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ABSTRACT TC "ABSTRACT" \f C \l "1"  

This study examined the effects of motivation on employee retention at Bugando Medical Centre using a case study approach. The objectives were to assess how employee autonomy, job satisfaction, and the reward system influence employee retention at the hospital. The study was guided by Social Exchange Theory and followed a positivist research philosophy. A quantitative research approach, together with a descriptive research design, was employed. A total of structured questionnaires 223 were distributed and respondents were obtained using stratified random sampling. Data were analyzed using descriptive statistics and multiple regression analyses with the aid of SPSS version 26. The findings revealed that employee autonomy, job satisfaction, and the reward system all have a significant positive influence on employee retention. In particular, the reward system was found to play a notable role in enhancing retention rates. The study concludes that promoting employee autonomy, improving job satisfaction, and implementing a well-structured reward system are key drivers of retention. Empowering staff, enhancing working conditions, and offering both financial and non-financial incentives significantly improve employee loyalty, motivation, and long-term commitment. Based on these findings, it is recommended that Bugando Medical Centre implement programs that provide employees with greater control over their tasks and decision-making processes, regularly assess and address employee satisfaction, and review the reward system to ensure it is competitive and effectively incentivizes performance.
Keywords: Organizational Climate, Employee Retention, Bugando Medical Centre.
TABLE OF CONTENTS
iiCERTIFICATION

COPYRIGHT
iii
DECLARATION
iv
DEDICATION
v
ACKNOWLEDGEMENTS
vi
ABSTRACT
vii
LIST OF TABLES
xiii
LIST OF FIGURES
xiv
LIST OF ABBREVIATIONS
xv
CHAPTER ONE
1
INTRODUCTION
1
1.1 
Chapter Overview
1
1.2 
Background of the Study
1
1.3 
Statement of the Problem
4
1.4 
Research Objectives
5
1.4.1 
General Objective
5
1.4.2 
Specific Objectives
5
1.5 
Significance of the Study
6
1.6 
Scope of the Study
7
1.7 
Organization of the Dissertation
7
CHAPTER TWO
8
LITERATURE REVIEW
8
2.1 
Overview
8
2.2 
Definition of Key Concepts
8
2.2.1 
Organizational Climate
8
2.2.2 
Staff Retention
8
2.2.3 
Job Satisfaction
9
2.2.4 
Reward System
9
2.2.5 
Autonomy
10
2.3 
Theoretical Literature Review
10
2.3.1 
Social Exchange Theory
10
2.4 
Empirical Literature Review
13
2.4.1 
Effects of Autonomy on Employee Retention
13
2.4.2 
Effects of Job Satisfaction on Employee Retention
15
2.4.3 
Effects of the Reward System on Employee Retention
18
2.5 
Research Gap
26
2.6 
Conceptual Framework
26
2.7 
Chapter Summary
28
CHAPTER THREE
29
RESEARCH METHODOLOGY
29
3.1 
Chapter Overview
29
3.2 
Research Philosophy
29
3.3 
Research Approach
29
3.4 
Research Design
30
3.5 
Study Area
31
3.6 
Population of the Study
32
3.7 
Sample Size and Sampling Procedure
32
3.7.1 
Sample Size
32
3.7.2 
Sampling Techniques
33
3.8 
Data Collection
34
3.8.1 
Primary Data
34
3.8.2 
Structured Questionnaires
34
3.9 
Data Process
35
3.10 
Data Analysis
36
3.11 
Assumptions of Multiple Linear Regressions
37
3.11.1 
Linearity Assumption
37
3.11.2 
Normality Assumption
38
3.11.3 
Homoscedasticity Assumption
38
3.11.4 
Autocorrelations
38
3.11.5 
Multicollinearity Assumption
38
3.12 
Variables Measurements
39
3.12.1 
Independent Variables
39
3.12.2 
Dependent Variable
39
3.13 
Validity of Instruments
39
3.14 
Reliability of Instruments
40
3.15 
Ethical Consideration
41
CHAPTER FOUR
42
DATA ANALYSIS AND PRESENTATION OF FINDINGS
42
4.1 
Chapter Overview
42
4.2 
Data Cleaning
42
4.3 
Response Rate
43
4.4 
Demographic Characteristics of the Respondents
43
4.4.1 
Age of the Respondents
44
4.4.2 
Gender of the Respondents
44
4.4.3 
Level of Education
44
4.4.4 
Occupation of the Respondents
45
4.4.5 
Working Experience
45
4.5 
Reliability Test
47
4.6 
Presentation of the Findings
47
4.6.1 
Effects of Employee Autonomy on Employee Retention
48
4.6.2 
Effects of Job Satisfaction on Employee Retention
49
4.6.3 
Effect of Rewards System on Employee Retention
51
4.6.4 
Employee Retention
53
4.7 
Sample Adequacy
55
4.7.1 
Kaiser-Meyer-Oklin (KMO)
55
4.7.2 
Exploratory Factor Analysis
56
4.7.3 
Linearity Test
57
4.7.4 
Normality Test
58
4.7.5 
Multicollinearity Test
59
4.7.6 
Linearity Assumptions
60
4.8 
Multiple regression Analysis
61
4.8.1 
Model Summary
61
4.9 
Conclusion
64
CHAPTER FIVE
65
DISCUSSION, CONCLUSION AND RECOMMENDATIONS
65
5.1 
Overview
65
5.2 
Discussion of the Findings
65
5.2.1 
Demographic Characteristics
65
5.2.2 
Effect of Employee Autonomy on Employee Retention
66
5.2.3 
Effects of Job Satisfaction on Employee Retention
68
5.2.4 
Effects of Reward System on Employee Retention
69
5.3 
Summary of Findings
70
5.3.1 
Effects of Autonomy on Employee Retention at Bugando 

Medical Centre
70
5.3.2 
Effects of Job Satisfaction on Employee Retention at Bugando 

Medical Centre
71
5.3.3 
Effects of the Reward System on Employee Retention at 

Bugando Medical Centre
71
5.4 
Implication of the Findings
72
5.4.1 
Implication on Policy
72
5.4.2 
To Academia
72
5.4.3 
To Management
73
5.5 
Conclusion
73
5.6 
Recommendations
75
5.7 
Limitation
76
5.8 
Area for Further Research
77
REFERENCES
78
APPENDICES
86


LIST OF TABLES TC "LIST OF TABLES" \f C \l "1"  
23Table 2.1: Summary of Literature Review

Table 3.1: Targeted Population
32
Table 3.2: Reliability Test
40
Table 3.2: Reliability Test
40
Table 4.1: Response Rate
43
Table 4.2: Demographic Characteristics of the Respondents
46
Table 4.3: Reliability Test
47
Table 4.4: Descriptive Statistics
49
Table 4.5: Job Satisfaction
51
Table 4.6: Descriptive Statistics
53
Table 4.7: Employee Retentions
54
Table 4.8: KMO and Bartlett's Test
56
Table 4.9: Table Component Matrixa
57
Table 4.10: Correlation Analysis
58
Table 4.11: Normality Test
59
Table 4.12: Multicollinearity Test
60
Table 4.13: Model Summaryb
62
Table 4.14: ANOVAa
63
Table 4.15: Regression Coefficientsa
64


LIST OF FIGURES TC "LIST OF FIGURES" \f C \l "1"  

27Figure 2.1: Conceptual Framework

Figure 4.1: Linearity Assumptions
61


LIST OF ABBREVIATIONS TC "LIST OF ABBREVIATIONS" \f C \l "1"  
CFA

Confirmatory Factor Analysis 

EP

Employee Performance 

HRM

Human Resource Management  

HRMP

Human Resource Management Practices 

IT

Information Technology 
KDC 

Kigoma District Council 

PLS-SEM
Partial Least Square- Structural Equation Modeling 

SEM

Structural Equation Modeling 

SPSS 

Statistical Package for Social Science 

UK

United Kingdom 
USAID
United States AID

WHO

World Health Organization
CHAPTER ONE TC "CHAPTER ONE" \f C \l "1" 
INTRODUCTION TC "INTRODUCTION" \f C \l "1"  

1.1 Chapter Overview TC "1.1 Chapter Overview" \f C \l "1" 
This chapter aims to examine the effects of motivation on employee retention in Bugando Medical Center. Motivation significantly affects employee retention by shaping the work environment and influencing job satisfaction. In healthcare institutions like Bugando Medical Center, positive motivation can promote staff commitment, reduce turnover, and improve service delivery. This chapter provides an overview of how factors such as leadership, communication, and organizational support impact employee decisions to stay or leave. This chapter presents the background of the study, statement of the problem, research objectives, research questions, significance of the study, scope of the study, limitation and delimitation of the study as well as the organization of the study. 
1.2 Background of the Study TC "1.2 Background of the Study" \f C \l "1"  

Motivation refers to the internal drive or external influence that stimulates individuals to take action and maintain effort toward achieving specific goals. It encompasses individual traits, environmental factors, and how an individual perceives their situation (Chikaonda & Madhu, 2023). In the workplace, motivation is critical in encouraging employees to perform effectively and align their efforts with organizational objectives. When employees are motivated, they experience higher job satisfaction, which leads to greater commitment and improved performance. Additionally, motivation helps reduce employee turnover by fostering long-term engagement and loyalty (Wardiansyah et al., 2024). Ultimately, a motivated workforce is more productive and contributes significantly to the achievement of organizational goals. 
Employee retention, defined as the ability of an organization to keep its staff for a set period (Mulugeta, 2022), helps firms reduce costs, increase output, and preserve institutional knowledge. According to Social Exchange Theory, employees’ level of commitment and effort is often influenced by how supportive and fair they perceive their supervisors and the organization to be (Bui et al., 2021). When employees feel valued and supported, they are more likely to reciprocate with loyalty, engagement, and continued service.
Globally, the retention of talented workers has become a critical concern, especially in the twenty-first century where globalization increases workforce mobility. Skilled workers are highly mobile, increasing the risk of turnover across industries (Yukl, 2015). Studies in developed countries such as the UK and Australia highlight that a positive work environment is crucial, with factors such as employee autonomy, rewards, and job satisfaction being central to motivation. Motivation, in this context, acts as the underlying force driving engagement, satisfaction, and commitment. 
As noted by Parmenter and Barnes (2021), when organizations foster intrinsic and extrinsic motivational elements such as recognition, empowerment, and autonomy they not only enhance employee performance but also improve retention rates. Through the lens of Social Exchange Theory, these motivational strategies strengthen the reciprocal relationship between employees and the organization, fostering loyalty and reducing turnover. In developing African nations, the retention of healthcare professionals is strongly influenced by factors directly related to employee motivation.
Unfavorable working conditions, lack of managerial support, and limited opportunities for creativity, as highlighted by Oleribe et al. (2019), undermine intrinsic motivation, leading to disengagement and high turnover. When employees do not feel valued, empowered, or fairly rewarded, their motivation diminishes, resulting in unproductive behaviors such as absenteeism, negligence, and reduced performance, as observed in Nigeria (Okoroafor et al., 2021). Social Exchange Theory explains this by suggesting that when employees perceive the organizational support to be inadequate, they are less likely to reciprocate with commitment and loyalty.

Similarly, Muriithi and Charles (2023) found that a lack of motivational drivers, such as autonomy, recognition, and satisfaction, correlates with low morale and high staff turnover in Kenya’s healthcare sector. Mulegi (2022) also emphasizes that in Uganda, the absence of motivating conditions at work has become a major barrier to employee retention. Collectively, these findings suggest that without adequate intrinsic and extrinsic motivation, healthcare workers are less likely to remain committed, highlighting the critical need for motivational strategies to improve retention across African health systems. Tanzania is among the African nations experiencing a shortage of medical professionals in both public and private health sectors, as highlighted in a 2018 USAID study. This scarcity hampers the delivery of high-quality healthcare services. According to the WHO (2019), a key challenge to Tanzania achieving the Millennium Development Goals is the lack of a skilled and motivated health workforce, which negatively affects overall health system performance. In such a context, retaining experienced and knowledgeable employees is essential to maintaining high standards of service delivery. 
A study by Chilipweli et al. (2023) in Mwanza found that 42.1% of healthcare workers were dissatisfied with their workplace, 56% were dissatisfied with human resource management practices exhibited by supervisors, and 31.5% expressed dissatisfaction with their positions and considered changing jobs. From a Social Exchange Theory perspective, these findings underscore that when healthcare employees perceive limited support or fairness from management, their motivation to stay diminishes, increasing turnover intentions. Thus, the purpose of this study is to evaluate how motivation affects employee retention at Bugando Medical Center, with Social Exchange Theory providing a framework to understand the reciprocal relationship between organizational support, employee motivation, and retention.
1.3 Statement of the Problem TC "1.3 Statement of the Problem" \f C \l "1"  

In the contemporary business environment, companies aiming for long-term profitability and competitiveness must prioritize employee retention (Khan et al., 2021). The organizational climate is a crucial yet complex component that deserves thorough exploitation, even while many other factors, such as a lack of employee autonomy, job satisfaction, and reward systems, encourage employees to look for other work possibilities. Research has shown that motivation has a significant impact on a number of organizational performance metrics, such as employee happiness, performance, and general well-being (Bui et al., 2021). Despite the existence of numerous initiatives, including training and development, the provision of tools and materials by various stakeholders, including the government, and the supply of technology and expertise to enhance effective service provision, issues with employee retention persist. 18.2% of employed people have chosen to transfer to other institutions, while 7.1% of employees departed Bugando Medical Center in search of other regions that ensure professional advancement, according to a study by Matiko et al. (2020). 
Therefore, it's critical to investigate how Bugando Medical Center's motivation affects staff retention. By researching the effects of motivation on employee retention, this research seeks to contribute to the development of evidence-based practices that organizations can adopt to create and sustain a conducive workplace environment, ultimately addressing the challenges associated with employee turnover in the contemporary. 
1.4 Research Objectives TC "1.4 Research Objectives" \f C \l "1"  

1.4.1 General Objective TC "1.4.1 General Objective" \f C \l "1"  

The general objective of this study was to examine the effects of motivation on employee retention in Bugando Medical Center.
1.4.2 Specific Objectives TC "1.4.2 Specific Objectives" \f C \l "1"  

This section was guided by the following 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 TC "1.5 Significance of the Study" \f C \l "1" 
The study is of paramount importance to the following key stakeholders:
The study's findings would help managers and senior administrators at health-related firms better understand how well their leadership, incentive programs, and other relevant factors work to lower employee turnover in their specific companies. The study's findings would be extremely useful in fixing significant issues that contribute to employee aggravation and low work satisfaction in those firms. The goal is to implement workable HR methods that would deter employees from leaving their current positions.
Additionally, the study would allow policymakers especially those in the government apparatus to reaffirm the existing regulations governing Tanzanian health-related organizations in order to enhance internal leadership and HR practices inside those organizations. For example, the government might update regulations to make sure management and leadership styles are in line with effective incentive programs that would keep employees in Tanzanian medical institutions.
The results of the study would also serve as the main focus of the literature review for future researchers, particularly those who will be studying organizational climates in Tanzanian organizational environments.
1.6 Scope of the Study TC "1.6 Scope of the Study" \f C \l "1"  

The scope of this study is on the effects of motivation on employee retention at Bugando Medical Centre, it was guided by the social exchange theory. The study involved 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 TC "1.7 Organization of the Dissertation" \f C \l "1"  
The dissertation has six chapters. The first chapter provides an overview of the problem and the significance of the investigation. The second chapter defines the key concepts, discusses the theoretical framework, and examines the empirical review. Chapter three focuses on extremely specific aspects of research methodology that are relevant to the proposed study. The fourth chapter covered data analysis and presentation, chapter five included a summary of findings, a conclusion, and recommendations.

CHAPTER TWO TC "CHAPTER TWO" \f C \l "1" 
LITERATURE REVIEW TC "LITERATURE REVIEW" \f C \l "1" 
2.1 Overview TC "2.1 Overview" \f C \l "1" 
This chapter presents the definition of key terms, briefly discusses the major leadership behaviours adopted in this study, describes the review of related theory, empirical review, and conceptual framework, and finally articulates the research gaps.
2.2 Definition of Key Concepts TC "2.2 Definition of Key Concepts" \f C \l "1" 
2.2.1 Organizational Climate TC "2.2.1 Organizational Climate" \f C \l "1" 
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 TC "2.2.2 Staff Retention" \f C \l "1" 
Sutner (2021) defines employee retention as the organization's goal of retaining competent personnel and reducing turnover by providing competitive remuneration and benefits, a positive work environment that encourages engagement, and a healthy work-life balance. Employers are particularly interested in retaining their current workers when unemployment is low and competition for talent is high. According to Chiradeep (2021), staff retention is the phenomenon in which employees choose to stay with their current employer rather than actively seek other employment alternatives. According to this study, retention happens when employees choose to remain in their current roles rather than looking for work elsewhere.
2.2.3 Job Satisfaction TC "2.2.3 Job Satisfaction" \f C \l "1" 
According to Pang and Lu (2018), satisfaction refers to a person's overall attitude and feelings toward their work. Ćulibrk et al. (2018) explore a variety of subjects, including the nature of employment, the work environment, relationships with coworkers, opportunities for growth, and pay. While low job satisfaction can lead to feelings of irritation, tension, and disengagement, high job satisfaction is typically associated with positive sentiments of fulfillment and interest in one's work. Employee motivation, productivity, and retention are all heavily influenced by overall job satisfaction.  
2.2.4 Reward System TC "2.2.4 Reward System" \f C \l "1" 
Organizations utilize reward systems to recognize and promote excellent employee behaviors, accomplishments, and contributions. According to Francis et al. (2020), a reward system is essential for motivating employees, driving engagement, and increasing performance. Successful incentive programs are tailored to the specific needs and preferences of the organization and its employees. In this study, a reward system is defined as any financial, non-financial, or psychological remuneration that a corporation provides to its employees in exchange for their effort.  
2.2.5 Autonomy TC "2.2.5 Autonomy" \f C \l "1" 
Employee autonomy refers to an individual's freedom and self-governance in executing certain duties and making decisions (Ngwa et al., 2019). It is an important aspect of management style and organizational culture, with a significant impact on employee motivation, performance, and happiness (Tentama et al., 2020). A more empowered, involved, and effective staff might result from promoting autonomy. According to this study, autonomy is the ability to allow workers to work whatever they see fit, including having more control over their job duties or even choosing how they want to complete their work.
2.3 Theoretical Literature Review TC "2.3 Theoretical Literature Review" \f C \l "1"  
This study was guided by the social exchange theory described as follows; 
2.3.1 Social Exchange Theory TC "2.3.1 Social Exchange Theory" \f C \l "1" 
The social exchange theory is a psychology theory that was created by Georage Homans in 1958. It sees social relationships and interactions as a type of transaction in which people try to minimize their costs and maximize their rewards (Cook et al., 2013). The foundation of this theory is the notion that individuals are logical creatures that interact with others in the hope of obtaining something of value in return (Cropanzano et al., 2017).
Social Exchange Theory is based on the several assumptions described as follows; Individuals are considered rational beings who make decisions after carefully considering the costs and benefits. According to Social Exchange Theory, people are goal-oriented and want to maximize their own interests. The hypothesis believes that people are largely driven by their own interests. People engage in social trade in the anticipation of receiving benefits or rewards that they value. Furthermore, social exchange theory emphasizes individuals' interdependence in social connections. The outcomes of one person’s action are linked to the action of the others, creating a web of interconnections. Also, the theory assumes that individuals engage in a systematic process of decision–making when entering, maintaining or terminating social relationships. This process involves evaluating the perceived costs and rewards associated with the relationships. 

Employers retain employees when they believe there is a reciprocal exchange of value, according to the social exchange theory, which is used in studies on the relationship between work climate and employee retention. A friendly, recognizing, egalitarian, and growth-oriented work atmosphere makes employees feel valued, which pushes them to respond with dedication and continuous services. On the other hand, a bad atmosphere damages psychological contracts, undermines trust, and raises discontent, which results in turnover. Strong working relationships and a sense of organizational support serve as non-monetary incentives that lower turnover and increase retention, according to social exchange theory. 
According to this theory, people interact with others in social situations with the hope of reciprocity and mutual gain. The theory proposed a number of factors that influence employee retention, including rewards, job satisfaction, employee autonomy, and organization support. Despite the value that social exchange theory is examining the effects of organization climates on employee retention it also has several criticisms or weaknesses described as follows. Critics argue that social exchange theory places too much emphasis on individuals as rational actors who carefully weigh the costs and benefits of social exchange, people's decisions are often impacted by emotions, societal standards, and other elements that go beyond a simply rational calculation. 
Moreover, suggests that Social Exchange Theory does not adequately address situations where one party has significantly more power over the other, leading to unequal exchange. Power dynamics can play a vital role in shaping social interactions and outcomes. Lastly, criticisms suggested that what is considered a fair exchange or valuable resource can vary across different cultures and social contexts hence affecting the generalization of its assumptions.  
Social exchange theory can be a useful framework for understanding and researching the effects of organizational climate on employee performance because it assumes that social interactions involve the exchange of resources between individuals and that people are motivated to maintain relationships that are perceived to be fair and equitable. According to social exchange theory, people form reciprocal connections with the expectation of mutual advantages. Thus, it is applicable in this research because in the context of organization climate and employee retention, a positive and supportive climate can foster a sense of reciprocity. Employees may feel motivated to reciprocate in the favorable work environment by committing to the organization for the long term. 
2.4 Empirical Literature Review TC "2.4 Empirical Literature Review" \f C \l "1"  

2.4.1 Effects of Autonomy on Employee Retention TC "2.4.1 Effects of Autonomy on Employee Retention" \f C \l "1" 
Tentama et al. (2020) investigated the effects of work discipline and organizational autonomy on employee performance at the University of X Yogyakarta. The study involved 49 employees and employed a simple random sampling method. Data were collected using the work discipline scale, organizational autonomy scale, and performance scale, and were analyzed through multiple linear regression. The findings revealed that work discipline and organizational autonomy had a simultaneous significant impact on employee performance (p = 0.007), explaining 19.3% of the variance. Work discipline contributed more (10.8%) than autonomy (8.5%) to performance outcomes. A key strength of this study is the clear identification of work discipline and autonomy as significant predictors of employee performance with quantifiable impact percentages. However, a notable limitation is that these factors explain only 19.3% of performance variance, indicating that other variables may play a more substantial role in influencing employee performance, which future research should explore.

Khoshnaw and Alavi (2020) examined the role of work autonomy in organizations in Iraq through a critical review of existing management literature. The study highlighted the growing importance of job autonomy in human resource management, showing that autonomy can directly affect job performance through factors such as job satisfaction, motivation, engagement, and commitment. While the study effectively emphasizes the significance of job autonomy, it lacks consideration of contextual factors such as industry type, organizational culture, and employee roles, which may moderate its impact. Future research should adopt comparative studies across sectors and incorporate qualitative data to capture the nuanced effects of autonomy in diverse work environments.

In United Kingdom, Pattnaik and Sahoo (2021) conducted a quantitative study at an Indian software development company to investigate the mediating role of creativity between employee engagement and task performance, with perceived workplace autonomy as a moderating factor. The sample included 396 employees and clients. Data were analyzed using the Hayes Process Model, the Sobel test, and confirmatory factor analysis. Results showed that perceived workplace autonomy moderates the relationship between employee engagement and creativity, while creativity partially mediates the link between engagement and task performance. The study’s strength lies in its robust quantitative methodology and advanced statistical analysis. However, including clients in the sample may have introduced variability that affects the clarity of workplace dynamics. Future studies should focus solely on employees and incorporate qualitative approaches to better understand how autonomy influences creativity and performance.

Tabiu et al. (2020) explored the predictive effects of training, career planning, and job autonomy on adaptive performance among 265 Nigerian local government employees. A survey method with stratified sampling was used, and data were analyzed using partial least squares structural equation modeling (PLS-SEM). The findings revealed that job autonomy and career planning training significantly impact employee adaptive performance, indicating that HRM practices are strong predictors of adaptability. The study demonstrates that prioritizing employee training, career planning, and autonomy enhances workforce adaptability. Nevertheless, reliance on self-reported data introduces potential bias, suggesting the need for longitudinal studies and objective performance measures to validate the findings across different organizational contexts.

Msuya and Kumar (2022) examined the impact of supervisor work-life support on bank employee performance in Tanzania’s central zone, considering the mediating role of job autonomy and the influence of workload. Forty-seven bank employees completed surveys, and data were analyzed using structural equation modeling (SmartPLS), with descriptive statistics and coding performed in SPSS. The study found that job autonomy plays a key mediating role between supervisor support and performance. Workload negatively correlates with supervisor support and performance, whereas supervisor work-life support enhances employee performance. The findings have important managerial implications, highlighting that combining work-life support with autonomy and workload management improves employee performance and well-being. A limitation is the small sample size, suggesting that further research should include larger and more diverse populations.

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 TC "2.4.2 Effects of Job Satisfaction on Employee Retention" \f C \l "1" 
Riyanto et al. (2021) employed employee engagement as a moderator in their study of the link between motivation, work satisfaction, and performance in Ukraine. The research sample consists of information technology (IT) enterprises situated in Jakarta and Bandung, Indonesia. Research responders are system developers that oversee the development of a project or a section of an ongoing project. Using the convenience sample approach, IT developers offered 103 responses. The researcher employs SMART PLS VER 3.0 software to do partial least squares (PLS) analysis on his model. According to research, while job satisfaction is independent of motivation, the former has a favorable impact on IT workers' performance. Employee engagement does not have a direct impact on employee performance, but it can be considerably influenced by the mediation of motivation and job satisfaction. The study's findings have management implications for increasing high employee engagement motivation, which necessitates encouraging employees to be more proactive and creative in order to achieve the desired goals.
Alsafadi and Altahat (2021) investigated the impact of Human Resource Management Practice (HRMP) on improving Employee Performance (EP). The influence of HRMP on EP is hypothesized in this study, and it is also hypothesized that work satisfaction mediates this impact. Employee involvement is also included because it has the potential to act as a moderator in the suggested model. Data from 480 surveys distributed to Jordanian commercial bank workers were analyzed using confirmatory factor analysis (CFA), route analysis, and structural equation modeling (SEM). To complete our research, we employed the Moment Structure (AMOS) program version 24. The results show that HRMP had a favorable impact on EP, job satisfaction, and its constituents (job stability and job enrichment). Work satisfaction (stability and enrichment) was shown to moderate the relationship. Ultimately, a moderating element that connected HRMP and EP was employee engagement. The study's findings emphasize the importance of employee engagement and job satisfaction in meeting HR performance targets. It is recommended that additional study be conducted to better understand the relationship between performance evaluations and HRMP job satisfaction worker training.
In Saudi Arabia, Mira et al. (2019) evaluated how human resources methods such as training and development, reward job analysis, social support, recruiting and selection, employee relationships and empowerment, and employee satisfaction affect employee performance. To put it another way, the current study looks into whether HRM practices have a direct effect on employee performance or if employee work satisfaction influences employee performance data. It found a strong positive relationship between employee performance and work happiness. In addition, the study discovered a positive relationship between employee performance and job happiness. Furthermore, while the current study showed a substantial link between HRM practice and employee work pleasure, it found no evidence of a mediation effect of job satisfaction between HRM practice and performance.
Idris et al. (2020) investigate the impact of job satisfaction in mediating the relationship between salary, work environment, and employee performance at Indonesia's state polytechnic college.  Partial Least Squares (PLS) was used to evaluate the data in this study. According to this study, compensation has no impact on employee performance or work happiness. Furthermore, job satisfaction cannot serve as a mediator between salary and employee performance. Nonetheless, the workplace has a significant positive impact on job satisfaction and employee performance. Job happiness has an impact on employee performance and the workplace environment. Additionally, it has a positive and significant impact on staff performance. Job satisfaction may have a role in mediating the relationship between the work environment and employee performance, either directly or indirectly.
Mziwao and Mbogo (2022) investigated employee work satisfaction inside the company in Tanzania. The relationship between organizational performance and employee job satisfaction indicators was assessed using descriptive statistical methods. The research analysis was conducted using inferential statistics, namely multiple regression and correlation matrices. The study's findings indicate that there is little to no relationship between organizational success and employee job satisfaction. This conclusion may be in conflict with other background variables, such as the measuring technique 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 success are related. Even though the link is weak here it was simply contravened by other variables and measurement methods employed.

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 TC "2.4.3 Effects of the Reward System on Employee Retention" \f C \l "1" 
Jeni et al. (2020) analyzed how the reward system of the banking sectors in Bangladesh helps employees acquire work skills. Finding out which elements of the incentive system are most effective, and which may be further developed and improved to raise employee satisfaction was the goal. The project's experimental phase was carried out using a qualitative research approach. The sample size was eighty. To collect data, questionnaires were provided to respondents who worked as bankers. The questionnaire that is used to award staff consists of nine factors. To present demographic information, the study used descriptive statistics-based frequency tables and graphs. 
The results show that the average score for professional responsibility, learning opportunities, bonus, promotion, and pay appraisal increased from 2.82 to 4.02. Employees consider this element somewhat more important than the factor of means, according to compensation evaluation, benefit promotion, and career advancement responses. The standard deviations of promotion and responsibility demonstrate that these variables have more extended responses than their averages, with values of 0.98 and 0.94. The survey found that employees responded to the current reward scheme. The findings revealed that reward systems have a considerable impact on employee attitudes toward work. According to the study, strengthening a company's reward system can enhance employee happiness. 

Makhijaa (2019) investigated the impact of tangible and intangible rewards on employee creative performance, using extrinsic and intrinsic motivation as mediating variables. The study also discovers that the moderating influence of the appealing reward's valence has a bigger impact on employee motivation, hence increasing creative productivity. Information was acquired from 240 IT professionals and their 30 direct supervisors in Pakistan's IT industry. According to the findings of a partial least square structural equation modeling (PLS-SEM), both tangible and immaterial incentives greatly increase creative performance. The outcome also shows that both extract motivation and instinct motivation significantly influence 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. However, no moderating relationship exists between tangible reward and motivation. The findings provide valuable insights on creating staff rewards.
Manzoor et al. (2021) analyzed the impact of intrinsic reward on the performance of an employee in China. Additionally, it emphasizes the function of employee motivation as an intervention aspect. To achieve this purpose, information was obtained from Pakistani small and medium-sized firms using a questionnaire approach. The targeted group received 300 of the 400 questionnaires that were issued. Confirmatory factor analysis and structural equation modeling were used to test the hypotheses. The study's main finding was that intrinsic reward had a favorable and significant impact on employee performance. The study found that an employee's motivation plays an important role in moderating the relationship between instinct reward and employee performance. The implications are discussed in light of the findings.
Kazzoba (2020) evaluates the reward system on employee performance in Tanzania, with a focus on the Kigoma District Council, examines the reward system implemented by KDC to contribute to employee performance, and investigates the challenges KDC faces in promoting the reward system for employee performance. Purposive sampling is used in this study to choose 97 KDC respondents. Respondents were KDC employees from various departments. Interviews were used as the data gathering technique, 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 incentive 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 attainment is contingent upon a variety of rewards and how Human Resource Management (HRM) applies them. This study suggests that KDC, through HRM, should encourage reward usefulness in all spheres for the sustainable achievement of its objective. Furthermore, rewards affected employee performance, and some critical challenges were financial constraints, so KDC should invest in incentives to increase the job effort of its employees.
Ramamoorthy et al. (2019) examined the attrition performance rating reward supervision allocation pattern using a sample of 191 people with significant 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). The study investigated whether adherence to equity standards in reward distribution and performance evaluation internal attribution to the underperforming employee were predicted by the cultural orientations of individualism and collectivism. According to multiple regression models, collectivist rates in Tanzania and China give underperforming employees more forgiving performance evaluations than Compared to Tanzanian or Chinese raters, American raters assigned the employee a comparatively higher internal attribution. 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 TC "Table 2.1: Summary of Literature Review" \f T \l "1" 
	Author 
	Title 
	Methodology 
	Findings 

	Tentama et al (2020)
	role of work discipline and organizational autonomy on employee performance
	Quantitative techniques 
	The results revealed that 1) there was a relationship between work discipline and autonomy on performance with p=007 (p 01). At the same time, work discipline and autonomy helped employees perform 19.3% better.

	Khoshnaw & Alavi (2020)
	role of job autonomy in organizations and its relation to employee performance.
	Qualitative techniques 
	In recent years, the concept of job autonomy has grown in relevance in the practice of human resource management. Even some research say that job autonomy has a direct impact on job performance, with markers including job satisfaction, motivation, engagement, and dedication.

	Pattnaik & Sahoo (2021)
	role of perceived workplace autonomy in the relationship between employee engagement and creativity through a moderated mediation analysis
	Quantitative techniques 
	The study's findings suggest that employees' creativity partially mediators the association between employee engagement and task performance, while perceived workplace autonomy moderates the relationship between employee engagement and creativity.

	Msuya & Kumar (2022)
	supervisor work-life support on bank employee performance linking work autonomy and employee workload in this relationship
	Quantitative Techniques 
	The study's findings demonstrated that job autonomy considerably influenced the relationship between supervisor work-life support and performance.

	Riyanto, et al (2021)
	Effect of motivation and job satisfaction on performance with employee engagement as a mediating variable
	Quantitative Techniques 
	The study's findings have managerial implications in terms of enhancing employee involvement. Employees must be encouraged to be more active and innovative in order to obtain the desired results.

	Alsafadi and Altahat (2021)
	impact of Human Resource Management Practice (HRMP) on improving Employee Performance (EP).
	Quantitative techniques 
	The study's findings demonstrate the importance of job satisfaction and staff engagement in archiving human resource performance goals.

	Mira et al (2019)
	explores whether HRM practice offers a direct impact on employee performance
	Qualitative techniques 
	Employee work happiness and employee performance are positively related, according to the study.

	Idris et al (2020)
	mediating role of job satisfaction on compensation work environment and employee performance at the State Polytechnic College in Indonesia
	Quantitative techniques 
	Job happiness affects the work environment and employee performance. It also has a good, considerable impact on staff performance.

	Mziwao and Mbogo (2022)
	employee job satisfaction in the organization
	Quantitative techniques 
	Depending on the results of this study, managers must recognize that there is a link between employee job satisfaction and organizational performance.

	Jeni et al (2020)
	how the reward system of the banking sectors in Bangladesh
	Quantitative Technique 
	The study revealed that reward systems had a considerable impact on employees' attitudes about work. The report proposes that organizations improve their compensation system to promote employee happiness.

	Makhijaa Akbarb (2019)
	effect of tangible and intangible rewards on employee creative performance
	Quantitative Techniques 
	Using partial least Squares Structural Equation Modeling (PLS-SEM), the results show that both tangible and intangible rewards have a strong positive impact on creative performance.

	Manzoor et al (2021)
	impact of intrinsic reward on the performance of an employee in Pakistan 
	Quantitative Techniques 
	Factor analysis and structural equation modelling were utilized, and the primary finding of the study was that intrinsic incentive had a positive and significant impact on employee performance.

	Kazzoba (2020)
	the reward system for employee performance in Tanzania
	Quantitative Techniques 
	The recognized reward methods included leave assistance, recognition of a supportive work environment, and extra duty allowance. Some of the less usual benefits included leave package bonuses and extra hours.

	Ramamoorthy et al (2019)
	attrition performance rating reward supervision allocation pattern in China and Tanzania 
	Quantitative Technique 
	Multiple regression analyses show that collectivist Chinese and Tanzanian rates provide more lenient performance assessments to a poor-performing employee than American raters, who assign a higher internal attribution to the person than Tanzania or Chinese.

	Gul & Khan (2022)
	Examined employee retention in Pakistan
	Quantitative technique 
	The findings imply that competency development is critical for employee retention and organizational development. Organizations must develop policies to enforce competency development initiatives.

	Singh, (2019)
	Analyzed the various works done in the field of employee retention
	Qualitative Techniques
	Highlight the reasons for employee leaving and the retention strategies implemented to keep them. As ever-changing technology, fierce rivalry, and globalization have elevated human resources to the forefront of organizational roles, no firm wants to lose its talented personnel.

	Gelencsér, et al (2023)
	Examined the holistic model of labour retention,
	Quantitative Techniques 
	Thus, significant determinants influencing workforce retention have been identified (benefits, advancement, communication, nature of work, coworkers, and normative commitment), and changes in these variables will have an impact on organizational commitment.

	Chatzoudes & Chatzoglou (2022)
	Factors that have an impact on the turnover intention of European employees.
	Qualitative Techniques 
	According to the report, businesses should foster supportive working connections, create a positive organizational climate, and adopt supportive human resource procedures. Retention can be indirectly influenced by concentrating on overall workplace conditions (e.g., work environment, supervisor support) and HR efforts (e.g., career possibilities).


2.5 Research Gap TC "2.5 Research Gap" \f C \l "1" 
In this study the researcher reviewed literature related to the effects of motivation on employee retention. From the review literature 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) shown a link 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 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 motivation on employee retention. 
Therefore, this study filled this gap by including three variables of motivation to the employee retention. Moreover, most of these studies concentrated on motivation in other areas such as Banking sector Msuya & Kumar (2022), while other concentrated on the impacts of motivation in IT industry Rinyanto et al (2017). Thus, these recommendations provided cannot be implemented in health sector where there are different determinants of motivation are different and this makes the researcher conduct the study which would reflect the motivation in health sector to generate conclusion and recommendation which reflect the real situation of health sector. 
2.6 Conceptual Framework TC "2.6 Conceptual Framework" \f C \l "1"  

A conceptual framework is a methodical strategy or system that offers a logical collection of ideas, theories, definitions, and propositions to direct study. It provides a basis for comprehending, evaluating, and planning research. The conceptual framework offers a road map for the research process and aids in elucidating the connections between variables.
Independent Variables




Dependent Variable  
Figure 2.1: Conceptual Framework TC "Figure 2.1: Conceptual Framework" \f F \l "1"  
Source: Researcher (2024)
The conceptual framework identifies two study variables: independent variables and dependent variables. Employee autonomy, the reward system, and work satisfaction serve as independent variables. In contrast, employee retention is the dependent variable. As a result, the researcher's goal using this conceptual framework is to discover the relationship between motivation characteristics and their impact on staff retention. 

H1 There is a positive relationship between autonomy and employee retention at Bugando Medical Centre in Mwanza City. 

H2 There is a positive relationship between job satisfaction and employee retention at Bugando Medical Centre in Mwanza City.
H3 There is a positive relationship between the reward system and employee retention at Bugando Medical Centre. in Mwanza City
2.7 Chapter Summary TC "2.7 Chapter Summary" \f C \l "1"  

This chapter provides a comprehensive review of both theoretical and empirical literature relevant to the study of motivation and employee retention and research gap. It begins with an overview of the Social Exchange Theory, outlining its key assumptions, strengths, weaknesses, and its applicability to understanding the reciprocal relationships between motivation and employee retention. The empirical review then examines three main factors influencing employee retention: autonomy, job satisfaction, and reward systems. 
Various studies are discussed, highlighting how job autonomy enhances employee performance and adaptability, the role of job satisfaction in motivating and retaining employees, and the impact of tangible and intangible rewards on employee creativity and commitment. The chapter also critiques methodologies and suggests areas for further research, providing a solid foundation for understanding the complex dynamics affecting employee retention in organizational settings. Lastly, the chapter provided a research gap of the reviewed literatures.

CHAPTER THREE TC "CHAPTER THREE" \f C \l "1" 
RESEARCH METHODOLOGY TC "RESEARCH METHODOLOGY" \f C \l "1" 
3.1 Chapter Overview TC "3.1 Chapter Overview" \f C \l "1"  

This chapter presents aspects such as the research design and research approach, population, data collection methods, sampling design, research procedures and data analysis methods. In addition, it explains the validity and reliability of the research and the ethical considerations which guided this research. 
3.2 Research Philosophy TC "3.2 Research Philosophy" \f C \l "1" 
Mkansi and Acheampong (2012) define a research philosophy as a set of concepts, precepts, and assumptions that guide a researcher's study design and execution strategy. Because positivism encourages the use of quantitative methods and emphasizes the application of the scientific method to the social sciences, it was chosen for this study. It also enabled the researcher to assess the present association between variables (Tamminen & Poucher, 2020). Because positivist research placed a strong emphasis on objectivity and the utilization of quantitative data to show a cause-and-effect link, it is suitable for this study (Chen et al., 2011).
3.3 Research Approach TC "3.3 Research Approach" \f C \l "1" 
A quantitative research methodology was applied in this investigation. According to Creswell (2014), a quantitative method entails creating questions that may be further quantified in numerical terms. Data can be gathered by surveys or experiments employing survey questionnaires. Quantitative research uses statistical tests including regression analysis, inferential statistics, and descriptive statistics to forecast the relationship between study variables (Gunter, 2013). This study benefited from a quantitative approach because it enabled the collection and analysis of numerical data, allowing for an objective assessment of the relationship between employee retention and work climate. This method assisted in finding trends, testing theories, and drawing conclusions from the statistical model used to quantify variables (Mehrad & Zangeneh, 2019).  
3.4 Research Design TC "3.4 Research Design" \f C \l "1" 
A research design is a blueprint that serves as a strategy for a study as well as a plan for implementing the strategy. The research design also indicates what data gathering procedures should be used (Creswell, 2014). This study adopted explanatory research design. The study employed an explanatory research design. It is a type of research used to identify and understand the cause-and-effect relationships between variables. 
It aims to explain why and how certain phenomena occur by testing hypotheses through quantitative methods (Khanday & Khanam, 2019).  This design was used to investigate the cause-and-effect relationship between employee motivation and retention at Bugando Medical Center. This design helped the researcher explain how different motivational factors such as rewards, recognition, and working conditions influenced employees’ decisions to remain in the organization. The use of explanatory design was advantageous to the study as it enabled the identification of key motivational elements that directly affected employee retention, allowed for hypothesis testing, and provided a clear understanding of the underlying mechanisms linking motivation to retention outcomes.

3.5 Study Area TC "3.5 Study Area" \f C \l "1" 
This study took place at Bugando Medical Centre, a tertiary care medical institution owned by the Episcopal Conference of the Catholic Bishops of Tanzania and run in conjunction with the Tanzania Ministry of Health and Social Welfare. The facility is situated in Mwanza City on the southern beaches of Lake Vitoria at coordinates 2°31'41.0"S, 32°54'27.0"E. Bugando Medical Centre has an inpatient bed capacity of over 950 and the Centre employs over 1,300 staff. According to Matiko et al. (2020), up to 18.2% of employees have chosen to move to other medical institutions that provide a more supportive work environment. Similarly, Mshana and Manyama (2021) reported that approximately 5.9% of employees experience job stress due to excessive workloads, which ultimately influences their decision to leave the organization, while 7.1% of employees at Bugando Medical Centre left in search of professional growth opportunities. 
These statistics highlight a critical challenge faced by healthcare institutions: retaining skilled personnel in a competitive and demanding work environment. Given the negative impact of employee turnover on organizational performance, patient care, and institutional knowledge, it becomes essential to examine the factors that influence employee retention. In this context, understanding how motivation affects employee retention is crucial, as motivated employees are more likely to remain committed to their organization, reduce turnover, and contribute positively to overall performance. Therefore, conducting a research study in this area is both timely and necessary to inform effective human resource management strategies and improve organizational sustainability.
3.6 Population of the Study TC "3.6 Population of the Study" \f C \l "1" 
A population, according to Creswell (2012), is a group of people who have characteristics that distinguish them from other groups. This study focuses on 218 workers 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. There are also 18 clinical departments, including 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 an emergency room with 732 employees. This makes the targeted population of this study 950 (Bugando Medical Center HR Information System, 2023). 
Table 3.1: Targeted Population TC "Table 3.1: Targeted Population" \f T \l "1"  

	S/N
	Category 
	Frequency

	1
	Administrative Officials 
	218

	2
	Clinical and Non-Clinical Officials 
	732

	
	Total 
	950


Source: Field Data (2024)
3.7 Sample Size and Sampling Procedure TC "3.7 Sample Size and Sampling Procedure" \f C \l "1" 
3.7.1 Sample Size TC "3.7.1 Sample Size" \f C \l "1" 
A sample size is a tiny portion of the population that the researcher intends to use to collect data. To ensure that the information acquired from the sample is deemed to be representative of the entire population, the sample size was determined to include the entire targeted group. The sample size of this study was estimated using Yamane's Formula, adapted from Yamane (1967), which produces the following:
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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.
3.7.2 Sampling Techniques TC "3.7.2 Sampling Techniques" \f C \l "1" 
The sampling approach used in this study was stratified sampling, which is a probability sampling strategy that ensures that specific subgroups within a population are represented proportionally in the overall sample. The study's target population is divided into three groups which included clinical staff members, non-clinical staff members and administrative officials. The population was separated into three strata according to their roles in order to apply the stratified sampling approach. Clinical, non-clinical, and administrative authorities. To make sure that the sample from each stratum represents its size in relation to the entire population, a proportional sampling technique was applied.
3.8 Data Collection TC "3.8 Data Collection" \f C \l "1" 
Chen et al. (2011) define data collection as the process of acquiring information or data to answer certain research objectives. It entails collecting data from a variety of sources, including primary and secondary sources. However, in this study, the researcher focused heavily on primary data.
3.8.1 Primary Data TC "3.8.1 Primary Data" \f C \l "1"  
According to Chen et al. (2011), primary data are information gathered by the researcher straight from the field in which the study is being carried out. Primary data for this study were gathered via focus groups, interviews, questionnaires, and observation. However, given the nature of the goals the study sought to accomplish, only questionnaires were used to gather primary data for this investigation.
3.8.2 Structured Questionnaires TC "3.8.2 Structured Questionnaires" \f C \l "1"  
Refer to the data collecting instrument that gives the respondents a list of written questions and alternatives for responses (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 because 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 TC "3.9 Data Process" \f C \l "1"  

According to Flick (2015), data processing entails gathering, organizing, and transforming data in order to derive useful information and support decision-making. 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). The researcher performed a data screening test as the initial step. Before inputting data into SPSS, data screening involves looking for missing values in the questionnaire (Hair et al., 2010). 
After reviewing the questionnaire twice, the researcher found that some of the questions were poorly completed or had missing data. As suggested by earlier research, such missing data were removed (Cohen, 2018). Data problems and trouble conducting linear regression would arise from missing values. Finding outliers was another step in the data cleaning process, and this was accomplished by using "the explore command" to find outliers (Ghasemi and Zahediasl, 2012). 
According to Ghasemi and Zahediasl (2012), this command identifies instances with excessive or severe values and displays them separately from the other residuals. After executing this command, it was seen that every number fell into the identical bounds of the top left and right quadrangles. These findings demonstrated that residuals were shifting and suggesting that the examined items had positive interactions with one another. Consequently, every object was kept for further examination at a subsequent stage.
3.10 Data Analysis TC "3.10 Data Analysis" \f C \l "1" 
Data was coded and analyzed using the Statistical software for Social Sciences (SPSS) computer software. To examine the data statistically, the researcher employed statistical tests such as descriptive and inferential statistics. Descriptive statistics are methods for summarizing and characterizing a dataset's essential features. Descriptive statistics were used to provide a simple and intelligible summary of the data (Osborne & Waters, 2002). Descriptive statistics were used in this study to determine the mean and standard deviation of the research variables.
Furthermore, multiple regression analysis was utilized to investigate the association between one dependent variable and two or more independent variables (Hair et al, 2010). This method was used to estimate the effects of each independent variable on the dependent variable. Using a quantitative data analysis strategy, the researcher was able to determine the relationship between independent variables such as Employee Autonomy (EA), Reward System (RS), and Job Satisfaction (JS) and the dependent variable, Employee Retention (ER), using the following form of multiple linear regression model;

Y = βo + β1EA + β2RS + β3JS + ɛ

Where;
β0 = constant 

Y = Dependent Variable, Employee Retention (ER)

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

βo = Regression coefficient of the Respective variable as specified above

β1EA = Employee Autonomy (EA)
β2RS = Reward System (RS)
β3JS = Job Satisfaction (JS)
ɛ =random error term.
3.11 Assumptions of Multiple Linear Regressions TC "3.11 Assumptions of Multiple Linear Regressions" \f C \l "1" 
It is crucial to adhere to the assumptions regarding the variables while performing multiple regression analysis (Keith, 2006). This is due to the possibility that disregarding the assumptions might lead to inaccurate estimates and a misunderstanding of the model's predictors' important effects (Stevens, 2009). Therefore, five multiple regressions assumptions performed as suggested proposed by Osborne and Waters (2002) that these assumptions include Linearity Test, Normality Test, Homoscedasticity Test, Autocorrelations Test, Multicollinearity Test.  
3.11.1 Linearity Assumption TC "3.11.1 Linearity Assumption" \f C \l "1" 
Linearity tests assess if the independent and dependent variables have a linear relationship (Osborne & Waters, 2002). This assumption determines the direction of the overall analysis findings. When linearity is not fulfilled, regression estimates such as coefficients, standard errors, and significance tests may be biased (Keith, 2006). As shown in Table 4.7, Pearson correlation was used to determine the linear relationship between the factors indicated by Schober et al. (2018).
3.11.2 Normality Assumption TC "3.11.2 Normality Assumption" \f C \l "1" 
According to Osborne and Waters (2002), this assumption seeks to determine if variables are regularly distributed in order to facilitate value prediction. The validity and reliability of the estimations may be inconsistent when the normalcy test is broken (Hair et al., 2010). In order to assess the data's normal distribution, the researcher looked into Skewness-Kurtosis, as recommended by Pallant (2010).
3.11.3 Homoscedasticity Assumption TC "3.11.3 Homoscedasticity Assumption" \f C \l "1" 
This test allows for a broad assumption of consistency in the distribution of errors among variables by assuming that the variance of errors among independent variables is equal (Stevens, 2009). To determine whether homoscedasticity is satisfied, a scatter plot of the standardized residuals against the predicted value was created, as recommended by Stevens (2009).
3.11.4 Autocorrelations TC "3.11.4 Autocorrelations" \f C \l "1" 
Autocorrelations are intended to assess the independence of errors among variables (Stevens, 2009). When this assumption is not met, Type I and II mistakes are likely to occur (Osborne and Waters, 2002). The Durbin-Watson test was used to determine whether autocorrelation occurs between independent variables.

3.11.5 Multicollinearity Assumption TC "3.11.5 Multicollinearity Assumption" \f C \l "1" 
This assumption is used to assess whether independent variables are uncorrelated. Keith 22006) suggests that independent variables have a low correlation to enable for a clear analysis of the significant effect of each dependent variable predictor, hence VIF and tolerance rate were calculated to determine the level of collinearity.
3.12 Variables Measurements TC "3.12 Variables Measurements" \f C \l "1"  

3.12.1 Independent Variables TC "3.12.1 Independent Variables" \f C \l "1" 
These are the variables that the researcher manipulates to see how they affect the dependent variable. It is labeled independent since its change is unaffected by other factors in the study. The independent variables in this study were three: 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 TC "3.12.2 Dependent Variable" \f C \l "1" 
These are variables that are seen and measured to determine the effect of an independent variable. It is referred regarded as dependent since its fluctuation is thought to be determined by changes in the independent variable. In other words, the dependent variable is the outcome that the researcher wanted to analyze. The dependent variable in this study is Employee Retention (ER) which were measured by 5 points Likert Scale as adopted from, Gul & Khan (2022), Singh, (2019), Gelencsér, et al (2023), Chatzoudes & Chatzoglou (2022). 

3.13 Validity of Instruments TC "3.13 Validity of Instruments" \f C \l "1" 
To ensure the instrument's content validity, the supervisor and other colleagues carefully reviewed and discussed the questionnaire items. Their recommendations and feedback were instrumental in confirming that the questions were relevant, clear, and aligned with the objectives of the research study, thereby ensuring that the data collected would meet the study’s quality standards (Taherdoost, 2016). Additionally, a pilot test was conducted to assess the questionnaire’s length, identify potential ambiguities, and evaluate its effectiveness in addressing the study’s objectives. This process helped refine the instrument, enhancing its reliability, clarity, and overall suitability for capturing accurate and meaningful data.

3.14 Reliability of Instruments TC "3.14 Reliability of Instruments" \f C \l "1" 
According to Creswell (2014), reliability is the degree of dependability that allows research to be performed several times with consistent findings. 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 value must be at least 0.7 (Yun et al., 2023).  
Table 3.1: Reliability Test TC "Table 3.2: Reliability Test" \f T \l "1"  
	Constructs 
	No of Items
	Cronbach Alpha

	Employee Autonomy (EA)
	7
	.766

	Job Satisfaction (JS)
	8
	.893

	Reward System (RS)
	7
	.865

	Employee Retentions (ER)
	5
	.741


Source: Researcher (2024)

Table 3.2 presents the reliability test results for the study constructs, showing Cronbach’s Alpha values ranging from 0.741 to 0.893, which indicate good internal consistency of the measurement items. Job Satisfaction (α = 0.893) and Reward System (α = 0.865) recorded the highest reliability, suggesting that the items used to measure these variables were highly consistent. Employee Autonomy (α = 0.766) and Employee Retention (α = 0.741) also demonstrated acceptable reliability levels, confirming that all constructs were suitable for further analysis in assessing the effects of motivation on employee retention at Bugando Medical Center.

3.15 Ethical Consideration TC "3.15 Ethical Consideration" \f C \l "1" 
The researcher ensured ethical concerns by obtaining research clearance from the Open University of Tanzania, which confirmed the data gathering stage of the project. The researcher also secured clearance from additional authorities, including the Regional Administrative Secretary (RAS), the District Administrative Secretary (DAS), and the Management of the Bugando Medical Center. The research participants who were prepared to take part in the data gathering procedure gave the researcher their informed consent. Furthermore, the researcher ensured that the material acquired would be kept private and used just for scholarly purposes. To avoid the impression of plagiarism, the researcher ensured that all materials used in this work were appropriately credited and acknowledged. Finally, the researcher followed all of the general research criteria and principles established by the Open University of Tanzania.
CHAPTER FOUR TC "CHAPTER FOUR" \f C \l "1" 
DATA ANALYSIS AND PRESENTATION OF FINDINGS TC "DATA ANALYSIS AND PRESENTATION OF FINDINGS" \f C \l "1" 
4.1 Chapter Overview TC "4.1 Chapter Overview" \f C \l "1" 
This chapter presents the findings and discussion as a crucial component of the research study, as it provides an in-depth analysis of data and interprets the results of the research objectives. In this chapter, the researcher systematically presents the key findings derived from data, ranging from the response rate, demographic characteristics of the respondents, descriptive statistics for the research objectives and the relationship between research variables and discussion of the major research findings based on the research objective to highlight the significance of the results as well as assessing the implications of the results.
4.2 Data Cleaning TC "4.2 Data Cleaning" \f C \l "1" 
Data cleaning refers to the process of preparing collected data for analysis by identifying and correcting errors, inconsistencies, or missing values to ensure accuracy and reliability (Hosseinzadeh et al., 2021).. In this study, data cleaning was conducted by carefully reviewing all questionnaires to check for incomplete responses, correcting any obvious errors, and removing duplicate or irrelevant entries. Additionally, outliers and unusual responses were examined to determine whether they could distort the results and were addressed appropriately. This process ensured that the final dataset was complete, consistent, and suitable for accurately analyzing the effects of motivation on employee retention at Bugando Medical Center.
4.3 Response Rate TC "4.3 Response Rate" \f C \l "1"  

The response rate is the proportion of people who participate in research versus the total number of people that were invited or targeted. Usually, it is stated as a percentage. Because it lowers the possibility of non-responded bias, a greater response rate produces more valid and dependable results, according to Fowler (2014). Furthermore, response rates are essential since they increase the study's findings' generalizability to a bigger sample. The study's external validity may be compromised if the response rate is insufficient to establish a representative research conclusion (Babbie, 2015). The response rate in this study was 79.3%, as shown in Table 4.1.
Table 4.1: Response Rate TC "Table 4.1: Response Rate" \f T \l "1"  

	Category 
	Frequency
	Per cent

	Intended Sample Size 
	281
	100

	Available Sample Size 
	223
	79.3%


Source: Field Data (2024)
4.4 Demographic Characteristics of the Respondents TC "4.4 Demographic Characteristics of the Respondents" \f C \l "1"  

Demographic characteristics are the statistical information gathered from respondents that characterizes their demographic attributes or background. 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). The results of demographic characteristics are presented in Table 4.2.
4.4.1 Age of the Respondents TC "4.4.1 Age of the Respondents" \f C \l "1"  

According to Table 4.2, 40.8% of respondents were aged 18 to 28, while 46.2% were aged 29 to 39. On the other hand, 13.0% of respondents were between the ages of 40 and 50, with no respondents aged 50 or older. Overall, the data reveal that respondents aged 18 to 50 years old participated effectively. This suggests that the majority of the study's respondents are more dynamic, whereas the lack of respondents aged 50 and more may indicate either earlier retirement or fewer elderly employees in the sample population.
4.4.2 Gender of the Respondents TC "4.4.2 Gender of the Respondents" \f C \l "1"  

On the gender of the respondents, the distribution is fairly balanced, with 53.4% 
male and 46.6% female. These results suggest that the gender dynamics in the health industry may be reflected in the small male preponderance. Though it might be further examined for any gender-specific experiences or problems, the almost equal distribution indicates attempts towards gender balance. Consequently, the results of this investigation show that gender bias was absent.
4.4.3 Level of Education TC "4.4.3 Level of Education" \f C \l "1"  

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 achieved by the individuals who participated in this survey indicates that most of them are educated and hence could provide their understanding in this study. 
4.4.4 Occupation of the Respondents TC "4.4.4 Occupation of the Respondents" \f C \l "1"  

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.
4.4.5 Working Experience TC "4.4.5 Working Experience" \f C \l "1"  

The findings suggest that 53.4% of respondents had 1-5 years of experience, whereas 30.9% have more than 11 years of experience. However, only 15.7% of respondents had experience ranging from 6 to 10 years. In terms of experience, the staff is very young, with more than half having served for less than five years. 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 findings point to a workforce that is gender-balanced and mostly young, with the majority of workers having practical credentials. There are few administrative positions in the field, which is dominated by hands-on occupations like specialists and service providers. The staff is mostly young, but there is a sizable portion with more than ten years of experience, guaranteeing a blend of fresh enthusiasm and seasoned knowledge. Thus, it can be concluded from these findings that the study's participants were suitable for gathering data in order to ensure the validity and reliability of the information while representing the full population. The results for demographic characteristics were presented as shown in Table 4.2.
Table 4.2: Demographic Characteristics of the Respondents TC "Table 4.2: Demographic Characteristics of the Respondents" \f T \l "1"  
	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)
4.5 Reliability Test TC "4.5 Reliability Test" \f C \l "1" 
Reliability describes the techniques used to evaluate a measuring tool's stability and consistency. According to Creswell (2014), dependability is essential for building trust in the study findings since it aids in the production of consistent outcomes for quantitative research. A reliability value of 0.7 or above is often regarded as appropriate for research purposes, according Kumar et al. (2010). The study's dependability score ranged from.893 (the best) to.741 (the lowest). The researcher was allowed to proceed with the data analysis as shown in Table 4.6 since it was established that the study variables had greater dependability values.
Table 4.3: Reliability Test TC "Table 4.3: Reliability Test" \f T \l "1"  

	Constructs 
	No of Items
	Cronbach 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 Presentation of the Findings TC "4.6 Presentation of the Findings" \f C \l "1" 
this section presents the findings based on the research objectives. Since the study is quantitative and it employed explanatory research design, descriptive statistics was used to present the findings. 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).  
4.6.1 Effects of Employee Autonomy on Employee Retention TC "4.6.1 Effects of Employee Autonomy on Employee Retention" \f C \l "1" 
According to Ngwa et al. (2019), employee autonomy (EA) is the level of independence and self-governance that a person possesses when doing certain jobs and making choices. 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). Table 4.3 demonstrates how liberty enables people to match their professional responsibilities with their own inclinations. SD = 1.204 and mean = 3.52. According to these findings, respondents' agreement with this assertion is modest. Employee creativity and exploration are stimulated by autonomy. The majority of respondents agreed with this assertion, as evidenced by the significantly higher standard deviation of 1 (mean = 3.40, SD = 1.461). With a mean of 3.69 and a standard deviation of 1.252, the data indicates that employees who are provided autonomy take responsibility for their work and strive for excellence. 
However, with a mean of 3.73 and a standard deviation of 1.124, the statistics reveal that the majority of respondents believe that autonomy offers workers faith and confidence in their abilities. Managers with a mean of 3.59 and a standard deviation of 1.158 may foster a more supportive and collaborative workplace atmosphere. This suggests that the majority of respondents believe that autonomy is linked to both cooperation and a supportive work environment. Employee autonomy allows for greater flexibility in how work is performed and completed. According to the findings (mean = 3.79, SD = 1.254), the majority of respondents believe that higher autonomy leads to greater flexibility. Finally, autonomy helps to increase employee engagement and dedication to the organization's aims. The mean is 3.57 and the standard deviation is 1.235, indicating that the majority of respondents feel that autonomy helps to improve engagement and commitment; the findings are provided in Table 4.3.
	Table 4.4: Descriptive Statistics TC "Table 4.4: Descriptive Statistics" \f T \l "1" 

	Statement 
	N
	Mean
	Std. Dev

	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)
4.6.2 Effects of Job Satisfaction on Employee Retention TC "4.6.2 Effects of Job Satisfaction on Employee Retention" \f C \l "1" 
According to Pang and Lu (2018), job satisfaction refers to a person's overall attitude and feelings toward their work. Ćulibrk et al. (2018) explore a variety of subjects, including the nature of employment, the work environment, relationships with coworkers, opportunities for growth, and pay. According to the study's findings, work happiness is one factor that influences employee retention. As seen in Table 4.4, the standard deviation measures the variability or dispersion of the responses around the mean, whereas the mean indicates 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 indicate that I have a good work-life balance at my current job, whereas the majority of respondents disagree. The majority of respondents were unsure about the chances for growth and promotion in their current professions, as demonstrated by a mean score of 2.88 and a standard deviation of 0.731. With a mean of 2.48 and a standard deviation of 0.618, respondents believed that they had a helpful relationship with their supervisors and coworkers. My employment allows me to effectively use my skills and abilities, with a mean of 3.46 and a standard deviation of 0.673, indicating that respondents agree that their occupations allow them to do so. Lastly, I feel motivated to perform well in my job having Mean = 2.84 and SD = 0.791 meaning that most of them feel slightly motivated to perform well in their jobs the results are presented in Table 4.4. 
	Table 4.5: Job Satisfaction TC "Table 4.5: Job Satisfaction" \f T \l "1"  

	Statement 
	N
	Mean
	Std. Dev

	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)
4.6.3 Effect of Rewards System on Employee Retention TC "4.6.3 Effect of Rewards System on Employee Retention" \f C \l "1" 
According to Idemob et al. (2017), a reward system is a tool used by businesses to recognize and promote positive employee behaviors, accomplishments, and contributions. According to Francis et al. (2020), a well-designed incentive system is essential for motivating employees, fostering engagement, and increasing performance. The study's findings show that employee engagement in the decision-making process has a mean of 2.61 and a DS of 1.576. Given the low mean values, these findings suggest that most respondents disagree. The organization's awards motivated me to perform better, with a mean of 2.47 and a standard deviation of 1.448. This suggests that the vast majority of respondents do not believe the prize system motivated them to do better. 
With Mean = 2.59 and SD 1.295, the findings also demonstrate that the proposed award was in line with my own objectives and ambitions. This implies that respondents believe the rewards system has a moderate impact on employee goals. The organization's reward system makes me feel valued and recognized. The mean score was 2.71, with a standard deviation of 1.641, showing that most respondents did not believe the system motivated them. The company's incentives drive me to go above and beyond the call of duty. With a mean of 2.74 and a standard deviation of 1.643, I am aware of the company's many reward schemes. This suggests that my knowledge of the system is modest 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 4.6: Descriptive Statistics TC "Table 4.6: Descriptive Statistics" \f T \l "1" 

	Statement 
	N
	Mean
	Std. Dev

	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)
4.6.4 Employee Retention TC "4.6.4 Employee Retention" \f C \l "1" 
Sutner (2021) defines employee retention as the organization's goal of retaining competent personnel and minimizing turnover through competitive remuneration and benefits, a healthy work-life balance, a positive work environment that encourages engagement, and employee recognition. Employers are especially interested in retaining their current workers when unemployment is low and competition for talent is fierce. Table 4. 6 illustrates that working climate affects the rate of employee turnover, with mean = 3.64 and SD = 1.106. 
These findings indicate that the majority of respondents agree that the working environment has an impact on employee turnover. The low rate of employee changes in roles has a mean of 3.52 and a standard deviation of 1.348, implying that respondents somehow agree that there are fewer changes in employment positions, indicating a moderate level of experiences, with some respondents perceiving higher or lower rates of position changes. Employees are willing to change in their organization over some time. This suggests that employees are generally open to internal mobility or growth opportunities. The lower standard deviation 0.992 implies less variation, with more consistent agreement across respondents. Also, the Administration doesn’t guarantee employees personal development had Mean = 3.89 and SD = 1.074 this indicates that respondents generally agree that the administration does not sufficiently support or guarantee employees personal development. 
Lastly, there is low provision of motivation to employees had Mean = 3.75 and SD = 1.156 indicating that the respondents somehow agree that there is a lack of motivation provided to employees. The relatively high standard deviation indicates that while there is overall agreement on these factors experience and perceptions vary across different employees suggesting that organizational policies may not be applied consistently.  The results obtained in this study were also provided in this study as shown in Table 4.6.  
	Table 4.7: Employee Retentions TC "Table 4.7: Employee Retentions" \f T \l "1"  

	Statement 
	N
	Mean
	Std. Dev

	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)
4.7 Sample Adequacy TC "4.7 Sample Adequacy" \f C \l "1"  

This relates to how well the study's sample size was chosen to ensure that the findings were applicable to the population under inquiry. It contributes to the validity and dependability of study findings, making it an important component of investigations, particularly quantitative ones (Hair et al., 2010). This study used two methods to assess sample adequacy: the Kaiser-Meyer-Olkin (KMO) test and exploratory factor analysis.
4.7.1 Kaiser-Meyer-Oklin (KMO) TC "4.7.1 Kaiser-Meyer-Oklin (KMO)" \f C \l "1" 
This test determines how suitable the study data are for factor analysis. It compares the magnitudes of observed correlation coefficients to those of the partial correlation coefficient. A KMO score close to 1 (usually greater than 0.6) suggests that factor analysis is appropriate, implying that the sample is adequate. This study's KMO value was 0.755. On the other hand, Bartlett's Sphericity test, which determines if the correlation matrix is an identity matrix, would imply that the variables are unrelated and so unsuitable for structure detection. A significant result (P < 0.05) indicates that the sample is suitable for further examination. Thus, in this investigation, the Kaiser-Meyer-Oklin (KMO) was 0.755, which was significant at.000. It signifies that the sample size for this study was adequate, allowing the researcher to conduct additional data analysis for this study, as advised by Hair et al (2010). The findings of KMO are provided in Table 4.8.
	Table 4.3: KMO and Bartlett's Test TC "Table 4.8: KMO and Bartlett's Test" \f T \l "1" 

	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)
4.7.2 Exploratory Factor Analysis TC "4.7.2 Exploratory Factor Analysis" \f C \l "1"  

According to Tabachnick and Fidell (2013), the goal of EFA is to find clusters of variables with similar variance, implying that it is useful for identifying latent dimensions that explain covariations among observable variables. Tabachnick and Fidell (2013) state that the factor must have a loading of at least 0.5 to be included in the study. The factor loading in this study ranged from.611 for the lowest to.834 for the greatest loading. This means that all factors were appropriate for investigation in this study because they produced a higher factor loading, as stated by Tabachnick and Fidell (2013); the results are provided in Table 4.9.
	Table 4.4: Table Component Matrixa TC "Table 4.9: Table Component Matrixa" \f T \l "1" 

	
	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)
4.7.3 Linearity Test TC "4.7.3 Linearity Test" \f C \l "1"  
Many statistical procedures, particularly regression analysis, are strongly reliant on the linearity assumption. It states that there is a linear relationship between independent and dependent variables. According to Hari et al. (2010), one of the essential assumptions of linear regression models is that the connection between independent and dependent variables must be linear in order for the model to give credible estimates and projections. Additionally, Field (2009) highlights that linearity is essential for accurately understanding regression findings; hence, departures from linearity assumptions may result in inaccurate estimates and model misspecification. 
The Pearson correlation analysis for linearity tests done in this study revealed a positive correlation between the independent and dependent variables, with an overall correlation of 0.01. Employee Autonomy (EA) showed a positive connection (r (233)>.492, p<.000) with Employee Retention (ER). The study found a positive association (r(233)>.268, p<.000) between Job Satisfaction (JS) and Employee Retention (ER). Finally, the Reward System showed a positive association with employee retention (r (233)>.947, p<.000). Table 4.10 presents the findings under the linearity assumption.
Table 4.10: Correlation Analysis TC "Table 4.10: Correlation Analysis" \f T \l "1"  
	

	ER
	Pearson Correlation
	1

	EA
	Pearson Correlation
	.492**
	1

	JS
	Pearson Correlation
	.053
	.268**
	1

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

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


Source: Field Data (2024)
4.7.4 Normality Test TC "4.7.4 Normality Test" \f C \l "1"  
Skewness-Kurtosis was utilized in this study to test the normal distribution of data given by Pallant (2010). Skewness measures the asymmetry of a variable's distribution. This assumption aims to assess whether variables are regularly distributed so that values can be easily predicted (Osborne and Water 2002). When this assumption is breached, the validity and reliability of estimates may suffer. A normal distribution has zero skewness, meaning that it is symmetric. Kurtosis measures how tailed the distribution is. Normal distribution has a kurtosis of 0. In this study. In this study Skewness – Kurtosis has a value of close to 0 indicating the normal distribution is approximately symmetric. This shows that the variables have a nearly normal distribution as presented in Table 4.11. 
	Table 4.5: Normality Test TC "Table 4.11: Normality Test" \f T \l "1"  

	
	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 Data (2024)
4.7.5 Multicollinearity Test TC "4.7.5 Multicollinearity Test" \f C \l "1"  

Multicollinearity occurs when a regression model's two or more independent variables are highly correlated, which means they produce redundant information. This can make it difficult to quantify the link between each independent variable and the dependent variable precisely. In this study, the Tolerance and Variance Inflation Factor (VIF) values were used to determine the Multicollinearity test. In this study Employee Autonomy, Job Satisfaction and Reward System was found to have no Multicollinearity because the predictors had low VID and high tolerance values. According to Osborne and Waters 2002 it is recommended that a VIF threshold of 10 as a severe Multicollinearity and Tolerance of 0.1 as a serious indicator for Multicollinearity problems, while pinpointed that VIF should be from 0 to 1 while VIF should be between 1 and 10 as presented in Table 4.12.
Table 4.6: Multicollinearity Test TC "Table 4.12: Multicollinearity Test" \f T \l "1"  

	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)
4.7.6 Linearity Assumptions TC "4.7.6 Linearity Assumptions" \f C \l "1" 
Homoscedasticity is the assumption that the variance of the error (or residuals) remains constant across all levels of the dependent variables in a regression model. This assumption is significant because heteroscedasticity (the inverse of homoscedasticity) can impair the efficiency and reliability of regression estimations, leading to inaccurate conclusions about the relationships between variables. In this study, homoscedasticity was determined by examining the regression standardized residuals, as shown in Figure 4.1, which showed that the homoscedasticity test was statistically satisfied because a scatterplot of the residuals was presented along a straight line, as shown in Figure 4.1.  
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Figure 4.1: Linearity Assumptions TC "Figure 4.1: Linearity Assumptions" \f F \l "1" 
Source: Field Data (2024)
4.8 Multiple regression Analysis TC "4.8 Multiple regression Analysis" \f C \l "1"  

4.8.1 Model Summary TC "4.8.1 Model Summary" \f C \l "1"  

The regression model summary results reveal that the R-value shows the correlation coefficient between the predictors (RS, EA, and JS) and the dependent variables (ER). The R-value of 0.735 indicates a high positive correlation between the independent variables and the dependent variable./ R square is the proportion of the dependent variable's variance that can be explained by the predictors. Employee autonomy, job satisfaction, and the reward system account for 68.6% of the variation in employee retention. This shows that the model has adequate explanatory power. When numerous variables are involved, the adjusted R square takes into account the number of measures of model explanatory power used. The score of 0.576 implies that even after controlling the number of predictors, the model still explains approximately 57.6% of the variance in employee retention. This is still a decent model fit, although somewhat lower than the R square as a result of the change. Durbin-Watson autocorrelation statistics (correlation of residuals). Values close to 2 suggest little or no autocorrelation. A score of 1.852 indicates that the residual has no substantial autocorrelation, which is a positive sign for the model's validity.  
	Table 4.7: Model Summaryb TC "Table 4.13: Model Summaryb" \f T \l "1" 

	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


Source: Field Data (2024)

ANOVA (Analysis of Variance) determines if the independent variables (RS, EA, and JS) significantly predict the dependent variable ER. The crucial component in the Table is the F-Value, which is 29.213. The results suggest that the overall model is good because it explains a considerable portion of the variance in employee retention. However, the p-value was 0.000, showing that the regression model as a whole is statistically significant. This suggests that there is extremely strong evidence that the predictors' EA, JS, and RS strongly predict employee retention (ER), as shown in Table 4.13.
	Table 4.8: ANOVAa TC "Table 4.14: ANOVAa" \f T \l "1" 

	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


Source: Field Data (2024)
The results show that the constant value of B= 12.081, t = 12.727 Sig = 0.000, representing the predicted value of Employee Retention (ER) when all predictors EA, JS RS are 0. The intercept is significant (p-values = 0.000). The findings also demonstrate that Employee Autonomy (EA) has an unstandardized coefficient (B) of 0.297, which means that for every 1-unit rise in Employee Autonomy (EA), Employee Retention (ER) increases by 0.297 units, provided all other factors remain equal. On work Satisfaction (JS), the unstandardized coefficient (B) was 0.193, with a level of significance of 0.007, implying that for every one-unit improvement in work satisfaction, Employee Retention (ER) improves by 0.193. This shows that job happiness is a strong predictor of employee retention. The results for the Reward System show that the Unstandardized coefficient (B) was -0.272, indicating that for every one unit rise in the Reward System (RS), employee retention increases by 0.272 units. This shows a positive association between the reward system and employee retention, as seen in Table 4.14.

	Table 4.9: Regression Coefficientsa TC "Table 4.15: Regression Coefficientsa" \f T \l "1" 

	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


Source: Field Data (2024)

4.9 Conclusion TC "4.9 Conclusion" \f C \l "1"  

The chapter discussed the main research findings obtained from the analysis of data, also the chapter compared the findings obtained with review of other related literatures to see how they confirm the views of other authors. 

CHAPTER FIVE TC "CHAPTER FIVE" \f C \l "1"  
DISCUSSION, CONCLUSION AND RECOMMENDATIONS TC "DISCUSSION, CONCLUSION AND RECOMMENDATIONS" \f C \l "1"  

5.1 Overview TC "5.1 Overview" \f C \l "1"  
This chapter presents the summary of the research findings, conclusion, recommendations, and implication of the research findings as well as the area for further research as described in the following subsections. 
5.2 Discussion of the Findings TC "5.2 Discussion of the Findings" \f C \l "1"  

5.2.1 Demographic Characteristics TC "5.2.1 Demographic Characteristics" \f C \l "1"  
The demographic analysis reveals that the workforce at Bugando Medical Center is predominantly youthful and moderately educated, with most respondents aged between 18 and 39 years and holding either certificates or diplomas. This aligns with findings by Nwankwo et al. (2022), who argue that a younger workforce often brings energy, adaptability, and a higher willingness to embrace innovation in healthcare service delivery. The dominance of mid-level educational qualifications suggests that the hospital depends largely on technical and vocational competencies to sustain operational efficiency. Similarly, Armstrong (2014) emphasizes that organizations with a high proportion of technically skilled employees tend to perform efficiently in service-oriented sectors, as practical skills often have a direct impact on quality of service and patient outcomes. 
Therefore, the current demographic structure suggests that Bugando Medical Center benefits from a balance of youthful vigor and technical proficiency among its employees. Moreover, the findings indicate a nearly balanced gender representation and a workforce composition dominated by operational roles such as service providers, nurses, and specialists. This supports Adam and Alfawaz (2025), who assert that gender balance enhances inclusivity and workplace equity, which in turn strengthens team collaboration and organizational performance. The relatively small proportion of administrative and managerial positions compared to operational staff reflects a functional structure focused on direct service delivery, as also observed by Kothari (2014), who notes that in healthcare institutions, the majority of the workforce typically engages in hands-on roles. Additionally, the combination of younger staff with employees possessing over ten years of experience ensures a blend of fresh perspectives and institutional knowledge, which is critical for sustainable organizational learning and service continuity.
5.2.2 Effect of Employee Autonomy on Employee Retention TC "5.2.2 Effect of Employee Autonomy on Employee Retention" \f C \l "1"  

The study investigated the relationship between employee autonomy and retention, and the findings revealed that employees must be self-sufficient in order to perform their duties successfully and efficiently. Overall, descriptive statistics data suggest that the majority of respondents believe that employee autonomy is one of the most important factors influencing employee retention since it allows employees to be more creative and perform better on the job. Furthermore, because the correlation was positive and significant, the correlation analysis results revealed a good association between employee autonomy. 
Furthermore, regression analysis revealed a good and significant correlation between employee autonomy and retention. Furthermore, the study's findings indicate that employee autonomy is one of the key components since it can improve retention when workers believe they have authority over their work, as opposed to when they believe they lack that authority. 
Tentama et al. (2020) also complement these findings, stating that employee performance was influenced by autonomy and work discipline. Employee performance was more significantly influenced by work discipline than by autonomy. Work discipline and organizational autonomy can be utilized to predict employee performance based on the outcome. Furthermore, Pattnaik and Sahoo (2021) found that employee creativity partially mediators the association between employee engagement and task performance, whereas perceived workplace autonomy moderates the relationship between creativity and employee engagement. 

Furthermore, Tabiu et al. (2020) discovered that job autonomy has a considerable effect on employee adaptive performance. According to the data, the more the company promotes employee training, career planning, and job autonomy. However, Msuya and Kumar (2022) discovered that the association between performance and supervisor work-life support was significantly moderated by job autonomy. Workload had a negative and significant correlation with the supervisor’s work-life support and work performance, which was unexpected. This shows that improving supervisor work-life support may increase performance primarily by expanding employees' job autonomy, while simultaneously emphasizing the importance of reconsidering assumptions about the impact of burden on support and performance.
5.2.3 Effects of Job Satisfaction on Employee Retention TC "5.2.3 Effects of Job Satisfaction on Employee Retention" \f C \l "1"  

The researcher also intended to investigate the association between work satisfaction and employee retention. The overall findings show that there is little variety in the replies received, as evidenced by the low standard deviation of one, and that the majority of respondents were either neutral or disagreed with the elements that influence employee job satisfaction. According to the study's findings, job satisfaction, or the degree to which people are happy in their jobs, is another important aspect of human resource management. Workers' treatment at work can help to improve this. The results of descriptive statistics show that the respondents to this survey disagreed or remained neutral on job satisfaction at Bugando Medical Center, as demonstrated by the general mean and standard deviation. However, the findings of correlation analysis (Table 4.10) revealed that the correlation was positive and significant. 

On the other hand, the results of regression analysis (Table 4.14) show that job satisfaction had an unstandardized coefficient, indicating that there was an appositive and significant relationship between job satisfaction and employee retention, implying that how employees are satisfied with their jobs increases the likelihood of retention in those jobs. Alsafadi and Altahat (2021), who emphasize the importance of job satisfaction and employee involvement in meeting human resource performance goals, support these findings. 
Furthermore, Idris et al. (2020) show that job satisfaction and employee performance are positively and significantly influenced by the work environment. Mziwao and Mbogo (2022) discovered a positive and significant relationship between employee job happiness and organizational performance, although job satisfaction also influences the work environment and employee performance.

5.2.4 Effects of Reward System on Employee Retention TC "5.2.4 Effects of Reward System on Employee Retention" \f C \l "1"  

Finally, the study looked at the impacts of reward systems on employee retention, and the overall findings indicate that the majority of respondents disagree on the determinant of the reward system supplied by Bugando Medical Centre. On the reward system, the data obtained through descriptive statistics (Table 4.5) demonstrate that the aggregate mean and standard deviation indicate that respondents disagree with the reward system utilized at Bugando Medical Centre. The association’s research results suggest that there is a positive and significant association between reward systems and staff retention. On the other hand, the results obtained through regression analysis show that the reward system had unstandardized coefficients and show that their reward system has a low relationship on employee retention. 

Jeni et al. (2020), who showed how workers reacted to the present incentive structure, also support these findings. The findings indicated that employee attitudes regarding their jobs are significantly impacted by reward schemes. 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. Lastly, Manzoor et al (2021) opined that the motivation of an employee significantly mediates the association between instinct reward and the performance of the employee.
5.3 Summary of Findings TC "5.3 Summary of Findings" \f C \l "1"  

This section presents the summary of findings based on the research objectives as follows.
5.3.1 Effects of Autonomy on Employee Retention at Bugando Medical Centre TC "5.3.1 Effects of Autonomy on Employee Retention at Bugando Medical Centre" \f C \l "1"  

Based on the research findings, it can be concluded that employee autonomy is critical for allowing people to carry out their obligations successfully and efficiently. According to the data, the majority of respondents believe that employee autonomy has a significant impact on staff retention. Employees' inventiveness and overall performance improve when they are given the freedom to make decisions regarding their jobs. Furthermore, the study discovered a positive association between employee autonomy and retention, implying that greater autonomy enhances the likelihood of maintaining personnel. This is corroborated by the regression analysis, which shows a strong correlation between increased employee autonomy and retention. In general, encouraging an atmosphere where workers feel free to decide how they perform their jobs may increase job satisfaction and loyalty, which eventually helps the company and its workers. Promoting autonomy in the workplace is crucial since, on the other hand, a lack of it may impair performance and reduce retention.
5.3.2 Effects of Job Satisfaction on Employee Retention at Bugando Medical Centre TC "5.3.2 Effects of Job Satisfaction on Employee Retention at Bugando Medical Centre" \f C \l "1"  

According to the study's findings, job satisfaction, or the degree to which people are happy in their jobs, is another important aspect of human resource management. Workers' treatment at work can help to improve this. According to the study's findings, job satisfaction has a significant impact on how employees perceive their work and is thus an important aspect of human resource management. The findings suggest that how employees are treated at work has a direct correlation with their degree of satisfaction. 
Descriptive statistics provide support for the relationship between employee job satisfaction and retention. Additional research utilizing multiple regression and correlation analysis revealed that increased job satisfaction would lead to higher staff retention. As a result, studies emphasize the necessity of creating a positive work environment and treating employees well in order to increase their job satisfaction and, as a result, their likelihood of staying with the firm. Improving job happiness should be a top concern for management because it directly affects employee retention.
5.3.3 Effects of the Reward System on Employee Retention at Bugando Medical Centre TC "5.3.3 Effects of the Reward System on Employee Retention at Bugando Medical Centre" \f C \l "1"  
In relation to the relationship between the reward system and employee retention, the findings from Bugando Medical Centre indicated a significant dissatisfaction with the current rewards system, as employees generally disagree with its effectiveness. Although there is a high association between employee retention and the compensation system, this does not always imply that retention is positively impacted. According to regression analysis, the incentive system could really have the opposite effect. Perhaps lowering the retention rate of employees. These findings show that the incentives system has to be thoroughly reevaluated and improved in order to better meet employee expectations and aid in retention efforts.  
5.4 Implication of the Findings TC "5.4 Implication of the Findings" \f C \l "1"  

5.4.1 Implication on Policy TC "5.4.1 Implication on Policy" \f C \l "1" 
The findings of this study have implications on the formulation and implementation of policies which encourage 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 TC "5.4.2 To Academia" \f C \l "1"  

The research results on employee retention have implication in reinforcing existing theories and provide empirical support for these theories showing how intrinsic factors like (like autonomy and job satisfaction) are critical to retaining of employee. The study also encourages research studies in the area of employee retention with reference to other factors depending on the changing nature of employment climate. 
5.4.3 To Management TC "5.4.3 To Management" \f C \l "1" 
These findings highlight the urgent need to empower employees with greater autonomy, as this fosters creativity, satisfaction, and loyalty, all of which contribute to higher retention rates. It is equally important to cultivate a positive work environment that enhances job satisfaction through fair treatment and support. Furthermore, the current reward system requires immediate review and improvement to ensure it aligns with employee expectations and effectively motivates retention rather than discouraging it. Prioritizing these actions will help build a more engaged, committed, and stable workforce, ultimately benefiting the organization’s overall performance.
5.5 Conclusion TC "5.5 Conclusion" \f C \l "1" 
In relation to the first research goal, the researchers conclude that employee autonomy is critical in improving employee retention at Bugando Medical Centre in Mwanza. According to the study's findings, workers feel more empowered and driven when they are trusted to handle their tasks on their own and are allowed greater latitude in making decisions regarding their job. Higher retention rates result from this sense of ownership, which also promotes work satisfaction. The study also finds that because employees may carry out jobs according to their preferences and skill sets, when employees have more autonomy, they are more likely to remain loyal to the organization. In contrast, a lack of autonomy may lead to unhappiness, disengagement, and, eventually, greater turnover. To keep a steady and engaged staff at Bugando Medical Centre, it is crucial to create an atmosphere where workers have greater influence over their work operations. 
On the second objective, the study shows that job satisfaction has a considerable influence on employee retention at Bugando Medical Centre. Employees are more likely to stay with a company if they are satisfied with their working conditions, job responsibilities, managerial assistance, and organizational culture. High work satisfaction is associated with greater employee motivation, lower likelihood of leaving, and increased loyalty. In contrast, if a person is dissatisfied with their job, they are more inclined to seek alternative employment. Therefore, keeping a steady and dedicated staff at Bugando Medical Centre requires increasing worker satisfaction via better support, recognition, and growth opportunities.  
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-cash rewards like praise, chances for professional advancement, and work-life balance initiatives greatly increase staff loyalty and excitement for their companies. 
Additionally, the study found that when workers feel valued and recognized for their efforts, a fair, open, and well-designed incentive system encourages loyalty and long-term commitment. However, a lack of appropriate compensation or a sense of injustice in the system can cause discontent, lower morale, and ultimately increased turnover rates. Therefore, maintaining the rate of employee reunion while improving staff retention and guaranteeing a steady and effective team requires a strong and competitive compensation system.
5.6 Recommendations TC "5.6 Recommendations" \f C \l "1" 
Based on the research findings this study recommends the following,

The study strongly suggests that management actively involves employees in decisions, particularly those that affect their daily work routines and responsibilities. When employees have a say in how their tasks are carried out, it fosters a sense of ownership and accountability, which significantly boosts their engagement and motivation. Moreover, involving employees in decision-making nurtures a culture of trust and open communication between staff and management, which can reduce feelings of alienation and dissatisfaction. This participative approach empowers employees, making them feel valued and respected, which in turn enhances their commitment to the organization.
To effectively address employee dissatisfaction, management should implement regular and systematic surveys that explore various aspects of employee experience, including work environment, management support, career development opportunities, and compensation. These surveys should be designed to capture honest feedback and specific concerns, enabling management to identify pain points and areas where improvements are urgently needed. Acting on survey results by implementing targeted interventions demonstrates that the organization values its employees’ input, which can increase morale, strengthen loyalty, and reduce turnover. Additionally, feedback mechanisms should be transparent, with results communicated back to employees along with clear action plans.
Management is encouraged to use a data-driven approach to better understand the reasons behind employee turnover and retention. This involves regularly analyzing exit interviews, retention metrics, performance data, and satisfaction levels to identify patterns and root causes of employee departures or prolonged tenure. Periodic reviews of key policies such as the reward system, autonomy provisions, and job satisfaction initiatives should be institutionalized to ensure they remain relevant and effective. Leveraging such data will enable management to make informed decisions, customize retention strategies for different employee groups, and proactively address emerging issues before they escalate. This approach promotes continuous improvement and supports the development of tailored, long-term solutions that enhance employee experience and organizational stability.
5.7 Limitation TC "5.7 Limitation" \f C \l "1"  
This study faced limitations that may have impacted the findings, first 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 limitations in relation to data collection, this is because most of the respondents were much occupied with their work schedules and other administrative functions. 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.
5.8 Area for Further Research TC "5.8 Area for Further Research" \f C \l "1" 
Based on the research findings reported in this article, the researcher proposes that additional research be undertaken on the effects of employee well-being programs and employee retention in the public healthcare sector. This study will conduct a critical evaluation of the impact of employee well-being measures such as mental health assistance and wellness programs on staff retention at government hospitals. 
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APPENDICES TC "APPENDICES" \f C \l "1" 
Appendix I: Questionnaire for the Employees

Introduction 

I, am Prosper Pascal Allay a student of the open university of Tanzania conducting a research study on the Effects of motivation 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 
	
	
	
	
	


Thank you for taking part in this study
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