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ABSTRACT
The aim of the study was to assess the factors influencing employee retention in construction sector in Tanzania. Specific objectives of the study were to assess the relationship between working conditions, compensation, career growth opportunities recognition and employees’ retention. Maslow’s Hierarch of Human Needs were discussed and tested through the pyramid of five needs which are physiological needs, safety needs such as job security, love and belonging needs, esteem, and self-actualization. Only the quantitative research method was used and a structured questionnaire was used as a tool for data collection. The study was conducted by sending 162 questionnaires to the employees of Estim Construction Company Limited. There were 124 collected from respondents out of a 162 employees.  The collected data were analyzed quantitatively using SPSS computer software version 26. This study involved the use of linear regression analysis. The results driven from the research showed that four independent variables including working conditions, compensation, career growth opportunities and recognition, have a significant positive relationship with employee retention. Thus provision of better working conditions, career growth opportunities, better compensation, and recognition to employees can be used as strategies to retain employees’ in organizations’ and hence obtain better performance of an organization. The study recommends that management of organisations should promote training and development of employees to improve career growth opportunities. To improve compensation and recognition should provide bonuses, profit sharing and merit to employee’s performance. Also researcher recommends to further study to be carried out in other area apart from construction industry and Estim Construction Company Limited. 
Key words: Employee retention, Career growth, Compensation and Working condition 
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CHAPTER ONE
INTRODUCTION
1.1
Chapter Overview
This chapter consists of background to the research problem, statement of the problem, research objectives, research hypothesis, significance of the study, scope of the study, as well as organization of the study. The research aim was to assess factors influencing employee retention in the construction sector of Tanzania, a case study of Estim Construction Company Limited.

1.2
Background of the Research Problem
There is an increase in competitive market and presence of tight skilled workforce has led to necessity of retaining handful employees in recent years as (Imam et al., 2018). Choy and Kamoche (2020) identified employees’ retention as one of the most critical challenges of immediate future since the cost of hiring new employees’ is different and it is includes a wide variety of expenses such as advertisements, recruiter’s salaries and reimbursements of candidates’ expenses. Therefore the company also incurs the various star-up costs of replacing an employee such as administrative expenses and training. 
Thus, it is necessary for employers to retain talented employees’ not because of the costs incurred on them but also because of the required output they give to the organization (Xuecheng et al., 2022). A talented employee will never fall shortage of the opportunities; thus an organization develops a strategic approach to ensure talented employee does not leave. Employee retention is a methodical endeavour to create and promote an environment of policies and practices addressing the diverse employee needs thereby encouraging them to willingly remain committed to such an organization (Imam et al., 2018).
According to Rashmi (2016), the construction sector in Tanzania has encountered fundamental changes over decade, which was caused by an existence of competitive environment among increased constructions institutions. The competitive environment was partially contributed in 1980’s when Tanzania faced an emergence of economic liberalization. The impact of economic liberty led to a rapid increase in number of construction institutions, and industries this created a competitive business environment among construction sectors (Rashmi, 2016). 
Rashmi (2016) explained that in a competitive environment, survival of an organization becomes very tough because there is an increase in poaching of employees’ and hence it is highly essential for organizations to ensure they use strategic policies in retaining committed and talented employees. Due to these situations, it is important to acknowledge benefits and importance of employee retention in preventing employee turnover, as Kahiro (2015) argued that employee turnover costs an organization. 
Furthermore, other researchers such as Hanai and Pallangyo (2020) argued that working conditions, compensation and career growth opportunities tend to be the key factors in retaining talented and proficient employee’s but compensation plays the most important attribute due to its important contribution in retaining employees.
This study was guided by theory of Maslow’s Hierarchy of Human Needs to explain the powerful relationship between factor influencing employee retention and employees’ retention. The five variables from Maslow hierarchy of needs which are physiological needs, safety, love and belonging, esteem, and self-actualization was tested in relation with working condition compensation, career growth and recognition as existing factors influencing employee retention. This is helpful in determining the factors that appear to influence the employee retention, and included not only the factors investigated by previous studies and derived from prevailing Maslow’s hierarchy of human need theory, but also other existing factors which influencing organization employee retention, Tanzania.
1.3 
Statement of the Research Problem
Talented and good employees are an asset of an organization, retaining talented employees’ is highly for the long term growth as well as success of the turnover (Banuari, et al., 2021).  Despite the importance of employee retention, we know little of the cluster benefits of compensation, career growth opportunities, working conditions and recognition on retaining employees’ in the construction companies (Xuecheng et al., 2022).   
There are several studies that were conducted in respect to employee retention. Pallangyo and Hanai (2020), studied the influence of training and development on employee retention with empirical evidence from Banking Industry of Tanzania, they studied the contribution of compensation in the employee retention of the banking institutions in Dar es Salaam, Tanzania. Also Yousuf and Siddqui (2019) explained that working environment which influences mostly the employee retention that can help the organisation to achieve in the local and global competitive market. Manjoo et al., (2020) indicated that ineffective career pathing processes are highly likely to influence an employee’s decision to seek alternate work opportunities and therefore, for organisations to arrest the outflow of employees and maintain them, it is important that managers devise strategies which are geared towards promoting career pathing practice.
These studies have shown that the researchers have paid particular attention on the clustered factors which were compensation, working conditions, career growth opportunities, and recognition each researcher have paid attention on financial industry pointed out individual factor to be the only influence in retaining employees, while the problem is still exist also in construction industry there for this study is going to assess the factor influence employee retention in a part of construction sector in Tanzania. 
1.4 
Objectives of the Study

1.4.1 
General Objectives

The general objective of this study was to assess the factors influencing employee retention in construction sector in Tanzania, case study being the Estim Construction Company Limited.
1.4.2 
Specific Objectives
(i) To assess relationship between working conditions and employees’ retention.
(ii) To assess the relationship between compensation and employees’ retention.
(iii) To assess the relationship between career growth opportunities and employees’ retention.
(iv) To assess the relationship between recognition and employees’ retention
1.5
Research Hypothesis
This study guided by the following hypothesis.
(i) There is positive relationship between working conditions and employees’ retention.
(ii) There is positive relationship between compensation and employees’ retention.
(iii) There is positive relationship between career growth opportunities employees’ retention.
(iv) There is positive relationship between recognition and employee’ retention
1.6 
Significance of the Study
This research provides useful information to the whole Tanzania population in different kind of levels from academics level, government level and the citizens. The research is helpful to the government in providing enough information about the current situation on employee’s retention also the factors, which causes the loss of employee in an organisation. And also helps in maintaining good employee.
This research is useful to students and other scholars for the gaining knowledge about human resource sector in construction industries and factors influencing employee retention in construction sector as they play a big part to the organisations performance and reduce costs of recruitment.
1.7
The Scope of Study
The research covered Kinondoni District, which is within Dar es Salaam region, one of the regions of Tanzania Mainland, where Estim Construction Company ltd is the organisation, which was involved for target population of the study. This research was assessing the factors influencing employee retention in construction sector in Tanzania. The selection of Estim Construction Company in Kinondoni District to be conducted was because there are employees worked at Estim Construction Company, the collection of data was accessible and availability of the intended population was easily attained and reached due to familiarity of the location. This was generated due to the limited time on working field as compared to as a student due time of the completion of the field work. Therefore Estim Construction Company was a particular place in which the study was accomplished.
1.7
Organisation of the Research
This study organized into five chapters, the first chapter covers the background of the study; problem statement, research objective, research questions, significance of the study, and scope of the study.
The second chapter presents review of different literatures such as books, articles and journals that are in line with the objectives of the study based on theoretical and empirical literature reviews, also in chapter two also include conceptual and theoretical framework.
The third chapter introduces the research methodology that will be used to carry out this study. This section describes the research design, area of study, population, sampling design and sample size, method of data collection reliability and validity of data, data analysis and expected research findings.
The fourth chapter presents the analysis, results and the discussion of the findings. This chapter focus on addressing the general and specific objectives of the research as the data collected from respondents and summarized and presented accordingly. And, the fifth chapter presents a conclusion for this study from the findings and it also gives recommendations based on the results.
CHAPTER TWO
LITERATURE REVIEW
2.1 
Chapter Overview 
This chapter presents review of different literatures such as books, articles and journals that are in line with the objectives of the study based on theoretical and empirical literature reviews, also in this chapter include conceptual and theoretical framework.
2.2
Conceptual Definitions
2.2.1 
Employee Retention
An organization has to employ tactics, which ensures an employee stays for a longer period of time in a workplace (Wisker & Kwiatek 2019). As Wisker and Kwiatek (2019), defines employees’ retention as an ability to hold onto those employees’ an organization wants to keep, for longer than their competitors. This study adopts the definition of Wisker and Kwiatek (2019) as it points out directly what the study is aiming at developing its findings. With organization ensuring employees’ remain in the organization it increases competitive advantage for the organization, since retained employees’ tend to deliver growth and development of an organization.
2.2.2 
Working Conditions
According to Idris (2014), working condition are overall work environment physical social and psychological features at work place. As Idris (2014), argued that conducive and flexible working conditions enables an employee to improve their knowledge and bring new innovative ideas which can be helpful for an organization. This study adopts the definition of Idris, (2014) because conducive working conditions increases employees’ productivity and prevents stressful atmosphere for employees’ which is helpful in influencing employees’ decision to stay a longer period time in a workplace.  
2.2.3 
Compensation
The pay refers to an agreed-upon and regular compensation for employment that may be paid in any mode but, in common practice, is paid on monthly basis, whereas from organizational perspective it can be stated that salary, allowances, bonus and commission etc. accumulate and forms direct benefits where as insurance, pension plans and vacations etc. accumulate and forms indirect benefits (Khatun et al., 2023). In the context of this study compensation referred to all payments and made to an employee after doing a certain job or task.
2.2.4 
Career Growth Opportunities
Career development is vital for both the employees’ and employers Khatun et al., (2023). To gain and maintain competitive advantage, organizations required talented and productive employees’ and these employees’ need career developments to enhance and cultivate their competencies. 
This study adopts Khatun et al., (2023) definition because talented and skillful employees are always keen in observing improvement and development of their career path in an organization. Thus this study aims at showing the importance of career growth opportunities as a factor influencing employee’s’ retention.
2.3 
Theoretical Literature Review
This study will be guided by theory of Maslow’s Hierarchy of Human Needs because there’s powerful relationship between this theory and employees’ retention.
2.3.1 
Maslow’s Hierarchy of Human Needs Theory
This theory was postulated by Abraham Maslow (1943) who defined hierarchy of needs as motivational theory. Maslow's hierarchy of needs theory states that five categories of human needs dictate an individual's behavior. Those needs are physiological needs, safety needs, love and belonging needs, esteem needs, and self-actualization needs. This theory constitutes of five tier human needs, which are depicted in levels of psychology starting from the lowest to the highest form of human needs. These five tier of human needs that include physiological needs, safety needs, love and belongingness needs, esteem needs and self-actualization.
Physiological needs are biological needs for human survival such as shelter, air, food and clothing. Employees’ seek for jobs that provide their basic requirements for survival. Thus when employees’ feel dissatisfied then other needs cannot arise for them to be met. 
Safety needs involve a desire of freedom from physical, financial and emotional harm as well as freedom from fear of loss of employment, property and shelter. These needs relate to employees’ who seek assurance for safety needs to be fulfilled in their work place.
Love and belongingness needs refer to the feeling of belonging. This relates to employees’ because they require a need to feel accepted by others, an organization has to set these needs because employees’ are highly motivated when there is presence of good and positive interpersonal relationships with their colleagues and employers, also a need to participate in a team work.
Esteem needs involve a desire for achievement, reputation and respect from others. These needs indicate how employees’ required to be offered promotions to a higher managerial position and amass a sense of control and recognition within an organization. 
Self-actualization needs refer to the awareness of a person’s potential, these needs involve a desire to become the most that one is capable to become. Employees’ prefer a work place that allows their opportunities to succeed as well as their career development grows. 
Organizations use this theory as an incentive in retain employees’ because when preceding needs are fulfilled, employees’ become highly motivated to be productive. However, Maslow’s theory failed to recognize that even though employers employ this hierarchy motivational five tier human needs still doesn't fully guarantee to prevent employee’s’ turnover in an organization, and it fails to acknowledge that humans come from different cultural and social backgrounds and that people can be motivated by intrinsic rewards and needs achievement cannot be measured empirically, there for this study tested the relationship between theory variables which are working conditions, compensation and career growth opportunity toward influencing employee retention.
2.4 
Empirical Literature Review
This study explains the some empirical studies of factors influencing employee retention in organizations worldwide, in Africa and in Tanzania.
2.4.1 
Empirical Literature Review Worldwide
According to Rijal (2022), on the study of factors influencing employee retention in
the Nepalese hotel industry, the study aims to identify the major factors that are the determinants of staff retention specifically on hotel sector researcher has used exploratory research by comprehending different factors that influencing staff retention and were assessed through the review of various lead literature articles, related published research reports, policy guidelines, institutional best practices in the global area and conceptual perspectives available in other sources. 
The study was conducted qualitatively by using face-to-face interview on the 42 hotelier out of 50 that constituted the sample size. Data was analysed qualitatively by referring to the reviewed literature and articles related to the subject. The overall findings of the study shows that the factors including the quality of leadership, availability of training, motivation level, autonomy at the job, involvement at work, performance management, organizational support, work-life balance, level of involvement in decision making, career growth opportunities, and development opportunities, organizational culture, trade union, valuable inputs and constructive feedbacks, and employer agreements, staff recruited from employment agencies and compensation package serve instrumental in the retention of employees .
According to Yousuf and Siddqui (2019), who conducted a study of factors influencing employee retention, at Karachi in Sindh, Pakistan based on a comparative study and banking industry they used 120 questionnaires which were distributed to the respective officials in IT companies and banks. The software used to analyse data were SPSS and to find the relationship between employee retention and these three factors. 
The study explains that some variables such as training, development, performance appraisal, and work environment are largely affect the rate of employee retention. Results indicated that in banking sector training and development has more influence on employee retention rate. The study come with the conclusion that academicians should introduce the separate course of employee retention or retention management for the students of HR major as this area is gaining attention of not only researchers, but also of corporate world practitioners because there are several facture such as working environment which influence mostly the employee retention who can help the organisation to achieve in the local and global competitive market. 
Choy and Kamoche (2020), investigated that there are several key factors that influencing employee turnover include high customer contact, office location, working environment, anti-social working hours, supervisor and co-worker relations, career prospect and remuneration. They conducted a research on Identifying stabilizing and destabilizing factors of job change: a qualitative study of employee retention in the Hong Kong travel agency industry. 
They used integrated model and using data from 32 interviews with 16 manager employee dyads. The findings categorized stabilizing and destabilizing factors of job change into four themes such as industry factors, personal factors, job nature, and organizational factors.
2.4.2 Empirical Literature Review in Africa
According to Manjoo et al., (2020), who conducted a study of the influence of career pathing practice on employee retention: evidence from a leading organisation in South Africa. The study used a quantitative research approach and analysed data into correlation research design between variables. The study used closed ended questionnaires using codes 5 point liked scale that was sent to the sample (234) identified from the target population of 586 call centre staff of the selected organisation situated in Durban and Port Elizabeth in South Africa. They both descriptive and inferential statistics were used to analyse the data collected. Linear regression analysis was used to test the hypothesis. 
The main finding of this study indicated that career pathing practice has significant impact on employee retention. The findings also indicated that ineffective career pathing processes are highly likely to influence an employee’s decision to seek alternate work opportunities. Therefore, for organisations to arrest the outflow of employees and maintain them, it is important that managers devise strategies, which are geared towards promoting career pathing practice.
According to Sishuwa and Phiri (2020) on a study of factors influencing employee retention in the transport and logistics industry, in Lusaka, Zambia, the study based on a causal model and recommend possible solutions that could lead to improvements in employee retention. The study were used a mixed methods approach which include both quantitative and qualitative methods. The computed sample was171 out of all population but only 144 respondents participated successfully in the study. The quantitative data were analysed using the statistical Package for Social Sciences (SPSS). The findings established that retention was affected by workplace structures, job satisfaction, and organizational commitment but individual characteristics do not have a significant influence on employee retention. There for from the findings, it was recommended that strategies aimed at improving the workplace structures, job satisfaction including compensations and organizational commitment be implemented to promote job security and career development, which were indicated as some of the main factors influencing employee retention.
2.4.3
Emperical Literature review in Tanzania
Pallangyo and Hanai (2020) studied the influence of training and development on employees’ retention: Empirical evidence from banking industry in Tanzania. This study used probability theory but specifically simple random sampling and stratified random sampling techniques. In addition, the quantitative data was analysed by the binary logistic regression analysis. This study reveals that employee retention is notably influenced by training and development in the financial institutions. The authors of this recommends that career planning and advancements acts as attributes of retention policies which are supposed to be valued by the employers in ensuring employees are satisfied. 
Lastly, Mwita and Tefurukwa (2018) studied the influence of leadership on employee retention in Tanzania commercial banks. This study used questionnaires to collect data and linear regression to analyse the collected data whether there is relationship between leadership and employees’ retention. This study shows that there is correlation between leadership and employees’ retention in the commercial banks, Tanzania. The study recommends that bank managers and supervisors should be provided with training into developing leadership skills, which are essential in handling and leading employees. Moreover, this study requires the bank managers and supervisors to allow and accept different suggestions and criticisms concerning leadership styles from employee’s’ in-order to make rectifications required which will influence employees’ to remain in an organization.
2.5 
Research Gap
Therefore from the above empirical investigations worldwide, in Africa and in Tanzania more and more attention has been paid to other sectors such as financial, education and business sectors while less attention has been given to construction sector. 
There are factors influencing employee retention, where in different region in Tanzania construction companies still lose their potential employee, in perspective of Kinondoni Municipality where other authors did not explain, and for those that have taken place in Tanzania such as Hanai and Pallangyo (2020) and Mwita and Tefurukwa (2018), have all paid attention to the financial sector. Also from the weakness of Maslow theory this study was assessing other factors such as working condition, compensation, career growth and recognition in influence of employee retention.  
2.6 
Conceptual Framework
The study conceptual framework from indicates that working conditions, compensation, career growth opportunities and recognition are independent variables and employees’ retention is a dependent variable. 
Independent variables                                                                Dependent variable     




Figure 2.1: Conceptual Framework on the Factors Influencing Employee Retention
Source: Researcher, (2023)
CHAPTER THREE
METHODOLOGY
3.1 
Chapter Overview
This chapter introduces the research methodology that was used to carry out this study. This section describes the research design, area of study, population, sampling design and sample size, method of data collection reliability and validity of data, data analysis and expected research findings.
3.2 
Research Philosophy

A research philosophy is a set of basic beliefs that guide the design and execution of a research study, and different research philosophies offer different ways of understanding scientific research (Saunders et al., 2019). A positivist research philosophy applied to this study because this study explore to the factor influencing individual investor decision making which are already out there related to the theory instead of building up the theory. 
As Saunders et al., (2019) explained that using Positivist research philosophy to generate a research strategy to collect data you are likely to use existing theory to develop hypotheses. These hypotheses will be tested and confirmed, in whole or part, or refuted, leading to the further development of theory, which then may be tested by further research.
3.3 
Research Approach

In this study the researcher applied only quantitative research approach to get correct and understanding answers. As Kothari (2019) explain that quantitative approach will be used to explain relationship between variables also to quantify data into numerical value for measurements. There for research used qualitative approach to explain and explore the employees needs characteristics related to the study and for deep information about the study. Quantitative approach used to explain relationship between variables also to quantify data into numerical value for measurements.   
3.4 
Research Design
Research design is a general plan or blue print of the study, which enables a researcher on how to answer research questions so as to achieve the objective of the study (Saunders et al., 2012). This is the master plan, which was used to clarify the methods required to arrive at the needed information. This study used the explanatory research design, which is quantitative approach to explain the relationship between variables. 
The reason for using this design is that, it see the sights of the prevailing status of two or more variables at a particular time. Explanatory research design helped to explain causal relationship between variable and also answer the question of ‘why’. In descriptive studies, case study was used as the research design techniques.
3.5 
Area of Study
The study conducted at Estim Construction Company, Kinondoni-Dar es Salaam region, in Tanzania. This area of study is purposefully selected because Estim Construction Company is widely known as the leading largest construction company in East Africa. Estim Construction Company Ltd become an ideal to study employee retention because it employs a large number of employees’ compared to other companies. Therefore, this institution had useful input to the study. 
3.6 
Population of the Study
Cohen et al. (2007) defined population as a large group of individuals with shared traits from which the study sample is selected. The population of this study involved a total number of 289 employees of Estim Construction Company located at Dar es Salaam head quarter Mikocheni B (ESTIM, 2022).
3.7 
Sample and Sampling Technique 
3.7.1 
Sampling Technique
The selection of the sample size involved the use of probabilistic sampling technique. The technique, which used in this study is simple random sampling. This sample selected basing on simple random sampling procedures so as to ensure fair representation and generalization of findings to the general population. This technique acts as a true representative of the true population since sample selected random form the targeted population without considering any biasness. 
3.7.2 
Sample Size
Hair et al. (2015) defined sample size as the quantity of members in the examination study represents the whole population. The study used a sample size of 162 based employees of Estim Construction Company ltd out of 260 total populations of employees at Estim Construction Company limited. 
This study used Krejcie and Morgan (1970), table for determining the sample size. The study sample size was determined by the use of Krejcie and Morgan’s table attached on appendix ii, thus the researcher did not need to employ the formula to derive the sample size of 162. Therefore the sample size of this study was 162.
3.8 
Method of Data Collection
This study involved collection and analysis of primary for all four variables working condition, compensations, career growth opportunities and recognition also secondary data for all variables as discussed in empirical literature review where by other scholar found about working conditions, compensations, career growth opportunities and recognition in influencing employee retention in relation to the results obtained primarily from the field. Peersman (2014), defined data collection as the way of picking information from various sources which included both primary and secondary data depending on the nature of the study needed by an individual for the particular study.
3.8.1 
Primary Data
This method involved as a direct collection of data from the field. As (Kumar, 2005), explained that primary data are data which are collected for the first time. In this study structured questions prepared and provided to the needed respondents who work at Estim Construction Company Limited. This method significantly provided to a researcher with the desired information as it avoids biasness and ensured the collection of valid and accurate data.
3.8.2 
Secondary Data
Kothari (2010) identified that secondary data as those data which have quietly recently been assembled by someone else and which have gone through the measurable method. This study involved the use of literature searches, articles, journals and internet searches. This method is advantageous to the researcher as it saves time, cost efficient provided a researcher with a higher quality data that was unfeasible for any individual in the collection of their own data and those related to employee retention.  
3.9 
Data Collection Tools
The major method for obtaining data in this study was structured questionnaires because the method was simple where by respondents are bounded with the asked required question and answers and safe to the respondents as their names were not required in the questionnaire. The instruments developed by researcher. The questionnaire was closed ended which was prepared and tested to reveal the correctness before administered to respondents of Estim Construction Company Limited.
3.10 
Reliability and Validity of Data

3.10.1 Reliability of Data

Kothari (2007) defines reliability as the extent to which data collection process yields consistent results. Reliability of data obtained from the construction of different questions, which was provided to the desired respondents. Thus when the research instrument yields consistent results, then the data is considered to be reliable. Cronbach’s alpha is a way to measure the internal consistency of a questionnaire or survey Saunders et al., (2012). In this study Cronbach’s alpha used to test the reliability of results by which 0.7 results was obtained in the ranges between 0 and 1, which is acceptable, and indicates that questionnaire was reliable.

3.10.2 
Validity of Data

Churchill (2007) explained validity as the extent to which the instrument measures accurately and accordance to what was intended and required to measure. The study involved the preparation of well-structured questionnaires, which enabled to capture important and relevant information to be subjected to analysis. The instrument that will be used enables the researcher to develop and obtained the desired valid results.
3.11 
Data Analysis 

Ott and Longnecker (2015), defined data analysis to be comprised of examining findings of study which have been collected during data collection analysis.  In this study the collected data were analysed quantitatively. The quantitative analysis was involved computation of data in percentage through the use descriptive statistics. This method involved the use of Regression analysis in analysing quantitative data through coding the data collected from the questionnaires to obtain frequencies and percentages. 
This study applied regression analysis model, which is a statistical technique that relates one or more independent variable to dependent variables. A regression model is able to show whether changes observed in the dependent variable are associated with changes in one or more of the explanatory variables. Formula Y=mX +b where by Y represents dependent variable which is employee retention, X represents independent variable which a are factors influencing Employee retention (Working condition, compensation, career development and recognition), m represents slope and b is the constant of the equation.
This study considered assumption of regression analysis that chosen sample is the representative of the whole population and there is the linear relationship between independent variables and dependent variable, and also the expected mean error is zero and is constant.

3.12 
Ethical Considerations
In the context of research, ethics refers to the appropriateness of your behaviour in relation to the rights of those who become the subject of your work, or are affected by it (Saunders et al., 2012). Researcher ensured that data collection has done with anonymity format where the respondent kept anonymous with full confidentiality where data or information provided was not disclosed to anywhere apart from academic purpose. The researcher paid respect to respondents and respect their freedom as to when to complete the administered questionnaire. Researcher was not cooked data, falsifications or copying someone work for plagiarism, this research was done in right manner that data collected and analyzed is truly from the field of study.
CHAPTER FOUR

FINDINGS AND DISCUSSION

4.1 
Introduction

This chapter presents the analysis, results and the discussion of the findings. This chapter focused on addressing the general and specific objectives of the research as the data from the completed questionnaires were summarized and presented in the form of frequency, percentages and model summary table. 
4.2 
Findings

4.2.1 
Response Rate

The response rate analysis shows that it was 77% whereby 124 questionnaires were collected out of 162 distributed. According to Mugenda (2003) illustrated that when the analysis of questionnaire yields 70% of the respondent rate then the analysed data is adequate. 
4.2.2 
Profile of the Respondents

The profile of the respondents constituted gender, age, education level, department and working period of the employee’s. The gender analysis showed that 79 were males, which are 63.7% whereas 45 were female which are 36.3%. The results of the analysis on the age of the respondents illustrated that the major respondents were between the ages of 31 to 40 years by 40.3%, followed by 26.6% at the age of 41 to 50 years, 21.8% of the respondents were 21 to 30 years. The minority were above 50 years with 11.3% of the respondents. The findings on education level indicated that the majority of respondents with Bachelor’s degrees were 62.2% followed by 32.2% with diploma level and 5.6% of respondents were having Master’s degrees level of education. The findings on working department of respondents showed that Estim construction company headquarters had the majority of employees’ in construction department compared to other departments by 32.2%, followed by accounting department about 22.2%, risk management department about 15.6%, procurement management about 12.1%, marketing department about 11.1% and minority were 6.8% in human resource management department. 
The findings on the working period of respondents indicated that majority of respondents 31.1% had worked between 3 to 5 years in the organization, followed by 28.9% who worked between 6 to 10 years, 17.8% worked between 1 to 2 years, 13.3% worked over 10 years and minorities 8.9% worked less than a year. More details on the profile of the respondents are presented in Table 4.1 and Table 4.2. 
Table 4.1: Profile of the Respondents


	Variable
	F
	%

	Gender
	Male
	79
	63.7

	
	Female
	45
	36.3

	Age
	21-30 years
	27
	21.8

	
	31-40 years
	50
	40.3

	
	41-50 years
	33
	26.6

	
	Above 51 years
	14
	11.3

	Education Level
	Diploma
	40
	32.3

	
	Bachelor degree
	77
	62.1

	
	Master’s degree
	7
	5.6



Source: Research Data (2023)
Table 4.2: Profile of the Respondents



	Variable
	F
	%

	Department
	Accounting and finance
	28
	22.2

	
	Human resource management
	8
	6.8

	
	Construction
	40
	32.2

	
	Marketing
	14
	11.1

	
	Procurement
	15
	12.1

	
	Risk management
	19
	15.6

	Working Period
	Less than a year
	11
	8.9

	
	1-2 years
	22
	17.8

	
	3-5 years
	39
	31.1

	
	6-10 years
	36
	28.9

	
	Above 10 years
	16
	13.3



 Source: Research Data (2023)
4.2.3 
Factors influencing Employees’ Retention

The main four factors analysed were working conditions, compensation, career growth opportunities, and recognition.
4.2.3.1 Working Conditions

The respondents were requested to respond regarding working conditions in the organization by indicating their answers using Likert scale of 1=Strongly Disagree, 2=Disagree, 3=Neutral, 4=Agree, 5=Strongly Agree as indicated in Table 4.2. Working conditions was measured with four variables which were; effective working conditions is the reason for employees’ retention, good working conditions contributes greatly to employees’ motivation, conducive working conditions increases employees’ retention and conducive working conditions prevents stressful atmosphere for employee’s.

Among these four variables conducive working conditions increases employees’ retention proved to exist with majority of respondent who agreed for about 61.1% followed by effective working conditions is the reason for employees’ retention for about 60%, conducive working prevents stressful atmosphere for employees’ for about 56.6% and good working conditions contributes greatly to employees’ motivation for about 46.7%. This is shown in the Table 4.3. The results of findings show that good and conducive working conditions motivates employees to stay in the organization because conducive working conditions increases their productivity, effectiveness and enables them to bring new innovative ideas. 
Table 4.3: Showing the Results on how Working Conditions Influence Employee Retention in the Organization

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

	Effective working conditions is the reason for employees’ retention
	14.4
	6.7
	18.9
	45.6
	14.4
	100.0

	Good working conditions contributes greatly to employees’ motivation
	12.2
	11.1
	30.0
	41.1
	5.6
	100.0

	Conducive working conditions increases employees’ retention
	12.2
	5.6
	21.1
	52.2
	8.9
	100.0

	Conducive working conditions prevents stressful atmosphere for employee’s
	11.1
	8.9
	23.3
	44.4
	12.2
	100.0


Source: Research Data (2023)

4.2.3.1.1 Working Conditions vs Employees’ Retention

From Linear regression analysis of the findings as indicated in Table 4.5 shows that there is relationship between working conditions and employees’ retention since the significant change is less than 0.05, thus the hypothesis is supported. Table 4.4 indicates that the direction and strength of R proves that there is a weak positive relationship between working conditions and employees’ retention. This shows that an increase of working conditions in the organization will influence an increase of employees’ retention in the organization. The adjusted R square shows that 0.263(26.3%) of employees’ retention is explained by working conditions. This means that when the organization decides to increase employees’ retention using working conditions, provision of better working conditions will increase 26.3% of employee retention whereby the remaining percentages of about 73.7% of employee retention will be increased by other factors.
Table 4.4: Model Summary of Working Conditions vs Employees’ Retention

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

	
	.535a
	.287
	.263
	1.025


Source: Research Data (2023)

a. Predictors: (Constant), Conducive working conditions prevents stressful atmosphere for employee’s, Good working conditions contributes greatly to employees’ motivation, Conducive working conditions increases employees’ retention, Effective working conditions is the reason for employees’ retention

Table 4.5: ANOVAa of Working Conditions vs Employees’ Retention
	Model
	
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	50.230
	1
	12.557
	11.959
	.000b

	
	Residual
	124.956
	119
	1.050
	
	

	
	Total
	175.185
	123
	
	
	


Source: Research Data (2023)

a. Dependent Variable: EMPLOYEE RETENTION

b. Predictors: (Constant), Conducive working conditions prevents stressful atmosphere for employee’s, Good working conditions contributes greatly to employees’ motivation, Conducive working conditions increases employees’ retention, Effective working conditions is the reason for employees’ retention.
Table 4.6: Coefficientsa of Working Conditions vs Employees’ Retention
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	
	(Constant)
	1.810
	.380
	
	4.759
	.000

	
	Effective working conditions is the reason for employees’ retention
	.203
	.119
	.211
	1.700
	.092

	
	Good working conditions contributes greatly to employees’ motivation
	.383
	.137
	.354
	2.790
	.006

	
	Conducive working conditions increases employees’ retention
	.028
	.127
	.026
	.221
	.825

	
	Conducive working conditions prevents stressful atmosphere for employee’s
	-.056
	.121
	-.054
	-.459
	.647


Source: Research Data (2023)
a. Dependent Variable: Employee Retention
4.2.3.2 Compensation

The respondents were requested to respond regarding compensation in the organization by indicating their answers using Likert scale of 1=Strongly Disagree, 2=Disagree, 3=Neutral, 4=Agree, 5=Strongly Agree as indicated in Table 4.7 Compensation was measured with four variables which were; compensation influence employees’ retention, Estim construction company provides incentive package to retain employees, compensation affects employees’ performance and competitive pay increases employees’ motivation and productivity.
Among these four variables compensation affects employees’ performance proved to exist with majority of respondent who agreed for about 71.1% followed by competitive pay increases employees’ performance for about 63.3%, compensation influence employees’ retention for about 55.6% and Estim Construction Company provides incentive package to retain employees’ for about 51.1%. This is shown in the Table 4.7. The results of the analysis proved to show that compensation influence employee retention in the organization as provision of compensation to employees’ delivers perception to employees’ that they are valued and their hard work and services rendered are well recognized in the organization. Thus compensation motivates employees to stay a longer period time in a work place.
Table 4.7: The Results on how Compensation Influence Employee Retention in the Organization 

	Variables
	     1 

  (%) 
	     2

   (%)
	     3

   (%)
	     4

   (%)      
	     5

   (%)
	Total

 (%)

	Compensation influence employees’ retention
	14.4
	8.9
	21.1
	37.8
	17.8
	100.0

	Estim construction company provides incentive package to retain employee’s
	14.4
	16.7
	17.8
	35.6
	15.6
	100.0

	Compensation affects employees’ performance
	12.2
	7.8
	8.9
	46.7
	24.4
	100.0

	Competitive pay increases employees’ motivation and productivity
	11.1
	8.9
	16.7
	38.9
	24.4
	100.0


Source: Research Data (2023)
4.2.3.2.1 Compensation vs Employees’ Retention

From the linear regression analysis of the findings as indicated in Table 4.9 shows that there is relationship between compensation and employees’ retention since the significant change is less than 0.05, which makes the hypothesis to be supported. Table 4.8 indicates that the direction and strength of R proves that there is a weak positive relationship between compensation and employees’ retention. This shows that an increase of compensation in the organization will influence an increase of employees’ retention in the organization. The adjusted R square shows that 0.141 (14,1%) of employees’ retention is explained by compensation. This means that when the organization decides to increase employees’ retention using compensation, an increase of compensation will increase 14.1% of employees’ retention whereby the remaining percentages of about 85.9% of employee retention will be increased by other factors.
Table 4.8: Model Summary Compensation vs Employees’ Retention

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

	1
	.411a
	.169
	.141
	1.106


a. Predictors: (Constant), Competitive pay increases employees’ motivation and productivity, Compensation influence employees’ retention, Estim construction company provides incentive package to retain employee’s, Compensation affects employees’  performance
Source: Research Data (2023)
Table 4.9: ANOVAa of Compensation vs Employees’ Retention
	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	29.650
	4
	7.412
	6.061
	.000b

	
	Residual
	145.536
	119
	1.223
	
	

	
	Total
	175.185
	123
	
	
	

	a. Dependent Variable: Employee Retention

	b. Predictors: (Constant), Competitive pay increases employees’ motivation and productivity, Compensation influence employees’ retention, Estim construction company provides incentive package to retain employee’s, Compensation affects employees’ performance


Source: Research Data (2023)
Table 4.10: Coefficientsa of Compensation vs Employees’ Retention
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	2.278
	.411
	
	5.544
	.000

	
	Compensation influence employees’ retention
	-.029
	.096
	-.031
	-.306
	.760

	
	Estim construction company provides incentive package to retain employee’s
	.163
	.098
	.178
	1.663
	.099

	
	Compensation affects employees’  performance
	.436
	.128
	.465
	3.403
	.001

	
	Competitive pay increases employees’ motivation and productivity
	-.187
	.125
	-.198
	-1.489
	.139

	a. Dependent Variable: EMPLOYEE RETENTION


Source: Research Data (2023)
4.2.3.3 Career Growth Opportunities
The respondents were requested to respond regarding career growth opportunities in the organization by indicating their answers using Likert scale of 1=Strongly Disagree, 2=Disagree, 3=Neutral, 4=Agree, 5=Strongly Agree as indicated in Table 4.11. Career growth opportunities was measured with four variables which were; career growth opportunities influence employees’ retention, necessary career growth opportunities ensure job effectiveness, career growth opportunities have increased your ability to perform your works effectively and career growth opportunities motivates you to work hard and effectively.
Within these four variables the necessary career growth opportunities ensures job effectiveness proved to exist with majority of respondent who agreed for about 67.8% followed by career growth opportunities influence employees’ retention for about 66.6%, career growth opportunities have increased your ability to perform your works effectively for about 61.8% and career growth opportunities motivates you to work hard and effectively for about 54.4% as indicated in the Table 4.11. The results indicate that provision of career growth opportunities in the organization tend to make employees’ stay since they gain development and improvement in their career paths which will increase their productivity and competence in the organization.
Table 4.11: Showing the Results on how Career Growth Opportunities Influence Employee Retention in the Organization

	Variables
	      1 

   (%) 
	     2

    (%)
	     3

    (%)
	     4

   (%)      
	     5

    (%)
	Total

 (%)

	Career growth opportunities influence employees’ retention
	15.6
	6.7
	11.1
	48.9
	17.8
	100.0

	Necessary career growth opportunities ensure job effectiveness
	13.3
	5.6
	13.3
	57.8
	10.0
	100.0

	Career growth opportunities have increased your ability to perform your works effectively
	15.6
	8.9
	14.4
	53.3
	7.8
	100.0

	Career growth opportunities motivates you to work hard and effectively
	14.4
	11.1
	20.0
	43.3
	11.1
	100.0


Source: Research Data (2023)
 4.2.3.3.1 Career Growth Opportunities vs Employees’ Retention

From linear regression analysis of the findings as indicated in Table 4.13 shows that there is relationship between career growth opportunities and employees’ retention since the significant change is less than 0.05, thus the hypothesis is supported. Table 4.12 indicated that the direction and strength of R proves that there is a moderate positive relationship between career growth opportunities and employees’ retention. This shows that an increase of career growth opportunities in the organization will influence an increase of employees’ retention in the organization. The adjusted R square shows that 0.316 (31.6%) of employees’ retention is explained by career growth opportunities. This means that when the organization decides to increase employees’ retention using career growth opportunities, an increase of career growth opportunities will increase 31.6% of employee retention whereby the remaining percentages of about 68.4% of employee retention will be increased by other factors.
Table 4.12: Model Summary of Career Growth Opportunities vs Employees’ Retention
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.582a
	.339
	.316
	.987

	a. Predictors: (Constant), Career growth opportunities motivates you to work hard and effectively, Career growth opportunities influence employees’ retention, Necessary career growth opportunities ensure job effectiveness, Career growth opportunities have increased your ability to perform your works effectively


Source: Research Data (2023)
Table 4.13: ANOVAa  of Career Growth Opportunities vs Employees’ Retention
	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	59.303
	4
	14.826
	15.225
	.000b

	
	Residual
	115.882
	119
	.974
	
	

	
	Total
	175.185
	123
	
	
	

	a. Dependent Variable: EMPLOYEE RETENTION

	b. Predictors: (Constant), Career growth opportunities motivates you to work hard and effectively, Career growth opportunities influence employees’ retention, Necessary career growth opportunities ensure job effectiveness, Career growth opportunities have increased your ability to perform your works effectively.


Source: Research Data (2023)
Table 4.14: Coefficientsa of Career Growth Opportunities vs Employees’ Retention
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	1.983
	.300
	
	6.605
	.000

	
	Career growth opportunities influence employees’ retention
	.312
	.096
	.337
	3.235
	.002

	
	Necessary career growth opportunities ensure job effectiveness
	-.324
	.110
	-.320
	-2.957
	.004

	
	Career growth opportunities have increased your ability to perform your works effectively
	.246
	.131
	.250
	1.881
	.062

	
	Career growth opportunities motivates you to work hard and effectively
	.265
	.122
	.273
	2.182
	.031

	a. Dependent Variable: Employee Retention


4.2.3.4 Recognition

The respondents were requested to respond regarding recognition in the organization by indicating their answers using Likert scale of 1=Strongly Disagree, 2=Disagree, 3=Neutral, 4=Agree, 5=Strongly Agree as indicated in Table 4.15 Recognition was measured with four variables which were; Recognition influence employees’ retention, Estim construction company recognise employee performance to retain employee’s, lower recognition level affects employees’ performance and work recognition increases employees’ motivation and productivity.
Among these four variables lower recognition level affects employees’ performance proved to exist with majority of respondent who agreed for about 71.1% followed by work recognition increases employees’ motivation and productivity for about 63.3%, Recognition influence employees’ retention for about 55.6% and Estim construction company recognise employee performance to retain employee’s for about 51.1%. This is shown in the Table 4.15 The results of the analysis proved to show that recognition influence employee retention in the organization as provision of recognition incentives, appreciations and values to employees’ delivers perception to employees’ that they are valued and their hard work and services rendered are well recognized in the organization. Thus recognition motivates employees to stay a longer period time in a work place.
Table 4. 15: The Results on how Recognition Influence Employee Retention in the Organization

	Variables
	1

(%)
	2

(%)
	3

(%)
	4

(%)
	5

(%)
	Total

(%)

	Recognition influence employees’ retention
	14.4
	8.9
	21.1
	37.8
	17.8
	100.0

	Estim construction company recognise employee performance to retain employee’s
	14.4
	16.7
	17.8
	35.6
	15.6
	100.0

	Lower recognition level affects employees’ performance
	12.2
	7.8
	8.9
	46.7
	24.4
	100.0

	Work recognition increases employees’ motivation and productivity
	11.1
	8.9
	16.7
	38.9
	24.4
	100.0


Source: Research Data (2023)
4.2.3.4.1 Recognition vs Employees’ Retention

From linear regression analysis of the findings as indicated in Table 4.17 shows that there is relationship between Recognition and employees’ retention since the significant change is less than 0.05, which makes the hypothesis to be supported. Table 4.16 indicates that the direction and strength of R proves that there is a weak positive relationship between recognition and employees’ retention. This shows that an increase of employee recognition in the organization will influence an increase of employees’ retention in the organization. The adjusted R square shows that 0.141 (14.1%) of employees’ retention is explained by recognition. This means that when the organization decides to increase employees’ retention using recognition, an increase of recognition will increase 14.1% of employees’ retention whereby the remaining percentages of about 85.9% of employee retention will be increased by other factors.
Table 4.16: Model Summary of Recognition vs Employees’ Retention
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.411a
	.169
	.141
	1.106

	a. Predictors: (Constant), Work recognition increases employees’ motivation and productivity, Recognition influence employees’ retention, Estim construction company recognize employee performance to retain employee’s, Lower recognition level affects employees’  performance.


Source: Research Data (2023)
Table 4.17: ANOVAa of Recognition vs Employees’ Retention
	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	29.650
	4
	7.412
	6.061
	.000b

	
	Residual
	145.536
	119
	1.223
	
	

	
	Total
	175.185
	123
	
	
	

	a. Dependent Variable: Employee Retention

	b. Predictors: (Constant), Work recognition increases employees’ motivation and productivity, Recognition influence employees’ retention, Estim construction company recognise employee performance to retain employee’s, Lower recognition level affects employees’  performance


Source: Research Data (2023)
Table 4.18: Coefficientsa of Recognition vs Employees’ Retention
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	2.278
	.411
	
	5.544
	.000

	
	Recognition influence employees’ retention
	-.029
	.096
	-.031
	-.306
	.760

	
	Estim construction company recognise employee performance to retain employee’s
	.163
	.098
	.178
	1.663
	.099

	
	Lower recognition level affects employees’  performance
	.436
	.128
	.465
	3.403
	.001

	
	Work recognition increases employees’ motivation and productivity
	-.187
	.125
	-.198
	-1.489
	.139

	a. Dependent Variable: Employee Retention


Source: Research Data (2023)
4.3 
Discussion 
The findings in this study revealed that working conditions, compensation, career growth opportunities and recognition, corresponds to the findings and observations from the theoretical and empirical literature that were used as references to this study.
4.3.1 
Working Conditions

Findings from this study concerning the role of working conditions to retention of employees’ are similar to Maslow’s hierarchy of Human Needs Theory (1943) which proposed that workplace constitutes certain factors that cause job satisfaction like safety needs involve a desire of freedom from physical, financial and emotional harm as well as freedom from fear of loss of employment, property and shelter. These needs relate to employees’ who seek assurance for safety needs to be fulfilled in their work place, whereas the findings from this study also indicate that working conditions which ensure safety and freedom for employees have an influence in retaining employees’ in the organization which. Yousuf and Siddqui (2019), conducted a study of factors influencing employee retention, at Karachi in Sindh, Pakistan, after analysing data using SPSS software researcher find the relationship between employee retention and three factors such as training, development, performance appraisal, and work environment are largely affect the rate of employee retention. 
Results indicated that in banking sector training and development has more influence on employee retention rate. There for these findings are the same observed after testing working condition in retention with employee retention and conclusion is that academicians should introduce the separate course of employee retention or retention management for the students of HR major as this area is gaining attention of not only researchers, but also of corporate world practitioners because there are several facture such as working environment which influence mostly the employee retention who can help the organisation to achieve in the local and global competitive market.
4.3.2 
Compensation
Findings from this study concerning the role of compensation to retention of employees are similar to findings by Hanai and Pallangyo, (2020) which shown the contribution of compensation in the employee retention of the banking institutions in Dar es salaam, Tanzania. Whereas the findings from this study also indicate that compensation has a significant attribute in influencing employees’ retention in the organization. Also from Maslow’s Hierarch of Human Needs theory whereas psychological needs are biological needs for human survival such as shelter, air, food and clothing can be obtained from compensation or payment from the employees work. Employees’ seek for jobs that provide their basic requirements for survival. 
Thus when employees’ feel dissatisfied then other needs cannot arise for them to be met there for compensation helped employees to reach their basic physiological needs and thus influence the employee retention. Also findings established by Sishuwa and Phiri (2020) on a study of factors influencing employee retention in the transport and logistics industry, in Lusaka, Zambia indicates that retention was affected by workplace structures, job satisfaction, and organizational commitment but individual characteristics do not have a significant influence on employee retention. There for from the findings, it was recommended that strategies aimed even though improving the workplace structures, but also job satisfaction including compensations and organizational commitment be implemented to promote job security and career development, which were indicated as some of the main factors influencing employee retention.
4.3.3 
Career Growth Opportunity

Findings from this study concerning the role of career growth opportunities to retention of employees’ are similar to Maslow’s Hierarchy of Human Needs Theory postulated by Abraham Maslow, (1943) where, in self-actualization needs he found that employees’ prefer a work place that allows their opportunities to succeed as well as their career development grows, also Esteem needs involve a desire for achievement, reputation and respect from others. These needs indicate how employees’ required to be offered promotions to a higher managerial position and amass a sense of control and recognition within an organization, whereas these findings are similar to those of this study, which indicates that career growth opportunities have an influence in retaining the employees’ in the organization. Mwita and Tefurukwa (2018) studied the influence of leadership on employee retention in Tanzania commercial banks. The study shows that there is correlation between leadership and employees’ retention in the commercial banks, Tanzania. There for the organisations leaders should be provided with training into developing leadership skills, which are essential in handling and leading employees.
Also results are the same revealed by Rijal (2022), on the study of factors influencing employee retention in the Nepalese hotel industry, in the global area and conceptual perspectives available in other sources. The overall findings of the study shows that the factors including the quality of leadership, availability of training, motivation level, autonomy at the job, involvement at work, performance management,  organizational support , level of involvement in decision making, career growth opportunity, and development opportunities, organizational culture, trade union, valuable inputs and constructive feedbacks, and employer agreements, staff recruited from employment agencies and compensation package serve instrumental in the retention of employees, the study indicates that if an employee has been given training to develop their career or studying leave or any opportunity to study it is difficult for them to leave that kind of job.

Also Manjoo et al., (2020), conducted a study of the influence of career pathing practice on employee retention: evidence from a leading organisation in South Africa. The Linear regression analysis was used to test the hypothesis and the main finding of this study indicated that career pathing practice has significant impact on employee retention, also indicated that ineffective career pathing processes are highly likely to influence an employee’s decision to seek alternative work opportunities. Therefore, for organisations to arrest the outflow of employees and maintain them, it is important that managers devise strategies, which are geared towards promoting career growth opportunities.
4.3.4 
Recognition

Findings from this study concerning the contribution of recognition to retention of employees’ are similar to Maslow’s Hierarchy of Human Needs Theory postulated by Abraham Maslow, (1943) where, in Love and belongingness needs refer to the feeling of belonging. This relates to employees’ because they require a need to feel accepted by others, an organization has to set these needs because employees’ are highly motivated when there is presence of good and positive interpersonal relationships with their colleagues and employers, also a need to participate in a team work whereas these findings are similar to those of this study which indicates that recognition have an influence in retaining the employees’ in the organization. 
The findings of the study resembles with the findings of descriptive study investigated by Khatun et al., (2023), the study reveals that there are significant relationship between development opportunities, compensation and recognition with employee retention. The study titled impact of development opportunities and compensation on employee retention, a comparative study on banking industry of Bangladesh analysed three turnover determinants, development opportunities, compensation, and recognition, and their impact on employee retention on the banking sector. By comparing the factors to find a more effective retention factor was the main goal of the study. After analysing data using IBM SPSS version 23 (Statistical Package for the Social Sciences) and t-test was found that statistically there is no significant difference in the case of different gender on employee retention. Coefficient correlation finds that compensation and development opportunities are significantly correlated with employee retention also multiple regressions came to conclude that compensation and recognition are more significant than development opportunities on employee retention.
CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATIONS

5.1 
Introduction

This chapter provides a summary of the whole research process, conclusion and the recommendations. It first provides a brief summary of the whole study with particular reference to the research problem, research methodology, results, the main contribution of the research conclusion and recommendations for actions and further studies.
5.2 
Summary of the Main Findings
Employee retention promotes the health and success of your organization however by retaining better skilled, talented and potential employees. Employee retention have to provide realistic and objective picture of realistic progress condition of a certain organization, in other words, employee retention must be understandable, by organisation management so as to assure much successful results. Since employee retention is more considered as a factor for organisation performance, therefore this study was conducted to access the factor influencing employee retention in the construction sector in Tanzania a case of Estim Construction Company limited.
The first specific objective of this study was to assess relationship between working conditions and employees’ retention, the findings of this study reviled that through the test of the hypothesis where there is the positive relationship between working condition and employee retention, the discussion indicates that where organisation improve the working environments for worker decrease the rate of employees to leave that job. Therefore working condition involved direct on influencing the employee to retain on their job.
The second specific objective was to assess the relationship between compensation and employees’ retention, the findings reviled that there is a positive relationship between compensation and employee retention where by employee retain to their job so that they can be paid to cover their basic physiological needs such as food, and shelter, so as long as an organisation is well compensate their employee is more they retain them. Therefore working compensation involved direct on influencing the employee to retain on their job.
The third specific objective was to assess the relationship between career growth opportunities and employees’ retention; according to the findings of this study there is a positive relationship between career growth and employee retention where by talented and skilful employees are always keen in observing improvement and development of their career path in an organization, results indicates that many employees has plan for the future about their current career. Therefore the study found that the organisation, which offers the career growth for employee has an great opportunity to retain that employee.
The fourth and last specific objective was to assess the relationship between recognition and employees’ retention; according to the findings of this study recognition has contributed a lot on the employee retention to an organisation through realization of employee performance, organization and coworker appreciations. Therefore the study found that there is a positive relationship between recognition and employee retention.
5.3 
Conclusion and Implications of the Findings
With the help of results and findings of four independent variables including working conditions, compensation, career growth opportunities and recognition, it shows that the independent variables have a significant positive relationship with employee retention there for by improving these four independent variables working conditions, compensation, career growth opportunities and recognition may results to retaining the wanted employed manpower promote with the higher levels of engagement, which will ultimately increases performance and help organisation to reach their goals and objectives. 
5.3.1 
Working Conditions

From the findings working condition has a significant relationship with Employee retention, thus provision of better working conditions, to employees can be used as strategies to retain employees’ in organisations’ and hence obtain better performance of an organisation. Employee are seeking to the place where they will feel confortable, has peaceful of mind and sure that they have job securities, thus for organisation to ensure all of these thing to the employee will ensure the retaining of that employee.
5.3.2 
Compensation

From the findings and results of study compensation has a significant relationship with Employee retention, thus provision of better compensations benefits such as salaries bonuses and allowances, to employees can be used as strategies to retain employees’ in organisations’ and hence obtain better performance of an organisation. Employee are mostly like to stay in an organisation with high payable benefits, so as they can be able to sustain their basic needs, thus for organisation to ensure all of employee are paid their compensations at reasonable amount and on time will ensure the retaining of that employee.

5.3.3 
Career Growth

From the results and findings of the study career growth opportunity has a significant relationship with Employee retention, thus promoting training and development, to employees can be used as strategies to retain employees’ in organisations’ and hence obtain better performance of an organisation. Organisation by introducing job rotation exchange of experiences, training, seminars and providing chance to personal study of providing study leave to the staff will help the employee to gain more knowledge and develop well their career and help organisation toward better performance and ensure the retaining of that employee.

5.3.4 
Recognition

From the findings of the study recognition of an employee has a significant relationship with Employee retention, thus by recognizing the employees efforts, can be used as strategies to retain employees’ in organisations’ and hence obtain better performance of an organisation because an employee feels that is appreciated to that has done. Employee are seeking to the place where they will feel appreciated or recognized, thus for organisation to ensure that bonuses, profit sharing and merit pay as ways of improving recognition to employee’s performance will ensure the retaining of that employee.
5.4 
Recommendations

5.4.1 
Working Conditions

Management of organisations should ensure that there’s respect, good communication and good and clean physical facilities in the organisations as ways of improving working conditions. Doing this will boost employees’ productivity and reduces chances of absenteeism which will eventually lead in employees’ being satisfied with their jobs and working environment which will lead to an increase in the retention of the best employees’ in the organisations’.
5.4.2 
Compensation

Management of organisations should provide overtime pay to their employees’ as a way of improving compensations. This involves provision of a pay to the employees who work beyond normal hours to do the extra work or complete the incomplete work. By provision of this pay all the extra working time by employees’ will not go unnoticed, this will motivate the employees’ to continue working for the current employers hence increasing the retention rate of the employee’s.

5.4.3 
Career Growth

Management of organisations should take a personal interest in employee career goals as a way of improving career growth opportunities. This involves a frequent communication with workers through meeting regularly with employees’ so as they may know their career aspirations and expectations. This kind of interaction helps the staff feels valued and eventually leads to greater productivity and loyalty of the employee’s. Through this, organisations’ will retain their best employee’s.

Management of organisations’ should promote training and development of employees’ as a way of improving career growth opportunities. Job training and continuing education helps employees’ feel valued. This can be done by encouraging employees to pursue various workshops that will further advancement in their careers. Therefore, managements should ensure that their employees are kept up to date with what is currently happening in the wider industry so as to ensure that they retain their best employee’s.
Management of organisations’ should rotate employees’ roles as a way of improving career growth opportunities. This can be done by allowing employees to work in different but related departments   through a job rotation program so as to free the employees’ from routine work boredom. It will also help the employees’ gain new skills and give them a better understanding of the business and build cross departmental collaboration. Through this, organization will retain their best employee’s.
5.4.4 
Recognition

Management of organisations should provide bonuses, profit sharing and merit pay as ways of improving compensations and recognition to employee’s performance. These are paid in addition to salary or wages. All these forms compensation recognizes the high performing employees’ and all those who meet the set targets thus contributes to the retention of employees’ by allowing them to be paid for what they are worth. 
5.5 
Limitations of the Study

Limitation to this study is the relative small size of the sample. However, this sample size did not make it impossible to obtain statistically significant results, and precautions were taken data analysis to avoid capitalization on chance patterns in the data stemming from the small sample size. Another limitation is that, it was undertaken to one organisation, in only one region in Tanzania; therefore the results cannot be generalized to other organisations.

5.6 
Recommendation for Further Studies
This study has covered in one organisation, which was Estim Construction Company Limited; similar study could be carried out in other areas apart from construction sector and rerating the factors influencing employee retention and other theory apart from Maslow’s Hierarch of Human Need theory. It is very important for the future of Tanzanian and for the further studies in which it enables other researchers to get knowledge on employee retention on organisation performance. The reason to carry such similar studies in other areas is to make comparisons of the findings for the further improvement of theories and relation of factor influencing employee retention on organisation performance. Therefore this research it is crucial crossing for the benefits of other studies concentrated in discussing about the assessment of the factor influencing employee retention in construction sector.
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APPENDICES
Appendix 1: Questionnaire
Dear Sir/Madam
My name is Denis Chalambo, a finalist MPM student at the Open University of Tanzania. I am conducting a study on the factors influencing employees’ retention in your organization as part of my Master’s Degree study requirement.
GENERAL QUESTIONS
Respondent Profile  (Please Tick where applicable)
	1. Gender
	2. Age group
	3. Academic qualifications 

	Male  (   )
	23-30 years  (   )
	Certificate    (   )

	Female (   )
	31-40 years  (   )
	Diploma      (   )

	
	41-50 years  (   )
	Bachelor degree (   )

	
	Above 51 years (   )
	Master’s degree  (   )


4. What department are you working? ......................……………
	5. How long have you been working in the organization? 

	Less than a year  (   )

	1-2 years        (   )

	3-5 years        (   )

	6-10years        (   )

	Above 10 years   (   )


PART A
6. Please indicate your responses regarding career growth opportunities as a factor influencing employees’ retention using Likert scale 1=Strongly Disagree, 2=Disagree, 3=Neutral, 4=Agree, 5=Strongly Agree
	Variables
	1 
	2
	3
	4
	5

	Career growth opportunities influence employees’ retention
	
	
	
	
	

	Necessary career growth opportunities ensure job effectiveness
	
	
	
	
	

	Career growth opportunities have increased your ability to perform your works effectively
	
	
	
	
	

	Career growth opportunities motivates you to work hard and effectively
	
	
	
	
	


PART B
7. Indicate your level of agreement regarding working conditions as a factor influencing employees’ retention using Likert scale 1=Strongly Disagree, 2=Disagree, 3=Neutral, 4=Agree, 5=Strongly Agree
	Variables
	1 
	2
	3
	4
	5

	Effective working conditions is the reason for employees’ retention
	
	
	
	
	

	Good working conditions contributes greatly to employees’ motivation
	
	
	
	
	

	Conducive working conditions increases employees’ retention
	
	
	
	
	

	Conducive working conditions prevents stressful atmosphere for employee’s
	
	
	
	
	


PART C
8. Please indicate your level of agreement regarding compensation as a factor influencing employees’ retention using Likert scale 1=Strongly Disagree, 2=Disagree, 3=Neutral, 4=Agree, 5=Strongly Agree
	Variables
	1 
	2
	3
	4
	5

	Compensation influence employees’ retention
	
	
	
	
	

	Estim construction company provides incentive package to retain employee’s
	
	
	
	
	

	Compensation affects employees’ performance
	
	
	
	
	

	Competitive pay increases employees’ motivation and productivity
	
	
	
	
	


PART D
8. Please indicate your level of agreement regarding recognition as a factor influencing employees’ retention using Likert scale 1=Strongly Disagree, 2=Disagree, 3=Neutral, 4=Agree, 5=Strongly Agree
	Variables
	1 
	2
	3
	4
	5

	Recognition influence employees’ retention
	
	
	
	
	

	Estim construction company recognise employee performance to retain employee’s
	
	
	
	
	

	Lower recognition level affects employees’  performance
	
	
	
	
	

	Work recognition increases employees’ motivation and productivity
	
	
	
	
	


PART E
11. Indicate your level of agreement regarding employee retention using Likert scale 1=Strongly Disagree, 2=Disagree, 3=Neutral, 4=Agree, 5=Strongly Agree
	Variables
	1 
	2
	3
	4
	5

	Employee retention reduces employee turnover
	
	
	
	
	

	Employee retention contributes greatly towards organization productivity
	
	
	
	
	

	Employee retention ensures cost reduction
	
	
	
	
	

	Are you likely to continue working for the current employer?
	
	
	
	
	


Appendix II. Krejsie R., And Morgan D., Sample Determination Table
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Appendix IV: Publications

FACTORS INFLUENCING EMPLOYEES RETENTION IN THE CONSTRUCTION SECTOR OF TANZANIA:  A CASE OF ESTIM CONSTRUCTION COMPANY LTD

‘Denis Chalambo’

Post graduate Candidate, The Open University of Tanzania

Dchala50@gmail.com
‘Senior Lecturer, The Open University of Tanzania

france.shayo@out.ac.tz
‘Lecturer, The Open University of Tanzania

salumsoud@yahoo.com

Abstract: The aim of the study was to assess the factors influencing employee retention in construction sector in Tanzania, the case study being the Estim Construction Company Limited. Specific objectives of the study were to assess the relationship between working conditions and employees’ retention, the relationship between compensation and employees’ retention, the relationship between career growth opportunities and employees’ retention and the relationship between recognition and employees’ retention. Maslow’s Hierarch of Human Needs were discussed and tested through the pyramid of five needs which are physiological needs, safety needs such as job security, love and belonging needs, esteem, and self-actualization, in relation to four factors that intend to influence employee retention. Only the quantitative research method was used and a structured questionnaire was used as a tool for data collection. The study was conducted by sending 162 questionnaires to the employees of Estim Construction Company Limited. There were 124 collected from respondents out of a 162 employees.  The collected data were analyzed quantitatively using SPSS computer software version 26. This study involved the use of linear regression analysis. The results driven from the research showed that four independent variables including working conditions, compensation, career growth opportunities and recognition, have a significant positive relationship with employee retention. Thus provision of better working conditions, career growth opportunities, better compensation, and recognition to employees can be used as strategies to retain employees’ in organizations’ and hence obtain better performance of an organization. The study recommends that management of organisations should promote training and development of employees to improve career growth opportunities. To improve compensation and recognition should provide bonuses, profit sharing and merit to employee’s performance. Also should provide clean physical facilities in the organisations as ways of improving working conditions. Also researcher recommends to further study to be carried out in other area apart from construction industry and Estim Construction Company Limited so as to obtain other related finding.
Keywords: Employee retention, Career growth, Compensation and Working condition 
INTRODUCTION

There is an increase in competitive market and presence of tight skilled workforce has led to necessity of retaining handful employees in recent years as (Imam et al., 2018). Choy and Kamoche (2020) identified employees’ retention as one of the most critical challenges of immediate future since the cost of hiring new employees’ is different and it is includes a wide variety of expenses such as advertisements, recruiter’s salaries and reimbursements of candidates’ expenses. Therefore the company also incurs the various star-up costs of replacing an employee such as administrative expenses and training. 

Thus, it is necessary for employers to retain talented employees’ not because of the costs incurred on them but also because of the required output they give to the organization (Xuecheng et al., 2022). Employee retention is a methodical endeavour to create and promote an environment of policies and practices addressing the diverse employee needs thereby encouraging them to willingly remain committed to such an organization (Imam et al., 2018).

This study was guided by theory of Maslow’s Hierarchy of Human Needs to explain the powerful relationship between factor influencing employee retention and employees’ retention. The five variables from Maslow hierarchy of needs which are physiological needs, safety, love and belonging, esteem, and self-actualization was tested in relation with working condition compensation, career growth and recognition as existing factors influencing employee retention. 

STATEMENT OF THE RESEARCH PROBLEM

Talented and good employees are an asset of an organization, retaining talented employees’ is highly for the long term growth as well as success of the turnover (Banuari, et al., 2021). 

Despite the importance of employee retention, we know little of the cluster benefits of compensation, career growth opportunities, working conditions and recognition on retaining employees’ in the construction companies (Xuecheng et al., 2022).   

These studies have shown that the researchers have paid particular attention on the clustered factors which were compensation, working conditions, career growth opportunities, and recognition each researcher have paid attention on financial industry pointed out individual factor to be the only influence in retaining employees, while the problem is still exist also in construction industry there for this study is going to assess the factor influence employee retention in a part of construction sector in Tanzania. 

OBJECTIVES OF THE STUDY

General objectives

The general objective of this study was to assess the factors influencing employee retention in construction sector in Tanzania, case study being the Estim Construction Company Limited.

Specific objectives

(i) To assess relationship between working conditions and employees’ retention.

(ii) To assess the relationship between compensation and employees’ retention.

(iii) To assess the relationship between career growth opportunities and employees’ retention.

(iv) To assess the relationship between recognition and employees’ retention

RESEARCH HYPOTHESIS

This study guided by the following hypothesis.

(i) There is positive relationship between working conditions and employees’ retention.

(ii) There is positive relationship between compensation and employees’ retention.

(iii) There is positive relationship between career growth opportunities employees’ retention.
(iv) There is positive relationship between recognition and employee’ retention
SIGNIFICANCE OF THE STUDY

This research provides useful information to the whole Tanzania population in different kind of levels from academics level, government level and the citizens. The research is helpful to the government in providing enough information about the current situation on employee’s retention also the factors, which causes the loss of employee in an organisation, and also helps in maintaining good employee.

This research is useful to students and other scholars for the gaining knowledge about human resource sector in construction industries and factors influencing employee retention in construction sector as they play a big part to the organisations performance and reduce costs of recruitment.

THEORETICAL AND EMPIRICAL REVIEW

Employee Retention

An organization has to employ tactics, which ensures an employee stays for a longer period of time in a workplace (Wisker & Kwiatek 2019). As Wisker and Kwiatek (2019), defines employees’ retention as an ability to hold onto those employees’ an organization wants to keep, for longer than their competitors. This study adopts the definition of Wisker and Kwiatek (2019) as it points out directly what the study is aiming at developing its findings. With organization ensuring employees’ remain in the organization it increases competitive advantage for the organization, since retained employees’ tend to deliver growth and development of an organization.
Working Conditions

According to Idris (2014), working condition are overall work environment physical social and psychological features at work place. As Idris (2014), argued that conducive and flexible working conditions enables an employee to improve their knowledge and bring new innovative ideas which can be helpful for an organization. This study adopts the definition of Idris, (2014) because conducive working conditions increases employees’ productivity and prevents stressful atmosphere for employees’ which is helpful in influencing employees’ decision to stay a longer period time in a workplace.  
Compensation

The pay refers to an agreed-upon and regular compensation for employment that may be paid in any mode but, in common practice, is paid on monthly basis, whereas from organizational perspective it can be stated that salary, allowances, bonus and commission etc. accumulate and forms direct benefits where as insurance, pension plans and vacations etc. accumulate and forms indirect benefits (Khatun et al., 2023). In the context of this study compensation referred to all payments and made to an employee after doing a certain job or task..

Career growth opportunities

Career development is vital for both the employees’ and employers Khatun et al., (2023). To gain and maintain competitive advantage, organizations required talented and productive employees’ and these employees’ need career developments to enhance and cultivate their competencies. This study adopts Khatun et al., (2023) definition because talented and skillful employees are always keen in observing improvement and development of their career path in an organization. Thus this study aims at showing the importance of career growth opportunities as a factor influencing employee’s’ retention.
Theoretical literature review

Maslow’s Hierarchy of Human Needs Theory
This theory was postulated by Abraham Maslow (1943) who defined hierarchy of needs as motivational theory. Maslow's hierarchy of needs theory states that five categories of human needs dictate an individual's behavior. Those needs are physiological needs, safety needs, love and belonging needs, esteem needs, and self-actualization needs. This theory constitutes of five tier human needs which are depicted in levels of psychology starting from the lowest to the highest form of human needs. These five tier of human needs that include physiological needs, safety needs, love and belongingness needs, esteem needs and self-actualization.
Physiological needs are biological needs for human survival such as shelter, air, food and clothing. Employees’ seek for jobs that provide their basic requirements for survival. Thus when employees’ feel dissatisfied then other needs cannot arise for them to be met. 
Safety needs involve a desire of freedom from physical, financial and emotional harm as well as freedom from fear of loss of employment, property and shelter. These needs relate to employees’ who seek assurance for safety needs to be fulfilled in their work place.
Love and belongingness needs refer to the feeling of belonging. This relates to employees’ because they require a need to feel accepted by others, an organization has to set these needs because employees’ are highly motivated when there is presence of good and positive interpersonal relationships with their colleagues and employers, also a need to participate in a team work.
Esteem needs involve a desire for achievement, reputation and respect from others. These needs indicate how employees’ required to be offered promotions to a higher managerial position and amass a sense of control and recognition within an organization. 
Self-actualization needs refer to the awareness of a person’s potential, these needs involve a desire to become the most that one is capable to become. Employees’ prefer a work place that allows their opportunities to succeed as well as their career development grows. 
Organizations use this theory as an incentive in retain employees’ because when preceding needs are fulfilled, employees’ become highly motivated to be productive. However, Maslow’s theory failed to recognize that even though employers employ this hierarchy motivational five tier human needs still doesn't fully guarantee to prevent employee’s’ turnover in an organization, and it fails to acknowledge that humans come from different cultural and social backgrounds and that people can be motivated by intrinsic rewards and needs achievement cannot be measured empirically, there for this study tested the relationship between  theory variables which are working conditions, compensation and career growth opportunity toward influencing employee retention.
Empirical literature review

According to Rijal (2022), on the study of factors influencing employee retention in
the Nepalese hotel industry, the study aims to identify the major factors that are the determinants of staff retention specifically on hotel sector researcher has used exploratory research by comprehending different factors that influencing staff retention and were assessed through the review of various lead literature articles, related published research reports, policy guidelines, institutional best practices in the global area and conceptual perspectives available in other sources. The study was conducted qualitatively by using face-to-face interview on the 42 hotelier out of 50 that constituted the sample size. 
Data was analysed qualitatively by referring to the reviewed literature and articles related to the subject. The overall findings of the study shows that the factors including the quality of leadership, availability of training, motivation level, autonomy at the job, involvement at work, performance management, organizational support, work-life balance, level of involvement in decision making, career growth opportunities, and development opportunities, organizational culture, trade union, valuable inputs and constructive feedbacks, and employer agreements, staff recruited from employment agencies and compensation package serve instrumental in the retention of employees.
According to Yousuf and Siddqui (2019), who conducted a study of factors influencing employee retention, at Karachi in Sindh, Pakistan based on a comparative study and banking industry they used 120 questionnaires which were distributed to the respective officials in IT companies and banks. The software used to analyse data were SPSS and to find the relationship between employee retention and these three factors. The study explains that some variables such as training, development, performance appraisal, and work environment are largely affect the rate of employee retention. Results indicated that in banking sector training and development has more influence on employee retention rate. The study come with the conclusion that academicians should introduce the separate course of employee retention or retention management for the students of HR major as this area is gaining attention of not only researchers, but also of corporate world practitioners because there are several facture such as working environment which influence mostly the employee retention who can help the organisation to achieve in the local and global competitive market. 
Choy and Kamoche (2020), investigated that there are several key factors that influencing employee turnover include high customer contact, office location, working environment, anti-social working hours, supervisor and co-worker relations, career prospect and remuneration. They conducted a research on Identifying stabilizing and destabilizing factors of job change: a qualitative study of employee retention in the Hong Kong travel agency industry. They used integrated model and using data from 32 interviews with 16 manager employee dyads. The findings categorized stabilizing and destabilizing factors of job change into four themes such as industry factors, personal factors, job nature, and organizational factors.
According to Manjoo et al., (2020), who conducted a study of the influence of career pathing practice on employee retention: evidence from a leading organisation in South Africa. The study used a quantitative research approach and analysed data into correlation research design between variables. The study used closed ended questionnaires using codes 5 point liked scale that was sent to the sample (234) identified from the target population of 586 call centre staff of the selected organisation situated in Durban and Port Elizabeth in South Africa. The both descriptive and inferential statistics were used to analyse the data collected. Linear regression analysis was used to test the hypothesis. The main finding of this study indicated that career pathing practice has significant impact on employee retention. The findings also indicated that ineffective career pathing processes are highly likely to influence an employee’s decision to seek alternate work opportunities. Therefore, for organisations to arrest the outflow of employees and maintain them, it is important that managers devise strategies, which are geared towards promoting career pathing practice.
Pallangyo and Hanai (2020), studied the influence of training and development on employees’ retention: Empirical evidence from banking industry in Tanzania. This study used probability theory but specifically simple random sampling and stratified random sampling techniques. In addition, the quantitative data was analysed by the binary logistic regression analysis. This study reveals that employee retention is notably influenced by training and development in the financial institutions. The authors of this recommends that career planning and advancements acts as attributes of retention policies which are supposed to be valued by the employers in ensuring employees are satisfied. 
Lastly, Mwita and Tefurukwa (2018) studied the influence of leadership on employee retention in Tanzania commercial banks. This study used questionnaires to collect data and linear regression to analyse the collected data whether there is relationship between leadership and employees’ retention. This study shows that there is correlation between leadership and employees’ retention in the commercial banks, Tanzania. The study recommends that bank managers and supervisors should be provided with training into developing leadership skills, which are essential in handling and leading employees. Moreover, this study requires the bank managers and supervisors to allow and accept different suggestions and criticisms concerning leadership styles from employee’s’ in-order to make rectifications required which will influence employees’ to remain in an organization.
RESEARCH GAP

From the empirical investigations worldwide, in Africa and in Tanzania more and more attention has been paid to other sectors such as financial, education and business sectors while less attention has been given to construction sector. There are factors influencing employee retention, where in different regions in Tanzania, and construction companies still lose their potential employee, in perspective of Kinondoni Municipality with the guide of Maslow theory this study was assessing other factors such as working condition, compensation, career growth and recognition in influence of employee retention.  
CONCEPTUAL FRAMEWORK

The study conceptual framework from indicates that working conditions, compensation, career growth opportunities and recognition are independent variables and employees’ retention is a dependent variable. 
Independent variables                                                                Dependent variable     






Figure 1: Conceptual Framework on the Factors Influencing Employee Retention

Source: Researcher 2023
RESEARCH METHODOLOGY

Research Philosophy
A  positivist research philosophy applied to this study because this study explore to the factor influencing individual investor decision making which are already out there related to the theory instead of building up the theory. As Saunders et al., (2019) explained that using Positivist research philosophy to generate a research strategy to collect data you are likely to use existing theory to develop hypotheses. These hypotheses will be tested and confirmed, in whole or part, or refuted, leading to the further development of theory, which then may be tested by further research.

Research Approach

In this study the researcher applied only quantitative research approach to get correct and understanding answers. As Kothari (2019) explain that quantitative approach will be used to explain relationship between variables also to quantify data into numerical value for measurements. 
Research Design

This study used the explanatory research design, which is quantitative approach to explain the relationship between variables. The reason for using this design is that, it see the sights of the prevailing status of two or more variables at a particular time. 
Area of Study

The study conducted at Estim Construction Company, Kinondoni-Dar es Salaam region, in Tanzania. This area of study is purposefully selected because Estim Construction Company is widely known as the leading largest construction company in East Africa. Estim Construction Company Ltd become an ideal to study employee retention because it employs a large number of employees’ compared to other companies. Therefore, this institution had useful input to the study. 

Population of the Study

Cohen et al. (2007) defined population as a large group of individuals with shared traits from which the study sample is selected. The population of this study involved a total number of 289 employees of Estim Construction Company located at Dar es salaam head quarter Mikocheni B (ESTIM, 2022).

Sample and Sampling Technique 

The selection of the sample size involved the use of probabilistic sampling technique. The technique, which used in this study is simple random sampling. This sample selected basing on simple random sampling procedures so as to ensure fair representation and generalization of findings to the general population. This technique acts as a true representative of the true population since sample selected random form the targeted population without considering any biasness. The study used a sample size of 162 based employees of Estim Construction Company ltd out of 260 total populations of employees at Estim Construction Company limited. 

Data collection tools

The major method for obtaining data in this study was structured questionnaires because the method was simple where by respondents are bounded with the asked required question and answers and safe to the respondents as their names were not required in the questionnaire. The instruments developed by researcher and administered to respondents of Estim Construction Company Limited.

FINDINGS AND DISCUSSION

Response Rate

The response rate analysis shows that it was 77% whereby 124 questionnaires were collected out of 162 distributed. According to Mugenda (2003) illustrated that when the analysis of questionnaire yields 70% of the respondent rate then the analysed data is adequate. 
Profile of the Respondents

The profile of the respondents constituted gender, age, education level, department and working period of the employee’s. The gender analysis showed that 79 were males which are 63.7% whereas 45 were female which are 36.3%. The results of the analysis on the age of the respondents illustrated that the major respondents were between the ages of 31 to 40 years by 40.3%, followed by 26.6% at the age of 41 to 50 years, 21.8% of the respondents were 21 to 30 years. The minority were above 50 years with 11.3% of the respondents. 
The findings on education level indicated that the majority of respondents with Bachelor’s degrees were 62.2% followed by 32.2% with diploma level and 5.6% of respondents were having Master’s degrees level of education. The findings on working department of respondents showed that Estim construction company headquarters had the majority of employees’ in construction department compared to other departments by 32.2%, followed by accounting department about 22.2%, risk management department about 15.6%, procurement management about 12.1%, marketing department about 11.1% and minority were 6.8% in human resource management department. 
The findings on the working period of respondents indicated that majority of respondents 31.1% had worked between 3 to 5 years in the organization, followed by 28.9% who worked between 6 to 10 years, 17.8% worked between 1 to 2 years, 13.3% worked over 10 years and minorities 8.9% worked less than a year. More details on the profile of the respondents are presented in Table 1 and 2. 
Table 1: Profile of the Respondents 
	Variable
	F
	%

	Gender
	Male
	79
	63.7

	
	Female
	45
	36.3

	Age
	21-30 years
	27
	21.8

	
	31-40 years
	50
	40.3

	
	41-50 years
	33
	26.6

	
	Above 51 years
	14
	11.3

	Education Level
	Diploma
	40
	32.3

	
	Bachelor degree
	77
	62.1

	
	Master’s degree
	7
	5.6


Source: Research Data (2023)
Table 2: Profile of the Respondent 
	Variable
	F
	%

	Department
	Accounting and finance
	28
	22.2

	
	Human resource management
	8
	6.8

	
	Construction
	40
	32.2

	
	Marketing
	14
	11.1

	
	Procurement
	15
	12.1

	
	Risk management
	19
	15.6

	Working period
	Less than a year
	11
	8.9

	
	1-2 years
	22
	17.8

	
	3-5 years
	39
	31.1

	
	6-10 years
	36
	28.9

	
	Above 10 years
	16
	13.3


Source: Research Data (2023)
Factors influencing Employees’ Retention
The main four factors analysed were working conditions, compensation, career growth opportunities, and recognition.
Working Conditions vs Employees’ Retention

From Linear regression analysis of the findings as indicated shows that there is relationship between working conditions and employees’ retention since the significant change is less than 0.05, thus the hypothesis is supported. Table 3 indicates that the direction and strength of R proves that there is a weak positive relationship between working conditions and employees’ retention. This shows that an increase of working conditions in the organization will influence an increase of employees’ retention in the organization. The adjusted R square shows that 0.263(26.3%) of employees’ retention is explained by working conditions. This means that when the organization decides to increase employees’ retention using working conditions, provision of better working conditions will increase 26.3% of employee retention whereby the remaining percentages of about 73.7% of employee retention will be increased by other factors.
	Table 3: Model Summary of Working Conditions vs Employees’ Retention 

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

	1
	.535a
	.287
	.263
	1.025


Source: Research Data (2023)
a. Predictors: (Constant), Conducive working conditions prevents stressful atmosphere for employee’s, Good working conditions contributes greatly to employees’ motivation, Conducive working conditions increases employees’ retention, Effective working conditions is the reason for employees’ retention.
Findings from this study concerning the role of working conditions to retention of employees’ are similar to Maslow’s hierarchy of Human Needs Theory (1943) which proposed that workplace constitutes certain factors that cause job satisfaction like safety needs involve a desire of freedom from physical, financial and emotional harm as well as freedom from fear of loss of employment, property and shelter. These needs relate to employees’ who seek assurance for safety needs to be fulfilled in their work place, whereas the findings from this study also indicate that working conditions which ensure safety and freedom for employees have an influence in retaining employees’ in the organization which.
Compensation vs Employees’ Retention

From the linear regression analysis of the findings as indicated shows that there is relationship between compensation and employees’ retention since the significant change is less than 0.05, which makes the hypothesis to be supported. Table 4 indicates that the direction and strength of R proves that there is a weak positive relationship between compensation and employees’ retention. This shows that an increase of compensation in the organization will influence an increase of employees’ retention in the organization. 
The adjusted R square shows that 0.141 (14,1%) of employees’ retention is explained by compensation. This means that when the organization decides to increase employees’ retention using compensation, an increase of compensation will increase 14.1% of employees’ retention whereby the remaining percentages of about 85.9% of employee retention will be increased by other factors.
	Table 4: Model Summary Compensation vs Employees’ Retention

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

	1
	.411a
	.169
	.141
	1.106

	Source: Research Data (2023)

a. Predictors: (Constant), Competitive pay increases employees’ motivation and productivity, Compensation influence employees’ retention, Estim construction company provides incentive package to retain employee’s, Compensation affects employees’  performance.

	


Findings from this study concerning the role of compensation to retention of employees are similar to findings by Hanai and Pallangyo, (2020) which shown the contribution of compensation in the employee retention of the banking institutions in Dar es salaam, Tanzania. Whereas the findings from this study also indicate that compensation has a significant attribute in influencing employees’ retention in the organization. Also from Maslow’s Hierarch of Human Needs theory whereas psychological needs are biological needs for human survival such as shelter, air, food and clothing can be obtained from compensation or payment from the employees work. Employees’ seek for jobs that provide their basic requirements for survival. Thus when employees’ feel dissatisfied then other needs cannot arise for them to be met there for compensation helped employees to reach their basic physiological needs and thus influence the employee retention.
Career Growth Opportunities vs Employees’ Retention
From linear regression analysis of the findings as indicated shows that there is relationship between career growth opportunities and employees’ retention since the significant change is less than 0.05, thus the hypothesis is supported. Table 5 indicated that the direction and strength of R proves that there is a moderate positive relationship between career growth opportunities and employees’ retention. This shows that an increase of career growth opportunities in the organization will influence an increase of employees’ retention in the organization. The adjusted R square shows that 0.316 (31.6%) of employees’ retention is explained by career growth opportunities. This means that when the organization decides to increase employees’ retention using career growth opportunities, an increase of career growth opportunities will increase 31.6% of employee retention whereby the remaining percentages of about 68.4% of employee retention will be increased by other factors.
	Table 5 Model Summary of Career growth opportunities vs Employees’ Retention

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

	1
	.582a
	.339
	.316
	.987

	a. Predictors: (Constant), Career growth opportunities motivates you to work hard and effectively, Career growth opportunities influence employees’ retention, Necessary career growth opportunities ensure job effectiveness, Career growth opportunities have increased your ability to perform your works effectively



Source: Research Data (2023)
Findings from this study concerning the role of career growth opportunities to retention of employees’ are similar to Maslow’s Hierarchy of Human Needs Theory postulated by Abraham Maslow, (1943) where, in self-actualization needs he found that employees’ prefer a work place that allows their opportunities to succeed as well as their career development grows, also Esteem needs involve a desire for achievement, reputation and respect from others. These needs indicate how employees’ required to be offered promotions to a higher managerial position and amass a sense of control and recognition within an organization, whereas these findings indicates that career growth opportunities have an influence in retaining the employees’ in the organization
Recognition vs Employees’ Retention

From linear regression analysis of the findings as indicated shows that there is relationship between Recognition and employees’ retention since the significant change is less than 0.05, which makes the hypothesis to be supported. Table 6 indicates that the direction and strength of R proves that there is a weak positive relationship between recognition and employees’ retention. 
This shows that an increase of employee recognition in the organization will influence an increase of employees’ retention in the organization. The adjusted R square shows that 0.141 (14.1%) of employees’ retention is explained by recognition. This means that when the organization decides to increase employees’ retention using recognition, an increase of recognition will increase 14.1% of employees’ retention whereby the remaining percentages of about 85.9% of employee retention will be increased by other factors.
	Table 6: Model Summary of Recognition vs Employees’ Retention

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

	1
	.411a
	.169
	.141
	1.106

	a. Predictors: (Constant), Work recognition increases employees’ motivation and productivity, Recognition influence employees’ retention, Estim construction company recognize employee performance to retain employee’s, Lower recognition level affects employees’  performance.


Source: Research Data (2023)
Findings from this study concerning the contribution of recognition to retention of employees’ are similar to Maslow’s Hierarchy of Human Needs Theory postulated by Abraham Maslow, (1943) where, in Love and belongingness needs refer to the feeling of belonging. This relates to employees’ because they require a need to feel accepted by others, an organization has to set these needs because employees’ are highly motivated when there is presence of good and positive interpersonal relationships with their colleagues and employers, also a need to participate in a team work whereas these findings indicates that recognition have an influence in retaining the employees’ in the organization.

CONCLUSION AND RECOMMENDATIONS

Conclusion and implications of the findings
With the help of results and findings of four independent variables including working conditions, compensation, career growth opportunities and recognition, it shows that the independent variables have a significant positive relationship with employee retention there for by improving these four independent variables working conditions, compensation, career growth opportunities and recognition may results to retaining the wanted employed manpower promote with the higher levels of engagement, which will ultimately increases performance and help organisation to reach their goals and objectives. 
Working Conditions

From the findings working condition has a significant relationship with Employee retention, thus provision of better working conditions, to employees can be used as strategies to retain employees’ in organisations’ and hence obtain better performance of an organisation. Employee are seeking to the place where they will feel confortable, has peaceful of mind and sure that they have job securities, thus for organisation to ensure all of these thing to the employee will ensure the retaining of that employee.

Compensation
From the findings and results of study compensation has a significant relationship with Employee retention, thus provision of  better compensations benefits such as salaries  bonuses and allowances, to employees can be used as strategies to retain employees’ in organisations’ and hence obtain better performance of an organisation. Employee are mostly like to stay in an organisation with high payable benefits, so as they can be able to sustain their basic needs, thus for organisation to ensure all of employee are paid their compensations at reasonable amount and on time will ensure the retaining of that employee.

Career Growth

From the results and findings of the study career growth opportunity has a significant relationship with Employee retention, thus promoting training and development, to employees can be used as strategies to retain employees’ in organisations’ and hence obtain better performance of an organisation. Organisation by introducing job rotation exchange of experiences, training, seminars and providing chance to personal study of providing study leave to the staff will help the employee to gain more knowledge and develop well their career and help organisation toward better performance and ensure the retaining of that employee.

Recognition
From the findings of the study recognition of an employee has a significant relationship with Employee retention, thus by recognizing the employees efforts, can be used as strategies to retain employees’ in organisations’ and hence obtain better performance of an organisation because an employee feels that is appreciated to that has done. Employee are seeking to the place where they will feel appreciated or recognized, thus for organisation to ensure that  bonuses, profit sharing and merit pay as ways of improving recognition to employee’s performance will ensure the retaining of that employee.

Recommendation for further studies

This study has covered in one organisation, which was Estim Construction Company Limited; similar study could be carried out in other areas apart from construction sector and rerating the factors influencing employee retention and other theory apart from Maslow’s Hierarch of Human Need theory. It is very important for the future of Tanzanian and for the further studies in which it enables other researchers to get knowledge on employee retention on organisation performance. 
The reason to carry such similar studies in other areas is to make comparisons of the findings for the further improvement of theories and relation of factor influencing employee retention on organisation performance. Therefore this research it is crucial crossing for the benefits of other studies concentrated in discussing about the assessment of the factor influencing employee retention in construction sector.

References
Banuari, N., Absah, Y., & Siahaan, E. (2021). Analyze the influence of talent management and knowledge management on employee performance
through employee retention as intervening variable at pt Bhanda Ghara Reksa Divre i medan. International journal of research and review, 8(9), 189-204.
Choy, M. & Kamoche, K. (2020). Identifying stabilizing anddestabilizing factors of job change: a qualitative study of employee retention in the Hong Kongtravel agency industry, Current issues in tourism,1(1)1-23 

Cohen, D.S (2001). The talent edge: A behavioral approach to hiring, developing and keeping top performance. New York: John Wiley & sons.

Idris, A. (2014). Flexible working as an employee retention strategy in developing countries: Malaysian bank managers speak. Journal of Management Research, 14(2), 71.
Imam, T., Ali, H., & Soo, H.S. (2018). Dilemma of employee retention through the lens of organizational politics: A quantitative study on pharmaceutical industry of Pakistan. International journal of academic research in accounting, finance and management sciences, 8(3), 26-36.

Khatun, M., Rahman, N., & Khatun, M (2023).Impact of development opportunities and compensation on employee retention: a comparative study on banking industry of Bangladesh.European journal of management and marketing studies, 8(1), 42-63.
Kothari, C.R. (2019). Research Methodology: Methods and Techniques. 4th Edition, New Age International Publishers, New Delhi.
Maslow. A, (1943). A Theory of Human Motivation, psychological review. Retrieved from https://www.simplypsychology.org/maslow.html  Mason, Thomson-South Western.

Manjoo, N., Rajlar, A. & Utete, R. (2020). The influence of career pathing practice on employee retention: evidence from a leading organisation in South Africa. The Seybold report, 18(2), 1151-1164.
Mwita, K., Mwakasangula, E. & Tefurukwa, O. (2018). The influence of leadership on employee retention in Tanzania commercial banks. International journal of human resources study, 8(2), 274-283.

Pallangyo W & Hanai A, (2020). The Influence of Training and Development on Employee Retention: empirical evidence from Banking Industry in Tanzania. International Journal of Political Sciences(IJPS),4(1),22-32.

Rijal, R. (2022). Factors influencing employee retention in the Nepalese hotel industry: the pathways tofuture research. Quest journal ofmanagement and social sciences,4(1), 110-125.
Wisker, Z. & Kwiatek, P. (2019). Environmental orientation and employee-based brand equity in 4 to 5-star hotels. Anatolia, 30 (3), 404–419.
Xuecheng, W., Iqbal, Q. & Saina, B. (2022). Factors affecting employee’s retention: Integration of situational leadership with social exchange theory. Front psychol, 13(8), 105-115. 
Yousuf, S. & Siddqui, D. (2019). Factors influencing employee retention: a Karachibased comparative study on it and banking industry. International journal of human resource studies, 9(1), 42-62. 
Employee’s retention


-Turnover rate


-Productivity Employees contribution


-Cost reduction


-Likes to current Employer





Working Conditions





Compensation





Career growth opportunities





Recognition





Working Conditions





Employee’s retention


-Turnover rate


-Productivity Employees contribution


-Cost reduction


-Likes to current Employer





Compensation





Career growth opportunities





Recognition









