%).
This implies that the organisation does not praagjender equality in its recruitment. Workshop
department had highest male and the transport the@at the highest female.

Table 4.3: Departmental / Gender cross tabulation

Department Male Female  Total
Finance 7 5 12
Procurement 5 0 5
Transport 8 10 18
Operations/ workshop 16 5 21
Stores 7 4 11
Human resource 4 4 8
Total 47 28 75
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The gender cross tabulation table indicates thatatipns or workshop department had the highest
number on the male gender of 16 and the human nesdloe lowest of 4. For the female gender,

transport hade the highest of 10 while the procerdgrhad no female gender

4.3.2 Age of the Respondents

It was necessary to find out the age of the redpots to show their ability and efficiency.

Table 4.4: Age of respondents

Age Frequency Percentage Cumulative Percent
20-30 24 32.0 32.0

31-40 32 42.7 4.7

41-50 13 17.3 92.0

51-60 6 8.0 100.0

Total 75 100.0

The study findings indicate that age bracket 31y#@rs has majority 32 (42.7%) of the
respondents and age bracket 51-60 years has tlestl6w8%) as shown in Table 4.4

Table 4.5: Department /Age brackets cross tabulatn

Department 20-30 31-40  41-50 51-60 Total
Finance 7 4 0 1 12
Procurement 0 4 0 1 5
Transport 4 10 4 0 18
Operations/ workshop 8 5 6 2 21
Stores 2 5 2 2 11
Human resource 3 4 1 0 8
Total 24 32 13 6 75
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The table shows that in the age brackets of 20e20sy the operation had the highest number of 8
while the procurement had none. For 31- 40 agekbtadransport had highest of 10, 41-50 age
brackets operation had the highest of 6 and théeagkets of 51-60 operations and stores
department had the both the highest of both 2 each

4.3.3 Level of Education of Respondents
The study in this section sought to find out theeleof education of the respondents.

Table 4.6 Level of Education of Respondents

Level Frequency Percentage Cumulative Percent
University 26 34.7 34.7

College 41 54.7 89.3

High school 7 9.3 98.7

Primary school 1 1.3 100.0

Total 75 100.0

The study findings indicate that 41 (54.7%) of tespondents possess up to college level of
education followed by university with 26 (34.7%)datme primary level has the least as shown in
table 4.3. This implies that the organisation cdes a lot education level. This can be interpreted

to imply that projects do not require high leveleducation when recruiting its personnel.

Table 4.7: Departmental education level

Department University College High school Primary SchoolTotal
Finance 7 5 0 0 12
Procurement 0 5 0 0 5
Transport 6 9 3 0 18
Operations/ worksho|3 16 2 0 21
Stores 6 4 0 1 11
Human resource 4 2 2 0 8
Total 26 41 7 1 75
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The study findings indicate that in the universéyel finance department has the highest number
of 7 respondents; in the college level operaticas the highest of 16 respondents, at high school
level transport had the highest of 3 respondents arthe primary only one respondent in the

stores department

4.3.4 Marital status
The respondents were asked to indicate their nhatatus falls between 31-40 years.

Table 4.8: Marital Status

Status Frequency Percentage Cumulative Percentage
Single 28 37.3 37.3

Married 44 58.7 96.0

Others 3 4.0 100.0

Total 75 100.0

The marital status indicates that a large propordibthe respondents are married 44 (58.7%). This
is because the greatest age brackets. The singles28 representing 37.3 % and others and only

3 respondents representing 4 %.

Table 4.9: Department / marital status cross tabul@on

Department Single Married Others Total
Finance 6 5 1 12
Procurement 0 5 0 5
Transport 5 11 2 18
Operations/ worksho|7 14 0 21
Stores 5 6 0 11
Human resource 5 3 0 8
Total 28 44 3 75

33



The table indicates that the operations departinadtthe highest number of singles of 7. Also the
operations department had the highest number ofiedaemployees of 14 while in the others

transport had the highest of 2 respondents.
4.3.5 Level of management
Analysis was made on the level of management.

Table 4.10: Level of management

Level of management Frequency Percentage Cumulative Percentage

Senior management 11 14.7 14.7
Middle level managemen 24 32.0 46.7
Supervisory 20 26.7 73.3
Junior workers 20 26.7 100.0
Total 75 100.0

Table shows that most respondents worked at milddiel management 24 (32.0%) and also
supervisory level management and junior workers 2@ (26.7%) each. Senior management had
the least of 11(14.7%) respondents.

Table 4.11: Department / Level of management crosabulation

Department Senior mgt. Middle level mgt. Supervisory Junior workerTotal
Finance 3 6 2 1 12
Procurement 1 1 1 2 5
Transport 3 6 4 5 18
Operations/ workshop?2 3 7 9 21
Stores 2 4 3 2 11
Human resource 0 4 3 1 8
Total 11 24 20 20 75
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The study indicates that the transport and thenfieadepartments had the highest number in the
senior management of 3 respondents each. In thélerlielel management the same departments
had also the highest if 6 respondents also eachhdnsupervisory and junior workers the

operations department had the highest of 7 andbrelents respectively.

4.3.6 Department currently attached to.
The respondents where asked to indicate the departvhere they are attached.

Table 4.12: Department currently attached

Department Frequency Percentage Cumulative percentage
Finance 12 16.0 16.0

Procurement 5 6.7 22.7

Transport 18 24.0 46.7

Operations/ workshop 22 29.3 76.0

Stores 11 14.7 90.7

Human resource 7 9.3 100.0

Total 75 100.0

From the table many respondents are attached t@gbeations department 22 (29.3%) while
procurement has the least having 5 (6.7%). Thi®tgause most of the activities in the projects are

operational in nature.

4.3.7 Distribution of respondents by period they &ve worked in the organisation
In order to determine the experience of the respotsdin their area of work, the study sought
information on the length of service they had wadrke the current organization as well as the

length of time they had worked in the current cégac
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Table 4.13: Period worked in the organisation

Frequency Percentage Cumulative Percentage
Below 3 years 20 26.7 26.7
3-5 years 28 37.3 64.0
6-10 years 18 24.0 88.0
11-15 years 7 9.3 97.3
Above 15 years 2 2.7 100.0
Total 75 100.0

The analysis indicates that 28 (37.3%) of the redpats had worked in the current organization
for between 3 and 5 years as shown in table 4.8vAlS5 years has the least of 2 (2.7%) an
indication the most staff do not stay in the orgation for a long period. This implies that the
organization must have a good working scheme anditons going by the rate of staff work-
service. It could also emphasize the delicate patfithe projects where experience is core and so

the organization is committed to retaining produegmployees.

Table 4.14: Department / period worked in the orgarsation cross tabulation

Department Below 3 year:3-5 years 6-10 year:11-15 yearsabove 15 yearsTotal
Finance 6 4 1 1 0 12
Procurement O 3 2 0 0 5
Transport 2 6 7 3 0 18
Workshop 5 9 7 0 0 21
Stores 3 5 0 2 1 11
Human resource 4 1 1 1 1 8
Total 20 28 18 7 2 75

From the analysis, in the finance department tgadst number has worked for below 3 years of 6
respondents. In the procurement, the highest hakedofor between 3 and 5 years. In the

transport the highest number has worked for 6 tgelds. In the workshop the highest number has
worked for between 3 and 5 years. In the transgithighest respondents have worked for

between 3 and 5 years and the human resourceghesthihave worked below 3 years.
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4.4  Organisational commitment as retention strategy decting project completion
Organisational commitment is a variable affectimgptoyee’s turnover and project completion

thus it was necessary to establish the extenv#rniable affect the project’s completion.

4.4.1 Rate of organisational commitment
The table shows that the organisation has a goountionent to retention of employees to ensure
the projects are completed in time with 42 (56.0%gpondents rating the commitment as good

and only 1(1.3%) indicating that the commitmentnsatisfactory.

Table 4.15: Rating of organisational commitment

Rate Frequency Percentage Cumulative Percentage
Excellent 7 9.3 9.3

Good 42 56.0 65.3

Fair 18 24.0 89.3

Poor 7 9.3 98.7

Unsatisfactory 1 1.3 100.0

Total 75 100.0

On the cross tabulation, the analysis shows thdahenfinance department highest respondents
rated it good. Also in the rest the of the departimehe highest number rated if as been good. In

all the departments, rating of unsatisfactory vislowest.
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Table 4.16: Departmental rating of organisational ommitment

Department Excellent Good Fair Poor Unsatisfactory Total
Finance 2 7 2 1 0 12
Procurement 0 3 1 1 0 5
Transport 2 8 6 2 0 18
Workshop 2 12 5 1 1 21
Stores 1 6 2 2 0 11
Human resource O 6 2 0 0 8
Total 7 42 18 7 1 75

4.4.2 Effectiveness of work life policies in therganisation

From the table it shows that the effectiveness aifkwife policies of the organisation are average
as 44(58.7%) are rating it as effective. Only 6¥8)0@ated it as no extent it is effective. Thussit i
an indication that effective work life policies caeduce labour turnover hence ensuring that the
projects are completed in time

Table 4.17: Effectiveness of work life policies ithe organisation

Rate Frequency Percentage Cumulative Percentage
Great extent 11 14.7 14.7

Average 44 58.7 73.3

Little extent 14 18.7 92.0

No extent 6 8.0 100.0

Total 75 100.0

The analysis of departmental cross tabulation,hm finance department great extent was the
highest, transport department average was the stiglaéso in operations, stores and human
resource average was the highest.
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Table 4.18: Departmental rating of effectiveness ofork life policies in the organisation

Department Great extentAverage Little extent No extent Total
Finance 4 5 3 0 12
Procurement 0 3 2 0 5
Transport 1 11 5 1 18
Operations/ workshop3 13 4 1 21
Stores 2 8 0 1 11
Human resource 1 4 0 3 8
Total 11 44 14 6 75

4.4.3 To what extent does the organisation promote careapportunities

The results shows that most of the respondents54%@ rate the organisations career
opportunities as average. Only 3(4%) rate it asemtent and this is coming from those
respondents who their education level is not beyagh school. It only shows that the employees

who are well educated are the ones who have cappertunities.

Table 4.19: Extent of the organisation promotion otareer opportunities

Extent Frequency Percentage  Cumulative Percentage
Great extent 8 10.7 10.7

Average 49 65.3 76.0

Little extent 15 20.0 96.0

No extent 3 4.0 100.0

Total 75 100.0

From the analysis on departmental cross tabulaifahe extent to which organisation promotes

career opportunities, the highest on the entireadepent was average rating.
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Table 4.20: Departmental rating of extent organisabnal promotion of career opportunities

Department Great extentAverage Little extent No extent Total
Finance 3 8 1 0 12
Procurement 1 2 0 2 5
Transport 1 14 2 1 18
Operations/ workshop?2 13 6 0 21
Stores 0 8 3 0 11
Human resource 1 4 3 0 8
Total 49 15 3 75

4.4.4 Would organisational commitment to good workife policies and career opportunities

affect the desire to stay with the organization ande commitment to the job?

The response rate in the table 4.12 shows that reggondents 49(64.3%) would be influenced by
the organisational commitment to good work lifeigiels and career opportunities to stay with the
organization and be committed to their job as cargbéo 26(34.7%) who indicated that it cannot

affect them.

Table 4.21: Organisational commitment to good worHlife policies and career opportunities
and effect to the desire to stay with the organizain and be commitment to your job

Response  Frequency Percentage Cumulative Percentage
Yes 49 65.3

No 26 34.7

Total 75 100.0

From the table of cross tabulation of organisafiooammitment, the highest number of

respondents indicated that the organisation is atteunto good work life policies and career

opportunities.
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Table 4.22: Department / Organisational commitmentross tabulation

Department Yes No Total
Finance 9 3 12
Procurement 3 2 5
Transport 13 5 18
Operations/ workshop 11 10 21
Stores 7 4 11
Human resource 7 1 8
Total 50 25 75

Presentation of hypothesis testing between orgémigd commitment as a retention strategy

affecting employee turnover and project completion

Table 4.23: Chi-Square Tests on the relationship Ib@een organisational commitment and
employee turnover

Chi-Square Asymp. Sig.
value df (2-sided)
How V\_/ould you rate the or_gan_lsatlonal 13.745 3 0.003
commitment in your organization?
To what ex.tent_ are the yvork life policies 11016 4 0.0268
your organization effective?
To what extent does your organisation 10.877 3 0.000

promote career opportunities?

Table 4.23 shows that organisational commitmenteangloyee turnover are dependent variables.
The calculated Chi- square values at 3 and 4 degrbéreedom shows significant relationship
meaning between the two thus the null hypothissisjected while the alternative hypothesis is
accepted concluding that the organisational comemtrdoes influence the employee turnover and
project completion at Civicon Limited.
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4.5  Wages level and rewards as retention strategyfecting project completion

Wages and other rewards are variables which cactgéfoject completion. Research was carried
out to establish the extent to which these varmlgan affect employee’s turnover at Civicon
limited.

4.5.1 Rating of the rewards/compensation package the organization
From the analysis it is clear that the reward aochgensation package is good with 30 (40%)
respondents rating it good, 28(37.3%) rating it,fai(12%) rating it excellent, 7 (9.3%) rating it

poor and only 1(1.3%) rating it unsatisfactory

Table 4.24: Rate of the rewards/compensation packagn the organization

Rate Frequency  Percentage Cumulative Percentage
Excellent 9 12.0 12.0

Good 30 40.0 52.0

Fair 28 37.3 89.3

Poor 7 9.3 98.7

Unsatisfactory 1 1.3 100.0

Total 75 100.0

From the analysis of the cross tabulation tabke hilghest rating in the finance department was
fair and good, procurement and human resource thepats was highest was rated fair while in

the transport, operations and stores was rated. good
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Table 4.25: Departmental rating of the rewards / copensation package in the organisation

Department Excellent Good Fair Poor  Unsatisfactory Total
Finance 0 5 5 2 0 12
Procurement 0 2 4 0 0 6
Transport 4 7 6 1 1 19
Operations/ workshc2 11 7 1 0 21
Stores 3 4 0 3 0 10
Human resource 0 1 6 0 0 7
Total 9 30 28 7 1 75

4.5.2 Do you agree with the following statement: “€eling proud of your work is more

important to you than getting a pay raise.”

From the analysis it shows that more respondent§82G%) mostly agree that feeling proud of
the work is more important than getting a pay raiZ&32.0%) barely agree, 14(18.7%) disagree
and 11(14.7%) strongly agree.

Table 4.26: Feeling proud of your work is more impdant to you than getting a pay raise.

Frequency Percentage Cumulative Percentage
Strongly agree 11 14.7 14.7
Mostly agree 26 34.7 49.3
Barely agree 24 32.0 81.3
Disagree 14 18.7 100.0
Total 75 100.0

Analysis on the cross tabulation table mps of tegattments mostly agree that pay rise make
them feel proud at their work. This means thatgag package is a good retention strategy as

employees can remain in the organisation becaugayof
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Table 4.27: Departmental rating of importance of p# raise

Department Strongly agree Mostly agree Barely agreeDisagree Total
Finance 1 5 5 1 12
Procurement 1 1 3 1 6
Transport 3 5 9 2 19
Operations/ workshop?2 7 5 7 21
Stores 2 5 2 1 10
Human resource 2 3 0 2 7
Total 11 26 24 14 75

4.5.3 Extent of various types of rewards increases on camtment to the organization
From the table it shows that employees are comaniidot in the organisation by financial
rewards as compared to non-financial rewards. Baeycmotivates a lot than other benefits and
contingent pay. Recognition does not make emplogegsnitted to organisation. Also contingent

pay does not make employees more committed tortf@ncsation.

Table 4.28: Extent of various types of rewards in@ases on commitment to the organization

Types of Rewards / Rate Greatesfome Average Little No extent
Extent  extent, extent

Financial rewards

Basic Pay/Salary 50 10 8 7 0

Contingent pay 3 5 10 32 25

Benefits 40 20 8 7 0
Non-financial rewards

Recognition 2 8 10 25 30

A chi-square test was computed to determine whekieze is a relationship wages level and other

reward and the employee turnover that affect pta@empletion at Civicon Limited
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Table 4.29: Chi-square test results on the effedf Wages level and rewards on employee

turnover and project completion

Questions Chi-Square Asymp. Sig
Value Df (2-sided)

How would you rate the rewards/compensatio
package in the organization 82.915 16 0.00

Do you agree with the following statement:
“Feeling proud of your work is more importantgg 528 16 0.00
to you than getting a pay raise.”

Table 4.29 shows that Wages level and rewards ampdogee turnover are dependent variables.
The calculated Chi- square values at 16 degresedom shows significant relationship meaning
between the two thus the null hypothesis is regbaethile the alternative hypothesis is accepted
concluding that the Wages level and rewards dofgeimce the employee turnover and project
completion at Civicon Limited.

4.6 Training and career development as retentiontimtegy affecting project completion
Training programmes can promote career developmaueataffect employee turnover and project
completion thus research was carried out to estaliie extent of effect of this variable.

4.6.1 Rate of the organization’s training programme

The table below shows that the organisation trgimrogramme is good 28(37.3%). 26(34.7%)
respondents rated it as fair, 9(12%) as poor, BJ9%3 excellent while only 5(6.7%) rated it as

unsatisfactory. Thus the organisation should putenedforts on training to reduce staff turnover.
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Table 4.30: Rate of the organization’s training prgramme

Rate Frequency Percentage Cumulative Percentage
Excellent 7 9.3 9.3

Good 28 37.3 46.7

Fair 26 34.7 81.3

Poor 9 12.0 93.3

Unsatisfactory 5 6.7 100.0

Total 75 100.0

The analysis of the table below on departmentab<rtabulation shows that most of the
departments rated the training programme as gofairaexcept the stores department which rated
it as been excellent.

Table 4.31: Departmental rating of the organizatiors training programme

Department ExcelleniGood  Fair Poor Unsatisfactory Total
Finance 0 4 7 1 0 12
Procurement 1 3 2 0 0 6
Transport 2 7 6 3 1 19
Operations/ workshop1 9 6 2 3 21
Stores 3 3 2 1 1 10
Human resource 0 2 3 2 0 7
Total 7 82 26 9 5 75

4.6.2 The extent would training and career developent opportunities influence employee

commitment to the organization

From table 4.19 it shows that career and developwgportunities influences commitment to the
organisation with 60(80%) respondents indicatingagrextent, 12(16%) rating it fair, 2(2.7%)

rating it little extent and 1(1.3%) rating it notert.
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Table 4.32: The extent to training and career devepment opportunities influence employee
commitment to the organization

Rating Frequency Percentage Cumulative Percentage
Great extent 60 80.0 80.0

Average 12 16.0 96.0

Little extent 2 2.7 98.7

No extent 1 1.3 100.0

Total 75 100.0

On the analysis of the departmental cross tabulatdl the six department rated training and
career development opportunities of great extefgcaihg their commitment in the organisation
hence it a good retention strategy,

Table 4.33: Departmental rating to extent to whichtraining and career development
opportunities influence employee commitment

Department Great extent Average Little extent No extent Total
Finance 9 2 1 0 12
Procurement 5 0 1 0 6
Transport 16 3 0 0 19
Operations/ workshc16 4 0 1 21
Stores 8 2 0 0 10
Human resource 6 1 0 0 7
Total 60 12 2 1 75

4.6.3 Effect of education level on increase on tltemmitment to the organisation.
The table shows that education level influencasmiament to the organisation with 66(88%)

respondents indicating that it does effect whitE29¢) respondents say that it does not affect them
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Table 4.34: Does your education level increase yoaommitment to the organisation

Response Frequency Percentage Cumulative Percentage
Yes 66 88.0 88.0

No 9 12.0 100.0

Total 75 100.0

From the cross tabulation on the rating of how atlon level increase commitment to the
organisation, the analysis shows that the entipadment had indicated that it does affect with
only few respondents stating that it does not erilce

Table 4.35: Departmental rating of how education kel increase commitment to the
organisation

Departmer Yes No Total
Finance 10 2 12
Procurement 6 0 6
Transport 19 0 19
Operations/ workshop 17 4 21
Stores 8 2 10
Human resource 6 1 7
Total 66 9 75

4.6.4 The effect of number of training days in therganisation on increasing commitment

to the organisation
From the analysis in table 4.21, it shows thatilm@ber of training days does increase the level of
commitment in the organisation with 57(76%) respand responding yes while only 18(24%)
respondents indicated that it does not increase.
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Table 4.36: The effect of number of training daysn the organisation on commitment to the
organisation

ResponseFrequency Percentage  Cumulative Percentage

Yes 57 76.0 76.0
No 18 24.0 100.0
Total 75 100.0

The analysis on the departmental cross tabulatiows the transport department is the leading to
supports that training days affects the employeenoibment followed by operations while human
resources is the last. All the departments sugpatttraining days affects their commitment to the
organisation

Table 4.37: Department rating on whether the numberof training days in the organisation
affects commitment to the organisation

Department Yes No Total
Finance 8 4 12
Procurement 1 6
Transport 17 2 19
Operations/ workshop 15 6 21
Stores 7 3 10
Human resource 2 7
Total 57 18 75

4.6.5 The rating of education level, training dayand training programmes on influence on
commitment to the organization.

Training programmes does influence commitment ¢oditganisation with 57(76%) indicating that
it mostly influence. Education level and Trainingyd had 9(12%) respondents each only
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Table 4.38: The rating of education level, Trainig days and training programmes on

influence on commitment to the organization

Factors Frequency Percentage Cumulative Percentage
Education level 9 12.0 12.0

Training days 9 12.0 24.0

Training programmes 57 76.0 100.0

Total 75 100.0

Analysis of the departmental rating of the thredigators it shows that all the department shows

that training programmes are the ones which infteemostly commitment to the organisation

than education level and training days.

Table 4.39: Departmental rating of education levelTraining days and training programmes
on influence on commitment to the organization

Department Education Training
level Training daysprogrammes Total

Finance 3 1 8 12
Procurement 0 0 6 6
Transport 1 2 16 19
Operations/ workshop?2 5 14 21
Stores 1 0 9 10
Human resource 2 1 4 7
Total 9 9 57 75

Presentation of hypothesis testing on the relatipnsetween training and career development as

a retention strategy and employee turnover
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Table 4.40: Chi-Square Tests on the relationship Ibeeen training and career development
and employee turnover

Questions Chi-Square Asymp. Sig.

value df (2-sided)

To what extent would training programmes influegioar gg ggo 12 0.000
commitment to the organization?

Does your education level increase your commitri@nt g4 354 6 0.000
the organisation?

Does the number of training days in the organisatio  79.310 6 0.000
increase your commitment to the organisation?

Table 4.40 confirms that training and career dgwelent and employee’s retention are not
independent since at 12 and 6 degrees of freedentdltulated Chi- square is greater than
expected. The null hypothesis is rejected meartiag) training and career development and the
employee retention and project completion are edl&ence there is a direct relationship between
the two variables.

4.7  Working environment as a retention strategy décting project completion
It was necessary to establish the effect of worlengironment as variable affecting employee
turnover and project completion as many projects wamdertaken in environments which are

different and thus the organisation has to endwaethe environment is conducive.

4.7.1 Rating of the organization’s working environnent
Most of the respondents 52 (69.3%) rated the cogipamork environment as good. 12(16%) as
fair, 7 (9.3%) as excellent and only 1(1.3) as tiefsctory. This shows that the organisation is

committed to making the work environment good atraegy for retaining the employees.
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Table 4.41: Rating of the organization’s working emironment

Response Frequency Percentage Cumulative Percentage
Excellent 7 9.3 9.3

Good 52 69.3 78.7

Fair 12 16.0 94.7

Poor 3 4.0 98.7

Unsatisfactory 1 1.3 100.0

Total 75 100.0

The analysis on the departmental cross tabulativows that the organization’s working
environment its good. The transport department thasleading with 14 respondents and the

procurement was the last with 3 respondents.

Table 4.42: Department rating of the organization’snvorking environment

Department Excellent Good Fair Poor  Unsatisfactory Total
Finance 2 9 1 0 0 12
Procurement 0 3 3 0 0 6
Transport 1 14 2 1 1 19
Operations/ workshop?2 12 5 2 0 21
Stores 2 7 1 0 0 10
Human resource 0 7 0 0 0 7
Total 7 52 12 3 1 75

4.7.2 Which of the following would mostly influenceyour commitment to the organization:

working condition, safety regulation and working haurs.

From table 4.42, it shows that working conditionukb mostly influence one to organisations
commitment with 61(81.3%) responding to it. Whilafety regulations only 13(17.3%) rated
safety regulations as mostly affecting and only.3%d) rating that working condition does affect

mostly.
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Table 4.43: Which of the following would mostly infuence your commitment to the
organization?

Response Frequency Percentage Cumulative Percentage
Working condition 61 81.3 81.3

Safety regulation 13 17.3 98.7

Working hours 1 1.3 100.0

Total 75 100.0

From table 4.44 on cross tabulation, it shows #atking condition would mostly influence all
the departments on their commitment to the orgéinisa Safety regulations is the second and
working hours the last.

Table 4.44: Departmental ranking of working condition, safety regulation and working
hours on their influence on commitment to the orgarsation

Department Working condition Safety regulation Working hours  Total

Finance 10 2 0 12
Procurement 4 1 1 6

Transport 15 4 0 19
Workshop 19 2 0 21
Stores 9 1 0 10
Human resource 4 3 0 7

Total 61 13 1 75

4.7.3 Would safety regulation affect your decisioto leave or stay in the organisation?
From the table, it shows safety regulations docafeanployee turnover and project completion
with a rating 65(86.7%]) responding yes and only1BB%) responding no. Thus organisations

should improve the safety regulation to improve kEyge turnover and project completion.
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Table 4.45: would safety regulation affect your dasion to leave or stay in the organisation?

Frequency Percentage Cumulative Percentage
Yes 65 86.7 86.7
No 10 13.3 100.0
Total 75 100.0

The analysis on the cross tabulation below sholha@ldepartments values the safety regulations
and can affect their decisions of whether to leawvt stay in the organisation. Transport and the

operations department were the leading with theyrement been the last one.

Table 4.46: Departmental rating of whether safety egulation affects decision to leave or stay
in the organisation

Department Yes No Total
Finance 10 2 12
Procurement 5 1 6
Transport 18 1 19
Operations/ workshop 18 3 21
Stores 8 2 10
Human resource 6 1 7
Total 65 10 75

4.7.4 Does the work environment in the organisationncrease your commitment to the
organisation?

From the table 4.27 below, it indicates that wonkieonment does increase commitment to the

organisation with 64(85.3%) responding yes whilelyod1(14.7%) responded no. Thus

organisations should improve the work environmenttuce the employee turnover and increase

the rate of project completion
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Table 4.47: Does the work environment in the orgasation increase your commitment to the
organisation

ResponseFrequency Percentage = Cumulative Percentage

Yes 64 85.3 85.3
No 11 14.7 100.0
Total 75 100.0

The analysis on the cross tabulation below showhaldepartments values work environment in
the organisation and it can increase their comnitme the organisation. Transport and the

operations department were the leading with theyrement been the last one

Table 4.48: Departmental rating of whether the work environment in the organisation
increase commitment

Department Yes No Total
Finance 10 2 12
Procurement 6 0 6
Transport 17 2 19
Operations/ workshop17 4 21
Stores 9 1 10
Human resource 5 2 7
Total 64 11 75

4.8.5 Would working hours affect your decision todave or stay in the organisation?

The analysis shows that working hours do affectleyge turnover and project with 58(77.3%)
responding yes and only 17(22.7%) responding nausThrganisations should make sure
employee do not work for long hours as this majuerice them to decide whether to stay or to
leave the organisation.
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Table 4.49: Would working hours affect your decisia to leave or stay in the organisation?

Frequency Percentage Cumulative Percentage
Yes 58 77.3 77.3
No 17 22.7 100.0
Total 75 100.0

The analysis on cross tabulation shows that workimgrs do affect employee retention in all the
departments with the operations department havivgy Highest respondents and the human
resources with the lowest respondents. Thus orgtmis should make sure employee do not
work for long hours as this may influence them tcide whether to stay or to leave the

organisation

Table 4.50: Departmental rating of whether workinghours affect decision to leave or stay in
the organisation

Department Yes No Total
Finance 12 0 12
Procurement 4 2 6
Transport 14 5 19
Operations/ workshop 17 4 21
Stores 8 2 10
Human resource 3 4 7
Total 58 17 75

Presentation of hypothesis testing between orgéminsd commitment as a retention strategy and

employee turnover
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Table 4.51: Chi-Square Tests on the relationship bween working environment and
employee turnover

Questions Chi-Square Asymp. Sig.
value df (2-sided)

Would safety _regulatlon affec.t your decision to 27 724 4 0.000

leave or stay in the organisation?

Would \(vorklng hours affect your decision to Iea77.007 4 0.000

or stay in the organisation??

Would working conditions affect your decision t<79_103 6 0.000

leave or stay in the organisation?

Table above confirms that working environment antpleyee’s retention are not independent
since at 4 and 6 degrees of freedom the calculatedsquare is greater than expected. The null
hypothesis is rejected meaning that working lifduence the employee retention and project
completion hence there is a direct relationshipvben the two variables.

4.7.6 Number (1 to 5) the following Retention Stragies to indicate the extent to which they
would affect your commitment to the organization.

From table below it shows that wages level and rdsvavould affect ones commitment to the

organisation with 42(56%) respondents showing tgeséend, training and career development

was number two with 17(22.75) respondents, followgdvork environment with 11(14.7%) and

organisational commitment was the last with 5(6.7%)

Table 4.52: Number (1 to 5) the following Retentiorstrategies to indicate the extent to which
they would affect your commitment to the organizatbn.

Variables Frequency Percentage Cumulative Percentage
Organisational commitment 5 6.7 6.7

Wages level and rewards 42 56.0 62.7

Training and career developmer17 22.7 85.3

Work environment 11 14.7 100.0

Total 75 100.0
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From table below on cross tabulation it shows thages level and rewards would affect ones
commitment to the organisation in all the departisiefiraining and development was the second.
Thus the organisation should put more efforts ogesaand training development as a strategy of

retaining employees.

Table 4.53: Departmental rating of various retentim strategies to indicate the extent to
which they would affect your commitment to the orgaization

Department Organisational Wages level & Training and Work
commitment commitment development environment Total

Finance 3 4 5 0 12
Procurement 0 4 0 2 6

Transport 0 12 7 0 19
Workshop 2 10 1 8 21
Stores 0 1 0 10
Human resource0 3 3 1 7

Total 5 42 17 11 75

From the analysis wages and rewards is the onehwddiects mostly employee turnover and
project completion and the organisational commitmerthe least one. Thus organisation should

put more efforts in improving the wages and rewaod®tain more employees.
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CHAPTER FIVE

SUMMARY OF FINDINGS, DISCUSSIONS, CONCLUSION AND
RECOMMENDATIONS

51 Introduction

This chapter reports the findings and highlightsougs discussions of the organization’s employee
retention strategies affecting their turnover amdjget completion. The cumulative data was
analyzed using quantitative analysis and presemtefdrm of tables. Finally conclusions and

recommendations emanating from this study are ptede

5.2 Summary of findings

This study was conducted with the aim of identifyieffects of the organisational retention
strategies on employee retention and project caiopleat Civicon Limited, a company
undertaking major construction projects in KenyanZania, Rwanda, Southern Sudan Congo and
other countries with its head office based in Mos@aounty, Kenya. It was found according to
gender, male represented the biggest proportidgheobmployees with 62.7% and female 37.3%.
This shows that in construction companies malevaree required than female. The study findings
indicate that age bracket 31-40 years has majé#ty% of the respondents and age bracket 51-60
years has the lowest 8%.

The study findings indicate that 54.7% of the resjsmts possess up to college level of education
followed by university with 34.7% and the primagvél has the least of 1.3%. This implies that
the organisation considers a lot as far as educédd¢ieel. This can be interpreted to imply that
projects do not require high levels of educatioremwlnecruiting its personnel. As per the marital
status it indicates that a large proportion of ibgpondents are married with 58.7%. The analysis
indicates that 37.3% of the respondents had woirkélde current organization for between 3 and
5 years and 15 years has the least of 2.7% anaimalic the most staff do not stay in the
organisation for a long period. This implies thhe torganization must have a good working
scheme and conditions going by the rate of stafkveervice. It could also emphasize the delicate
nature of the projects where experience is coresantihe organization is committed to retaining

productive employees.
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The first independent variable was organisatior@hmitment. Two indicators were used to
measure the organisational commitment as retergioategy at Civicon Limited. The first
indicator was work life policies. This shows thhe teffectiveness of work life policies in the
organisation was average with 58.7% of the respusdating it as average, 18.7% little extent,
14.7% great extent and only 8% indicated that there extent. The second indicator was career
opportunities. This shows that the extent of praamooff career opportunities by the organisation
is average with 65.3% rating it average, 20% litde¢ent 10.75% great extend and only 45 no
extent. This shows that organisational commitmentary essential in employee retention and
project completion. For the chi-square test it vimsnd that there is a relationship between
organisational commitment and employee turnoveecafig project completion thus the null

hypothesis was rejected

The second independent variable was wage levetamdrds. There were two indicators for this
variable. The first indicator was salary level whindicated that it was good with 40% rating is as
good, 37.3% fair, 12% excellent 7% as poor and a6 as unsatisfactory. The other indicator
was other pay packages like contingent pay, beneiiid recognition. For this rewards cash
rewards affected employee commitment than contingay and recognition. From the chi-square
test the null hypothesis was rejected as it shtwas there is e relationship between wages level
and other rewards with employee retention and ptajempletion therefore organisation should

use this as one the strategy for retaining the eyejpgis.

The third independent variable was training anceeardevelopment. This variable had three
indicators. The first indicator was education lev&lom the analysis it shows that the level of
education increases the employee commitment toothanisation with 88% indicating that it

affects especially where there are opportunitieséoeer growth based on the level of education.
12% indicated that it does not increase their camemt. This was especially from those who
were not highly educated. The second indicator tr&iging days. The analysis shows that the
training days do affect employee’s commitment te tirganisation hence affecting employee
turnover. Out of the 75 respondents 76% indicateat training days affects the employee
commitment and 24 % do not affect. The third inthcavas training programmes. The analysis
shows that 37.4% rated the programme as good, 3 it as fair, 12% as poor and 9.3%. The
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chi-square results indicated that there is a amatip between training and career development

and employee turnover hence this should be usade&tention strategy by organisations.

The fourth independent variable was work environmédimere were three indicators for this
variable. The first indicator was working conditsoorThe findings indicated that 69.3% rated the
organisation work environment as good. This imptlest Civicon limited is making efforts the
make the work environment good as a strategy ierdairetain the employees. Of the balance, 16
% rated is as fair, 9.3% as excellent and 4% as. @@y 1.3% indicated it as unsatisfactory. The
second indicator was safety regulation. The findirstpows that safety regulations do affect
employee turnover and project completion with angaB86.7% responding yes and only 13.3%
responding no. Thus organisations should improwe dafety regulation to improve employee
turnover and project completion. The third indicat@s working hours. The analysis shows that
working hours do affect employee turnover and mtoyéth a rating of 77.3% responding yes and
only 22.7% responding no. Thus organisations shmad#éte sure employee do not work for long
hours as this may influence them to decide whethetay or to leave the organisation. The chi-
square test shows that there is a strong relatipristtween work environment and employee
turnover thus the null hypothesis was rejected.sTénganisations should emphasis on improving

working environment as a retention strategy afteceémployee turnover and project completion.

5.3 Discussions

Based on the findings of this study, it was revealat wages and rewards play an important role
in employee retention. This represented 56% otdted population sampled. This is in agreement
with Cole (2002) that this is single most importaniiligation owed by an employer to an
employee. Griffeth et al (2000) noted pay and pested variables have a modest effect on
turnover. Their analysis also included studies tieamined the relationship between pay, a
person’s performance and turnover. They concludat when high performers are insufficiently
rewarded, they leave. They cited findings from Milch and Newman (2009) that where
collective reward programs replace individual irtoess, their introduction may lead to higher

turnover among high performers.

Training and career development was the secondgraépresenting 22.7% of the total sample
size. Armstrong (2006) describes training and cadmvelopment as being concerned with

providing opportunities for people to progress a®yelop their careers and ensuring that the
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organization has the flow of talent it needs. Hegy@n to say that the elements of career
management are the provision of learning and dewedmt opportunities, career planning and
management succession planning. Career develogmegitams, according to Bernardin (2006),

are effective retention tools and are quickly beiogman employee expectation. Organizations
recognize that they can link their career progréonspecific business objectives while developing
their employees to meet their goals. These progtathemployees that the organization values
and respects them by investing in their future eagrowth thus feel the need to remain in the
organization.

The third one was work environment which represkrit. 7%. Armstrong (2009), explains that
work-life balance employment practices are conakmwéh providing scope for employees to
balance what they do at work with the responsieditand interests they have outside work and
this balance should be healthy further explains Ketlal (2002) as cited by Armstrong (2009).
Thus, the idea that employers might use familyafillg (work-life balance) policies to help recruit

and retain valued workers is one that has beenfosggars by many employers (Nzieal 2006).

The last variable was organisational commitmentctvlwas rated 6.6%. This does not mean that
organisation should not be committed. Lum et &2803) study of pediatric nurses suggested that
organisational commitment has the strongest andt miosct impact on the intention to quit
whereas job satisfaction has only an indirect grilce. They suggested that satisfaction indirectly
influences turnover in that it influences commitiand hence turnover intentions. (Mueller &
Price,2010 cited in Lum). Elangovan (2001) notedt tthe notion of job satisfaction and
organisational commitment being causally related hat been incorporated in most turnover
models. His study indicated there were strong dduna between stress and satisfaction (higher
stress leads to lower satisfaction) and betweesfaetion and commitment (lower satisfaction
leads to lower commitment). He further noted apexal relationship between commitment and
turnover intentions (lower commitment leads to tgeantentions to quit, which in turn further

lowers commitment). In summary, only commitmengedily affected turnover intentions.
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5.4  Conclusion

The study has established that some of the vadatdeaffect the employee turnover. From table
452 it shows that wages level and rewards wouldstiyjoaffect ones commitment to the
organisation with 42(57%) respondents showing ges&nd, training and career development
was number two with 17(22.7%) respondents, followgdvork environment with 11(14.7%) and
lastly organisational commitment with 5(6.6%). Alsom the chi-square test results it indicated
that only three variables out of the four have ragroelationship with employee retention and
project completion. Organisations should emphasisenon reducing employee turnover as this
one can affect the period when projects can be et Also organisations should look for more

ways and strategies on how they can reduce thefataff turnover.

5.5 Recommendation
Having looked at the implications of the study amalde the above conclusions, the researcher has

made some recommendations based on the findinge study

1. The management of the organisation should addrepiogees concerns on time and improve
the working conditions. This can be done by puttimg employee’s suggestions in action and
act on them immediately they are expressed.

2. The reward package should be restructured to ntetittee employees more. This could be
done by comparing and implementing using thoseeef practices in the industries.

3. The organisation should also be very much commgteds retain more talented employees as
its commitment affect project completion.

4. The organisation should look for more retentioratsiyies especially those applied by other

organisations in the same industry and also otidrstries.

5.6 Suggestions for further research

Given that the findings on the effect of organiaatretention strategies on employee turnover at
Civicon Limited,;

1. The researcher suggests that more research beateddn other organisations in the same

sector and other sectors as well.
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2. The policy makers of the company to investigate enon employee’s perceptions of the
retention strategies and their direct impact onpttegect completion.
3. A research should be conducted on various othemtieh strategies or organizational

activities which increase employee turnover.
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APPENDIX 1:

LETTER TO THE RESPONDENTS

PETER MUNYAO KIMILU
P.O BOX 2629-80100,
MOMBASA.

Tel +254 721-604-286

E-Mail: pmkimm.kimilu@gmail.com

THE HUMAN RESOURCE MANAGER,
CIVICON LIMITED,

P.O. BOX,

MOMBASA.

Dear Sir/ Madam,

RE: DATA COLLECTION

| am a Postgraduate student at University of Naitotwertaking a Masters Degree in Project
Planning and Management in the Department of ExtrahStudies. As part of the requirement
for this program, | am required to undertake aaede

I kindly request you to allow me to collect datarfr your organisation through questionnaire. The
aim of this questionnaire is to collect data forghy academic purposes. All information will be
treated with strict confidence.

Thank you

Yours Faithfully

Peter M. Kimilu

Student (MA. PPM)
University of Nairobi (SCDE)
MOMBASA
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APPENDIX II
RESEARCH QUESTIONNAIRE

EFFECT OF ORGANIZATIONAL RETENTION STRATEGIES ON EM PLOYEE
TURNOVER AND PROJECT COMPLETION

Dear respondent

| am a student at University of Nairobi undertakimdviaster’s Degree in Project Planning and
Management. | am in the process of conducting @ares with the view of analyzing the effect of
organizational retention strategies on employeaoer in your organisation. The project is a
partial requirement by the institution for the adiaf the Masters Degree. You are selected as one
of the respondent. Kindly fill in the questionnalielow to assist in data gathering for my analysis.

Your co-operation in ensuring that the questioresaare answered will be highly appreciated.

Information collected from this questionnaire Wik handled with high confidentiality and will

strictly be used for academic purposes by the resea

Kindly answer the following questions tigking in (V) the appropriate box or filling the spaces

provided.

SECTION A: PERSONAL INFORMATION

1. What is your gender? Male Female

2. How old are you?
Age (years)| 20 — 30| 31 — 40| 41 - 50| 51 — 60| Above 60

Response

3. What is your highest level of education?

University College High Schoo Primary School

4. What is your marital status?

Single Married Other (Specify)........c.ccoveininnnns
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5. What is your current designation (position held)..............coooiviiiii i,
6. Which department are you currently attached to?

Finance

Procurement

Transport

Operation/workshop

Stores

Human resource

7. How long have you worked in this organization?
3-5years | 6-10yearsll -15years Above 15 yeafs

Length Below 3 years

Response

SECTION B: RETENTION STRATEGY 1: ORGANISATIONAL COM MITMENT.

8. How would you rate the organisational commitmengonr organization?
Excellent Good Fair Poor Utisiactory

9. To what extent are the work life policies in youganization effective?
Average Little extent No extent

Great Extent

10.To what extent does your organisation promote canggortunities?
Averag Little extent No exten

Great Extent

11.Would organisational commitment to good work lifdipies and career opportunities affect

your desire to stay with the organization and bamament to your job?

Yes No
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SECTION C: RETENTION STRATEGY 2: WAGES LEVEL AND R EWARDS.

12.How would you rate the rewards/compensation packatge organization?

Excellent Good Fair Poor dnsfactory

13.Do you agree with the following statement:

“Feeling proud of your work is more important touythan getting a pay raise.”

Strongly agree Mostly agre Barely agree Disagree

14.To what extent would the following types of rewandsrease your commitment to the
organization?

Where 1-Greatest Extent, 2—-Some extent,v8ralye, 4-Little extent, 5-No extent

Types of Rewards / Rate | 1 2 3 4 5

Financial rewards

Basic Pay/Salary

Contingent pay

Benefits

Non-financial rewards

Recognition

NB: Where contingent payis additional financial rewardsthat are related to performance,
competence or contribution.

SECTION D: RETENTION STRATEGY 3: TRAINING AND CAREE R DEVELOPMENT

15.How would you rate the organization’s training praagme?

Excellent Good Fair Poor dtisfactory
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16.To what extent would training and career develogroeportunities influence your

commitment to the organization?

Great Extent Averag Little extent No exten

17.Does your education level increase your commitrnteetiie organisation?
Yes No

18.Does the number of training days in the organisaticrease your commitment to the
organisation?
Yes No

19. Which of the following would mostly influence yoaommitment to the organization?

Education level Training dayj Training programmes

SECTION E: RETENTION STRATEGY 4: WORKING ENVIRONMEN T

20.How would you rate the organization’s working eoviment? Consider physical working
conditions, welfare, working hours, work-life baten nature of work, organization culture and
safety regulations.

Excellent Good Fair Poor Unsatistagt

21.Which of the following would mostly influence yoaommitment to the organization?

Working conditions Safety regubats Working hours

22. Would working hours affect your decision tave or stay in the organisation?

Yes No

23.  Does the work environment in the organisation iaseeyour commitment to the
organisation?
Yes No

74



24.  Number (1 to 6) the followin®etention Strategia® indicate the extent to which they
would affect your commitment to the organization.
Where 1 — Greatest Extent 6 — Least Extent

Organisational commitment

Job satisfaction

Age characteristics of employee

Wages level and rewards

Training and career development

Working environment

25.  What other factors or strategies or policies, whiake not been covered in this

guestionnaire, does the organization employ agtampt to retain staff members?
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26. Comment on any improvements or policies or stratethat you think the organization

could adopt to minimize labour turnover

NB: Brochures or other materials relevant to this staugywelcome.

Thank you for taking time to fill in this questionnaire and God bless you.
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