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ABSTRACT

This study assessed the effect of retention strategies on employee turnover at Ifakara Health Institute. Specifically, the study examined the effects of three retention strategies namely; career opportunities, financial incentives and work environment on employee turnover at Ifakara Health Institute.  The target population for the study was 568 employees of the Ifakara Heath Institute, from whom a sample of 85 respondents was drawn. The study employed a quantitative research approach with an explanatory cross-sectional design. Data were collected using a structured questionnaire and analyzed using descriptive statistics namely frequencies and percentages and multiple linear regression. Results show a significant influence of work environment on Employee turnover. Career opportunities and financial incentives have positive but insignificant effects on turnover. These findings indicate that inadequate work environment, career opportunities, and financial incentives enhance employee turnover and vice versa. The study recommends management ensure fair treatment in terms of compensation, disciplinary issues, training and promotion opportunities. Furthermore, the study recommends management of the Ifakara Health Institute provide enough working tools, and other support to their employees as these were reported to influence employees’ turnover if they were not taken care of. The study recommends the institute enhance career opportunities and all policies which promote a clear career path for their employees. Also, the training budget should be increased as it has been revealed that training equips employees with knowledge and skills for them to perform well.
Keywords: Work environment, Career Opportunities, Financial Incentives & employee turnover
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CHAPTER ONE
INTRODUCTION
1.1
Chapter Overview

This study assessed the effects of retention strategies on employee turnover at Ifakara Health Institute. This chapter presents background information, statement of the problem, general and specific research objectives, research questions, significance of the study and chapter summary.

1.2
Background of the Study

The problem of employee turnover has become a serious concern in many organizations’ including research institutes. Employee turnover refers to the ratio of the number of organization members who have left during the period being considered divided by the average number of people in that organization during that period (Mehrez and Bakri, 2019). Samuel and Chipunza, (2019) argue that retaining skilled and experienced employees is vital for sustaining competition and ensuring effective and efficient service delivery in organizations including research institutes. 
Similarly, Iftikhar, et al., (2015) emphasizes that in order to succeed in this highly competitive world, organizations must ensure improved employee retention due to its significant relationship with organizational competitiveness. Therefore, many organizations, particularly research institutions in Tanzania need to ensure an employee turnover rate is low by improving retention strategies if their organizations want enjoy improved organizational performance and remain competitive.

Globally, it has been reported by McKinsey (2023) that nearly half (48%) of people are leaving their current jobs and moving to entirely new industry, among them 40% of workers quit their jobs within the first year of employment. Furthermore, majority of them are younger employees due to the fact that age influences attrition rate and boomers as well as those with over 10 years of tenure are most likely to stay in their current roles. This is particularly true of employees working in government or education roles. In addition, Griffeth et al., (2000) reported inadequate remuneration or rewards influence employee turnover in many organizations.

In Africa, employee turnover has long been an issue in many organizations, however, the problem is worse in NGOs compared with public departments. For instance, on average, for the past five years, the Department of social welfare experienced a staff turnover of 10 percent while at WAMATA, a non-governmental organization, the staff turnover was 40 percent in the year 2020. Most human resource managers agree that staff management is one of the most challenging aspects of practice administration. It is known that an excellent staff is a prerequisite to a great practice, but it is not easy to keep everyone happy in a busy office (Samuel and Chipunza, 2019).
In Tanzania, the same trend is vivid at Medical Store Department with a labor turnover of 20 percent compared to Pact Tanzania, which was 38 percent in the year 2021 (Annual reports 2021). NGOs staffing and compensation studies indicate that one factor with a significant impact on staff turnover is the local economy. When the economy is good there are usually many jobs to be found, and there are few people who want to work for the low wages that are paid in some NGOs. However, based on public salaries statistics there are some employees who get low salaries but they may not wish to leave their employers (Ministry of Labour and Social Welfare Report, 2022.) Given the current improvement of the economy and organizations increase of salaries in the private sector, the staff turnover is a particularly important topic right now. 

For Ifakara Health Institute specifically, the organization has been facing an increase in staff turnover rate since the year 2015, Ifakara Health Institute operations have grown significantly and require competent and professional employees who can support the organization to run its day to day and strategic objectives and goals. Information obtained from the Human Resource Department of Ifakara Health Institute indicates that employee turnover rate increases at an increasing rate as stipulated 2.1%, 7.7%, 8.0%, and 23.9%  from 2019 to 2022 respectively.  Several retention strategies were implemented to rescue the situation; however, the challenge is still persisting. Critical question to be answered is what is the effects of these retention strategies on employees’ retention at Ifakara Health Institute? The gap this study intended to fill.

1.3
Statement of the Problem

Employee turnover has become a serious management problem because it brings financial and moral impacts on the organization's scarce resources. Today, Non-Governmental Organizations are finding it difficult to retain well-performing, well-experienced, and soundly trained employees as a result of turnover. High employee turnover has become a problem for non-government organizations including Ifakara Health Institute, well experienced and well-qualified experts leave the position they held in their offices (Matimbwa and Ochumbo, 2019). Ifakara Health Institute is facing an increase rate of staff turnover, and as such the high turnover is costing the organization in terms of delay in quality service delivery, money and time to replace and train new comer employees. Efforts have been implemented to rescue the situation like using motivation practices to retain them(Ryu and Jinnai, 2020). Despite these efforts, still the problem persists. This study therefore assessed the effect of retention strategies on employee turnover at Ifakara Health Institute.
Furthermore, previous scholars reported conflicting findings example developing countries Putri and Handoyo (2020) shows that career growth insignificantly influences turnover intention without mediation of employee engagement also Chacha, Gaboko and Ochieng (2021) investigated the effect of financial incentives on academic staff turnover in public universities in Kenya showed that there was a negative and significant relationship between financial incentives and academic staff turnover in public universities in Kenya (β = -0.718, p value = 0.000). 
Furthermore, Torsabo and Ezekiel (2021) explored the relationship and effect of work environment on employees’ retention in Adamawa State University Mubi – Nigeria and revealed that there is a significant positive relationship between work environment and employees’ retention (r = 0.556; p = 0.000). Sitati, Were and Waititu (2016) assessed the effect of career development practices in hotels in Kenya and findings show there is positive relationship between career development practices and employee turnover intention. Based on these contradicting findings, hence this study assessed the effect of retention strategies on employee turnover at Ifakara Health Institute.

1.4
Research 0bjectives

1.4.1 
Main Research Objective

The main objective of this study wasto assess the effect of retention strategies on employee turnover at Ifakara Health Institute.
1.4.2 
Specific Research Objectives

(i) To examine the effect of available career opportunities on employee turnover at Ifakara Health Institute.

(ii) To find out the effect of financial incentives on employee turnoverat Ifakara Health Institute.

(iii) To determine the influence of work environment on employeeturnoverat Ifakara Health Institute.
1.5
Hypotheses

Hypothesis is the tentative prediction about the outcome of the study (Saunder et al., 2016). This study is guided by the following hypotheses.

H1: There is positive and significant relationship between available career opportunities on employee turn over at Ifakara Health Institute.
H2: There is positive and significant relationship between financial incentives on employee turnover at Ifakara Health Institute.

H3: There is positive and significant relationship between work environment on employee turn over at Ifakara Health Institute

1.6
Scope of the Study

The study limits its focus on the effect of retention strategies on employee turnover at Ifakara Health Institute. The study also limits its focus only on three retention strategies namely; career opportunities, financial incentives and work environment on employee turnover the reason behind studying these factors are associated by the fact that they have been documented by many previous scholars as key strategies on retention however most of these studies were either done in financial institutions, Insurance companies and Schools. Also, theoretically the study guided byHerzberg Two Factor Theory and Maslow Theory of Motivation which postulate that they have contribution on turnover. Methodologically, the study limited its focus on multiple linear regression, frequencies and percentages.
1.7
Significance of the Study

1.7.1 
Theoretical   Significance

Findings in this study are expected to assist managers and other people to understand effects of retention strategies on employee turnover: specifically, at Ifakara Health Institute. They are expected to investigate the effects of retention strategies following the analysis and validation of main constructs and contextual indicator variables namely; career opportunities, financial incentives and work environment on employee turnover. Furthermore, theoretically, the findings of this study are expected to be used by other scholars to confirm or support their findings. The findings of the current study may also be used to test Herzberg Two Factor Theory and Maslow Theory of Motivation, and in case of contradictory findings hence the theory could be rejected or modified for improvement.

1.7.2 
Academic Contribution

Findings and recommendations of this study are expected to be used by researchers to conduct further studies on career opportunities, financial incentives and work environment on employee turnover. From the above discussion, these research findings can be used as a source of reference/literature to other researchers who will be interested to do further studies in this area.
1.7.3 
Managerial Significance

Managers from organizations are expected to use information from this study to come up with strategies that can be used by all organizations in Tanzania to reduce the problems of employee turnover, because it has been revealed that employee turnover hampers’ performance of many organizations. 
1.7.4 
Policy Significance

The findings of this study are expected to enable policy makers to identify new and review existing policies on retention as well prevention of employees’ turnover, which may help to reduce the problem of employees’ turnover by ensuring the policies and strategies are enhanced.
1.8 
Organization of the Study

This chapter introduced concepts of employee turnover and retention strategies. The chapter also covered the statement of the problem, research objectives, research questions as well as significance of the study. Chapter two covers definitions of key terms such as employee retention, employee turnover, carrier opportunities, work environment and financial incentives. The chapter also covered theoretical as well as empirical literature review that guides this study. Additionally, this also provides a clear research gap and conceptual framework guiding this study. In the end a brief chapter summary was provided. Chapter three presented research strategies, issues related to population, sample size, sampling design, measurement procedures, data collection analysis methods for this study and ethical consideration. Chapter four is results and discussion and chapter five is all about summary, conclusion and recommendations.
CHAPTER TWO

LITERATURE REVIEW

2.1
Chapter Overview

This chapter mainly presents and comprehensively discusses four key aspects namely: Definition of key terms, theoretical literature review, empirical literature review and conceptual framework. Theoretical literature review provides theories guiding the study while empirical literature describes what has been done to solve or address the illogical or contradicting relationship in the phenomenon this was organized based on specific objectives of the current study. Conceptual framework summarizes the relationship between independent and dependent variables under study in a graphical structure so as to observe the presumed or predicted outcome.
2.2
Definition of Key Terms

2.2.1 
Employee Retention

Retention refers to the effort by an employer to keep desirable workers to meet defined business objectives (Chowdhury and Nazmul, 2017). Msengeti and Obwogi, (2015) define employee retention as the efforts, by any business or organisation, to develop strategies and initiatives that support and encourage current employees to remain with the organisation. Matimbwa and Ochumbo, (2019) define employee retention as deliberate efforts made to retain quality individuals in an organisation. After considering the elements used in these definitions, this study used a generic definition which provides that employee retention as the efforts made by any organization to encourage employees to stay with the organisation for a maximum period of time or until the completion of a project.

2.2.2 
Financial Incentives

Financial incentives refer to the amount of money that a person, company, or organisation offers to encourage certain behaviours or actions. The financial incentive, or monetary benefit, motivates certain behaviour or actions (Rashidi and Rahman, 2017). The term may also refer to incentives to encourage members of the public to cooperate or provide information. Stock options, profit sharing, raises, bonuses, and commissions, for example, are financial incentives (Ryu and Jinnai, 2020). In the context of this study, financial incentive is defined as attractive salary, provision of benefits, availability of bonuses for good performers and provision of paid holidays.
2.2.3 
Work Environment

Work environment refers to the conditions in which an individual or employee works, including but not limited to such things as amenities, physical environment, stress and noise levels, degree of safety or danger, and the like (Mehrez and Bakri, 2019). Working environment is the location where a task is completed. When pertaining to a place of employment, the work environment involves the physical geographical location as well as the immediate surroundings of the workplace, such as a construction site or office building.  In the context of this study work environment is defined as team working, management support, availability of working tools, and   job security.
2.2.4 
Career Opportunities

Career opportunities refer to the degree an employee perceives his or her chances to grow and be promoted within the organisation. Employees expect to work in jobs that provide them with opportunities to be promoted to new and challenging positions. Bashir and Ramsay, (2018) strongly argues that people should not only be rewarded financially but they should also be offered opportunities to grow within the organisation. Employees who feel stagnant in their positions generally are not motivated and will not stay in unfulfilling positions. In the context of this study career opportunity is defined as supportive promotion policies, clear career path, scholarship for further studies and training policies.
2.2.5 
Employees Turnover

Employee turnover (sometimes known as ‘labor turnover ‘wastage’ or attrition’) is the rate at which employee leave an organization. It can be disruptive and costly. Employee turnover refers to the process of an employee leaving a position and a new employee hired to his or her place. At its broadest, the term is used to encompass all leavers, both voluntary and involuntary, including those who resign, retire or are made redundant, in which case it may be described as ‘overall ’or ‘crude’ employees as a company must replace in a given time period to the average number of total employees (Armstrong, 2009).
2.3
Theoretical Literature Review

2.3.1 
Social Mobility Theory

Social mobility theory developed by Prais, (2011) states that no employee is loyal to the organisation; hence every employee wishes to look for greener pastures. Social Mobility refers to the shift in an employee's social status from one status to another. The shift can either be higher, lower, intergenerational, or intra-generational, in different geographical locations and it cannot necessarily be determined if the change is for good or bad. Social mobility can take different forms, and people can experience different types of mobility in different stages of their lives. The types of mobilities are independent of one another and can often overlap. They are only distinguished for the purpose of analysis (Mwangi and Omondi, 2016). Mobility of employees from one area to another can be caused by different causes; for example, an employee may decide to move from one NGO to another because of career opportunities, work environment, and financial incentives given by one employer compared to another employer. This theory relates to this study as employee mobility is influenced by a number of factors so retention of employees in Non-Governmental Organization is associated with availability of financial incentives, career opportunities and work environment.
Having these factors facilitate retention of employees. The theory has two assumptions; first, that mobility of a group or individual is determined both by its shift and the ranking of multiple dimensions and the ranking of multiple dimensions like occupations, consumption patterns and social power along with the social class. Another assumption is that mobility can either be higher, lower, inter-generational or intra-generational and it cannot necessarily be determined if the change is for good or bad.
The theory postulates that employees always wish to move out of their employers for greener pastures or for other reasons. The theory postulates that there are many reasons for changing jobs. It can be career opportunities, financial incentives and work environment. Since no employee is loyal to a particular organisation, which is the case in  NGOs employee, they always thought of moving out of their organizations or wish to leave the employer for changing their environment as it was evidenced by several researchers that NGOs employee mobility is higher compared to other employees in other sectors (Mugaa, et al., 2018;  Kariuk, 2015 and Pallangyo, 2020), these movements caused by various factors and these factors vary depends on profession, that’s why the researcher intends to know the extent to which career opportunities, financial incentives and work environment as it has been asserted by the theory to either influence retention or turnover. 
2.3.2 
Equity Theory

Equity theory was developed by Adams, (1965) which focused on the perceptions people have about how they are being treated as compared with others. Thus, at the workplace, people want to be treated equally. To be dealt with equitably is to be treated fairly in comparison with another group of people (a reference group) or a relevant other person (Armstrong, 2009). Equity involves feelings and perceptions and it is always a comparative process. It is not synonymous with equality, which means treating everyone the same, since this would be inequitable if they deserve to be treated differently. Equity theory states, in effect, that people will be better motivated if they are treated equitably but are demotivated if they are treated inequitably. It explains only one aspect of the processes of motivation and job satisfaction, although it may be significant in terms of morale (Armstrong, 2009). It is very important to apply the equity theory if one wants to retain employees because, in the belief that people value fair treatment in relation to the amount of work that has been assigned to them and this causes them to be motivated in maintaining relationships with their co-workers and the organisation, as the structure of equity in the workplace is based on the ratio of inputs to outcomes (Shao, 2013).

An individual worker will consider that he is treated fairly if he perceives the ratio of his inputs to his outcomes to be equivalent to those around him. The way people base their experience with satisfaction for their job is to make comparisons with themselves to people they work with. If an employee notices that another person is getting more recognition and rewards for their contributions, even when both have done the same amount and quality of work or have got the same qualifications, experience and knowledge, it would persuade the employee to be dissatisfied (Shao, 2013). If employees become dissatisfied due to what they perceive as unequal treatment, they will consider quitting the organisation, and it will be very difficult for the organisation to retain them. 
As a result, the organisation will incur unnecessary costs for recruiting new employees, training them and maturing them. There are two forms of equity namely “distributive equity and procedural equity. Distributive equity” is concerned with the fairness with which people feel they are rewarded in accordance with their contribution and in comparison, with others. 
On the other hand, “procedural equity” is concerned with the perceptions employees have about the fairness with which company procedures in such areas as performance appraisal, promotion and discipline are being operated (Armstrong, 2009). For the fulfilment of this research, this theory is helpful to the researcher to determine if HR policies and practices in NGOs will be based on equal treatment among employees with no discrimination practices and thus, leads into job satisfaction and hence employee retention. Also, this theory informs the researcher on an equal safe working environment, job security and other fringe benefits which are likely to influence employees to remain within their current employment provided that their needs and expectations are met by the employer.
Equity theory has the following assumptions: that an individual is concerned with his achievements (reward and recognition) as well as with achievements of others. Also, employees expect a fair and equitable return for their contribution to their jobs. Another assumption is that employee determine what return (equitable) they should receive after comparing their inputs with the outcomes their relational workers have receive as well as employees perceive themselves as being in an inequitable scenario will attempt to reduce the inequity either by distorting inputs or outcomes psychologically by directly altering inputs or outputs or by quitting the organizations. 
2.4
Empirical Literature Review

2.4.1
Effect of available Career Opportunities on Employee Turnover

Putri and Handoyo (2020) conducted a study on theImpact of Career Growth on Turnover Intention with Employee Engagement as a Mediator Variable: Study among the Generation Y Employees in Indonesia”. This research used accidental sampling methods. Empirical data was collected using questionnaires distributed online to all respondents. With a total of 105 subjects born between 1980 - 2000 spread around Indonesia, which has worked in the industrial sector for more than six months. The study employed multiple regression analysis to analyze the influence of these variables and test the mediation of employee engagement variables. Result of this study shows that career growth insignificantly influences turnover intention without mediation of employee engagement, neither it is job nor organizational engagement. Explanations of why employee engagement does not mediate influence of career growth on turnover intention as well as research finding implication are discussed to provide knowledge in keeping the generation Y employees to stay in organization. This study relates with the current study as the focus was on career however differs methodologically because it was done in Indonesia by using only generation Y employees.Furthermore, the study employed employee engagement as a mediating role which is not the case here.
Sitati, Were and Waititu (2016) assessed the effect of career development practices in hotels in Kenya. The hotel industry in Kenya falls short of the industries turnover average and still leads in employees’ turnover. In the year 2011, labor turnover was at 68% in five star rated hotels. Today, the industry is confronted with the continuously evolving challenge of demand for retention of potential talents. Consequently, this has impacted negatively on hotel business sustainability due to high costs of training new employees, replacement and separation for the departing employees as well as affecting customer satisfaction. The study employed survey research design and the target population was 213 hotels registered under Kenya Association of Hotelkeepers and Caterers in Kenya. A sample of 137 hotels was selected from each hotel region using stratified random sampling. Data was collected using structured questionnaire administered by the researcher to get response from the sample population. Pilot study was conducted to test the reliability and validity of the data collection instruments. 
Descriptive and inferential statistics were used to analyze data. Findings shows there is positive relationship between career development practices and employee turnover intention. This study differs with the current study as it was done in hotels not health institute hence the findings cannot be generalized in all sectors. Wane (2016) determinedthe influence of career development programs on employee retention in internationalnon-governmental organizations in Kenya. Descriptive survey was used to conduct this Study. 
In this study, the focus was to define the influence of career development programs on employee retention of international non-governmental organizations in Kenya. The target population ofthis study was all the 92 International NGOs in Nairobi Kenya registered with the National Council of NGOs Registering Board. Since the population is small, the study used a census survey. A structured questionnaire facilitated the gathering of primary data. The study utilized purposive sampling technique in selecting one HR manager from each organization. 
The collected data was analyzed using quantitative data analysis methods. Descriptive statistics the use of absolute and relative (percentages) frequencies, mean and standard deviation respectively. The found that career development programs affect employee retention. Also, it was established that organizational Career planning is a fundamental human resource policy in INGOs. Contextually this study was done in Kenya and focused on International Non-Governmental Organization while the current study was done in Tanzania specifically at Ifakara Health Institute.
2.4.2 
Effect of Financial Incentives on Employee Turnover

Chacha, Gaboko and Ochieng (2021) investigated the effect of financial incentives on academic staff turnover in public universities in Kenya. The target population of the study were all the teaching staff in Multimedia University of Kenya. 85 respondents were chosen through stratified random sampling. The primary data was collected using a self-administered questionnaire while the ``secondary data on the academic staff turnover was collected using a Secondary Data collection sheet. The study data was analyzed through both descriptive and inferential statistics with descriptive measures such as frequencies, percentages, mean and standard deviation being used. 
The Statistical Package for Social Science (SPSS version 23.0) software was used for this purpose. In addition, Pearson’s correlation coefficient and regression analysis were the forms of inferential statistics that were used. The study findings were presented in form of tables, graphs and charts. The study findings showed that there was a negative and significant relationship between financial incentives and academic staff turnover in public universities in Kenya (β = -0.718, p value = 0.000). This study differs with the current study as it was done in Kenya Public Universities focused on academic staff turnover.
Mendis (2017) conducted a study and focus on how reward system of an organization impact on employee turnover intention. This study empirically evaluated five independent variables (remuneration, cash incentives, work life balance, supervisor support and employee recognition) and their relationship to the turnover intention of non-executives in the logistics industry of Sri Lanka. The sample consists of 97 non-executive staff in the logistics industry of Sri Lanka. The data collection was done by using a self-administrated structured questionnaire. The results indicated that remuneration, cash incentives, work life balance, supervisor support and employee recognition variables were negatively and significantly correlated with turnover intention. And those relationships were strong. Results of regressing the reward system on turnover intention showed that reward system is a powerful predictor of labour turnover in logistics industry of Sri Lanka. The research findings give evidence that better financial and non-financial rewards have strong impact on employee turnover intention. 
Therefore, to reduce employee’s high intention to leave the company, the management needs to develop well balanced reward system in both financial and non-financial aspects. The study differs methodologically in terms of location as it was done in Sri Lanka and only remuneration, cash incentives, work life balance, supervisor support and employee recognition were studied as variables which is not the case because the current study goes beyond the said variables.
Musa and Balla (2018) examined the effects of motivational incentive and staff turnover in hotel industry in Gombe state, Nigeria. A stratified random sampling technique was adopted in selecting 45 respondents from three (3) hotels across the state. Findings revealed that promotion, salary/wages, payment of leave benefits, career development/in-services training and work-hours impacts significantly on labour turnover. The study recommended among others that comprehensive incentives should be put in place by management to reduce labour turnover and ensure workers retention in the hotel industry in Gombe state, in particular and Nigeria in General. 
This study differs with the current study as it was done in Nigeria specifically in hotels employees whereas the current study focused on employees of health institute. In addition, this study focused only on promotion, salary/wages, payment of leave benefits, career development/in-services training and work-hours while the study covered more variables namely.

2.4.3 
Effects of work environment on Employee Turnover

Nanda et al., (2019) examined and analyze the effect of psychological work environment and workload on turnover intentions with job stress as an intervening variable for employees of Indonesia. The method used in this research is descriptive method. The target population of this research was 80 employees of Indonesian Restaurants. The approach used in this research is Structural Equation Model (SEM) analysis tool and Partial Least Square (PLS). 
The results showed psychological work environment has negative and significant effect on job stress. Workload that has positive and significant effect on job stress. Psychological work environment has negative and significant effect on turnover intention. Workload. Job stress has positive and significant effect on turnover intention. Job Stress has positive and significant effect on turnover intention. Methodologically, this study differs with the current one because the analysis methods was Structural equation modelling while the current study employed Multiple Linear Regression Model.
Torsabo and Ezekiel (2021) explored the relationship and effect of work environment on employees’ retention in Adamawa State University Mubi – Nigeria. A total of 234 questionnaires containing 17 items were used to collect data from the respondents. Correlation and Linear Regression analysis was conducted to test the research hypotheses. The Correlation Results of the current study revealed that there is a significant positive relationship between work environment and employees’ retention (r = 0.556; p = 0.000) also, the Regression analysis results revealed that work environment has positive significant effect on employees’ retention (β = 0.329; p = 0.000). The model summary results revealed that work environment independently influence employees’ retention by 30.9%.  Contextually this study was done in Nigeria specifically at Adamawa State University Mubi while the current study focused on health institute.
Hanai (2021) investigated the influence of work environment on employee retention in the banking institutions of Tanzania, particularly in Dar es Salaam region. A survey design was employed in the study. Stratified sampling was used to ensure representativeness of banks classified in terms of bank category. Eleven banks were purposely selected and simple random sampling was applied to draw a sample of 370 employees. The quantitative data were collected using questionnaire and analyzed using Binary logistic regression. The results indicated that work environment significantly influenced employee retention with a p- value of 0.001. It was further revealed that work environment attributes (responsibility for the job and bank reputation) have significant influence on employee retention. The study was done in banking industry and not heath institute also analysis was done using binary logistic regression not Multiple Linear Regression.
2.5
Research Gap

Theoretically and empirically effect of retention strategies on employee turnover at Ifakara Health Institute are yet to be broadly analyzed and existing as most such studies have come up with conflicting findings and conclusions. For instance, in such developing countries Putri and Handoyo (2020) shows that career growth insignificantly influences turnover intention without mediation of employee engagement also Chacha, Gaboko and Ochieng (2021) investigated the effect of financial incentives on academic staff turnover in public universities in Kenya showed that there was a negative and significant relationship between financial incentives and academic staff turnover in public universities in Kenya (β = -0.718, p value = 0.000). 
Furthermore, Torsabo and Ezekiel (2021) explored the relationship and effect of work environment on employees’ retention in Adamawa State University Mubi – Nigeria and revealed that there is a significant positive relationship between work environment and employees’ retention (r = 0.556; p = 0.000). Sitati, Were and Waititu (2016) assessed the effect of career development practices in hotels in Kenya and findings show there is positive relationship between career development practices and employee turnover intention.
Methodologically there is a gap as previous researcher focused on methods of analysis as some use Sem structural equation modelling (Nanda et al., (2019) or correlation analysis Torsabo and Ezekiel (2021). In addition, various assessment methods to investigate effects of retention strategies in terms of; data collection tools, sampling strategy, sample size and data analysis (Putri and Handoyo (2020); Sitati, Were and Waititu (2016) Hanai (2021); Musa and Balla (2018); Chacha, Gaboko and Ochieng (2021)). The majority of researchers have applied the survey method (questionnaires) to accrue data on the effects of retention strategies on employees’ turnover and distinct differences have been noted in the sampling strategy, sample sizes, data analysis and context. Hence the current study intends to assess the effects of retention strategies on employee turnover in health institute, specifically at Ifakara Health Institute by using explanatory cross design and data were analyzed using frequencies, percentages and multiple linear regression.
2.6
Conceptual Framework

Conceptual framework is an analytical tool with several variations and contexts.  It is used to make conceptual distinction and organize ideas (Kenneth, 2005). According to (Kenneth, 2005) a conceptual framework is an abstract indication of how basic concepts and constructs are expected to interact in the actual setting, and the experiences that form the foundation of the research study.  It is concerned with the way ideas are organized to achieve a project purpose. 
        Independent Variables                                      Dependent variable

Figure 2.1: Conceptual Framework

Source: Developed from theory and empirical literature review (2023)
The aim of this section is to develop an integrated conceptual model to analyze variable of the study. The conceptual framework for this study was developed from the reviewed theoretical and empirical literature and by using three independent variables, namely, career opportunities, financial incentives and work environment as independent variables and employee turnover as dependent variables.  The assumption is that if organization have career opportunities, financial incentives and a conducive work environment, employee turnover reduced in non-governmental organization. The framework is depicted in Figure 2.1.

2.7 
Operationalization of Variables
Table 2.1: Operationalization of Variables

	Type of Variable
	Constructs


	Indicator variables
	Scale Measurements
	Source

	Independent Variable
	Career opportunities


	Supportive promotion policies available
	Ordinal scale
	Putri and Handoyo (2020); Sitati, Were and Waititu (2016) Hanai (2021)

	
	
	Clear career path ways
	Ordinal scale
	

	
	
	Availability of employee development policy
	Ordinal scale
	

	
	
	Scholarships for staff development
	Ordinal scale
	

	
	Financial Incentives


	Attractive salary
	Ratio
	Musa and Balla (2018); Chacha, Gaboko and Ochieng (2021)

	
	
	Provision of benefits
	Nominal
	

	
	
	Availability of bonuses for good performers
	Nominal
	

	
	
	Provision of paid holiday
	Nominal
	

	
	Work environment


	Teamwork and friendly environment
	Nominal
	Nanda et al., (2019); Torsabo and Ezekiel (2021) and Hanai (2021)

	
	
	Availability of working tools
	Nominal
	

	
	
	Fair treatments among employee
	Nominal
	

	
	
	Availability of experts
	Nominal
	

	Dependent Variable
	Employee turnover
	Low absenteeism rate
	Ratio
	

	
	
	Low turnover rate
	Ratio
	


CHAPTER THREE

RESEARCH METHODOLOGY

3.1
Chapter Overview

This Chapter spells out the research approach and seeks to establish sound reasoning in linking the steps which employed to answer the research questions and to achieve the objectives of the research and further, sampling methods and data analysis were discussed. Issues of confidentiality, validity and reliability of the study are all addressed therefore; the chapter generally discusses the following: research design, approach, study area, population sample, data types and sources, types of measurements, population and sampling design, data collection instruments and pilot testing. Others include data collection methods, validity, reliability and ethical issues.
3.2 
Research Philosophy

The philosophical foundation for this study based on the positivism paradigm. Positivism paradigm used owing to the adoption of quantitative research as the study as to explain the causal effect relationship between the effect of retention strategies namely career opportunities, financial incentives and work environment on employee turnover at Ifakara Health Institute. 
The positivism research paradigm holds that knowledge is based on facts obtained from objective reality and stated numerically with explanatory predictive power and not on the subjective manner of an individual’s opinion (Creswell & Plano Clark, 2011). On the one hand, the researcher used the positivism paradigm to build a highly structured methodology to allow generalization and quantifiable observations and evaluate outcome with the aid of statistical techniques.

3.3 
Study Area

This study was conducted in Tanzania, specifically at Ifakara Health Institute within all its branches in Dar es Salaam, Bagamoyo and Ifakara. A researcher decides to choose Ifakara Health Institute so as to assess the effect of retention strategies on employee turnover at Ifakara Health Institute. Another reason for the selection is due to the existence of the problem of key and potential employees especially experienced researchers quitting the organization as reports from Human Resource Department shows Ifakara Health Institute indicates that employee turnover rate increases at an increasing rate as stipulated 16.0%, 20.0%, and 28.0% from 2019 to 2022 respectively.  Several retentions strategies were implemented to rescue the situation however the problem still persist.
3.4 
Research Approach

The study employed a quantitative research approach in order to test hypotheses the effect of retention strategies on employee turnover at Ifakara Health Institute. Saunder et al., (2016) describes that, under quantitative approach concepts are operationalized to allow facts to be measured quantitatively. Saunders, et al., (2016) advocated that quantitative approach has the ability of explaining causal relationships among variables and hypothesis testing using data collected in statistical characteristics. This approach is considered useful as it enabled the study to test the developed hypothesis on the effect of retention strategies on employee turnover at Ifakara Health Institute.
3.5 
Research Design

The study employed explanatory cross sectional research design to test the existence of relationships among variables and validated a model, which can be used to explain employee turnover. This study is explanatory cross-sectional design because it described the causal effects relationships between variables. In addition, the rationale of using the descriptive design is based on its usefulness in explaining relationships between; career opportunities, financial incentives and work environment on employee turnover. Since the study encompasses many variables where their influence and relationships are questionable, the use of explanatory research design is considered appropriate to provide expected findings. 
3.6 
Population and Sampling

3.6.1 
Target Population

The target population for the study was the entire set of units for which the survey data are to be used to make inferences. The current study has a target population that is composed of all employees Ifakara Health Institute which is 568 as obtained from Human Resources Manager (HRM) on 15 June, 2023. The selection of employees as unit of Ifakara Health Institute because they are the ones who knows what makes them to quit their jobs, and what could be done to reduce the problem of employees’ turnover so the researcher has expected to obtain the required information from them.
3.6.2 
Sample Size

A sample is a smaller group of subjects drawn from the population in which a researcher is interested for purposes of drawing conclusions about the universe or population. In this study, all employees of Ifakara Health Institute (568) have been used to determine the sample size through the following formula adopted from Kothari (2014).
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Where n = size of samples, N = total population=568; e = standard error of sampling (10%) is tolerated. By entering each value of the variable into the formula (1) above, obtained a large sample size of 85 respondents. The sample size is in line with the argument of Hair et al., (2006) who states that a research study designed to reveal factor structures should have more observations than variables, and that the minimum absolute sample size should be 50 observations.
3.6.3 
Sampling Strategies

There are two types of sampling design and these include probability sampling and non-probability sampling designs (Hair et al 2006). In probability sampling, every individual has a known chance of being involved in a sample while in non-probability sampling the individual has no known chance of being involved in a sample. In this study probability sampling design with simple random sampling techniques will be used in picking employees of Ifakara Health Institute. The probability sampling enhances validity and reduces biasness of the findings especially when respondents have shared characteristics which in turn increase generalization of the findings.
3.7 
Data Collection Methods

3.7.1 
Questionnaire

In this study primary data were collected through closed-ended questionnaires, Questionnaire used to gather quantitative data from employees who are the target of the study. The questionnaire which is attached in the appendices was used in the current study to collect quantitative data for hypothesis testing. The questionnaire is considered suitable in this study because it offers a standardized system of questions to collect measurable and factual data, to classify a specific group of people and their circumstances in statistical characterization (Goretti, 2018). Hence, the questionnaire used in this study because of its ability to capture data that are suitable for statistical analysis.
3.7.2 
Secondary Data

Secondary data gathered from different sources such as annual reports, journal articles through documentary review on Human Resources policies books related to the subject of the study. Secondary data was used to confirm the results obtained in primary data from the study area. The use of document review technique used in this study as it provided support and evidence of the data collected in a field. Documentary methods refer to the analysis of documents that contain information about the phenomenon under the study Mogalakwe, (2006). Therefore, information obtained from the reviewed documents help the study in data interpretation, supporting findings, comparing and also in giving evidence of survey data. 
3.8 
Data Analysis

3.8.1 
Descriptive Statistics

Data analysis refers to the process of assembling or reconstructing the data in a meaningful or comprehensive fashion. It is the process of examining the collected raw data and detects errors and corrects them (Saunder et al, 2012). Demographic data analyzed using descriptive statistics namely frequencies and percentage for explaining the demographic characteristics of the respondents.

3.8.2 
Multiple Linear Regression

Inferential statistics namely multiple linear regression was used to assess the effect of retention strategies on employee turnover at Ifakara Health Institute. The reason behind use of multiple linear regression model is informed by the fact that this study has several predictor variables namely career opportunities, financial incentives and work environment and single dependent variable namely employee turnover. 
To come up with a result all indicators per construct were merged for the final result. Five-point Likert-scale format from “strongly disagree” (1) to “strongly agree” (5) were used as the total score of each variable was computed to get the aggregate figure and then regression analysis conducted. 
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Y = Employee Turnover

β0 = a constant showing intercepts for regression equation

β1- β3 = independent variables coefficients

X1-X3 = independent variables (Career Opportunities, Financial incentives and Work Environment)

e = the model’s error term (residual term) : This is created when the model does not fully represent the actual relationship between independent variables and the dependent variable.

3.8.2.1 Assumptions of the Multiple Linear Regression

Linear multiple regression models used to determine the relationship between factors (independent variables), which influence employees’ turnover (dependent variables). Before running linear multiple regression models, the following assumptions about the data were undertaken: sample size, multicollinearity, outliers, normality and linearity (Pallant, 2001).
(i)
 Multicollinearity

Multicollinearity refers to the relationship among independent variables and multicollinearity exists when independent variables are highly correlated (r=0.9 and above). All independent variables were subjected to correlation analysis and those that are highly correlated were excluded from further analysis. 
(ii)
Outliers

Outliers: since multiple regression is very sensitive to outliers (very high or very low scores), the extreme scores for both independent and independent variables were checked as part of the initial data screening process. They were checked by the use of scatterplot with the aim of identifying data points that are out on their own, either very high or very low, or away from the main cluster of points. Extreme outliers were checked to determine whether data is entered correctly. Decisions were then be made to either remove or recode them down to a value that is not as extreme.
3.8.2.2 Normality

Normality: the residuals should be normally distributed about the predicted dependent variables (DV) scores.  This was checked from the residuals scatterplots of which residuals are defined as the differences between the obtained and the predicted dependent variable (DV) scores (Pallant, 2001). 

3.8.2.3 Linearity

Linearity: the residuals should have a straight-line relationship with predicted DV scores (Pallant, 2001).
3.9 
Validity and Reliability

3.9.1 
Validity

To ensure content validity the questionnaire was constructed based on the indicators of each variable from the conceptual framework. Moreover, a pilot study is another technique which will be applied to ensure content validity. A pilot study will be conducted to 10 employees of Ifakara Health Institute. The choice of 10 respondents is proposed by Sheatsley (1983) and Sudman (1983) that this number of people is cost, energy and time-efficient, and it is large enough to note the problems with the survey questions in the questionnaire. Also, the choice of 10 employees is driven by the fact that participants for the pilot must possess similar characteristics as respondents for the actual survey in terms of age, gender, education, and socioeconomic status.
3.9.2 
Reliability

In checking reliability of research instruments used in the study, internal consistency were checked using Cronbach’s Alpha coefficient to test for the reliability of collected data before data analysis process starts in order to ensure that the results will be true. The Cronbach’s Alpha coefficient measures how well a set of variables or items measures a single, one-dimensional latent aspect of an individual (Rajasekar et al. 2006). Bricki and Green (2007) recommend that reliability with Cronbach’s coefficient alpha of 0.70 is considered acceptable. The study's reliability was determined using the Cronbach’s alpha formula (rα = ([image: image4.png]
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); Where σ2 = variance of one test item. Other variables are identical to the KR-20 formula. 
3.10 
Ethical Consideration

According to Rajasekar, et al., (2006) adherence to research ethics is essential for obtaining reliable and valid results therefore, respondents were fully informed that the study is solely for academic purposes and all information obtained were treated with utmost confidentiality. Moreover, to further ensure confidentiality, respondents cautioned against revealing their identity on the data collection instruments. Respondents were alsonotified of the voluntary nature of their participation and that there would be no payment for participation to prevent bias. Respondents were also treated with utmost respect and the researcher ensured that none harmed owing to their participation in the study. Also, researcher observed research protocols which include clearance letter from the Open University of Tanzania.

CHAPTER FOUR
RESULTS AND DISCUSSION

4.1 
Overview
This chapter presents findings as to regards assess the effect of retention strategies on employee turnover at Ifakara Health Institute. This study examined the effect of available career opportunities on employee retention at Ifakara Health Institute. Also find out the effect of financial incentives on employee retention at Ifakara Health Institute and determine the influence of work environment on employee retention at Ifakara Health Institute. Tables and figures were used to present major findings of the study. The chapter begins with a presentation of the demographic characteristics of respondents.
4.2 
Respondents Demographic Characteristics

4.2.1 
Respondents Profession
Regarding respondents’ profession, the focus of the study was to identify number of scientist and non siencentists. Results in Table 4.1 show 56(65.9) were non-scientists whereas 29(34.1%) were scientists. These findings imply that at Ifakara Health Institute there are more non-scientists than scientists.
4.2.2 
Gender of Respondents

A total of 85 (100%) respondents filled out the questionnaires for the study. Table 4.2 shows that of the total respondents, 44 (51.8 %) were male and 41 (48.3%) were female. The results demonstrate that Ifakara Health Institute have more male employees compared to female employees. This may be because educated women are fewer than educated men. Also, the reason behind fewer female employees in health institute could be explained by previous scholars such as Hyman, (2016) who found female employees are more inclined towards turnover than male counterparts. Furthermore Tiwari, (2017) confirmed that female employees perceive gender biases even in the organisations claiming that they promote equal opportunity in employment.
Table 4.1: Respondents Demographic Characteristics

	Respondents’ profession
	Frequency
	Percent

	Non-Scientistics
	56
	65.9

	Scientist
	29
	34.1

	Total
	85
	100.0

	Respondents
	Frequency
	Percent

	Male
	44
	51.8

	Female
	41
	48.3

	Total
	85
	100

	Respondents' Age
	Frequency
	Percent

	20-29
	20
	23.5

	30-39
	38
	44.7

	40-49
	16
	18.9

	50+
	11
	12.9

	Total
	85
	100.0

	Marital Status
	Frequency
	Percent

	Single
	37
	43.5

	Married
	46
	54.1

	Divorce
	2
	2.4

	Total
	85
	100.0

	Respondents Education 
	Frequency
	Percent

	Certificate
	9
	10.6

	Diploma
	6
	7.1

	Bachelor
	39
	45.9

	Masters
	27
	31.8

	PhD
	4
	4.7

	Total
	85
	100.0


Source: Field data (2023)
These findings also imply that Ifakara Health Institute should promote equal opportunity to both genders so as to equate the number. According to Kiruja and Makuru, (2013) men are more likely to stay in a job because of their role in society. Many family roles are left to men to take care of it in terms of financing education, health and food. To mention a few, such roles include: taking care of other dependents, including children, elderly parents, taking care of ill family members and childcare. Women are also overwhelmed by other family matters such as divorce or separation, family arguments, family reunion.
4.2.3
Age of Respondents

The study findings show that 20(23.5%) respondents were from the age group between 20 and 29 years. 38 (44.7%) respondents were from the age between 30 to 39 years. 16(18.9%) were from the age group between 40 and 49, and the remaining 11(12.9%) had age above 50 years. The statistics signify that all age groups were considered during the employment process at Ifakara Health Institute. However, many employees who were more than half were from the age group between 30 to 39 years. This implies that the age group between 30 and 39 years is the one who is at the product level and available in the labour market. Therefore, many institutions prefer this age group, though it is hard to retain such employees because they are ambitious and opportunistic. Hence it is good for Ifakara Health Institute to have retention strategies for this energetic group because by being young they can be able to work for quite long. 
Similarly, Matimbwa and Ochumbo, (2019) reported that young workers prefer to skip work steps, seek shortcuts, easy solutions without concern for work quality or correctness. Also reported that older employees tend to stay at one company longer, and it’s the younger workers who often move from company to company looking for better jobs. This is in agreement with the study done by Marwa, (2016) which argues that it is normally for young employees with high to migrants in the labour market.  Thus, they create instability in the working staff of an organisation. 
4.2.4
Marital Status

Regarding employees' marital status the study found 37(43.5%) were single, 46 (54.1%) are married, and the remaining 2 (2.4%) were divorced.  These findings imply that the majority of respondents were married. The findings suggest that all marital statuses were considered during the data collection process. Suandi et al., (2014) who assert that married employees are less likely to quit their jobs than single individuals and more often fall in job lock. Golafruz, (2002) concluded that job satisfaction in singles was higher than married and workers with more salary had higher satisfaction than workers with less salary.
4.2.5
Respondents’ Education

Results reveal that the highest percentage 39(45.9%) of Ifakara Health Institute hold college bachelor degrees, followed by 27(31.8%) of the respondents hold masters’ degree, 9(10.6%) hold certificates, 6(7.1%) hold diploma and the remaining 4(4.7) hold PhD degree. The study further revealed that, Ifakara health institute have various levels of education qualifications. Education level is one of the factors which influence employee retention. According to Meyer, et al., (2002) voluntary turnover has a positive relationship with level of education. Employees who are leaving the organisation are those who are unsatisfied. 
According to Meyer, et al., (2002) employees’ turnover and employees’ retention are influenced by demographic factors such as age, gender, tenure, income level and education level. Employees with high qualifications have a greater chance to get another job. 
Sponsorships for staff's to go for further studies in non-governmental organizations have been a subject of significant interest in employee retention. Similar study findings were obtained by Khodakarami, (2018) observed that sponsorship programs play a crucial role in reducing turnover rates. These programs demonstrate an organization's commitment to employee development and growth, fostering a sense of loyalty and attachment among staff members. Through financial support and flexibility in work schedules, NGOs enable their employees to pursue higher education or specialized training. This investment not only enhances employees' knowledge and skills but also increases their job satisfaction and morale. In turn, this leads to higher retention rates as employees are more likely to stay with an organization that invests in their professional growth.
4.3 
Effect of available Career Opportunities on Employee Turnover at Ifakara Health Institute

Regarding the effects of available career opportunities on employee turnover, the study results show at Ifakara Health Institute, promotion policies are very clear and detailed because the mean of 3.55 scored is above the average mean (3.00). Also, it was revealed that there is clear career pathways in this organization as mean score is 3.60, clear career development policy score a mean of 3.38, training policy encourage employee to develop themselves score a mean of 3.71 and provision of sponsorship to staff who go for further studies had a mean of 3.84.  These findings imply that there are clear promotion policies, career pathways, availability of good training policy, and employee development, and provision of sponsorships for staff members who go for further studies which enhance employee retention and reduce their turnover. It is a fact that promotion opportunities motivate employees by appealing to their sense of ambition. This affects workers whose career anchors include the desire for autonomy, independence, authority and managerial competence. These findings were also supported by Palwasha et al., (2017) who found that compensation and career opportunities had an imperative relationship with employees’ turnover or retention.
Table 4.2: Career Opportunities

	Career Opportunities
	N
	Mean

	Our promotion policies are clear and detailed
	85
	3.55

	There is clear career pathways in this organization
	85
	3.60

	There is clear employee development policy
	85
	3.38

	Training policy encourages employee to develop themselves
	85
	3.71

	Employer provides sponsorship for staff who go for further studies
	85
	3.84


Source: Field data (2023)
It is argued that career opportunities make employees loyal, satisfied and reduce their intention of leaving their organizations hence it enhances retention. Lack of clear and detailed promotion policies play a vital role in influencing employee turnover rates in Non-Governmental Organizations (NGOs). These policies set expectations for career progression, provide transparency, and contribute to a positive work environment. Research conducted in Ethiopia suggests that such policies can have a significant impact on employee retention in NGOs.

Similar results obtained by Tadesse, (2018) who found that when NGOs establish clear promotion criteria and communicate them effectively to employees, it fosters a sense of fairness and equity. This, in turn, reduces turnover intentions among employees. Knowing the specific qualifications, skills, and performance benchmarks required for advancement empowers employees to work towards their career goals within the organization. 
Moreover, these policies can enhance motivation and job satisfaction. When employees perceive that their hard work and dedication will be rewarded through a well-defined promotion process, they are more likely to remain committed to their jobs and the organization's mission. Job satisfaction and a strong sense of purpose are known to correlate with lower turnover rates.
In line with these findings, Chinedu (2019) found that availability of promotion is negatively related to turnover and lack of promotion opportunities increase employee turnover. Promotion also adds to the worker's perceived firm-specific human capital value, meaning that he or she is more suitable to the current firm than to others. Under such circumstances, promotion would reduce turnover.  
However, the study found that once employees are on-board and seek upward mobility, promotions can actually increase turnover rates of non managerial employees if not practiced appropriately. For example, in instances in which inadequate employee training and development exist, employees can become frustrated and stressed by assuming greater responsibility for which they are ill equipped. 

Previously, Matimbwa and Ochumbo, (2019) stated that lack of career advancement opportunities affects employees’ decision to stay with the organisation. The availability of clear policies on promotion makes employees feel; though social mobility theory and equity theory postulate that when employees are promoted they feel honoured by the organisation so they repay the organisation through their loyalty, commitment and involvement. A study by Brown, Haytt and Benson, (2010) also found the majority of the employees agreed that HR policies and practice has an impact on employee’s turnover though major challenges are most of organisation management do not disseminate enough information on the HR policies.
In addition, career pathways play a vital role in the retention or turnover of employees. Availability of career development opportunities helps to restrict employees from leaving the organization and increase in loyalty. Clear career pathways have been identified as a critical factor influencing employee retention within non-governmental organizations (Muthui, 2020). The study revealed that when NGOs establish transparent career progression frameworks, employees are more likely to perceive opportunities for growth and development within the organization, thereby increasing their commitment and reducing turnover rates. This aligns with the notion that employees who can envision a clear trajectory for their career are often more motivated and less inclined to seek employment elsewhere (Kinya, 2018). 
Also, in NGOs where career pathways are well-defined, employees may also develop a stronger sense of loyalty to the organization’s mission, seeing their long-term future intertwined with the NGO's objectives. Overall, the findings underscore the importance of clear career pathways as a strategic tool for enhancing employee retention in NGOs, contributing to the sector's stability and effectiveness.
The study also revealed that clear employee development policies play a crucial role in reducing turnover within non-governmental organizations. The study findings are also in line with Aguenza, (2018) who found clear employee development policies are instrumental in fostering a sense of commitment and loyalty among employees. This is achieved through various mechanisms: such as, well-defined training and development opportunities that gives employees a clear path for growth within the organization. When employees see a future for themselves and opportunities for skill enhancement, they are more likely to stay with the organization rather than seeking employment elsewhere. 
The research suggests that this effect is particularly pronounced in NGOs, where employees are often highly motivated by the mission and values of the organization. Moreover, when NGOs have transparent policies for career advancement and skill development, it minimizes uncertainty among employees about their future within the organization. This can reduce anxiety and the temptation to seek employment elsewhere, contributing to lower turnover rates. 
Similarly, Ndinya (2017), organizations with substantial training opportunities should experience lower turnover rates. However, an interesting finding by these researchers included a positive relationship between training and the discharge rate. They theorize that companies that provide more training are concerned about employee skills and performance and thus experience a high percentage of employee terminations. Conversely, companies that experience a high discharge rate initiate training programs because of lower workforce skill levels, he suggested that training is a valuable activity for enhancing skills and improving staff performance and that training can address some of the factors contributing to staff turnover, such as perceived support from the supervisor, the agency and community. Training can define roles more clearly to employees thereby minimizing job stress. Organizations with sufficient training opportunities should thus have a higher retention rate.
Additionally, sponsorship for employees for further studies enable employees acquiring advanced qualifications or expertise that are directly applicable to their roles within the NGO. This not only benefits the organization in terms of improved performance and innovation but also empowers employees by providing them with opportunities for career advancement. Therefore, sponsorships for staff's further studies have a positive impact on employee retention within NGOs. They contribute to a nurturing work environment, enhanced job satisfaction, and skill development, ultimately reducing turnover rates and ensuring the longevity of talented employees (Kaur, 2017).
4.4
Effect of Financial Incentives on Employee Turnover at Ifakara Health Institute
On the effect of financial incentives on employees’ turnover at Ifakara Health Institute, Results revealed that the institute do not offer attractive salary since the mean score is 2.79 which is less than four. Likewise benefits offered by the institute were found not to be impressive as the mean score is 2.67. The study also revealed that bonuses are given for good performers and annual leave accompanied by leave allowances as their means were 3.63 and 4.4.5 respectively. In addition, respondents admitted that the institute offer various allowances but the amount given are not impressive. The implication of the study findings revealed that at Ifakara Health Institute, majority of employees are not happy with salary and benefits offered as they are not attractive to them. But admitted that for good performers at least bonuses, annual leave allowances are given to them. These results suggest that employee turnover could be caused by low salaries and bonuses as well as inadequate allowances.
Table 4.3: Financial Incentives

	Financial Incentives
	N
	Mean

	Ifakara Health Institute offers attractive salary
	85
	2.79

	Benefits offered in this institute are very impressive
	85
	2.67

	Bonus is given for good performers
	85
	3.63

	Annual leave is accompanied by leave allowance
	85
	4.45

	Various allowances are given by employer
	85
	3.86


Source: Field data (2023)
It is the fact that competitive and fair compensation is a fundamental starting point in most strategies to attract and retain good employees specially those employees who provide outstanding performance or unique skill which is necessary to the organization because company finance more money on their training and orientation. Compensation plays a significant role in influencing job-satisfaction which facilitates employees’ retention. This is because of two reasons. First, money is an important instrument in fulfilling one's needs; and two; employees often see pay as a reflection of managements’ concern for them. Consequently, employees want a pay system, which is simple, fair and in line with their expectations. When pay is seen as fair, based on job demands, individual skill level, and community pay standards, satisfaction is likely to result.Matimbwa and Ochumbo (2019) posits that employees who earn a good salary stay longer in the employment. Yumkella, (2006) argues that poor financial compensation, lack of annual increment and unsatisfactory working conditions are the most likely push factors causing workers to move between sectors or across the borders.
Similarly, Kundu, (2017) stated that people are motivated by money because of many different reasons, the need to provide the basic necessities of life motivates most people. They found that competitive salary package is the most important motivational variable that contributes to retain employees in the organization. Likewise most of NGOs often face stiff competition for skilled professionals with the private and public sectors. Offering an attractive salary is one way to entice employees to stay in the NGO sector, where salaries may traditionally be lower than in other industries that is, a competitive salary is perceived as a tangible recognition of an employee's value and contributions to the organization. When employees feel adequately compensated, they are more likely to remain committed to the NGO's mission and goals (Kim, 2019).
In addition, attractive salary can alleviate financial stress and provide a sense of security, reducing the temptation to seek higher-paying positions elsewhere. This financial stability can enhance overall job satisfaction and loyalty.Thus, attractive salaries can attract and retain employees with specialized skills and expertise, which are often vital for NGOs to achieve their objectives. These professionals may be less inclined to leave if they are well-compensated for their unique qualifications, research suggests that salary satisfaction is a significant predictor of overall job satisfaction. 
When employees are content with their compensation, they tend to have higher job satisfaction levels, leading to lower turnover rates. It is worth noting that while competitive salaries are essential, they should be part of a broader retention strategy that includes opportunities for career growth, meaningful work, a positive organizational culture, and a supportive work environment (Kundu, 2016).
Impressive benefits play a crucial role in reducing employee turnover in NGOs. A comprehensive benefits package demonstrates an organization's commitment to its employees' well-being, which fosters a sense of loyalty and job satisfaction(López, 2016). Employees who feel valued and supported through benefits are more likely to remain with the organization. 
In addition to standard benefits like healthcare and retirement plans, NGOs often offer unique perks, such as opportunities for international travel and engagement with meaningful social causes. These exceptional benefits can be particularly appealing to individuals who are passionate about the NGO's mission, further strengthening their connection to the organization. Furthermore, impressive benefits can act as a competitive advantage in the job market, attracting top talent and deterring employees from seeking opportunities elsewhere. This competitive edge can be especially critical for NGOs, which often rely on a dedicated and skilled workforce to achieve their objectives. To enhance employee retention, NGOs should continually assess and update their benefits packages to align with the evolving needs and expectations of their staff. 
On bonuses, it is believed that when organization is implementing performance-based bonuses experience lower turnover rates compared to those that did not offer such incentives. This suggests that bonuses can act as a retention tool, particularly in the nonprofit sector where employee turnover can be a challenge due to limited resources and higher turnover costs. 
That is, competitive payment packages motivated employees to remain working in a given organization. Salaries as well as other benefits were a significant factor that motivated the employees to continue working in NGOs hence a strong positive relationship between salary and benefits and employee retention in these organizations. 
Furthermore, when employees receive bonuses for their outstanding performance, they feel recognized and rewarded for their hard work and dedication, bonuses can serve as a retention strategy by making employees less likely to consider leaving the organization. This is because bonuses not only provide additional financial compensation but also create a sense of job security and satisfaction. Employees who receive bonuses are more likely to view their work as valuable and are more inclined to stay with the organization, reducing turnover rates (Mariappanadar, 2018).
On annual leave allowances, the study found Ifakara Health Institute offer annual leave and leave allowances, hence demonstrates that an organization values work-life balance and employee well-being. Employees who have the opportunity to take paid time off are more likely to be satisfied with their jobs and less prone to burnout. This satisfaction can lead to increased loyalty and reduced turnover intentions(Matthews et al, 2018). Additionally, annual leave and allowances serve as important incentives for employees. Knowing that they can take time off without financial strain encourages employees to stay with the organization. Mahmood et al, (2019) found that organizations with generous leave policies tend to attract and retain top talent in a competitive job market. Furthermore, annual leave and leave allowances can contribute to employee engagement and productivity. Employees who take regular breaks tend to return to work rejuvenated.
On other allowances provided by Ifakara Health Institute, the study found various allowances are offered but the amount is small. When employees receive additional allowances, such as housing allowances, transportation allowances, or meal allowances, it can significantly increase their take-home pay. This not only improves their financial well-being but also makes them feel valued and appreciated by the organization. As a result, they may be more inclined to stay with the company, as they perceive it as offering competitive compensation.
Allowances can also address specific needs and challenges that employees face. For example, providing childcare allowances or flexible work schedule allowances can help employees balance their work and personal life, reducing the likelihood of turnover due to family-related stressors. In addition to these tangible benefits, the provision of allowances can also signal an organization's commitment to employee welfare. When employees see that their organization is willing to invest in their well-being and address their unique needs, they are more likely to feel a sense of loyalty and attachment to the company. This emotional connection can be a powerful driver of retention (Mendis, 2017).
4.5 
Influence of Work Environment on Employee Turnover at Ifakara Health Institute

Regarding the influence of work environment on employee turnover, the study revealed that there is high teamwork among institute staff as mean score is 4.08 which is above the neutral point, enough working tools with a mean of 4.21, fair treatments from supervisors had a mean of 3.89 and support from institute experts score a mean of 3.98. 
These finding imply that at Ifakara Health Institute there is high teamwork, enough working tools, fair treatments from supervisors and enough support institute experts. This is good because it helps to reduce employee turnover intention, this is because when employees feel like they are part of a cohesive team, they develop a strong sense of belonging and job satisfaction. This sense of belonging fosters a deeper commitment to the organization, reducing the likelihood of turnover. 
Moreover, teamwork often leads to a more positive and supportive work environment. Employees who work well together tend to experience lower levels of stress and burnout. The findings suggest that when employees feel supported by their colleagues, they are more likely to stay with the organization long-term, as they value the collaborative atmosphere.
Additionally, teamwork contributes to skill development and career growth. Othman (2017) emphasizes that in a collaborative team environment, employees often have opportunities to learn from their peers, share knowledge, and acquire new skills. This professional growth and development can make employees feel more invested in their roles, increasing their commitment to the organization and decreasing turnover.
Table 4.4: Work Environment and Employee Turnover

	Work Environment
	N
	Mean

	Team work among institute staff is high
	85
	4.08

	There is enough working tools in this organization
	85
	4.21

	There is fair treatment from supervisors
	85
	3.89

	I receive enough support from institute experts
	85
	3.98


Source: Field data (2023)
In addition, sufficient working tools at Ifakara Health Institute was revealed. Similar results were obtained by Osborne and Hammoud (2017) highlights that one of the primary ways sufficient working tools enhance employee retention is by enabling employees to perform their tasks efficiently and effectively. When employees can complete their work without unnecessary obstacles or delays, it reduces frustration and enhances overall job satisfaction. This, in turn, makes employees more likely to remain committed to their current roles and the organization as a whole. 
Moreover, having the right tools and resources empowers employees and gives them a sense of control over their work. The findings suggest that when employees feel they have the tools they need to excel, they are more likely to take ownership of their tasks and demonstrate autonomy. This sense of control can lead to increased job satisfaction and a reduced desire to seek employment else where. 
Furthermore, a lack of adequate tools can lead to stress and burnout among employees. Ndinya et al (2017) emphasizes that when employees are forced to work with insufficient resources, it often results in frustration and increased stress levels. This, in turn, can have a detrimental effect on their overall well-being and job satisfaction, ultimately increasing the likelihood of turnover.
Furthermore, fair treatment enhances employee retention is by fostering a positive work environment. When supervisors treat employees with fairness and respect, it creates a culture of trust and mutual respect within the organization. Employees who feel valued and respected by their supervisors are more likely to remain committed to their roles and the organization as a whole. 
In addition, fair treatment from supervisors has a direct impact on job performance and motivation. The findings notes that when employees feel they are treated fairly, they are more likely to be motivated to perform at their best. This motivation can lead to higher job performance, a sense of accomplishment, and increased job satisfaction, all of which contribute to employee retention. 
Furthermore, a lack of fair treatment from supervisors can result in stress and job dissatisfaction among employees. Popli and Rizvi (2017) emphasizes that when supervisors are perceived as unfair or inconsistent in their treatment, it can lead to frustration and increased stress levels. This, in turn, can have a detrimental effect on employees' overall well-being and their willingness to stay with the organization.
Lastly support from instate expert were found to be provided, and it is supported by other scholars such as Yalabiket al  (2017) who  found experts enhances employee retention by fostering a culture of learning and development. When employees have access to experts who can provide guidance, mentorship, and knowledge transfer, it encourages continuous growth and improvement. This commitment to professional development can lead to increased job satisfaction and a reduced desire to seek employment elsewhere. Moreover, support from institute experts can lead to a greater sense of belonging and camaraderie within an organization. The research suggests that when employees have access to knowledgeable experts who are willing to share their insights and expertise, it creates a sense of community and collaboration. 
This collaborative environment can contribute to increased job satisfaction and a stronger sense of commitment to the organization. Sufficient support from institute experts can play a pivotal role in mitigating employee turnover within non-governmental organizations (NGOs). Sutanto, (2016) underscores the significance of this factor. Expert guidance and mentorship not only enhance employees' professional development but also foster a sense of belonging and purpose within the organization. 
When institute experts actively engage with employees, offering mentorship, training, and constructive feedback, it creates a positive work environment that aligns with the organization's mission and values. This support bolsters employees' job satisfaction and commitment, which, in turn, reduces the likelihood of turnover. 
Additionally, employees are more likely to remain loyal to an organization that invests in their growth and values their contributions. The positive impact of institute expert support extends beyond retention, as it can lead to higher productivity, increased innovation, and a stronger overall organizational culture. Therefore, it is imperative for NGOs to recognize the importance of this support system and allocate resources accordingly to nurture a stable and motivated workforce.

4.6 
Multivariate Analysis

4.6.1 
Hypotheses Testing

In addition to the above findings a researcher intends to test hypotheses and  multiple linear regression analysis confirmed that the regression analysis output confirmed that there is a significant positive correlation between work environment and employee intention to leave the organization, as evidenced by the p-value of less than 0.05. 
Saunder, et al., (2014), recommend that the p-value should be equal to or less than 0.05 to be significant. The regression analysis output also confirmed that there is a positive but insignificant positive relationship between career opportunities (CO), and financial incentives on employees’ turnover (ET) as their p-values are 0.483 and 0.118 respectively as indicated in Table 4.7 belwo. These findings indicate that inadequate Work Environment, Career Opportunities, Financial Incentives enhance employee turnover and vice versa is true. However, enhancement of work environment has been found to have strong influence on retention.These imply that all the three alternative hypotheses developed were accepted.
4.6.2
Regression Analysis

The model summary Table 4.5 shows the strength of the relationship between the model and employee’s turnover. R, the multiple correlation coefficients is the linear correlation between the observed and model predicted values of the dependent variable (employees’ turnover). The Regression (R) square of 55.3% indicates that there is a good model fit since the R square is greater than 50%. This implies that the specified model places employees ‘turnover at 55.2%.
Table 4.5: Model Summary

	Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.590a
	.552
	.519
	1.25105

	a. Predictors: (Constant), Work Environment, Career Opportunities, Financial Incentives


Furthermore, the use of p value in the ANOVA output determined whether the differences between some of the means are statistically significant. P value has been used to measure the significance of observational data, after identification of an apparent relationship between two variables. Table 4.6 shows that p value of 0.05 which indicates that there is significant influence of work environment, Career Opportunities, Financial Incentives on Employees turnover. These findings indicate that inadequate work environment, Career Opportunities, Financial Incentives enhance employee turnover and vice versa is true.
Table 4.6: ANOVAa
	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	21.871
	3
	7.290
	4.658
	.005b

	
	Residual
	122.080
	78
	1.565
	
	

	
	Total
	143.951
	81
	
	
	

	a. Dependent Variable: Employee Turnover

	b. Predictors: (Constant), Work environment, Career Opportunities, Financial Incentives


In addition, the regression analysis output confirmed that there is a significant positive correlation between work environment and employee intention to leave the organization, as evidenced by the p-value of less than 0.05. Saunder, et al., (2014), recommend that the p-value should be equal to or less than 0.05 to be significant. The regression analysis output confirmed that there is a positive but insignificant positive relationship between career opportunities (CO), and financial incentives on employees’ turnover (ET) as their p-values are 0.483 and 0.118 respectively. These findings indicate that inadequate work environment, Career Opportunities, Financial Incentives enhance employee turnover and vice versa is true. However, enhancement of work environment has been found to have strong influence on retention.
Table 4.7: Coefficientsa
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	3.198
	.909
	
	3.520
	.001

	
	CO
	.029
	.041
	.071
	.705
	.483

	
	FINs
	.084
	.053
	.180
	1.578
	.118

	
	WE
	.168
	.059
	.336
	2.850
	.005

	a. Dependent Variable: ET


CHAPTER FIVE
SUMMARY, CONCLUSION AND RECOMMENDATIONS

5.1 
Overview 
The chapter specifically concentrated on conclusion and recommendation drawn from the study effect of retention strategies on employee turnover at Ifakara Health Institute. Conclusion were basically on the effect of available career opportunities on employee turnover at Ifakara Health Institute. the effect of financial incentives on employee turnover at Ifakara Health Institute. the influence of work environment on employee turnover at Ifakara Health Institute. The chapter winds up with recommendations for as well as areas for further studies.
5.2 
Summary of the Study
This study assessed the effect of retention strategies on employee turnover in Ifakara Health Institure. Specifically, the study examined the effects of three retention strategies namely; career opportunities, financial incentives and work environment on employee turnover in Ifakara Health Institute.  The target population for the study was 568 employees of the Ifakara Heath Institute, from whom a sample of 85 respondents was drawn. The study employed a quantitative research approach with an explanatory cross-sectional design. 
Data were collected using a questionnaire and analyzed using descriptive statistics namely frequencies and percentages and inferential statistics, particularly multiple linear regression. shows that p value of 0.05 which indicates that there is significant influence of work environment on Employees turnover.  The study also found insignificant relationship between Career Opportunities and Financial Incentives on Employee Turnover. These findings indicate that inadequate work environment, Career Opportunities, Financial Incentives enhance employee turnover and vice versa is true.
5.3 
Conclusion
5.3.1 
Effects of Available Career Opportunities on Employees Turnover

Regarding the effects of available career opportunities on employee turnover, the study concludes that at Ifakara Health Institute there is clear promotion policies, career pathways, availability of good training policy, and employee development, and provision sponsorships for staff members who go for further studies which enhance employee retention and reduce their turnover. It is a fact that promotion opportunities motivate employees by appealing to their sense of ambition. This affects workers whose career anchors include the desire for autonomy, independence, authority and managerial competence.
5.3.2 
Effects of Financial Incentives on Employee Turnover

On the effect of financial incentives on employees’ turnover at Ifakara Health Institute, the study concludes that the institute do not offer attractive salary that at Ifakara Health Institute, majority of employees are not happy with salary and benefits offered as they are not attractive to them. But admitted that for good performers at least bonuses, annual leave allowances are given to them. 
5.3.3 Influence of Work Environment on Employee Turnover

Regarding the influence of work environment on employee turnover, the study concludes that at Ifakara Health Institute there is high teamwork among institute staff, enough working tools, fair treatments from supervisors and support from institute experts. This is good because it helps to reduce employee turnover intention, this is because when employees feel like they are part of a cohesive team, they develop a strong sense of belonging and job satisfaction. This sense of belonging fosters a deeper commitment to the organization, reducing the likelihood of turnover.
5.4 
Recommendations

5.4.1 
Recommendations on Career Opportunities

Regarding the effects of career opportunities on employee turnover, the study recommends Ifakara Health Institute to enhance clear promotion, staff development policies which promote a clear career path to their employees. Also, the training budget should be increased as it has been revealed that training equips employees with knowledge and skills for them to perform well.
5.4.2 
Recommendations on Financial Incentives on Employee Turnover

On the effects of financial incentives on employee turnover, the study recommends salary review as the cost of living keeps increasing and employees seem not to be satisfied with salary. Furthermore, review of bonuses and benefits, hence the study recommends enough budgets to be set by Ifakara Health Institute so as to promote employees and reduce turnover rate.
5.4.3 
Recommendations on the effects of Work Environment on Employee Turnover
Furthermore, on the effect of the work environment on employee retention, the study recommends management to ensure fair treatments in terms of compensations, disciplinary issues, training and promotion opportunities, this is due to the fact that they contribute to retention if they are available or turnover in case are not offered. Furthermore, the study recommends management of the Ifakara Health Institute to provide enough working tools, and other support to their employees as these were reported to influence employees’ retention.
5.5 
Limitations and Areas for Further Studies

The researcher experienced a number of limitations to include; respondents were preoccupied with other responsibilities during the data collection phase thus, the researcher had to reschedule appointments severally to accrue data. Also, the study was limited to only three predictors of employee’s turnover to include; promotion opportunities, work environment and financial incentives other drivers were beyond the scope of this study. Moreover, the time assigned for the completion of this research project was limited thus; the researcher was compelled to improvise by working on weekends. Furthermore, this study was cross sectional study, hence future study could be longitudinal and conducted in other sectors as the limit of the study was in health institution.
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APPENDICES

Appendix I: Questionnaire
I am Esther Giteta, a student at the Open University of Tanzania, as part of the fulfilment of this study, I am conducting research titled: Effects of Retention Strategies on Employees’ Turnover in Non-Governmental Organizations in Tanzania. Acase of Ifakara Health Institute. Therefore, these questionnaires are intended to collect information about the subject matter. Information being gathered will be confidential and used solely for academic purposes and not otherwise. Please respond correctly to enable the researcher to attain the intended objectives. If you have any questions about the research or any information and data concerning my research, do not hesitate to contact the researcher through her mobile phone, 
SECTION A: RESPONDENTS DEMOGRAPHIC CHARACTERISTICS
	1) Which is your sex   

( Male                             ( Female

	2) Which of the following categories describes your age in years?    

(20 – 24      (25 – 29     (30 – 34       (35 – 39       (40 – 44      (45 – 49       (50 +

	3) What is your marital status? 

( Single     (Married      (Divorce (Separated

	4) What is education level you pursue in this college? (Certificate       (Diploma     (Bachelor degree (Masters Degree    

	5) For how long have

(0 – 5 years     (6 – 10 years     (11 – 15 years       ( Above 15 years


SECTIONB: CAREER OPPORTUNITIES

This section seeks to examineeffects of career opportunities on employee turnover.Readeverystatementcarefullyandindicateyourlevelofagreementordisagreementtoeach.Forconvenience,fivenumericalanswersaregiven besides each statement to include; (1) Strongly Disagree (2) Disagree (3) Neither Agree norDisagree (4) Agree and (5) Strongly Agree. Encircle the serial number of the answer which ismost suitable in your opinion. There is no right or wrong statement. Your answer to eachstatementisnecessary

	
	Statement 
	SD
	D
	N
	A
	SA

	CO1
	Our promotion policies are clear and detailed
	1
	2
	3
	4
	5

	CO2
	There is clear Career pathways in this Organization
	1
	2
	3
	4
	5

	CO3
	There is clear employee development policy
	1
	2
	3
	4
	5

	CO4
	Training policy encourage employees to develop themselves
	1
	2
	3
	4
	5

	C05
	Employer provides sponsorships for staff who go for further studies
	1
	2
	3
	4
	5


SECTION C: FINANCIAL INCENTIVES

This section seeks to examine the effect of financial incentives on employee turnover. Read every statement carefully and indicate your level of agreement or disagreement to each. For convenience, five numerical answers are given besides each statement to include; (1) Strongly Disagree (2) Disagree (3) Neither Agree nor Disagree (4) agree and (5) strongly agree. Encircle the serial number of the answer which is most suitable in your opinion. There is no right or wrong statement. Your answer to each statement is necessary.

	
	Statement 
	SD
	D
	N
	A
	SA

	FI1
	Ifakara Health Institute offers attractive salary
	1
	2
	3
	4
	5

	FI2
	Benefits offered in this institute are very impressive
	1
	2
	3
	4
	5

	FI3
	Bonus is given for good performers
	1
	2
	3
	4
	5

	FI4
	The annual leave is accompanied by leave allowances
	1
	2
	3
	4
	5

	FI5
	Various allowances are given by employers
	1
	2
	3
	4
	5


SECTION D: WORK ENVIRONMENT

This section seeks to determine the effect of the work environment on employee turnover. Read every statement carefully and indicate your level of agreement or disagreement to each. For convenience, five numerical answers are given besides each statement to include; (1) Strongly Disagree (2) Disagree (3) Neither Agree nor Disagree (4) agree and (5) strongly agree. Encircle the serial number of the answer which is most suitable in your opinion. There is no right or wrong statement. Your answer to each statement is necessary

	
	Statement 
	SD
	D
	N
	A
	SA

	WE1
	Teamwork among institute staff is high
	1
	2
	3
	4
	5

	WE2
	There is enough working tools in this organization
	1
	2
	3
	4
	5

	WE3
	There is fair treatments from supervisors
	1
	2
	3
	4
	5

	WE4
	I receive enough support from institute experts
	1
	2
	3
	4
	5


SECTION E: EMPLOYEES TURNOVER

Read every statement carefully and indicate your level of agreement or disagreement to each. For convenience, five numerical answers are given besides each statement to include; (1) Strongly Disagree (2) Disagree (3) Neither Agree nor Disagree (4) Agree and (5) Strongly Agree. Encircle the serial number of the answer which is most suitable in your opinion. There is no right or wrong statement. Your answer to each statement is necessary

	
	Statement 
	SD
	D
	N
	A
	SA

	ER1
	I never miss job without genuine reason
	1
	2
	3
	4
	5

	ER2
	I don’t intend to leave this institution
	1
	2
	3
	4
	5


Appendix II: Activity Schedule

	MONTH
	OCTOBER TO MARCH 2023
	APRIL TO MAY  2023
	JUNE TO SEPTEMBER 2023

	S/n
	Activity
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	1
	Preparation of Research Proposal
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	2
	Literature review
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	3
	Data collection
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	4
	Data analysis
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	5
	Supervisor consultation
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	6
	Preparation of final report and submission
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	7
	Defending the paper
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	


Appendix III: Research Budget

The following is the minimum cost estimation the researcher expecting to incur from the preparation of the final report.

	No
	Description
	Amount

	1
	Research proposal printing costs
	100,000.00

	2
	Literature costs (bundle, books searching, documentary review)
	150,000.00

	3
	Data collection costs
	300,000.00

	4
	Data analysis and report writing (material searching for discussion, airtime).
	150,000.00

	5
	Final thesis printing costs (6 copies)
	600,000.00

	6
	Communication cost
	50,000.00

	
	Total (B)
	1,350,000.00
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research.

3. To facilitate and to simplify research process therefore, the act empowers the Vice
Chancellor of the Open University of Tanzania to issue research clearance, on behalf of
the Government of Tanzania and Tanzania Commission for Science and Technology, to

both its staff and students who are doing research in Tanzania. With this brief
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Appendix V: Matrix

THESIS COMMENTS AND ACTION TAKEN MATRIX

	S/N
	COMMENTS
	ACTION TAKEN
	SECTION/
PAGE No.

	1
	Presentation (Preliminaries, Formatting, Figure, and Tables

-Avoid using the apostrophe in title.

-Keywords should be directly extracted from the title itself, without resorting to external sources. Therefore, the candidate must adjust the keywords accordingly

-Add the letter ‘s’ to ‘acknowledgment’ to read as ‘acknowledgments’ as candidates usually acknowledge multiple individuals. 

-Please ensure the correct usage of capital letters throughout the document. Refer to the abstract for guidance

-Please ensure the proper use of change cases, whether you use the sentence case or capital case for the entire document

-Add missing terms to the list of abbreviations, including, WAMATA, SPSS, PLS, etc. Ensure they are arranged in alphabetical order.

-The introduction Section should be included only in the first chapter; in subsequent chapters, the candidate should use the term “overview”. Refer to Chapter Five. 
	-Apostrophe in title has been removed

-Keywords have been extracted from the title

-The letter ‘s’ has been added to ‘acknowledgment’ 

-

-Abbreviations have been added and arranged in alphabetical order.

-The term ‘overview’ has been used as advised 
	

	2
	Chapter One: Introduction

-The background should be presented in a cone-shaped structure, telling the story of the subject manner from a global picture to a specific area of the study. This picture is missing.

-How did you come up with the hypothesis in this section?
	-The background has been presented in cone-shaped structure
	

	3
	Chapter Two: Literature Review

-Ensure that you define all terms used in the document, with particular attention to those introduced in the conceptual framework.

-The inclusion of two theories in this study raises the question of why specifically the two theories were chosen.

-Among two theories presented, it is unclear which one serves as the foundation of the study.

-The presentation of the research gap should have followed the operationalization of variables.

-The missing part from the conceptual framework is the development of variables, which could provide valuable information. It is important to understand the origins of the different dimensions presented in the framework and how other studies explain those dimensions.
	-All terms introduced in the conceptual framework are defined.

-The reasons for choosing two included theories are provided.

-Clarity has been provided for the Social Mobility theory being the foundation of the study.

-Explanation of the research gap have followed the operationalization of variables

-Development of variables has been explained in the first part of conceptual framework.
	

	4
	Chapter Three: Research Methodology

-The chosen methodology is relevant to this study. However,

· Clarify whether the questionnaires used are closed or open-ended, and provide the reasoning.

· Could you provide an explanation for the meaning of the error term in section 3.8.2? 
	-The type of questionnaire used has been explained

An explanation for the error term has been provided. 
	

	5
	Chapter Four: Findings and discussion

-The findings of the research have focused on data collected from the chosen and corresponding to all study objectives. Detailed explanations have been provided for each part. However,

· The discussion of the findings from section 4.3 to 4.5 is notably weak, predominantly relying on means to present the results. 

· Consider incorporating relevant new literature to strengthen the discussion.
	-The discussion from section 4.3 to 4.5 has been improved

-Literature has been incorporated in the discussion 
	

	6
	Chapter Five: Summary of Findings, Conclusion and Recommendations

-The discussion leading to conclusions and recommendations is partially guided by the research questions and generally aligns with the research objectives. Consequently, the candidate has formulated logical recommendations that are firmly grounded in the study’s findings
	· The recommendation part has been improved
	

	7
	References

-Ensure that all references listed in the reference section are cited in the main body of the document, and conversely, all citations in the document have corresponding in the list.

-Specify the referencing style used in the list. Currently, it is unclear whether the referencing style follows APA style, or the Chicago Manual of Style. Please provide clear information regarding the specific referencing style employed in the document.


	-Reference list is checked and the referencing style is APA
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