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ABSTRACT 

This study explored the impacts of organizational climate on employee retention focusing on the Bugando Medical Center as a case study. The objectives of this study were to assess how employee autonomy, job satisfaction and the reward system affect employee retention at the hospital. The study was guided by the Exchange Theory. A study followed positivist philosophy. 223 questionnaires were distributed to participants via simple random sampling design. The analysis was performed using descriptive statistics multiple regression analyses with aid of statistical package for social sciences version 26. The findings revealed that employees’ autonomy, job satisfaction and the reward system significantly influence employee retention. Specifically, higher level of employee autonomy and job satisfaction were associated with increased employees’ retention, in same way reward system also play a notable role in influencing retention rates. Based on these findings it is recommended that Bugando Medical Centers should ensure employee autonomy by implementing programs that allows staff more control over their tasks, decisions making processes. Additionally, management should regularly assess employees’ satisfaction and adjust areas as needed. To improve the reward system, it is advised that Bugando Medical Centre reviews its current offering to ensures competitiveness and alignment with industry standards.
Keywords: Organizational Climate, Employee Retention, Bugando Medical Centre.
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CHAPTER ONE

INTRODUCTION 

1.1 Chapter Overview 

The study's background, problem statement, research aims, research questions, significance, scope, limitations, and delimitations are all presented in this chapter, along with the study's organization.  

1.2 Background of the Study 

An organization's general atmosphere, culture, and working conditions are referred to as its "organizational climate" (Barría-González et al., 2021). The collective view of how the workplace affects people is reflected in the organizational climate influence (Zhang et al., 2022). The attitude that workers have toward their workplace, taking into consideration both the physical and non-physical aspects of the company, is therefore known as the organizational climate. The ability of a firm to keep its employees for a predetermined amount of time is known as employee retention (Mulugeta, 2022). Retaining employees aids businesses in cutting expenses, increasing output, and preserving institutional knowledge (Khan et al., 2021). According to the social exchange theory, employees typically base their level of dedication at work on how supportive they believe their employers are (Bui et al., 2021). 

Everyone agrees that it is crucial for companies to retain outstanding workers, and it is undeniable that globalization has made staff retention a significant problem for many organizations in the twenty-first century. According to Yukl (2015), competent workers are highly mobile, which causes employee turnover in businesses to increase. Workplace climates are considered very influential in industrialized nations like the UK due to their significant impact on an employee's career and daily performance (Shipton et al., 2021). According to a study by Moore et al. (2021), employees' performance and well-being are positively impacted by a nice work environment. According to an Australian study by Parmenter & Barnes (2021), a business can more easily recruit and retain staff by fostering a positive work environment that includes employee autonomy, rewards, and increased job satisfaction. 

The retention of health care officials is impacted by the unfavorable working conditions, lack of management interest in improving working conditions, and limited opportunities for innovation and creativity in health professional workplaces in developing African nations (Oleribe et al., 2019). Lack of a positive work environment in the health sector in nations like Nigeria causes unproductive behaviors like negligence, laxity, tardiness, waning commitment to work, absenteeism, and eventually poor employee performance (Okoroafor et al., 2021). According to a study done in Kenya by Muriithi and Charles (2023), organizational climate elements including autonomy, job satisfaction, and rewards are linked to poor employee performance, staff turnover, and low morale at work. Because employees are working in unsupportive workplaces, which lowers morale and dedication to work, employee retention has become one of Uganda's most important human resource concerns (Mulegi, 2022). 

Tanzania is among the African nations experiencing a scarcity of medical professionals in both the public and private health sectors, citing the 2018 USAID study. According to the research, there is a severe scarcity that hinders health sector organizations from providing healthcare services of a satisfactory caliber. The WHO Report (2019) also pointed out that Tanzania's lack of a diverse range of qualified and driven healthcare personnel is a major barrier to reaching the MDGs, which in turn impacts the effectiveness of the health system. 

In a setting like this, keeping knowledgeable and experienced employees is essential to maintaining the nation's high standards of service delivery (WHO, 2019). A study by Chilipweli et al. (2023) in Mwanza found that 42.1% of healthcare workers are dissatisfied with their workplace, and it also indicated that 56% are dissatisfied with the trends in human resource management that supervisors exhibit. However, 31.5% of healthcare professionals said they were dissatisfied with their positions and considered switching workplaces. Thus, the purpose of this study is to evaluate how organizational atmosphere affects Bugando Medical Center employees' retention.
1.3 Statement of the Problem 

Employee retention is a critical concern for organizations striving for sustained success and competitiveness in the modern business environment (Khan et al., 2021). While numerous factors such as lack of employee autonomy, employee job satisfaction and reward system encouraging employee to find other work opportunities, the organizational climate emerges as a significant yet intricate aspect that warrants comprehensive exploitation. Existing studies such as (Bui et al., 2021), highlight the substantial influence of organizational climate on various organizational performance, including employee satisfaction, performance and overall well-being. Despite of presence of various initiatives such as provision training and development, supply of tools and materials by different stakeholders such as the government, supply of technology and expertise to enhance effective service provision still there are challenges associated with employee retention. According to a survey by Matiko et al. (2020), 7.1% of employees departed Bugando Medical Center in search of other areas that ensure professional advancement, while 18.2% of employed people have chosen to transfer to other institutions. Researching how organizational atmosphere affects employee retention at Bugando Medical Center is crucial. By examining how organizational climate affects employee retention, this study aims to help develop evidence-based strategies that businesses can use to establish and maintain a positive work environment, ultimately tackling the problems related to employee turnover in the modern workplace.

1.4 Research Objectives 

This study was guided by both general and specific objectives described as follows;

1.4.1 General Objective 

The general objective of this study was to examine the effects of organizational climate on employee retention in Buganda Medical Center.
1.4.2 Specific Objectives 

i. To determine the effects of employee autonomy on employee retention at Bugando Medical Centre in Mwanza city
ii. To determine the effects of job satisfaction on employee retention at Bugando Medical Centre in Mwanza city
iii. To determine the effects of the reward system on employee retention at Bugando Medical Centre in Mwanza city
1.5 Significance of the Study

The study is of paramount importance to the following key stakeholders:

The findings of the study will shed more light on the managers and senior administrators in health-related organizations to ascertain the effectiveness of their leadership, rewards system and other related variables towards reducing staff turnover in respective organizations. The study findings would play a significant role towards addressing key issues that contribute to staff frustration, and low job satisfaction in those organizations. The aim is to put viable Human Resource strategies that will discourage staff from quitting their current jobs.

The study will also enable policymakers, particularly in the Government machinery, to reassert the current policies guiding the Tanzania health-related organization to improve internal leadership and Human Resource practises in those organizations. The Government, for instance, may revise policies to ensure the leadership and managerial practises are aligned with viable motivational schemes that would retain staff in Tanzania Medical organizations.
Future scholars will also use the study findings as the focal point in the literature review, especially for future researchers who would engage in studies about organizational climates in Tanzania's organizational contexts.

1.6 Scope of the Study 

The scope of this study is on the effects of organization climate on employee retention at Bugando Medical Centre, it will be guided by the social exchange theory. The study will involve different individuals like human resource management officials, administration officials, head of department and units and other staff members working in different departments at Bugando Medical Centre. The study was conducted within the period of one year from January 2024 to September 2024. 

1.7 Organization of the Dissertation 
There are three chapters in the dissertation. An overview of the problem and the importance of the study is provided in the first chapter. The theoretical framework is reviewed, the empirical review is analyzed, and the main ideas are defined in the second chapter. A review of very particular facets of research methodology that are in line with the suggested study is provided in Chapter 3. Data analysis, findings presentation, and findings discussion were covered in Chapter 4. The findings summary, conclusion, and recommendations were presented in Chapter 5. 

CHAPTER TWO

LITERATURE REVIEW

2.1 Overview

In this chapter, important words are defined, the main leadership behaviors used in this study are briefly discussed, the review of relevant theory, empirical review, and conceptual framework is described, and the research gaps are finally stated.

2.2. Definition of Key Concepts

2.2.1. Organizational Climate

According to Bhasin (2020), organizational climate is a term that was first used in the 1940s and has been used to characterize trends that affect both workplace and human behavior. It is a reflection of how a person feels about his workplace and has a big influence on employee motivation, productivity, job satisfaction, and staff retention. According to this study, organizational climate is defined as how staff members see internal leadership traits manifested in the form of employee autonomy, incentive programs, and a positive work environment.
2.2.2. Staff Retention

Sutner (2021) defines employee retention as the organization's objective of retaining skilled workers and lowering turnover through the provision of competitive compensation and benefits, a positive work environment to encourage participation, and a healthy work-life balance. During times of low unemployment and increased competition for talent, employers are especially interested in keeping their current workforce. According to Chiradeep (2021), staff retention is the phenomena whereby workers decide to remain with their existing employer rather than actively looking for new employment opportunities. According to this study, retention occurs when workers willingly decide to remain in their current positions without intending to look for employment elsewhere.
2.2.3 Job Satisfaction

A person's general attitude and sentiments toward their work are referred to as their level of satisfaction (Pang & Lu, 2018). It includes a number of elements, including the nature of the work itself, the work environment, relationships with coworkers, prospects for growth, and pay (Ćulibrk et al., 2018). While poor job satisfaction can result in feelings of frustration, tension, and disengagement, high job satisfaction is frequently linked to good feelings of fulfillment and involvement in one's work. Employee motivation, output, and retention are all significantly impacted by overall job satisfaction.  

2.2.4 Reward System

In the context of employment, a reward system is a way for an organization to acknowledge and reward positive employee behaviors, accomplishments, and contributions (Idemob et al., 2017). Employee motivation, engagement, and performance are all boosted by a well-designed compensation system (Francis et al., 2020). Reward schemes that work are customized to the particular requirements and inclinations of the company and its employees.

2.2.5 Autonomy

According to Ngwa et al. (2019), employee autonomy is the extent of an individual's freedom and self-governance in performing certain duties and making decisions. It is a crucial component of management style and organizational culture that has a big influence on worker motivation, performance, and satisfaction (Tentama et al., 2020). A more empowered, involved, and effective staff might result from promoting autonomy.
2.3 Review of Related Theory
This study was guided by the social exchange theory described as follows; 

2.3.1 Social Exchange Theory

In 1958, Georage Homans created the social exchange theory, a psychological theory that sees relationships and social interactions as a type of transaction in which people try to reduce costs and maximize gains (Cook et al., 2013). According to Cropanzano et al. (2017), this theory is based on the notion that people are logical creatures who participate in social interactions in the hope of obtaining something of value in exchange.

2.3.1 Assumptions of Social Exchange Theory 

Social Exchange Theory is based on the several assumptions described as follows;

People are seen as logical creatures that carefully weigh the benefits and drawbacks of their options before making decisions. According to social exchange theory, individuals are goal-oriented and work to maximize their own interests. According to the view, people are essentially driven by their own interests. Individuals participate in social interactions with the hope of receiving advantages or rewards that they value. Furthermore, the social exchange theory highlights how interdependent people are in interpersonal connections. A web of linkages is created when the results of one person's actions are connected to those of the others. Additionally, the idea presupposes that people make methodical decisions when establishing, preserving, or ending social ties. In this procedure, the perceived benefits and costs of the partnerships are assessed.
2.3.2 Strength of the Social Exchange Theory 
According to this hypothesis, people interact with others in social situations with the hope of reciprocity and mutual gain. The hypothesis proposed a number of factors that influence employee retention, including rewards, job satisfaction, employee autonomy, and organization support.

2.3.3 Weakness of the Social Exchange Theory  
Although social exchange theory is useful for studying how organizational climates affect employee retention, it also has a number of drawbacks, which are outlined below. Social exchange theory's detractors contend that it overemphasizes people as logical agents who carefully balance the advantages and disadvantages of social exchange; in practice, however, people's choices may be impacted by feelings, social conventions, and other elements that transcend purely rational reasoning. Furthermore, it implies that when one side has a disproportionate amount of influence over the other, resulting in an uneven trade, Social trade Theory is ill-equipped to handle the issue. Social interactions and their results can be significantly influenced by power dynamics. Finally, it was argued that the generality of its presumptions may be impacted by the fact that different cultures and social circumstances may have different ideas about what constitutes a fair exchange or valued resource.  

2.3.4 Justification of the Social Exchange Theory 
Because social exchange theory holds that people are motivated to maintain relationships that are viewed as fair and equitable and that social interactions involve the exchange of resources between individuals, it can be a useful framework for comprehending and studying the effects of organizational climate on employee performance. According to social exchange theory, people form mutually beneficial ties with one another. It is therefore relevant to this study since a friendly and upbeat work environment might encourage a sense of reciprocity in the context of employee retention and organizational climate. Long-term commitment to the company may inspire employees to return the favor by fostering a positive work environment.

2.4 Empirical Literature Review 

2.4.1 Effects of Autonomy on Employee Retention

Tentama et al. (2020) investigated how organizational autonomy and work discipline affected worker performance. There were 49 workers at the University of X Yogyakarta who took part in this examination. A straightforward random sampling method was employed. The work discipline scale, organization autonomy scale, and performance scale were used for data collection, and multiple linear regression analysis was used for analysis. The findings indicated that autonomy and work discipline had a simultaneous impact on performance, with p=007 (p 01). Additionally, 19.3% of employee performance was influenced by autonomy and work discipline. Employee performance was more strongly influenced by work discipline (10.8%) than by autonomy (8.5%). Work discipline and organizational autonomy can be used to forecast employee performance depending on the outcome.

The function of job autonomy in businesses and its connection to worker performance were investigated by Khoshnaw and Alavi (2020). This will be preserved by offering a critical analysis of the topic in the body of current management literature. The idea of job autonomy has grown in significance within the field of human resource management in recent years. According to certain research, job autonomy has a direct impact on job performance, as evidenced by factors like job satisfaction, motivation, engagement, and commitment. Therefore, by critically analyzing the body of research done by human resource researchers, the current paper seeks to investigate how job autonomy affects employee performance. The author's primary study question is: Does the literature currently in publication distinguish any meaningful association between job autonomy and employee job performance? If so, what effect might job autonomy have on workers' performance? 

Through a moderated mediation study, Pattnaik & Sahoo (2021) investigate the moderating function of perceived workplace autonomy in the link between employee engagement and creativity as well as the mediating influence of creativity in the relationship between employee engagement and task performance. The research methodology employed in the study was quantitative. 396 workers and their clients from an Indian software development company made up the study's sample. The Hayes Process for Model, the Sober test, and confirmatory factor analysis were used to statistically analyze the data. The study's conclusions show that perceived workplace autonomy moderates the association between employee engagement and creativity, whereas employees' creativity partially mediators the relationship between employee engagement and task performance.

The predictive impact of job autonomy and career planning training on employees' adaptive performance was investigated by Tabiu et al. (2020). 265 Nigerian local government employees participated in the study using a survey method in conjunction with a stratified sampling strategy. PLS-SEM, or partial least square structural equation modeling, was used. According to the study, job autonomy and career planning training have a big impact on how adaptably employees perform. The findings imply that employees' adaptive performance increases with the amount of attention the company gives to their career planning, job autonomy, and training. In order to encourage more adaptable behaviors inside the company, managers and practitioners should take into account the fact that HRM practice is a significant predictor of employee adaptive performance. 

Msuya and Kumar (2022) evaluate how supervisor work-life support affects bank employees' performance by establishing a connection between employee workload and work autonomy. A survey of bank workers in Tanzania's central zone was carried out. A total of 47 survey questionnaires were filled out by bank employees. After that, structural equation modeling was used to assess the data. A data analysis tool called clever PLS is used in the study to determine whether any theoretically supported relationships exist between the variables of interest. Descriptive statistics and data coding, however, were performed by SPSS. The study's findings showed that the relationship between performance and supervisor work-life support was substantially mediated by job autonomy. Workload was negatively and significantly correlated with supervisor work-life support and work performance, which was not what was expected. Furthermore, this study found that workload and work autonomy had a major impact on bank employees' job effectiveness. Employee performance is positively impacted by supervisors' work-life assistance, according to the study's findings. Since the study enhances managers' comprehension of their organization's work-life balance, it has significant ramifications for managers. The combination of work autonomy and workload, along with the supervision of work-life support, affects employee job performance and leads to the development of new tactics that may improve employee wellbeing. Once more, the findings suggest that in order to achieve optimal organizational performance, supporting work-life strategies that manage the balance between the home and work realms are necessary.

There is a positive relationship between autonomy and employee retention at Bugando Medical Centre in Mwanza City. 
2.4.2 Effects of Job Satisfaction on Employee Retention

Using employee engagement as a mediating variable, Riyanto et al. (2021) examined the relationship between job satisfaction and motivation and performance. Information technology (IT) firms based in Jakarta and Bandung, Indonesia, make up the research sample. System developers who manage system development tasks for a project or a portion of an ongoing project are research respondents. IT developers provided 103 responses utilizing the convenience sampling technique. Partial Least Square (PLS) is used in the researcher's model analysis procedure using SMART PLS VER 3.0 software. Research indicates that while job satisfaction is independent of motivation, the former positively impacts IT workers' performance. Employee performance is not directly impacted by employee engagement, but it can be significantly impacted by the mediation of motivation and job satisfaction. The results of the study have managerial implications for raising high employee participation motivation, which calls for encouragement to be more proactive and creative in order to help achieve the intended outcomes.

The effect of Human Resource Management Practice (HRMP) on enhancing Employee Performance (EP) was examined by Alsafadi and Altahat (2021). The impact of HRMP on EP is hypothesized in this study, and it is also hypothesized that job satisfaction mediates this impact. Because of its possible moderating influence within the proposed model, employee engagement is also taken into consideration. The structural equation modeling approach (SEM), path analysis, and confirmatory factor analysis (CFA) were used to examine the data gathered from 480 questionnaires that were given to employees of commercial banks in Jordan. To finish our research, we used the research of a Moment Structure (AMOS) software, version 24. The outcome demonstrates that EP, job satisfaction, and its constituents (job stability and job enrichment) were all positively impacted by HRMP. It was shown that job satisfaction (stability and enrichment) played a moderating role. Ultimately, a moderating element that connected HRMP and EP was employee engagement. The study's findings highlight the significance of employee engagement and work satisfaction in archiving HR performance goals. It is advised that further research be done to better understand the connection between performance reviews and HRMP job satisfaction workers' training.

Employee performance was examined by Mira et al. (2019) in relation to human resources strategies such training and development, rewards, job analysis, social support, recruiting and selection, employee relationships and empowerment, and employee satisfaction. To put it another way, the current study investigates whether HRM practices have a direct effect on employee performance or if employee work satisfaction has an impact on employee performance data. It discovered a substantial positive correlation between employee performance and job satisfaction. Additionally, the study found that employee performance and work satisfaction were positively correlated. Additionally, the current study discovered a strong correlation between HRM practice and job happiness among employees, but it did not find any evidence of a mediation effect of job satisfaction between HRM practice and performance.

At Indonesia's State Polytechnic College, Idris et al. (2020) investigate how job satisfaction influences pay, work environment, and employee performance.  Partial Least Square (PLS) was utilized to analyze the data in this study. According to this study, employee performance and job satisfaction are unaffected by pay. Furthermore, employee performance and compensation cannot be mediated by job satisfaction. Nonetheless, job happiness and employee performance are favorably and dramatically impacted by the workplace. Employee performance and the work environment are impacted by job satisfaction. Additionally, it has a good and considerable impact on staff performance. The relationship between the work environment and employee performance may be mediated, either directly or indirectly, by job satisfaction.

Employee work satisfaction in the organization was studied by Mziwao and Mbogo (2022). Descriptive statistical methods were used to analyze the relationship between organizational performance and employee job satisfaction indicators. The statistical tools used for the study analysis were inferential statistics, specifically multiple regression and correlation matrices. The study's conclusions show that there is little to no correlation between organizational effectiveness and employee job satisfaction. This finding may be in conflict with other background variables, such as the measurement method or the employee's age, gender, experience, work education, etc. Depending on the study's findings, managers must comprehend that job satisfaction among employees and organizational performance are related. Despite the weak link in this case, it was only violated by other factors and the measurement techniques used.

There is a positive relationship between job satisfaction and employee retention at Bugando Medical Centre in Mwanza City.
2.4.3 Effects of the Reward System on Employee Retention

Jeni et al. (2020) examined how Bangladeshi banks' incentive programs aid in workers' skill development. Finding out which elements of the reward system are most effective and which may be further developed and improved to raise employee satisfaction was the goal. A qualitative research approach was used to carry out the project's experimental portion. The sample size was eighty. Questionnaires were distributed to respondents who were employed as ban bankers in order to gather data. Nine criteria make up the questionnaire, which is used to award personnel. The study employed descriptive statistics-based frequency tables and graphs to present data on demographic factors. The results indicate that the mean score for career responsibility, learning opportunities, bonus, promotion, and pay appraisal increased from 2.82 to 4.02. Employees give this element a marginally higher priority than means, according to their responses to the wage evaluation, benefit promotion, and career progression questionnaires. Promotion and responsibility have more widespread responses than their averages, as indicated by their respective standard deviations of 0.98 and 0.94. The study's findings showed how workers reacted to the existing system of rewards. The findings indicated that employee attitudes regarding their jobs are significantly impacted by reward systems. According to the survey, firms should enhance their incentive programs to boost employee happiness.

Using extrinsic motivation and intrinsic motivation as mediating variables, Makhijaa (2019) investigated the impact of material and intangible rewards on employee creative performance. The study also discovers that the moderating influence of the appealing reward's valence has a stronger impact on employee motivation, boosting their creative output. Information was gathered from 240 IT professionals and their 30 direct supervisors who worked in Pakistan's IT industry. According to the results of a partial least square structural equation modeling (PLS-SEM), both material and immaterial rewards significantly improve creative performance. The outcome also shows that both extract motivation and instinct motivation significantly mediate how each person perceives the valence reward in such a reward. Employee motivation and intangible rewards are found to be significantly influenced by the moderating effect of reward valence. Nevertheless, there is no moderating influence between motivation and material reward. The findings provide valuable information for creating employee rewards.

The effect of intrinsic incentive on employee performance was examined by Manzoor et al. in 2021. Additionally, it emphasizes the function of employee motivation as an intervention aspect. In order to accomplish this goal, information has been gathered from Pakistani small and medium-sized businesses using the questionnaire approach. The targeted population received 300 of the 400 questionnaires that were sent. Confirmatory factor analysis and structural equation modeling were employed to evaluate the hypotheses. The study's primary finding indicated that intrinsic reward had a positive and substantial effect on employee performance. In particular, the study shows that an employee's motivation has a substantial role in mediating the relationship between instinct reward and employee performance. Implications are addressed in light of the results.

In order to affect employee performance, Kazzoba (2020) evaluates Tanzania's incentive structure with specific reference to the Kigoma District Council. investigates the issues KDC faces in promoting the employee performance incentive system and looks at the reward system that KDC has implemented to help improve employee performance. Purposive sampling is used in this study to select 97 KDC respondents. Respondents were KDC employees from various departments. Interviews were used as the data gathering method, and content analysis was used for the qualitative analysis. Computer-assisted technologies such as Excel and correlation were utilized for quantitative data. The results showed that KDC was unable to fully compensate its staff in accordance with government regulations. The reward mechanisms that were discovered included extra duty allowance, leave aid, and recognition of a supportive work environment. Bonuses for leave packages and overtime were less frequently offered as rewards. According to the study's findings, goal achievement is contingent upon a variety of rewards and how Human Resource Management (HRM) applies them. According to this study, KDC should promote reward usefulness in all areas through HRM in order to attain its goal in a sustainable manner. Additionally, awards had an impact on employee performance. One of the main obstacles was budgetary limitations; it should have invested in incentives to boost workers' effort.

Using a sample of 191 people with substantial work and supervisory experience from four countries (China and Tanzania, which are highly collectivistic; India, which is moderately collectivistic; and the United States, which is highly individualistic), Ramamoorthy et al. (2019) evaluated the attrition performance rating reward supervision allocation pattern. The study investigated whether adherence to equity norms in reward allocation and performance evaluation internal attribution to the underperforming employee were predicted by the cultural orientations of individualism and collectivism. According to multiple regression analyses, collectivist Chinese and Tanzanian raters provide a poor-performing employee a more lenient performance assessment than American raters, who also gave the person a comparatively higher internal attribution than either Chinese or Tanzanian raters. Despite the fact that both cultures value collectivism, Chinese raters gave the employee a comparatively higher internal attribution than Tanzanian raters. The Americans are the ones who follow the equality norm the most, whereas India follows the equity rules more than Tanzania and the Chinese, but less than the Americas.

There is a positive relationship between the reward system and employee retention at Bugando Medical Centre. in Mwanza City
Table 2.1  Summary of Literature Review
	Author 
	Title 
	Methodology 
	Findings 

	Tentama et al (2020)
	Workplace autonomy and discipline's effects on worker performance 
job autonomy's function in companies and how it relates to worker performance. 
Using a moderated mediation analysis, examine how employee engagement and creativity are related to perceived workplace autonomy. 
The association between work autonomy and employee workload and supervisor work-life support on bank employee performance 
The impact of human resource management practices (HRMP) on enhancing employee performance (EP) is mediated by employee engagement and the relationship between job satisfaction and motivation and performance. 
investigates whether HRM practices at Indonesia's State Polytechnic College have a direct effect on worker performance and the function that job satisfaction plays as a mediator between worker performance, compensation, and the workplace. 
employment satisfaction among employees in the company 
How Bangladesh's banking industry's incentive structure affects employees' innovative performance through both material and intangible benefits 
effect of intrinsic incentive on Pakistani employees' performance 
Tanzania's employee performance compensation scheme 
China and Tanzania's attrition, performance evaluation, reward, and supervision allocation patterns 
investigated Pakistan's employee retention rate. 
examined the numerous studies conducted in the area of employee retention. 
investigated the factors influencing European employees' intention to leave and the comprehensive model of labor retention.
	Quantitative techniques 
	The findings indicated that 1) autonomy and work discipline had a simultaneous impact on performance, with p=007 (p 01). Autonomy and work discipline both simultaneously accounted for 19.3% of employee performance.

	Khoshnaw & Alavi (2020)
	Workplace autonomy and discipline's effects on worker performance 
job autonomy's function in companies and how it relates to worker performance. 
Using a moderated mediation analysis, examine how employee engagement and creativity are related to perceived workplace autonomy. 
The association between work autonomy and employee workload and supervisor work-life support on bank employee performance 
The impact of human resource management practices (HRMP) on enhancing employee performance (EP) is mediated by employee engagement and the relationship between job satisfaction and motivation and performance. 
investigates whether HRM practices at Indonesia's State Polytechnic College have a direct effect on worker performance and the function that job satisfaction plays as a mediator between worker performance, compensation, and the workplace. 
employment satisfaction among employees in the company 
How Bangladesh's banking industry's incentive structure affects employees' innovative performance through both material and intangible benefits 
effect of intrinsic incentive on Pakistani employees' performance 
Tanzania's employee performance compensation scheme 
China and Tanzania's attrition, performance evaluation, reward, and supervision allocation patterns 
investigated Pakistan's employee retention rate. 
examined the numerous studies conducted in the area of employee retention. 
investigated the factors influencing European employees' intention to leave and the comprehensive model of labor retention.
	Qualitative techniques 
	The idea of job autonomy has grown in significance within the field of human resource management in recent years. According to certain research, job autonomy has a direct impact on job performance, as evidenced by factors like job satisfaction, motivation, engagement, and commitment.

	Pattnaik & Sahoo (2021)
	Workplace autonomy and discipline's effects on worker performance 
job autonomy's function in companies and how it relates to worker performance. 
Using a moderated mediation analysis, examine how employee engagement and creativity are related to perceived workplace autonomy. 
The association between work autonomy and employee workload and supervisor work-life support on bank employee performance 
The impact of human resource management practices (HRMP) on enhancing employee performance (EP) is mediated by employee engagement and the relationship between job satisfaction and motivation and performance. 
investigates whether HRM practices at Indonesia's State Polytechnic College have a direct effect on worker performance and the function that job satisfaction plays as a mediator between worker performance, compensation, and the workplace. 
employment satisfaction among employees in the company 
How Bangladesh's banking industry's incentive structure affects employees' innovative performance through both material and intangible benefits 
effect of intrinsic incentive on Pakistani employees' performance 
Tanzania's employee performance compensation scheme 
China and Tanzania's attrition, performance evaluation, reward, and supervision allocation patterns 
investigated Pakistan's employee retention rate. 
examined the numerous studies conducted in the area of employee retention. 
investigated the factors influencing European employees' intention to leave and the comprehensive model of labor retention.
	Quantitative techniques 
	The study's conclusions show that perceived workplace autonomy moderates the association between employee engagement and creativity, whereas employees' creativity partially mediators the relationship between employee engagement and task performance.

	Msuya & Kumar (2022)
	Workplace autonomy and discipline's effects on worker performance 
job autonomy's function in companies and how it relates to worker performance. 
Using a moderated mediation analysis, examine how employee engagement and creativity are related to perceived workplace autonomy. 
The association between work autonomy and employee workload and supervisor work-life support on bank employee performance 
The impact of human resource management practices (HRMP) on enhancing employee performance (EP) is mediated by employee engagement and the relationship between job satisfaction and motivation and performance. 
investigates whether HRM practices at Indonesia's State Polytechnic College have a direct effect on worker performance and the function that job satisfaction plays as a mediator between worker performance, compensation, and the workplace. 
employment satisfaction among employees in the company 
How Bangladesh's banking industry's incentive structure affects employees' innovative performance through both material and intangible benefits 
effect of intrinsic incentive on Pakistani employees' performance 
Tanzania's employee performance compensation scheme 
China and Tanzania's attrition, performance evaluation, reward, and supervision allocation patterns 
investigated Pakistan's employee retention rate. 
examined the numerous studies conducted in the area of employee retention. 
investigated the factors influencing European employees' intention to leave and the comprehensive model of labor retention.
	Quantitative Techniques 
	The study's findings showed that the relationship between performance and supervisor work-life support was substantially mediated by job autonomy.

	Riyanto, et al (2021)
	Workplace autonomy and discipline's effects on worker performance 
job autonomy's function in companies and how it relates to worker performance. 
Using a moderated mediation analysis, examine how employee engagement and creativity are related to perceived workplace autonomy. 
The association between work autonomy and employee workload and supervisor work-life support on bank employee performance 
The impact of human resource management practices (HRMP) on enhancing employee performance (EP) is mediated by employee engagement and the relationship between job satisfaction and motivation and performance. 
investigates whether HRM practices at Indonesia's State Polytechnic College have a direct effect on worker performance and the function that job satisfaction plays as a mediator between worker performance, compensation, and the workplace. 
employment satisfaction among employees in the company 
How Bangladesh's banking industry's incentive structure affects employees' innovative performance through both material and intangible benefits 
effect of intrinsic incentive on Pakistani employees' performance 
Tanzania's employee performance compensation scheme 
China and Tanzania's attrition, performance evaluation, reward, and supervision allocation patterns 
investigated Pakistan's employee retention rate. 
examined the numerous studies conducted in the area of employee retention. 
investigated the factors influencing European employees' intention to leave and the comprehensive model of labor retention.
	Quantitative Techniques 
	The results of the study have managerial implications for raising high employee participation motivation, which calls for encouragement to be more proactive and creative in order to help achieve the intended outcomes.

	Alsafadi and Altahat (2021)
	Workplace autonomy and discipline's effects on worker performance 
job autonomy's function in companies and how it relates to worker performance. 
Using a moderated mediation analysis, examine how employee engagement and creativity are related to perceived workplace autonomy. 
The association between work autonomy and employee workload and supervisor work-life support on bank employee performance 
The impact of human resource management practices (HRMP) on enhancing employee performance (EP) is mediated by employee engagement and the relationship between job satisfaction and motivation and performance. 
investigates whether HRM practices at Indonesia's State Polytechnic College have a direct effect on worker performance and the function that job satisfaction plays as a mediator between worker performance, compensation, and the workplace. 
employment satisfaction among employees in the company 
How Bangladesh's banking industry's incentive structure affects employees' innovative performance through both material and intangible benefits 
effect of intrinsic incentive on Pakistani employees' performance 
Tanzania's employee performance compensation scheme 
China and Tanzania's attrition, performance evaluation, reward, and supervision allocation patterns 
investigated Pakistan's employee retention rate. 
examined the numerous studies conducted in the area of employee retention. 
investigated the factors influencing European employees' intention to leave and the comprehensive model of labor retention.
	Quantitative techniques 
	The study's findings highlight the significance of employee engagement and work satisfaction in archiving HR performance goals.

	Mira et al (2019)
	Workplace autonomy and discipline's effects on worker performance 
job autonomy's function in companies and how it relates to worker performance. 
Using a moderated mediation analysis, examine how employee engagement and creativity are related to perceived workplace autonomy. 
The association between work autonomy and employee workload and supervisor work-life support on bank employee performance 
The impact of human resource management practices (HRMP) on enhancing employee performance (EP) is mediated by employee engagement and the relationship between job satisfaction and motivation and performance. 
investigates whether HRM practices at Indonesia's State Polytechnic College have a direct effect on worker performance and the function that job satisfaction plays as a mediator between worker performance, compensation, and the workplace. 
employment satisfaction among employees in the company 
How Bangladesh's banking industry's incentive structure affects employees' innovative performance through both material and intangible benefits 
effect of intrinsic incentive on Pakistani employees' performance 
Tanzania's employee performance compensation scheme 
China and Tanzania's attrition, performance evaluation, reward, and supervision allocation patterns 
investigated Pakistan's employee retention rate. 
examined the numerous studies conducted in the area of employee retention. 
investigated the factors influencing European employees' intention to leave and the comprehensive model of labor retention.
	Qualitative techniques 
	According to the study, employee performance and job satisfaction are positively correlated.

	Idris et al (2020)
	Workplace autonomy and discipline's effects on worker performance 
job autonomy's function in companies and how it relates to worker performance. 
Using a moderated mediation analysis, examine how employee engagement and creativity are related to perceived workplace autonomy. 
The association between work autonomy and employee workload and supervisor work-life support on bank employee performance 
The impact of human resource management practices (HRMP) on enhancing employee performance (EP) is mediated by employee engagement and the relationship between job satisfaction and motivation and performance. 
investigates whether HRM practices at Indonesia's State Polytechnic College have a direct effect on worker performance and the function that job satisfaction plays as a mediator between worker performance, compensation, and the workplace. 
employment satisfaction among employees in the company 
How Bangladesh's banking industry's incentive structure affects employees' innovative performance through both material and intangible benefits 
effect of intrinsic incentive on Pakistani employees' performance 
Tanzania's employee performance compensation scheme 
China and Tanzania's attrition, performance evaluation, reward, and supervision allocation patterns 
investigated Pakistan's employee retention rate. 
examined the numerous studies conducted in the area of employee retention. 
investigated the factors influencing European employees' intention to leave and the comprehensive model of labor retention.
	Quantitative techniques 
	Employee performance and the work environment are impacted by job satisfaction. Additionally, it has a good and considerable impact on staff performance.

	Mziwao and Mbogo (2022)
	Workplace autonomy and discipline's effects on worker performance 
job autonomy's function in companies and how it relates to worker performance. 
Using a moderated mediation analysis, examine how employee engagement and creativity are related to perceived workplace autonomy. 
The association between work autonomy and employee workload and supervisor work-life support on bank employee performance 
The impact of human resource management practices (HRMP) on enhancing employee performance (EP) is mediated by employee engagement and the relationship between job satisfaction and motivation and performance. 
investigates whether HRM practices at Indonesia's State Polytechnic College have a direct effect on worker performance and the function that job satisfaction plays as a mediator between worker performance, compensation, and the workplace. 
employment satisfaction among employees in the company 
How Bangladesh's banking industry's incentive structure affects employees' innovative performance through both material and intangible benefits 
effect of intrinsic incentive on Pakistani employees' performance 
Tanzania's employee performance compensation scheme 
China and Tanzania's attrition, performance evaluation, reward, and supervision allocation patterns 
investigated Pakistan's employee retention rate. 
examined the numerous studies conducted in the area of employee retention. 
investigated the factors influencing European employees' intention to leave and the comprehensive model of labor retention.
	Quantitative techniques 
	Depending on the study's findings, managers must comprehend that job satisfaction among employees and organizational performance are related.

	Jeni et al (2020)
	Workplace autonomy and discipline's effects on worker performance 
job autonomy's function in companies and how it relates to worker performance. 
Using a moderated mediation analysis, examine how employee engagement and creativity are related to perceived workplace autonomy. 
The association between work autonomy and employee workload and supervisor work-life support on bank employee performance 
The impact of human resource management practices (HRMP) on enhancing employee performance (EP) is mediated by employee engagement and the relationship between job satisfaction and motivation and performance. 
investigates whether HRM practices at Indonesia's State Polytechnic College have a direct effect on worker performance and the function that job satisfaction plays as a mediator between worker performance, compensation, and the workplace. 
employment satisfaction among employees in the company 
How Bangladesh's banking industry's incentive structure affects employees' innovative performance through both material and intangible benefits 
effect of intrinsic incentive on Pakistani employees' performance 
Tanzania's employee performance compensation scheme 
China and Tanzania's attrition, performance evaluation, reward, and supervision allocation patterns 
investigated Pakistan's employee retention rate. 
examined the numerous studies conducted in the area of employee retention. 
investigated the factors influencing European employees' intention to leave and the comprehensive model of labor retention.
	Quantitative Technique 
	The findings indicated that employee attitudes regarding their jobs are significantly impacted by reward systems. According to the survey, firms should enhance their incentive programs to boost employee happiness.

	Makhijaa Akbarb (2019)
	Workplace autonomy and discipline's effects on worker performance 
job autonomy's function in companies and how it relates to worker performance. 
Using a moderated mediation analysis, examine how employee engagement and creativity are related to perceived workplace autonomy. 
The association between work autonomy and employee workload and supervisor work-life support on bank employee performance 
The impact of human resource management practices (HRMP) on enhancing employee performance (EP) is mediated by employee engagement and the relationship between job satisfaction and motivation and performance. 
investigates whether HRM practices at Indonesia's State Polytechnic College have a direct effect on worker performance and the function that job satisfaction plays as a mediator between worker performance, compensation, and the workplace. 
employment satisfaction among employees in the company 
How Bangladesh's banking industry's incentive structure affects employees' innovative performance through both material and intangible benefits 
effect of intrinsic incentive on Pakistani employees' performance 
Tanzania's employee performance compensation scheme 
China and Tanzania's attrition, performance evaluation, reward, and supervision allocation patterns 
investigated Pakistan's employee retention rate. 
examined the numerous studies conducted in the area of employee retention. 
investigated the factors influencing European employees' intention to leave and the comprehensive model of labor retention.
	Quantitative Techniques 
	According to the results of a partial least square structural equation modeling (PLS-SEM), both material and immaterial rewards significantly improve creative performance.

	Manzoor et al (2021)
	Workplace autonomy and discipline's effects on worker performance 
job autonomy's function in companies and how it relates to worker performance. 
Using a moderated mediation analysis, examine how employee engagement and creativity are related to perceived workplace autonomy. 
The association between work autonomy and employee workload and supervisor work-life support on bank employee performance 
The impact of human resource management practices (HRMP) on enhancing employee performance (EP) is mediated by employee engagement and the relationship between job satisfaction and motivation and performance. 
investigates whether HRM practices at Indonesia's State Polytechnic College have a direct effect on worker performance and the function that job satisfaction plays as a mediator between worker performance, compensation, and the workplace. 
employment satisfaction among employees in the company 
How Bangladesh's banking industry's incentive structure affects employees' innovative performance through both material and intangible benefits 
effect of intrinsic incentive on Pakistani employees' performance 
Tanzania's employee performance compensation scheme 
China and Tanzania's attrition, performance evaluation, reward, and supervision allocation patterns 
investigated Pakistan's employee retention rate. 
examined the numerous studies conducted in the area of employee retention. 
investigated the factors influencing European employees' intention to leave and the comprehensive model of labor retention.
	Quantitative Techniques 
	Both structural equation modeling and factor analysis have been applied. The study's primary finding indicated that intrinsic reward had a favorable and noteworthy effect on employee performance.

	Kazzoba (2020)
	Workplace autonomy and discipline's effects on worker performance 
job autonomy's function in companies and how it relates to worker performance. 
Using a moderated mediation analysis, examine how employee engagement and creativity are related to perceived workplace autonomy. 
The association between work autonomy and employee workload and supervisor work-life support on bank employee performance 
The impact of human resource management practices (HRMP) on enhancing employee performance (EP) is mediated by employee engagement and the relationship between job satisfaction and motivation and performance. 
investigates whether HRM practices at Indonesia's State Polytechnic College have a direct effect on worker performance and the function that job satisfaction plays as a mediator between worker performance, compensation, and the workplace. 
employment satisfaction among employees in the company 
How Bangladesh's banking industry's incentive structure affects employees' innovative performance through both material and intangible benefits 
effect of intrinsic incentive on Pakistani employees' performance 
Tanzania's employee performance compensation scheme 
China and Tanzania's attrition, performance evaluation, reward, and supervision allocation patterns 
investigated Pakistan's employee retention rate. 
examined the numerous studies conducted in the area of employee retention. 
investigated the factors influencing European employees' intention to leave and the comprehensive model of labor retention.
	Quantitative Techniques 
	The reward mechanisms that were discovered included extra duty allowance, leave aid, and recognition of a supportive work environment. Bonuses for leave packages and overtime were less frequently offered as rewards.

	Ramamoorthy et al (2019)
	Workplace autonomy and discipline's effects on worker performance 
job autonomy's function in companies and how it relates to worker performance. 
Using a moderated mediation analysis, examine how employee engagement and creativity are related to perceived workplace autonomy. 
The association between work autonomy and employee workload and supervisor work-life support on bank employee performance 
The impact of human resource management practices (HRMP) on enhancing employee performance (EP) is mediated by employee engagement and the relationship between job satisfaction and motivation and performance. 
investigates whether HRM practices at Indonesia's State Polytechnic College have a direct effect on worker performance and the function that job satisfaction plays as a mediator between worker performance, compensation, and the workplace. 
employment satisfaction among employees in the company 
How Bangladesh's banking industry's incentive structure affects employees' innovative performance through both material and intangible benefits 
effect of intrinsic incentive on Pakistani employees' performance 
Tanzania's employee performance compensation scheme 
China and Tanzania's attrition, performance evaluation, reward, and supervision allocation patterns 
investigated Pakistan's employee retention rate. 
examined the numerous studies conducted in the area of employee retention. 
investigated the factors influencing European employees' intention to leave and the comprehensive model of labor retention.
	Quantitative Technique 
	According to multiple regression analyses, collectivist Chinese and Tanzanian raters provide a poor-performing employee a more lenient performance assessment than American raters, who also gave the person a comparatively higher internal attribution than either Chinese or Tanzanian raters.

	Gul & Khan (2022)
	Workplace autonomy and discipline's effects on worker performance 
job autonomy's function in companies and how it relates to worker performance. 
Using a moderated mediation analysis, examine how employee engagement and creativity are related to perceived workplace autonomy. 
The association between work autonomy and employee workload and supervisor work-life support on bank employee performance 
The impact of human resource management practices (HRMP) on enhancing employee performance (EP) is mediated by employee engagement and the relationship between job satisfaction and motivation and performance. 
investigates whether HRM practices at Indonesia's State Polytechnic College have a direct effect on worker performance and the function that job satisfaction plays as a mediator between worker performance, compensation, and the workplace. 
employment satisfaction among employees in the company 
How Bangladesh's banking industry's incentive structure affects employees' innovative performance through both material and intangible benefits 
effect of intrinsic incentive on Pakistani employees' performance 
Tanzania's employee performance compensation scheme 
China and Tanzania's attrition, performance evaluation, reward, and supervision allocation patterns 
investigated Pakistan's employee retention rate. 
examined the numerous studies conducted in the area of employee retention. 
investigated the factors influencing European employees' intention to leave and the comprehensive model of labor retention.
	Quantitative technique 
	The findings imply that organizational growth and staff retention are significantly influenced by competency development. Employers must create policies that enforce competency development programs, identify the reasons behind employee attrition, and implement retention strategies to keep people on board. Since globalization, fierce rivalry, and constantly evolving technology have elevated human resources to the forefront of organizational responsibilities, no company wants to lose its brightest workers.

	Singh, (2019)
	Workplace autonomy and discipline's effects on worker performance 
job autonomy's function in companies and how it relates to worker performance. 
Using a moderated mediation analysis, examine how employee engagement and creativity are related to perceived workplace autonomy. 
The association between work autonomy and employee workload and supervisor work-life support on bank employee performance 
The impact of human resource management practices (HRMP) on enhancing employee performance (EP) is mediated by employee engagement and the relationship between job satisfaction and motivation and performance. 
investigates whether HRM practices at Indonesia's State Polytechnic College have a direct effect on worker performance and the function that job satisfaction plays as a mediator between worker performance, compensation, and the workplace. 
employment satisfaction among employees in the company 
How Bangladesh's banking industry's incentive structure affects employees' innovative performance through both material and intangible benefits 
effect of intrinsic incentive on Pakistani employees' performance 
Tanzania's employee performance compensation scheme 
China and Tanzania's attrition, performance evaluation, reward, and supervision allocation patterns 
investigated Pakistan's employee retention rate. 
examined the numerous studies conducted in the area of employee retention. 
investigated the factors influencing European employees' intention to leave and the comprehensive model of labor retention.
	Qualitative Techniques
	Organizational commitment will be impacted by changes to the essential factors that have been identified as influencing workforce retention: benefits, advancement, communication, nature of job, coworkers, and normative commitment.

	Gelencsér, et al (2023)
	Workplace autonomy and discipline's effects on worker performance 
job autonomy's function in companies and how it relates to worker performance. 
Using a moderated mediation analysis, examine how employee engagement and creativity are related to perceived workplace autonomy. 
The association between work autonomy and employee workload and supervisor work-life support on bank employee performance 
The impact of human resource management practices (HRMP) on enhancing employee performance (EP) is mediated by employee engagement and the relationship between job satisfaction and motivation and performance. 
investigates whether HRM practices at Indonesia's State Polytechnic College have a direct effect on worker performance and the function that job satisfaction plays as a mediator between worker performance, compensation, and the workplace. 
employment satisfaction among employees in the company 
How Bangladesh's banking industry's incentive structure affects employees' innovative performance through both material and intangible benefits 
effect of intrinsic incentive on Pakistani employees' performance 
Tanzania's employee performance compensation scheme 
China and Tanzania's attrition, performance evaluation, reward, and supervision allocation patterns 
investigated Pakistan's employee retention rate. 
examined the numerous studies conducted in the area of employee retention. 
investigated the factors influencing European employees' intention to leave and the comprehensive model of labor retention.
	Quantitative Techniques 
	According to the report, businesses should create a positive work environment, foster supportive HR procedures, and cultivate positive working connections. Focusing on HR efforts (like career possibilities) and workplace conditions (such work environment and supervisor assistance) might have an indirect impact on retention.

	Chatzoudes & Chatzoglou (2022)
	Workplace autonomy and discipline's effects on worker performance 
job autonomy's function in companies and how it relates to worker performance. 
Using a moderated mediation analysis, examine how employee engagement and creativity are related to perceived workplace autonomy. 
The association between work autonomy and employee workload and supervisor work-life support on bank employee performance 
The impact of human resource management practices (HRMP) on enhancing employee performance (EP) is mediated by employee engagement and the relationship between job satisfaction and motivation and performance. 
investigates whether HRM practices at Indonesia's State Polytechnic College have a direct effect on worker performance and the function that job satisfaction plays as a mediator between worker performance, compensation, and the workplace. 
employment satisfaction among employees in the company 
How Bangladesh's banking industry's incentive structure affects employees' innovative performance through both material and intangible benefits 
effect of intrinsic incentive on Pakistani employees' performance 
Tanzania's employee performance compensation scheme 
China and Tanzania's attrition, performance evaluation, reward, and supervision allocation patterns 
investigated Pakistan's employee retention rate. 
examined the numerous studies conducted in the area of employee retention. 
investigated the factors influencing European employees' intention to leave and the comprehensive model of labor retention.
	Qualitative Techniques 
	The findings indicated that 1) autonomy and work discipline had a simultaneous impact on performance, with p=007 (p 01). Autonomy and work discipline both simultaneously accounted for 19.3% of employee performance.


2.5 Research Gap

In this study the researcher reviewed literatures related to the effects of organization climate on the employee retention. From the review literatures it was noted that most of these studies such as Tentama et al, (2020); Khoshnaw & Alavi (2020); Pattnaik & Sahoo (2021) revealed that autonomy influence employee retention in the organizations. Meanwhile, Riyanto, et al (2021), Alsafadi and Altahat (2021) and Mira et al (2019) revealed that there is a relationship between job satisfaction and employee retention. On the other hand, Jeni et al (2020), Makhijaa (2019) and Manzoor et al (2021) established that rewards system is important in the employee retention. despite of these findings it can be established that most of these studies revealed the relationship of individual factors and lacked a relationship between variables determinants of organizational climates on employee retention. Therefore, this study will fill this gap by including three variables of organization climate to the employee retention. Moreover, most of these studies concentrated on organizational climate in other areas such as Banking sector Msuya & Kumar (2022), while other concentrated on the impacts of organization climate in IT industry Rinyanto et al (2017). Thus these recommendations provided cannot be implemented in health sector where there are different determinants of climate are different and this makes the researcher conduct the study which would reflect the organizational climate in health sector to generate conclusion and recommendation which reflect the real situation of health sector. 

2.6 Conceptual Framework 

A conceptual framework is a structured plan or system that guides research by providing a coherent set of concepts, theories, definitions, and propositions. It serves as a foundation for understanding, analyzing, and designing the study. The conceptual framework helps to clarify the relationships among variables and provides a roadmap for the research process.

Independent Variables




Dependent Variable  
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Figure 2. 1 Conceptual Framework 
Source: Researcher (2024)
Two study variables—independent variables and dependent variables—are derived from the conceptual framework. Job happiness, the rewards system, and employee autonomy are the independent factors. Conversely, employee retention is the dependent variable. Thus, by using this conceptual framework, the researcher hopes to ascertain how the factors that influence organizational climates relate to employee retention. 

2.7 Chapter Summary 

The literature review was presented in this chapter, which also addressed topics including conceptual definitions, research gaps, theoretical and empirical literature reviews, and conceptual frameworks. 

CHAPTER THREE

RESEARCH METHODOLOGY

3.1 Chapter Overview 

Aspects including the population, data collection techniques, sampling design, research processes, data analysis method, and research design and methodology are presented in this chapter. Furthermore, it elucidates the research's validity and trustworthiness as well as the ethical issues that informed it. 

3.2 Research Philosophy

According to Mkansi and Acheampong (2012), a research philosophy is the collection of ideas, precepts, and presumptions that direct a researcher's strategy for planning and carrying out their study. Because positivism promotes the use of quantitative methods and stresses the application of the scientific method to the social sciences, it was chosen for this study. It also allowed the researcher to evaluate the current relationship between variables. 

3.2 Research Approach

This study employed a quantitative research approach, which entails creating questions that can be further quantified in numerical terms and gathering data through surveys (using survey questionnaires) or experiments (Creswell, 2014). By using statistical tests, such as regression analysis, inferential statistics, and descriptive statistics, quantitative research seeks to forecast the relationship between study variables. This method was employed to ascertain the connection between employee retention and organizational atmosphere. 

3.3 Research Design

A research design is a blueprint that serves as both a study strategy and a plan for implementing that strategy. The research design also gives the researcher a view of what data collection techniques should be employed (Creswell, 2014). The descriptive research design was used in this investigation. Questionnaires are among the data gathering tools used in a descriptive study approach. Additionally, the descriptive study design allows the researcher to use statistical tests like regression analysis, inferential statistics, and descriptive statistics to quantify and evaluate the relationship between variables.

3.4 Study Area

The study location is Bugando Medical Centre, a tertiary care hospital run in association with the Tanzania Ministry of Health and Social Welfare and owned by the Episcopal Conference of the Catholic Bishops of Tanzania. The facility is situated at coordinates 2°31'41.0"S, 32°54'27.0"E near Mwanza City, on the southern banks of Lake Vitoria. Bugando Medical Center employs more than 1,300 people and can accommodate approximately 950 inpatient beds. Up to 18.2% of employed people have chosen to transfer to other medical facilities that offer a more encouraging environment, according to Matiko et al. (2020). Additionally, Mshana & Manyama (2021) report that 5.9% of workers are overworked, which leads to job stress and ultimately the decision to leave the company, while 7.1% of workers left Bugando Medical Center in order to advance their careers. Thus, it was crucial to carry out a study in this field to evaluate the impact of corporate climate on employee retention. 

3.5 Population of the Study  

A population, according to Creswell (2012), is a collection of people who share traits that set them apart from other groups. This study focuses on 218 employees of Bugando Hospital who fall into two groups, including the administrative department, which includes planning and policy, accounting and finance, human resources, administration, quality assurance, and risk management. Additionally, there are 18 clinical departments, which include the following: obstetrics and gynecology, pediatric and child health cardiology, gastroenterology, infection, infectious diseases, internal medicine, radiotherapy, oncology, general pediatrics, neurosurgery, neurosurgery, neurosurgery, dental and maxillofacial surgery, orthopedic surgery, cardiothoracic surgery, ophthalmology, urology, and the emergency room, which employs 732 people. Accordingly, 950 people are the study's target group (Bugando Medical Center HR Information System, 2023). 

3.6 Sample Size

The little portion of the population that the researcher plans to use for data gathering is referred to as the sample size. In order to ensure that the information gathered from the sample is assumed to be representative of the full population, the sample size was chosen to represent the entire targeted group. Yamane's Formula, which was taken from Yamane (1967), was used to calculate the study's sample size. It gives the following:

[image: image3.png]



Where n = Sample Size, N= Targeted Population (950), e= Level of precision (0.05)

Thus 
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n = 281 

Therefore, the sample of this study was 281. 

3.7 Sampling Techniques
Every member of the targeted population has an equal chance of being chosen as a respondent to take part in the data collecting process when the researcher uses simple random sampling techniques, which were used in this study (Pandey & Pandey, 2021). Because this is a medical facility with highly busy staff, the researcher used the random selection method. This allowed them to be arranged for either random number generation or random number, which aided in obtaining the necessary sample size (Kothari, 2012). As a result, the researcher depended on the random selection of Bugando Medical Center staff members, including physicians, nurses, specialists, department heads, and other service providers.

3.9 Data Collection Method

Consult the data collection instrument, which gives the respondents a list of written questions and response options (Creswell, 2012). The researcher used structured questionnaires in this investigation. It was divided into three parts: the introduction, the section on the respondents' demographics, and the Likert scale, which included statements to be scored on a five-point Likert scale: 1 = Strongly Disagree, 2 = Disagree, 3 = Neutral, 4 = Agree, and 5 = Strongly Agree (Appendix II). All respondents were given questionnaires to complete, and since it took them at least five to ten minutes, the researcher was able to gather a large amount of data quickly.

3.9 Data Process 

To extract useful information and make decision-making easier, data processing include gathering, organizing, and transforming data (Flick, 2015). Making sure that raw data is transformed into a format that can be used is an essential stage in research and data analysis. In order to compute indices using statistical methods, this procedure required cleaning and preparing the data (Kumar, 2011).

3.10 Data Analysis  
The Statistical Package for Social Sciences (SPSS) software was used to code the data in order to handle and analyze it. The researcher used statistical tests such multiple regression analysis, descriptive statistics, and inferential statistics as part of a quantitative data analysis approach. Using a quantitative approach to data analysis, the researcher used the following multiple linear regression model form to ascertain the relationship between independent variables, such as Employee Autonomy (EA), Reward System (RS), and Job Satisfaction (JS), and the dependent variable, Employee Retention (ER):

Y = βo + β1X1 + β2X2 + β3X3 + βnXn   +ɛ ………………………. eq1

Y = βo + β1EA + β2RS + β3JS + ɛ………………………. eq2 

Where 

β0 = constant 

Y = Dependent Variable, Employee Retention (ER)

X1 = Employee Autonomy (EA), X2 = Reward System (RS), X3 Job Satisfaction (JS) (Independent Variables).

βo to β1 = Regression coefficient of the Respective variable as specified above

ɛ =random error term.

3.11 Assumptions of Multiple Linear Regressions

It is crucial to adhere to the assumptions regarding the variables when performing multiple regression analysis (Keith, 2006). This is due to the possibility that disregarding the assumptions could lead to inaccurate estimates and a misinterpretation of the model's predictors' important effects (Stevens, 2009). Thus, the five multiple regression assumptions the Linearity Test, Normality Test, Homoscedasticity Test, Autocorrelations Test, and Multicollinearity Test—were carried out as recommended by Osborne and Waters (2002). 

3.11.1 Linearity Assumption

According to Osborne and Waters (2002), linearity tests establish if the independent and dependent variables have a linear relationship. The overall analysis's direction is determined by this assumption. Regression estimates, including coefficients, standard errors, and tests of significance, may become biased when linearity is not satisfied (Keith, 2006). As shown in Table 4.7, Pearson correlation was computed to ascertain the linear relationship between the variables, as recommended by Schober et al. (2018).

3.11.2 Normality Assumption

In order to facilitate value prediction, this assumption seeks to determine whether variables are regularly distributed (Osborne and Waters, 2002). Uneven validity and dependability of the estimations may arise from violations of the normalcy test (Hair et al., 2010). According to Pallant (2010), the researcher tested the data's normal distribution by looking into Skewness-Kurtosis. 

3.11.3 Homoscedasticity Assumption

This test allows for a broad assumption of consistency in the distribution of mistakes among variables by assuming that the variance of errors among independent variables is identical (Stevens, 2009). To determine whether homoscedasticity is satisfied, a scatter plot of the standardized residuals against the anticipated value was created, as recommended by Stevens (2009).

3.11.4 Autocorrelations

According to Stevens (2009), autocorrelations are designed to assess the independence of mistakes among variables. Type I and Type II mistakes are likely to have an impact on the outcomes when this assumption is broken (Osborne and Waters, 2002). To determine whether there is autocorrelation between independent variables, the Durbin-Watson test was used. 

3.11.5 Multicollinearity Assumption

The purpose of this assumption is to assess the degree of uncorrelation between independent variables. VIF and tolerance rate were computed to ascertain the degree of collinearity since Keith (2006) suggests that there should be a low correlation between independent variables in order to enable a clear analysis of the significant impact of each dependent variable predictor.

3.12 Variables Measurements 

3.12.1 Independent Variables

These are the variables that the researcher manipulates to observe their effects on the dependent variable. It is called independent because its variation is not influenced by other variables in the study. The independent variables in this study were three namely Employee Autonomy (EA), Reward System (RS) and Job Satisfaction (JS). The scale used in 5 Points from Tentama et al (2020), Khoshnaw & Alavi (2020), Pattnaik & Sahoo (2021), Msuya & Kumar (2022), Riyanto, et al (2021), Alsafadi and Altahat (2021), Mira et al (2019), Idris et al (2020), Mziwao and Mbogo (2022), Jeni et al (2020).

3.12.2 Dependent Variable

These variables are measured and monitored in order to evaluate the impact of the independent variable. Because its fluctuation is believed to be dependent on changes in the independent variable, it is called dependent. Stated differently, the outcome that the researcher is interested in examining is the dependent variable. Employee retention (ER), the study's dependent variable, was assessed using a 5-point Likert scale that was adapted from Gul & Khan (2022), Singh (2019), Gelencsér et al. (2023), and Chatzoudes & Chatzoglou (2022). 

3.13 Reliability and Validity of the Study

3.13.1 Reliability

According to Creswell (2014), reliability is the degree of dependability that allows a study to be performed multiple times with consistent results. The reliability of the questionnaires was examined to see if they consistently yielded the same results. The researcher used a Cronbach's Alpha coefficient to evaluate the dependability; this coefficient must be at least 0.7. 

3.13.2 Validity

The supervisor and other colleagues discussed the questionnaires in order to assess the instrument's content validity. Their suggestions and remarks helped to ensure that the data met the research study's requirements. In order to test the questionnaires' length, ambiguities, and ability to address the study's objectives, the study employed a pilot test.

3.14 Ethical Consideration

By obtaining research authorization from the Open University of Tanzania, which validated the data gathering stage of the study, the researcher ensured ethical concerns. Additionally, the researcher received approval from the Bugando Medical Center's management, the Regional Administrative Secretary (RAS), the District Administrative Secretary (DAS), and other authorities. The research participants who were prepared to take part in the data collection process gave the researcher their informed consent. Additionally, the researcher made sure that the information gathered would be kept private and used exclusively for scholarly purposes. To prevent the appearance of plagiarism, the researcher made sure that all of the materials used in this study were properly cited and acknowledged. Finally, the researcher followed all guidelines and principles for doing research as outlined in the Open University of Tanzania's generic research guidelines.

CHAPTER FOUR
FINDINGS PRESENTATION 
4.1 Overview  

Since it offers a thorough analysis of the data and interprets the findings of the research objectives, this chapter presents the findings and discussion as an essential part of the research study. In order to emphasize the importance of the findings and evaluate their implications, the researcher systematically presents the key findings derived from the data in this chapter. These findings include the response rate, demographic characteristics of the respondents, descriptive statistics for the research objectives, the relationship between research variables, and a discussion of the major research findings based on the research objective. 

4.2 Response Rate 

The percentage of people who engage in a study compared to the total number of people invited or targeted is known as the response rate. Usually, a percentage is used to express it. A higher response rate lowers the possibility of non-responded bias, which, according to Fowler (2014), produces more valid and dependable results. Also, the importance of response rates is that they enhance the generalizability of the study findings to the wider population. The research conclusion might not be representative if the response rate isn't high enough, which would restrict the study's external validity (Babbie, 2015). According to Table 4.1, the response rate in this study was 79.3%. 

Table 4.1 Response Rate 

	Category 
	Frequency
	Per cent

	Intended Sample Size 
	281
	100

	Available Sample Size 
	223
	79.3%


Source: Field Data (2024)
4.3 Demographic Characteristics of the Respondents 

The statistical information gathered from respondents that characterizes their background or population characteristics is referred to as demographic characteristics. Variables including age, gender, education level, occupation, and job experience are frequently included in these attributes. Demographic information is crucial because it enables researchers to comprehend the makeup of their samples, which may have an impact on the findings (Kothari 2014). Table 4.2 displays the findings of the demographic characteristics.

4.3.1 Age of the Respondents 

According to Table 4.2, 40.8% of respondents were between the ages of 18 and 28, and 46.2% were between the ages of 29 and 39. However, 13.0% of the respondents were between the ages of 40 and 50; none of the respondents were older than 50. The overall results demonstrate that respondents in the 18–50 age range participated effectively. This suggests that the majority of study participants are more active, whereas the absence of responders over 50 may indicate either an earlier retirement age or a lower proportion of senior employees in the sample. 

4.3.2 Gender of the Respondents 

On the gender of the respondents, the distribution is fairly balanced, with 53.4% male and 46.6% female. These findings imply the slight predominance of males could reflect the gender dynamics in the health sector. The near-equal distribution suggests efforts towards gender balance but could be investigated further for possible gender-specific experiences or challenges. Therefore, the findings of this study indicate that the study was free from gender bias. 

4.3.3 Level of Education 

Most of the respondents hold certificates (36.8%) or diplomas (32.7%), while 24.2% have bachelor's degrees and only 6.3% have a master's degree. The results show that the majority of the employees working at Bugando Medical Center attain mid-level qualifications, with only a small percentage holding advanced degrees. This may reflect the educational requirement for the roles the workforce plays, possibly indicating a focus on practical, technical skills over advanced academic qualifications. The level of education attained by the respondents who participated in this study suggests that most of them are educated and hence could provide their understanding in this study. 
4.3.4 Occupation of the Respondents 

The results indicate that the largest categories of respondents are service providers 33.2% and Specialists 26%), followed by Nurses/Doctors (25.6%). The roles such as Head of Department (2.2%), administrative officials (2.7%) and Human Resources Management (1.8%) make up a small portion of the respondents who participated in this study. These results imply that most of the respondents are in operational roles (service providers, specialists and nurses/doctors). Administrative and managerial portions are sparsely represented, suggesting a more hands-on workforce. This may also suggest that decisions in this sector are driven by a few administrative leaders while a large portion of employees focus on service delivery.

4.3.5 Working Experience 

According to the findings, 30.9% of respondents had more than 11 years of experience, while 53.4% of respondents have 1 to 5 years. However, just 15.7% of those surveyed had six to ten years of experience. With more than half of the workforce having less than five years of experience, the workforce is comparatively youthful. This suggests a potential focus on hiring new talents or recent workforce expansion. The substantial proportion of employees with over 11 years of experience 30.9% indicates that despite the younger workforce, there is also a significant pool of experienced personnel that can contribute expertise. The results suggest a predominantly young, gender-balanced workforce, with most of the employees holding practical qualifications. The occupation is concentrated in hands-on roles like service providers and specialists, while administrative positions are few. The workforce is largely early in their careers, but there remains a notable group with over a decade of experience, ensuring a mix of new energy and seasoned expertise. Therefore, based on these results it can be established that the participants in this study were fit for the data collection to represent the entire population while guaranteeing the validity and reliability of data. The results for demographic characteristics were presented as shown in Table 4.2.
Table 4. 2 Demographic Characteristics of the Respondents 
	Character                          Category 
	Frequency 
	Per cent %

	Age
	18 - 28 Years
	91
	40.8%

	
	29 - 39 Years
	103
	46.2%

	
	40 - 50 Years
	29
	13.0%

	
	50+ Years
	0
	0.0%

	
	Total
	223
	100%

	Gender
	Male
	119
	53.4%

	
	Female
	104
	46.6%

	
	Total 
	223
	100

	Level of Education
	Masters
	14
	6.3%

	
	Bachelor Degree
	54
	24.2%

	
	Diploma
	73
	32.7%

	
	Certificate
	82
	36.8%

	
	Total 
	223
	100%

	Occupations
	Nurse/Doctor
	57
	25.6%

	
	Specialists
	58
	26.0%

	
	Head of departments
	5
	2.2%

	
	Service Providers
	74
	33.2%

	
	Administrative Officials
	6
	2.7%

	
	Human Resource Management
	4
	1.8%

	
	Other Staff Members
	19
	8.5%

	
	Total 
	223
	100%

	Working Experience
	1 - 5 Years
	119
	53.4%

	
	6 - 10 Years
	35
	15.7%

	
	11+ Years
	69
	30.9%

	
	Total 
	223
	100%


Source Research Field Data (2024)
4.4 Descriptive Statistics for the Research Variables  
Descriptive statistics refers is a technique used to summarize, describe and present data clearly and understandably. These statistics provide a simple summary of the sample and the measures, allowing the researcher to understand the basic characteristics of the data without making inferences or predictions. Descriptive statistics are often used as the first step in data analysis, providing insights into patterns, trends and distributions. Descriptive statistics was used to summarize descriptive data for the research variables namely Employee Autonomy (EA), Job Satisfaction (JS), Reward System (RS) and Employee Retention (ER).  

4.4.1 Effects of Employee Autonomy   
Employee Autonomy (EA) refers to the degree of independence and self–governance that an individual has in carrying out certain activities related to tasks and making decisions (Ngwa et al 2019). It is a key aspect of workplace culture and management style that can significantly impact employee satisfaction, motivation and performance (Tentama et al., 2020). Table 4.3 shows that autonomy allows individuals to align their work tasks with their personal preferences had Mean = 3.52 and SD = 1.204. These results mean that respondents moderately agree with this statement. Autonomy encourages employees to think creatively and explore new ideas Mean = 3.40 and SD = 1.461, this means that there is a relatively higher standard deviation of 1 which indicates that most of the respondents agreed with this statement. Autonomy makes employees take ownership of their work and strive for excellence has Mean = 3.69 and Standard Deviation = 1.252 indicating a fairly positive agreement with his statement. 
On the other hand, autonomy provides employees with trust and confidence in their abilities having a mean = 3.73 and SD = 1.124 these results indicate that most of the respondents agree with this statement. Managers can foster a more collaborative and supportive work environment had a Mean = 3.59 and SD = 1.158 meaning that most of the respondents agree that autonomy is linked to collaboration and a supportive workplace. Employee autonomy allows for greater flexibility in how work is approached and completed Mean = 3.79 and SD 1.254, these results mean that most of the respondents agree that autonomy leads to greater flexibility. Lastly, autonomy contributes to employee engagement and commitment to the organization's goals had Mean = 3.57 and SD =1.235, this shows that most of the respondents agree that autonomy helps to enhance engagement and commitment, the results are presented in Table 4.3.
	Table 4.3 Descriptive Statistics

	Statement 
	N
	Mean
	Std. Deviation

	Autonomy allows individuals to align their work tasks with their personal preferences.
	223
	3.52
	1.204

	Autonomy encourages employees to think creatively and explore new ideas.
	223
	3.40
	1.461

	Autonomy makes employees take ownership of their work and strive for excellence.
	223
	3.69
	1.252

	Autonomy provides employees with trust and confidence in their abilities.
	223
	3.73
	1.124

	managers can foster a more collaborative and supportive work environment
	223
	3.59
	1.158

	Employee autonomy allows for greater flexibility in how work is approached and completed.
	223
	3.79
	1.254

	Autonomy contributes to employees' engagement and commitment to the organization's goals.
	223
	3.57
	1.235

	Overall
	223
	3.61
	1.241


Source: Field Data (2024)
4.4.2 Effects of Job Satisfaction
A person's general attitude and sentiments toward their work are referred to as their level of satisfaction (Pang & Lu, 2018). It includes a number of elements, including the nature of the work itself, the work environment, relationships with coworkers, prospects for growth, and pay (Ćulibrk et al., 2018). The study's findings indicate that one of the elements influencing employee retention is job satisfaction. As can be seen in Table 4.4, the standard deviation quantifies the variability or spread of the answers around the mean, whereas the mean represents the average. Table 4.2 demonstrates that I feel fulfilled and accomplished at work (Mean = 3.11 and SD = 0.899). According to these findings, most respondents are either neutral or disagree that they feel fulfilled in their work. The majority of respondents disagree or are usually neutral on the issue of manageable workload, as seen by the mean of 2.94 and SD of 0.616 for the burden at my job, which is acceptable and manageable. Mean = 2.60 and SD = 0.547 show that I have a good work-life balance in my current job, whereas the majority of respondents disagree. The majority of respondents were ambivalent about having prospects for growth and advancement in their existing positions, as evidenced by the mean score of 2.88 and the standard deviation of 0.731. With a mean of 2.48 and a standard deviation of 0.618, the respondents indicated that they somewhat agreed that they had a helpful relationship with their bosses and coworkers. My employment enables me to successfully use my talents and abilities. The respondents agreed that their jobs enable them to use their skills and abilities effectively, as indicated by the Mean = 3.46 and SD = 0.673. The results are shown in Table 4.4. Finally, I feel motivated to perform well in my job, with Mean = 2.84 and SD = 0.791, indicating that the majority of them feel somewhat inspired to perform well in their jobs. 

	Table 4.4 Job Satisfaction 

	Statement 
	N
	Mean
	Std. Deviation

	My job provides me with a sense of fulfillment and accomplishment
	223
	3.11
	.899

	The workload in my job is reasonable and manageable.
	223
	2.94
	.616

	I have a good work-life balance in my current job.
	223
	2.60
	.547

	I have opportunities for growth and advancement in my current position.
	223
	2.88
	.731

	I have supportive relationships with my colleagues and supervisors.
	223
	2.48
	.618

	My job allows me to utilize my skills and abilities effectively.
	223
	2.46
	.673

	I feel motivated to perform well in my job.
	223
	3.84
	.791

	Employees' participation in the decision-making process
	223
	2.61
	.576

	Valid N (listwise)
	223
	2.61
	0.681


Source: Field Data (2024)

4.4.3 Effect of Rewards System 
A reward system in the context of employment refers to the mechanism through which organizations recognize and reinforce desirable employee behaviours, achievements and contributions (Idemob et al., 2017). A well–designed reward system is essential for motivating employees, promoting engagement and driving performance (Francis et al., 2020). The results of this study show that employee participation in the decision-making process has a Mean = 2.61 and DS 1.576, these results suggest that respondents generally disagree since their mean values are low. The rewards offered by the organization motivated me to perform better had Mean = 2.47 and SD = 1.448, this means that most of the respondents disagree that the reward system provided motivated them to perform better. 
The results also show that the reward offered aligned with my personal goals and aspirations had Mean = 2.59 and SD 1.295 meaning that respondents agree that the rewards system has a moderate effect on employees’ aspirations. I feel recognized and appreciated through the organizations' rewards system had Mean = 2.71 and SD = 1.641 meaning that most of the respondents disagree that they feel encouraged by the reward system. I feel motivated to go above and beyond my regular duties to the rewards offered by the organization. I am aware of the different types of rewards offered by the organization had Mean = 2.74 and SD = 1.643, this indicates that awareness of the reward system is low to moderate. The standard deviation reflects that awareness varies significantly among employees. 
The reward system effectively recognizes and rewards performance improvement had Mean = 2.78 and SD = 1.461, these results indicate a low perception of the respondents on the rewards system. Lastly, the organizations regularly evaluate and update the rewards system to meet changing needs and circumstances had a Mean of 3.22 and SD = 1.406, this indicates a slightly positive perception of the organizations' efforts to evaluate and update its rewards system. This suggests that the reward system is viewed more favorably the results of this study are also presented in Table 4.5.
	Table 4. 5 Descriptive Statistics

	Statement 
	N
	Mean
	Std. Deviation

	Employees' participation in the decision-making process
	223
	2.61
	1.576

	The rewards offered by the organization motivate me to perform better
	223
	2.47
	1.448

	The rewards offered align with my personal goals and aspirations.
	223
	2.59
	1.295

	I feel recognized and appreciated through the organization's reward system.
	223
	2.71
	1.641

	I feel motivated to go above and beyond my regular duties due to the rewards offered
	223
	2.81
	1.230

	I am aware of the different types of rewards offered by the organization.
	223
	2.74
	1.643

	The reward system effectively recognizes and rewards performance improvement.
	223
	2.78
	1.461

	The organization regularly evaluates and updates the reward system to meet changing needs and circumstances.
	223
	3.22
	1.406

	Valid N (listwise)
	223
	  2.74
	    1.462


Source: Field Data (2024)
4.4.4 Employee Retention

Sutner (2021) defines employee retention as the organizational objective of retaining skilled workers and lowering turnover through the provision of competitive compensation and benefits, a healthy work-life balance, a positive work environment to encourage engagement, and employee appreciation. During times of low unemployment and increased competition for talent, employers are especially interested in keeping their current workforce. Table 4. 6 indicates that the rate of employee turnover is influenced by the working environment. SD = 1.106 and mean = 3.64 According to these findings, the majority of respondents concur that employee turnover is influenced by the workplace environment. A moderate level of experience is indicated by the low rate of employee position changes (Mean = 3.52, SD 1.348), which implies that respondents somewhat agree that there are fewer changes in employment positions. However, some respondents may perceive higher or lower rates of position changes. Over time, workers are open to change inside their company. This implies that workers are typically receptive to prospects for internal mobility or advancement. There is less variance and more constant agreement among responders, as indicated by the smaller standard deviation of 0.992. Additionally, respondents generally agreed that the administration does not adequately support or ensure employees' personal growth, as evidenced by Mean = 3.89 and SD = 1.074 for this question. Last but not least, the respondents somewhat agreed that there is a lack of motivation given to employees, as seen by the Mean = 3.75 and SD = 1.156. 
Although there is general agreement on these characteristics, the comparatively high standard deviation suggests that employee experiences and views differ, raising the possibility that corporate policies are not followed consistently. The findings of this investigation were also presented in this study, as indicated in Table 4.6. 

	Table 4.6 Employee Retentions 

	Statement 
	N
	Mean
	Std. Deviation

	Working climate affects the rate of employee turnover
	223
	3.64
	1.106

	There is a low rate of employee changes in positions.
	223
	3.52
	1.348

	Employee are willing to change in their organization over some time.
	223
	3.96
	.992

	The administration doesn’t guarantee employees' personal development.
	223
	3.89
	1.074

	There is a low Provision of motivation to the employees
	223
	3.57
	1.156

	Overall
	223
	3.716
	1.135


Source: Field Data (2024) 
4.5 Reliability Test 
Reliability refers to the methods used to assess the consistency and stability of a measurement instrument or tool. Creswell, (2014) opines that for quantitative research, reliability helps in producing consistent results, thus it is critical in establishing trust in the research findings. According to Kumar et al 2010, a reliability score above 0.7 or above is generally considered acceptable for research purposes. In this study, the highest reliability score was .893 while the lowest score was .741. Therefore, it can be established that the research variables had higher reliability values hence allowing the researcher to proceed with the analysis of data collected as depicted in Table 4.6.
Table 4. 7 Reliability Test 

	Constructs 
	No of Items
	Cronbach’s Alpha

	Employee Autonomy (EA)
	7
	.766

	Job Satisfaction (JS)
	8
	.893

	Reward System (RS)
	7
	.865

	Employee Retentions (ER)
	5
	.741


Source: Field Data (2024)

4.6 Sample Adequacy 

This refers to the appropriateness of the sample size used in this study to ensure that the results can be generalized to the population being studied. It is a crucial element in research especially in quantitative studies since it helps to ensure the validity and reliability of research findings (Hair et al 2010). In this study sample adequacy was determined using two tests namely Kaiser-Meyer-Olkin (KMO) and exploratory factor analysis. 

4.6.1 Kaiser-Meyer-Oklin (KMO)

This test evaluates the research data's suitability for factor analysis. It contrasts the partial correlation coefficient's magnitude with the observed correlation coefficients' magnitude. The sample is sufficient if the KMO value is closer to 1 (usually above 0.6), which denotes that factor analysis is appropriate. The KMO value in this investigation was 0.755. The variables may be unrelated and unsuitable for structure discovery, according to Bartlett's test of sphericity, which determines whether the correlation matrix is an identity matrix. A significant outcome (P < 0.05) indicates that the sample is sufficient for additional examination. Consequently, the Kaiser-Meyer-Oklin (KMO) in this investigation was 0.755, which was significant at.000. It indicates that the study's sample size was sufficient, enabling the researcher to move forward with additional data analysis as recommended by Hair et al. (2010). The KMO results are shown in Table 4.8.

	Table 4.8 KMO and Bartlett's Test

	Kaiser-Meyer-Olkin Measure of Sampling Adequacy.
	.755

	Bartlett's Test of Sphericity
	Approx. Chi-Square
	6548.466

	
	df
	351

	
	Sig.
	.000


Source: Field Data (2024)
4.6.2 Exploratory Factor Analysis 

EFA is excellent for revealing latent dimensions that explain the covariations among a group of observable variables, according to Tabachnick and Fidell (2013). Its goal is to find clusters of variables that have a common variance. A loading of at least 0.5 is advised by Tabachnick and Fidell (2013) in order for the factor to be incorporated into the study. The factor loading in this study varied from.611 for the lowest loading to.834 for the highest loading. According to Tabachnick and Fidell (2013), all factors produced a greater factor loading, indicating that they were suitable for investigation in this study. The results are shown in Table 4.9. 

	Table 4. 9 Table Component Matrixa

	
	Component

	
	1
	2
	3
	4

	EA1
	.833
	
	
	

	EA2
	.663
	
	
	

	EA3
	.721
	
	
	

	EA4
	.746
	
	
	

	EA5
	.824
	
	
	

	EA6
	.611
	
	
	

	EA7
	.808
	
	
	

	JS1
	
	.786
	
	

	JS2
	
	.798
	
	

	JS3
	
	.635
	
	

	JS4
	
	.831
	
	

	JS5
	
	.712
	
	

	JS6
	
	.682
	
	

	JS7
	
	.834
	
	

	JS8
	
	.720
	
	

	RS1
	
	
	.670
	

	RS2
	
	
	.685
	

	RS3
	
	
	.802
	

	RS4
	
	
	.664
	

	RS5
	
	
	.714
	

	RS6
	
	
	.721
	

	RS7
	
	
	.781
	

	ER1
	
	
	
	.789

	ER2
	
	
	
	.609

	ER3
	
	
	
	.732

	ER4
	
	
	
	.727

	ER5
	
	
	
	.758

	Extraction Method: Principal Component Analysis.

	a. 8 components extracted.


Source: Field Data (2024)
4.6.3 Linearity Test 
In many statistical analyses, especially regression analysis, the linearity assumption is essential. It states that there is a linear relationship between the independent and dependent variables. A fundamental premise of linear regression models, according to Hari et al. (2010), is that the relationship between independent and dependent variables must be linear in order for the model to produce reliable estimates and forecasts. Additionally, Field (2009) highlights that linearity is essential for accurately interpreting regression findings; therefore, departures from linearity assumptions may result in inaccurate estimates and model misspecification. According to the results of the Pearson correlation analysis for linearity tests conducted in this study, there was a positive correlation overall between the independent and dependent variables, with an overall correlation of 0.01. Additionally, the correlation between the individual variables, such as Employee Autonomy (EA), was (r (233)>.492, p<.000), indicating a favorable relationship between ER and EA. The findings also indicate a positive link between employee retention (ER) and job satisfaction (JS), with r (233)>.268, p<.000 and JS connected with ER. Finally, the Reward System was correlated at (r (233)>.947, p<.000), indicating that employee retention and the Reward System are positively correlated. Table 4.10 displays the outcomes for the linearity assumption.

	Table 4. 10 Correlation Analysis 

	
	ER
	EA
	JS
	RS

	ER
	Pearson Correlation
	1
	
	
	

	
	Sig. (2-tailed)
	
	
	
	

	
	N
	223
	
	
	

	EA
	Pearson Correlation
	.492**
	1
	
	

	
	Sig. (2-tailed)
	.000
	
	
	

	
	N
	223
	223
	
	

	JS
	Pearson Correlation
	.053
	.268**
	1
	

	
	Sig. (2-tailed)
	.429
	.000
	
	

	
	N
	223
	223
	223
	

	RS
	Pearson Correlation
	-.029
	.220**
	.947**
	1

	
	Sig. (2-tailed)
	.669
	.001
	.000
	

	
	N
	223
	223
	223
	223

	**. Correlation is significant at the 0.01 level (2-tailed).


Source: Field Data (2024)

4.6.4 Normality Test 
In order to facilitate value prediction, this assumption seeks to determine whether variables are regularly distributed (Osborne and Water 2002). Uneven validity and dependability of estimations may arise from breaking this assumption. As recommended by Pallant (2010), Skewness-Kurtosis was employed in this investigation to test for a normal distribution of data. Skewness is a metric that quantifies the degree of asymmetry in a variable's distribution. A normal distribution is said to be symmetrical if its skewness value is zero. Kurtosis quantifies how tailed the distribution is. The kurtosis of a normal distribution is zero. in this research. The normal distribution in this study is roughly symmetric, as indicated by the Skewness-Kurtosis score being close to 0. This indicates that, as shown in Table 4.11, the variables have a distribution that is almost normal. 

	Table 4. 11 Normality Test 

	
	N
	Mean
	Std. Deviation
	Skewness
	Kurtosis

	
	Stat
	Stat
	Stat
	Stat
	Std. Error
	Stat
	Std. Error

	ER
	223
	18.5695
	3.38962
	.005
	.163
	-.953
	.324

	EA
	223
	25.2960
	5.61949
	-.625
	.163
	.150
	.324

	JS
	223
	21.9103
	8.69301
	.186
	.163
	-.898
	.324

	RS
	223
	19.3274
	7.55792
	.061
	.163
	-.979
	.324

	Valid N (listwise)
	223
	
	
	
	
	
	


Source: Field (2024)

The correlation coefficient between the predictors (RS, EA, and JS) and the dependent variables (ER) is represented by the R-value, according to the regression model summary results. A high positive correlation between the independent and dependent variables is indicated by an R-value of 0.735./ R square shows how much of the variance in the dependent variable can be accounted for by the predictors. In this instance, employee autonomy, job satisfaction, and reward systems account for 68.6% of the variation in employee retention. This implies that the model's explanatory power is good. When there are several variables involved, adjusted R square accounts for the number of measurements of the model's explanatory power. The model still explains roughly 57.6% of the variance in employee retention after controlling for the number of predictors, according to the value of 0.576. Despite the change, this model fit is still good, although it is marginally less than the R square. The autocorrelation Durbin-Watson statistics (if the residuals are correlated). Autocorrelation is minimal or nonexistent when the value is near 2. A result of 1.852 indicates that the residual shows no discernible autocorrelation, which is positive for the model's validity. 

4.6.5 Multicollinearity Test 

When two or more independent variables in a regression model have high values, this is known as multicollinearity.ly correlated, which indicates that they offer duplicate information. Because of this, it may be challenging to precisely quantify the link between each independent variable and the dependent variable. Tolerance and Variance Inflation Factor (VIF) values were checked in order to determine the multicollinearity tests in this study. Because the predictors in this analysis had low VID and high tolerance values, it was determined that the Employee Autonomy, Job Satisfaction, and Reward System did not exhibit multicollinearity. Osborne and Waters (2002) state that a VIF threshold of 10 is considered severe multicollinearity, and a tolerance of 0.1 is considered a serious indicator for multicollinearity issues. They also identify that VIF should be between 0 and 1 and between 1 and 10 as shown in Table 4.12.

Table 4. 12 Multicollinearity Test 

	Model
	Collinearity Statistics

	
	Tolerance
	VIF

	1
	(Constant)
	
	

	
	EA
	.917
	1.090

	
	JS
	.100
	3.025

	
	RS
	.102
	5.780

	a. Dependent Variable: ER


Source: Field Data (2024)

4.5.6 Homoscedasticity Test 
In a regression model, homoscedasticity is the presumption that the variance of the error (or residuals) is constant at all levels of the dependent variables. Because heteroscedasticity, the reverse of homoscedasticity, can impair the effectiveness and dependability of regression estimates and result in inaccurate conclusions about the relationships between variables, this assumption is crucial. The homoscedasticity in this study was ascertained by examining the regression standardized residuals, which are shown in Figure 4.1. A scatterplot of the residuals showed that they were presented along a straight line, indicating that the homoscedasticity test was statistically satisfied. 
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Figure 4. 1 Homoscedastic Test

Source: Field Data (2024)
	Table 4. 13 Model Summaryb

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	Durbin-Watson

	
	
	
	
	
	

	1
	.735a
	.540
	.576
	2.88413
	1.852

	a. Predictors: (Constant), RS, EA, JS

	b. Dependent Variable: ER


 The independent variables (RS, EA, and JS) can be evaluated for their ability to meaningfully predict the dependent variable (ER) using ANOVA (Analysis of Variance). The F-Value, which is 29.213, is the table's most important component. The results indicate that the model as a whole is good because it accounts for a sizable portion of the variance in employee retention. However, the total regression model is statistically significant, as indicated by the p-value of 0.000. According to Table 4.13, this indicates that there is substantial evidence that at least the predictors EA, JS, and RS strongly predict employee retention (ER). 

	Table 4. 14 ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	728.988
	3
	242.996
	29.213
	.000b

	
	Residual
	1821.685
	219
	8.318
	
	

	
	Total
	2550.673
	222
	
	
	

	a. Dependent Variable: ER

	b. Predictors: (Constant), RS, EA, JS


The findings indicate that the expected value of Employee Retention (ER) when all predictors, EA, JS, and RS, are zero is represented by the constant value B=12.081, t = 12.727 Sig = 0.000. Given that the p-value is 0.000, the intercept is significant. The findings also reveal that Employee Autonomy (EA) has an unstandardized coefficient (B) of 0.297, which indicates that, assuming all other variables stay the same, Employee Retention (ER) rises by 0.297 units for every unit increase in EA. Employee Retention (ER) rises by 0.193 for every unit increase in job satisfaction (JS), according to the unstandardized coefficient (B) of 0.193 and the level of significance of 0.007 for JS. This implies that employee retention is significantly predicted by job satisfaction. According to the data, the Unstandardized coefficient (B) for the Reward System was -0.272, which indicates that employee retention rises by 0.272 units for every unit increase in the Reward System (RS). According to Table 4.14, this implies a favorable correlation between employee retention and the reward system. 

	Table 4. 15 Regression Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	12.081
	.949
	
	12.727
	.000

	
	EA
	.297
	.036
	.492
	8.257
	.000

	
	JS
	.193
	.071
	.495
	2.739
	.005

	
	RS
	.272
	.080
	.606
	3.394
	.001

	a. Dependent Variable: ER


CHAPTER FIVE
DISCUSSION OF FINDINGS

5.1 Overview 
The primary research findings are discussed in this chapter, which is based on the goals of the study as stated in the subsections that follow. 

5.2 Summary of Findings 

5.2.1 Effect of Employee Autonomy on Employee Retention 

Based on the research findings, it can be concluded that employees must be autonomous in order to carry out their responsibilities effectively and efficiently. The outcomes derived using descriptive statistics According to Table 4.3, the overall mean was 3.61 and the standard deviation was 1.241. This indicates that the majority of respondents concur that employee autonomy is a significant factor that can affect employee retention because it allows employees to be more creative and perform better on the job. Furthermore, as Table 4.10 illustrates, the correlation analysis results also demonstrated a positive relationship between employee autonomy and a p-value of.000 and a correlation of.492. Additionally, as shown in Table 4.14, regression analysis revealed that Employee Autonomy had an unstandardized coefficient of.297, which was significant at.000. Therefore, it can be concluded that employee autonomy is one of the most essential factors since it can improve employee retention when individuals feel empowered to act during their duties and obligations, as opposed to when they feel powerless. Tentama et al. (2020), who found that work discipline and autonomy accounted for 19.3% of employee performance, corroborate these findings. Employee performance was more strongly influenced by work discipline (10.8%) than by autonomy (8.5%). Work discipline and organizational autonomy can be used to forecast employee performance depending on the outcome. Additionally, according to Tabiu et al. (2020), job autonomy has a significant impact on employee adaptive performance, and Pattnaik & Sahoo (2021) show that employee creativity partially mediates the relationship between employee engagement and task performance, while perceived workplace autonomy moderates the relationship between employee engagement and creativity. The findings imply that the more the firm prioritizes employee training, career planning, and work autonomy, "

5.2.2 Effects of Job Satisfaction on Employee Retention 

While the low mean level suggests that the majority of respondents were either neutral or disagreed with the factors influencing employee work satisfaction, the overall results reveal a low standard deviation of 1, indicating that there is little variety in the replies provided. According to the study's findings, job satisfaction—the degree to which employees are happy in their positions—is another crucial component of human resource management. The way workers are treated at their workplace can improve this. The majority of study participants disagreed or remained neutral regarding job satisfaction at Bugando Medical Center, according to the descriptive statistics results (Table 4.4), which show an overall mean of 2.86 with an overall standard deviation of 0.681. On the other hand, the correlation analysis results (Table 4.10) showed a correlation of.268 that was significant at a p-value of.000. However, regression analysis results (Table 4.14) indicate that job satisfaction had an unstandardized coefficient of.193 with a p-value of 0.005, indicating a positive and significant relationship between job satisfaction and employee retention. This means that when employees are happy with their jobs, they are more likely to stay in their current positions. Alsafadi and Altahat (2021), who highlight the significance of job happiness and employee involvement in achieving human resource performance goals, also support these findings. Additionally, Idris et al. (2020) demonstrate that job satisfaction and employee performance are positively and significantly impacted by the work environment. While Mziwao and Mbogo (2022) identified a favorable and significant association between employee job happiness and organizational performance, job satisfaction also affects the work environment and employee performance.

5.2.3 Effects of Reward System on Employee Retention 

The study's overall conclusions imply that the majority of participants have differing opinions about the factors that influence the Bugando Medical Center's reward system. Descriptive statistics for the reward system (Table 4.5) reveal an overall mean of 2.471 and an overall standard deviation of 1.462. The mean value of 2 indicates that respondents are not in agreement with the Bugando Medical Center's reward system. According to the results of the correlation study, the incentives system had a correlation of.947 with a p-value of.000, indicating a relationship between the two (Table 4.10). However, the findings of regression analysis (Table 4.14) indicate that the reward system at Bugando had unstandardized coefficients of -.272 with a p-value of 0.001, indicating that it had no effect on staff retention. Jeni et al. (2020), who showed how workers reacted to the present reward structure, also support these findings. The findings indicated that employee attitudes regarding their jobs are significantly impacted by reward systems. According to the survey, firms should enhance their incentive programs to boost employee happiness. Additionally, it was observed by Makhijaa (2019) that both extract motives significantly impact how each individual perceives the valence reward in such reward and instinct motivation. Employee motivation and intangible rewards are found to be significantly influenced by the moderating effect of reward valence. Last but not least, Manzoor et al. (2021) believed that an employee's motivation greatly influences the relationship between instinct reward and performance.

5.3 Conclusion 

The primary research findings derived from the data analysis were covered in the chapter. The findings were also contrasted with reviews of other relevant literature to determine how well they supported the opinions of other writers. 

CHAPTER SIX
SUMMARY OF FINDINGS, CONCLUSION AND RECOMMENDATIONS

6.1 Overview 
This chapter presents the summary of the research findings, conclusion, recommendations, implication of the research findings as well as the area for further research as described in the following subsections. 
6.2 Summary of Findings 

This section present the summary of findings based on the research objectives as follows.
6.2.1 Effects of Autonomy on Employee Retention at Bugando Medical Centre 

Based on the research findings, it can be concluded that employee autonomy is crucial for enabling individuals to perform their duties both efficiently and effectively. The results indicate that a majority of the respondents recognizes employee autonomy as a significant factor influencing employee retention. When employee is granted the freedom to make decision related to their work they tend to experience improvement in creativity and overall performance. Additionally, the analysis revealed a positive correlation between employee autonomy and retention, suggesting that as autonomy increase, so does the likelihood of retaining employees. The regression analysis further supports this, demonstrating a substantial relationship where enhanced employee autonomy significantly contributes to retention. Overall, fostering an environment where employee feel empowered to make decisions in their roles can lead to greater job satisfaction and loyalty, ultimately benefiting both the employees and the organization. Conversely, a lack of autonomy may hinder performance and diminish retention, highlighting the importance of promoting autonomy in the workplace. 

6.2.2 Effects of Job Satisfaction on Employee Retention at Bugando Medical Centre 

The results of this study shows that job satisfaction is another important aspect of human resource management where employees feels satisfied with their job. This can be enhanced by how employees are being treated in their work place. The results of this study indicate that job satisfaction is a vital component of human resource management, significantly influencing how employees feel about their work. The findings suggest that employee satisfaction is closely tied to their treatment within the workplace. Descriptive statistics shows that the confirms the relationship between employee job satisfaction and retention. Further analysis through correlation and multiple regression analysis depicted that the increase of job satisfaction would also increase employee retention. Therefore, study underscore the importance of fostering a positive work environment and treating employee well as this can enhance their job satisfaction and consequently, their likelihood of remaining with the organization. Improving job satisfaction should be a priority for management as it directly impacts employee retention. 

5.2.3 Effects of the Reward System on Employee Retention at Bugando Medical Centre 
in relation to the relationship between reward system and employee retention, the findings from Bugando Medical Centre indicated a significant dissatisfaction with the current rewards system, as employee generally disagree with its effectiveness. While a strong correlation exists between the reward system and employee retention, it does not necessarily suggest a positive influence on retention. In fact, regression analysis reveals that the reward system may be having a negative impact. potentially reducing employee retention. These results highlight the needs for a thorough reassessment and improvement of the rewards system to better align with employee expectations and support retention effort.  
6.3 Conclusion

In respect to the first research objective the researcher conclude that employee autonomy plays a crucial role in enhancing employee retention at Bugando Medical Centre in Mwanza. The result of this study pinpoints that when employees are given more freedom to make decision about their work and are trusted to carry out their responsibilities independently, they feel more empowered and motivated. This sense of ownership fosters job satisfaction, leading to higher retention rates. The study further concludes that employees who experience autonomy tend to have greater commitment to the organization as they are able to perform tasks in ways that align with their skills and preferences. In contrast, a lack of autonomy can lead to frustration, disengagement and eventually higher turnover. Therefore, fostering an environment where employees have more control over their work processes is essential to maintain a stable and motivated workforce at Bugando Medical Centre. 
On the second objective the study concludes that job satisfaction significantly influences employees’ retention at Bugando Medical Centre. Employee who are satisfied with their work environment, job responsibilities, management support and organizational culture are more likely to remain with the organization. High levels of job satisfactions contributes to increase loyalty, reduced turnover intentions and enhanced motivations among staff. Conversely dissatisfied with working lead to the likelihood of employee seeking opportunities elsewhere. Therefore, improving job satisfaction through enhanced support, recognition, and development opportunities is essential for maintaining a stable and committed workforce at Bugando Medical Centre.  
On the last objective the study concludes that reward system reward system plays a pivotal role in influencing employees retention. Both monetary rewards such as salary, bonuses and allowances. On the other hand, non-monetary incentives such as recognition, career development opportunities and work-life balance programs significantly contribute to employee motivation and commitment to the organizations. Furthermore, the study concluded that a fair, transparent and well-structured reward system fosters loyalty and long-term commitment as employees feel values and appreciated for their contributions. On the other hand, a lack of proper reward or perceived unfairness in the system can lead to dissatisfaction, decreased morale and eventually higher turnover rates. Thus a robust and competitive reward system is essential for enhancing employee retention and ensuring a stable and productive workforce while maintaining the rate of employee reunion.
5.4 Implication of the Findings 

5.4.1 Implication on Policy  

The findings of this study has implication on the formulation and implementation of policies which encourages employee autonomy, improving job satisfaction and developing an effective reward system to increase retention in Medical and Health Centers. This is because employees are the engine of the organizations hence focusing on creating policies that empower employees and would address their intrinsic and extrinsic needs hence meeting their retention expectations.
5.4.2 To Academia 
The research results on employee retention has implication in reinforcing existing theories and provide empirical supports for these theories showing how intrinsic factors like (like autonomy and job satisfaction) are critical to retaining of employee. The study also encourages for research studies in the area of employee retention with reference to other factors depending on the changing nature of employment climate.  
5.5 Recommendations

Based on the research findings this study recommends the following,

Firstly, the research recommends involvement of employees in the decision making processes, especially concerning their daily tasks, this would increase employees’ engagement in their job, while building a culture of trust with their management. 

The study also recommends that regular survey should be conducted to identify specific areas where dissatisfaction arises and to implement targeted interventions, this will make employee feel valued and their efforts being appreciated. 

The study also recommends for the data – driven approach that focuses on understanding why employee leave or stay can lead to more effective long-term solutions. Implementing periodic reviews of the rewards system, autonomy policies and satisfaction level can help identify trends and areas for improvement.

5.6 Limitation and Delimitation of the Study 

5.6.1 Limitations   

This study faced limitation that may have impacted the findings, firstly research was conducted at Bugando Medical Center, which limited the generalizability of the results to other medical institutions such as public medical facilities. Also the researcher encountered limitation in relation to data collection, this is because most of the respondents were very occupied with their work schedules and other administrative function. Moreover, the research process was time consuming because respondents could be available in high number hence the researcher had to approach the field multiple times for data collection process. The study was also limited to financial factors, since the researcher was supposed to visit the field time after time for administering data collection process, also conducting other research activities required enough supply of funds. Lastly, there was a multiplicity of tasks since the researcher had to conduct research activities while also taking part in his personal and work responsibilities.

5.6.2 Delimitations 

Since this study was conducted to reflect employee retention in health sector, the scope was limited to Bugando, because by its nature it could provide a detailed analysis of the factors such as employee autonomy, job satisfaction and reward system that might influence retention within the healthcare environment at large. Due to the nature of respondents’ responsibilities having other data collection methods could result to more delay thus structured questionnaire was a convenient means for effective administration of data collection process. Moreover, the researcher has to obtain permission from his employer so as to get more time for completing research tasks. In relation to financial limitation, the researcher had to obtain financial support from the employer and other colleague to ensure that all research activities are completed with the budget set. 
5.7 Area for Further Research

Basing on the research findings obtained and presented in this study the researcher recommends further research to be conducted on the impacts of employee well-being programs and employee retention in public healthcare sectors. This study will provide a critical assessment on the impact of employee well-being initiatives such as mental health support, wellness programs on the employee retention in the government hospitals.   
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APPENDICES

Appendix I: Questionnaire for the Employees

Introduction 

I, am Prosper Pascal Ally a student of the open university of Tanzania conducting a research study on the Effects of Organizational Climate on Employee Retention; A Case of Bugando Medical Health Center. This study is conducted in partial fulfillment of the requirement for the award of the Master of Human Resource Management of the Open University of Tanzania. I welcome you to participate in this study by responding to the questions provided in this questionnaire. Information collected will be used for academic purpose only and thus will be treated as confidential. 

Section A: Personal Particulars 

Please tick in the provided brackets for the correct answer as provided

1. Age 

a) 18 – 28 
[   ]

b) 29 – 30 
[   ]

c) 31 – 39 
[   ]

d) 40+ year 
[   ]

2. Gender 

a) Male 
[   ]

b) Female 
[   ]

3. Level of Education 

a) Master 


[   ]

b) Bachelor degree 

[   ]

c) Diploma 


[   ]

d) Certificate 


[   ]

4. Occupation

a) Administration & Management 

b) Doctor, Nurse, Specialist  

c) Head of department and Unites 

d) Service provide

e) Other Specify ……………….

5. Working Experience 

a) 1 – 5 Years
[   ]

b) 6 – 10 Years 
[   ]

c) 11+ Years 

[   ]

Section B: Employee Autonomy

Please respond on each statement and indicate your level of agreement regarding employee autonomous using the Likert scale provided 1= Strongly Disagree, 2 = Disagree, 3 = Neutral, 4 = Agree, 5 = Strongly Agree. 
	qn
	Employee Autonomous 
	1
	2
	3
	4
	5

	6
	Autonomy allows individuals to align their work tasks with their personal preferences
	
	
	
	
	

	7
	Autonomy encourages employees to think creatively and explore new ideas.
	
	
	
	
	

	8
	Autonomy makes employees to take ownership of their work and strive for excellence.
	
	
	
	
	

	9
	Autonomy provides employees with trust and confidence in their abilities.
	
	
	
	
	

	10
	managers can foster a more collaborative and supportive work environment
	
	
	
	
	

	11
	Employee autonomy allows for greater flexibility in how work is approached and completed
	
	
	
	
	

	12
	Autonomy contribute to employees engagement and commitment to the organization's goals
	
	
	
	
	


Section C: Job Satisfaction

Please respond on each statement and indicate your level of agreement regarding employee job satisfaction using the Likert scale provided 1= Strongly Disagree, 2 = Disagree, 3 = Neutral, 4 = Agree, 5 = Strongly Agree. 
	qn
	Job Satisfaction 
	1
	2
	3
	4
	5

	13
	My job provides me with a sense of fulfillment and accomplishment
	
	
	
	
	

	14
	The workload in my job is reasonable and manageable
	
	
	
	
	

	15
	I have a good work-life balance in my current job
	
	
	
	
	

	16
	I have opportunities for growth and advancement in my current position
	
	
	
	
	

	17
	I have supportive relationships with my colleagues and supervisors
	
	
	
	
	

	18
	My job allows me to utilize my skills and abilities effectively.
	
	
	
	
	

	19
	I feel motivated to perform well in my job.
	
	
	
	
	

	20
	Employees participation in the decision making process
	
	
	
	
	


Section D: Reward System

Please respond on each statement and indicate your level of agreement regarding employee job satisfaction using the Likert scale provided 1= Strongly Disagree, 2 = Disagree, 3 = Neutral, 4 = Agree, 5 = Strongly Agree. 
	qn
	Reward System
	1
	2
	3
	4
	5

	1
	The rewards offered by the organization motivate me to perform better
	
	
	
	
	

	2
	The rewards offered align with my personal goals and aspirations
	
	
	
	
	

	
	I feel recognized and appreciated through the organization's reward system
	
	
	
	
	

	
	I feel motivated to go above and beyond my regular duties due to the rewards offered
	
	
	
	
	

	
	I am aware of the different types of rewards offered by the organization
	
	
	
	
	

	
	The reward system effectively recognizes and rewards performance improvement.
	
	
	
	
	

	
	The organization regularly evaluates and updates the reward system to meet changing needs and circumstances
	
	
	
	
	


Section E: Employee Retention

Please respond on each statement and indicate your level of agreement regarding employee retention using the Likert scale provided 1= Strongly Disagree, 2 = Disagree, 3 = Neutral, 4 = Agree, 5 = Strongly Agree. 
	qn
	Employee Retention 
	1
	2
	3
	4
	5

	1
	There is low rate of employee turnover 
	
	
	
	
	

	2
	There is low rate of employee changes of positions
	
	
	
	
	

	
	Employee are will to stay in their organization over a period of time 
	
	
	
	
	

	
	Administration guarantees employees personal development  
	
	
	
	
	

	32
	Provision of motivations to the employees 
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