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ABSTRACT

The study was carried out on staff retention and the organization performance in King Faisal
Hospital. It intended to examine the relationship between staff retention and organization
performance and was based on three objectives. Namely; the factors that contributed to staff
turnover in king Faisal Hospital ,benefits of staff retention in King Faisal hospital and

the

relationship between staff retention and organization performance.
The study sampled 80 respondents from King Faisal Hospital. The study utilized quantitative
research methods questionnaires were used as data collection instruments and collected data
presented in table form and analyzed statistically to interpret the data.
The study came up with the following findings; staff retention had a great iinpact on organization
performance most especially in King Faisal Hospital. It was also noted that the organization
highly encouraged team work among its employees in the organization due to its great
importance of day to day running of the institution. The study concluded that staff retention plays
a key ·role in the organization performance thus resulting to increased overall organization
productivity. The study therefore recommended that the organization should highly check on the
well fare of the employee such as better remuneration, work life balance among many others to
improve the organization performance.
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CHAPTER ONE
INTRODUCTION
Background
Fundamental changes are taking place m the workforce and workplace that promise to

radically alter the way companies and institutions relate to their employees. Hiring and
retaining good employees have become chief concern of nearly every institution. Institution
that understand what their employees want and need in the work place and make strategic
decision to proactively fulfill those needs would become the dominant players in their
respective markets.
This emphasized Andrew Carnegie, famous industrialist of the 19th century in his quotation:"
take away factories my plant, take away my railroads. My ships my transportation ,take away
my money take one of all these but leave my people, and in two or three years I will have them

again".
King Faisal hospital is located in Gasabo District, Kacyiru area in Kigali, Rwanda. Its
construction started in 1987 and ended in 1991 with the help of Saudi Fund for Development
(SFD). The King Faisal Hospital was designed to accommodate 200-beds; it however currently
operating with a total capacity of l 40beds acute care with the aim of providing specialized
health care in Rwanda and reducing the large number of cases refen-ed to centers outside
Rwanda. It started slow from the beginning and it opened as dispensary to receive war
causalities during the 1990 to 1994 war.
After this war, hospital was run as a public healthcare institution under the ministry of health
(MOH). In I 998, the hospital was privatized and shareholders agreement was made between
the Government, Private shareholders, and net care international, a South African health group
(SAHG).
AS a result of this agreement, Net care king Faisal Hospital (NKFH) started operating as a
private entity. The business never took off and after nine months the partnership run into
difficulties which resulted into financial mismanagement and breach of contract.
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The government took over KFH management and started providing for its operations with
loans and subsidies.
This situation has since improved as KFH has obtained full legal status as a" Non-for profit
"organization registered under the Rwandan law No21/2000 of I 1/10/2000.this process was
completed on 22 nd August 2005.InAugust 2005, the hospital was granted a post graduate
teaching status with the aim to contribute to the training medical professionals and creating
research capabilities. The hospital now needs to consolidate its operations expand and create
new services and new capabilities to enable it to better serve people of Rwanda and effectively
deliver and effectively deliver on its designated mandate.
The research will invoke theories like Abraham Maslow theory of motivation. Its founder is
Abraham Maslow (I 945). A psychologist and was concerned about a concept of hierarchy of
needs through which peo·p]e progress. Goal setting theory which was founded by Edwin Locke
(1968). Locke's basic argument in this theory was that peoples' conscious goals and a tension
are the primary determinant of their action. This in turn implies that the goal setting process is
the means by which organization's motivation and retention of employees' base on hence
affecting the performance of the organization.
According to Cambridge international dictionary (I 995) retention is the process to keep or
continue having something, in this case the staff in an organization thus retention was viewed
in employee labor turnover dimension whereby it was high, medium or even low.
According to the encyclopedia definition (2005) staff retention refers to the ability of an
organization to retain its employees. Staff retention can be represented by simple statistics e.g.
retention rate of 80% usually indicates that an organization keep 80% of its employees in a
given period.
According to this study staff retention is the process of retaining employees in the organization
for a longer period of time without leaving the institution.
Kerry-Thomas (I 995) defines performance as the way in which an activity is accomplished in
a particular level of standards in which a task is to be accomplished. It is adopted, carried out
or achieved within the working environment.
2

The health employee turnover depends from the company, organization and business
objectives, according to Goldman Sachs; anything up to 5% on annual level is acceptable. Too
high employee's turnover may cause organizational problem, while too low or no turnover is
causing lack of idea generation and resistance to change. The status of King Faisal Hospital
was beyond this according to evidence shown by turnover every year because they above 10%.
(KFHK) Annual report 2008, 2009, 2010). It was the purpose of this research to establish that
there was high rate of employee turnover in the hospital hence suggesting measures to be
applied to reduce the problem.
Problem Statement
For any organization to reach its vision, staff retention is an obligation, where high rate of

employee turnover registered in institution suffers a lot it is important for organization to
understand that general turnover rate in workforce can have a serious impact on organization
profitability and even survival. Staff turnover increases the cost of recruitment, due to staff turn
over the organization image is tainted in the entire community, it reduces the organizational
productivity, consequently organization loses rare skills to other organizations hence easily
being out competed in a given field. Statistics from annual report 2008-20 IO reveal that 157
employees left King Faisal and joined other institutions. This rate of turnover culminates to
10% per year and according to report from Goldman Sachs, the healthier rate of turnover
should·not exceed 5% annually. Therefore such rate of turnover raised questions on strategies
used by King Faisal: were such policies strong enough to deal with the problem of turnover in
King Faisal Hospital? Was there any other policy opinion that could be utilized to rectify
situation? Therefore, it was against this back ground that the researcher was motivated to
conduct a study to determine the relationship between staff retention and organization
performance.
Purpose of the study
The purpose of the study was to determine the relationship between staff retention and
organization performance in King Faisal Hospital, Kigali Rwanda
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Objectives of the study
1.
To determine the factors that contributed to staff turnover in king Faisal Hospital
2.

To determine the benefits of staff retention in King Faisal Hospital

3.

To determine the relationship between staff retention and organizational performance

Research questions
Specifically, the study was set to answer the following;

1.

What factors contributed to staff turnover in King Faisal Hospital?

2.

What were benefits of staff retention in King Faisal Hospital?

3.

. What was the relationship between staff retention and organization performance?

Scope of the study
This research specified the boundaries to the study, as consequence the location of the study

site (geographical scope), content scope, theoretical and time scope.
Geographical
The study was conducted at King Faisal Hospital located in Gasabo district, Kigali Rwanda

Theoretical scope
The based on Maslow's hierarchy of need theory, advanced in 1945 by a psychologist Abraham
Maslow. The theory hypothesized that within every human being there exists hierarchy of five
needs, physiological needs safety needs, social needs, self esteem and self actualization. When
these needs are made there will be assurance of attractor and retention of employee.
Content scope
The concentrated on, employee retention; contribution to labor turnover, benefits of staff
retention, different motivational theory and performance in King Faisal Hospital, Kigali
Rwanda.
Time scope
The study took three months starting from May 2012 and end July 2012.
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Significance of the study
There has been general reluctance by many researchers to undertake studies retention being

utilized by several organizations in Rwanda. Therefore, the researcher believed that the
accomplishment of the study was of great importance to people and institution with interest in
improving their staff retention in order to boost their productivity. The study was to be useful in
the following ways
• It was used by the policy makers to come up with better staff retention system in which

can help individual, employees and the general performance of organization.
• The findings of the study benefited the management and administrator of King Faisal
Hospital in coming up with appropriate policy and program which ensured staff
retention in the Hospital.
• The findings of the study were beneficial to a researcher as they helped her widen the
knowledge in the study area.
• It would be used by the future researchers, students of Kampala International

University, lecturers and administrator for further references as the resource would be
put in the university library.
• It contributed to the researcher's fulfillment of the requirements for the reward of

bachelors' degree in human resource management.
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CHAPTER TWO
LITERATURE REVIEW

Theoretical frame work of the study
The study was guided by Abraham Maslow's hierarch of needs theory of motivation put forward

by a psychologist Abraham Maslow. The theory emphasized that within every human being there
exists hierarchy of five needs; physiological needs, safety needs, social need, self esteem and self
actualization.
As applied to this study the theory held that the staff retention would have influence on
performance, this was true considering the fact that Abraham Maslow low theory of motivation
cuts across all the needs including the ability to identify and appeal to need levels in various
individual and groups and then satisfy those needs, since satisfied worker is more productive
than dissatisfied one.
The study also was guided by goal setting theory put forward a comprehensive theory of
motivation in an organization by Edwin Locke (1968) Locke's basic argument is that people
conscious goals and in tensions are the primary determinants of their action. This in turn implied
that the goal setting process is the means by which organization motivates and improves
performance of their employees.
As applied to this study the theory held that in order for the employee to come up with results
and be retained in an organization, then the organization should have set realistic goals that
employees should be in a position to achieve. Realistic goals are the basis of motivation thus
leading to employees striving to achieve organizational goals rather than thinking on how to
leave the organization.
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Conceptual frame work

Intervening variable

In depended

Dependent variable
Performance

Motivation

Retention

Positives

Intrinsic motivation

Acquisition
-HRP

-Job evaluation

- Increases in production

-Recruitment

- Reward management

- Reduces employee turnover

-Selection

- Performance management

-Improves organization image

-Placement

.

~

-Discipline

-Employee relation

Development (extrinsic)

Negatives

-OSHA

- Training

- Poor performance

-Employee welfare

-Manage development

- Increased labor turnover

-Career planning

-Employee dissatisfaction

Research made
·>

The conceptual frame work indicated the relationship between the independent variable and the
dependent variable affected one another. The independent variable was retention while the
dependent variable was performance. Retention strategies affected performance both positively
and negatively. The positive effects were; increase in the overall production of the organization,
reducti_on of employee turnover and improvement of organization image as a result of positive
perception of the surrounding community. While the negative effects included;

poor

performance, increased labor turnover of the organization staff and employee dissatisfaction due
to low payments and lack of employee career development in the organization.
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Related litera tu re

Financial and non financial rewards
Employee retention and performance management depend on the good systems that offer both
financial and non-financial reward. Constant change and high expectations are taking their toll in
some organizations, as well as in industry and government generally. Sometimes this is shown in
employee turnover. In some times it is hidden because of job insecurity. Reward and
remuneration must be scrutinized. Employee retention and performance are critical. Non
monetary rewards can be as vital as monetary rewards. In some organizations, multitude of
salary and pay arrangements exists. It is time to bring those different systems into anew frame
work. Employees at all levels need to have confidence in the salary administration system.
Employees want the rewards to be shared fairly and equitably. If they are not, dissatisfaction can
cause several morel and performance problem.
A good reward and remuneration system ensures that each person receive appropriate financial
and non financial recognition to account for the personal contribution. They are making and the
overall_ value of their. position to the organization. They in clued; recognizing and rewarding
individual and team performance financially and otherwise, in relation to the overall contribution
made, implementing compensation systems that fairly treat and recognize all employees
regardless of their level within the organization.
This is the equity issue; it involves matching remuneration with the contribution made,
particularly where job requirements can change rapidly. A motivated employee will achieve a
great deal. A demotivated employee will be slow, prone to errors and not likely to achieve.

Intrinsic and extrinsic motivation
According to john w. Newstron and Keith Davis (1997) intrinsic motivation refers to motivation
that is driven by an interest or enjoyment in the task itself, and exists within the individual rather
than relying on any eternal pressure. Intrinsic motivation is based on taking pleasure in an
activity rather working towards an external reward. Intrinsic motivators are internal rewards that
a person feels when performing a job so there is direct an often immediate connection between
work and rewards. An employee in this situation is self motivated.
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Employees intrinsically motivated are more likely to engage in the task willingly as well as work
to improve their skills, which will increase their capabilities. Employees are likely to be
intrinsically motivated if they attribute their performance to factors under their control, also
known as autonomy. They believe they have skills that will allow them to be effective agents in
reaching desired goals.
According to john w. Newstron and Keith Davis (1997) extrinsic motivators are external rewards
that occur a patt from the nature of the work, providing no direct satisfaction at the time the work
is performed. Examples are retirement plans, health insurance and vacations.
Although employees value these items they are not effective to motivators. Extrinsic type of
motivation therefore contradicts intrinsic motivation. Extrinsic motivation comes from the
outside of an individual. Competition is in general extrinsic because it encourages the
performance to win and beat others, not to enjoy the intrinsic rewards of the activity. Extrinsic
rewards can lead to over justification and subsequent reduction in intrinsic motivation.
Staff turnover
According to Davis (1997) defines staff turnover as a proposition of employee leaving a job
during·a given period of time. Staff turnover therefore is a rate at which an employer gains and
losses employees. Turnover is measured for individual companies and for their industry as a
whole. If an employer is said to have a high turnover relative to its competitors,
It means that employees of that company have a shorter average tenure than those of other
companies in the same industry. High turnover may be harmful to the organizations productivity
if skilled workers are often leaving and work population contains a high percentage of novice
workers. Like recruitment turn over can be classified as internal or external. Internal turn over
involves employees leaving their current positions and taking new position within the same
organization.

On the other hand, the external turnover involves employees leaving the

organization to other organi_zation in search of employment.
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According to vroom (1964) and Lawler (1973) has shown that rewards can facilitate effective
performance. When organization members perceive that effective performance results in the
receipt of valued rewards within a reasonable period of time. However although this relationship
is relatively simple, easy to state, Lawler (1977) has pointed out that it is extremely difficult to
accomplish in practice. Perhaps the most obvious potential function of reward system is to
reward and encourage effective performance.

Factors that contribute to staff turn over
Recruitment and induction; Making the wrong choice during recruitment will lead to staff
turnover in the near future. The way you orient and introduce new staff also can contribute to
their stay in the organization. www.wakipenda encyclopedia (2009)
Flexible working arrangement; If an organization recognizes employees changing needs to
achieve work life balance, then their possibility to leave the organization will be minimal, but if
the organization does not consider their employees changing needs then the rate of employee
turnover will increase.
Training and staff development; Employees who feel that organization does not develop them
through training them to acquire more skills, then the turnover rate will be high compared to
employees working in an organization with a rich training and development culture.
www.wakipenda encyclopedia (2009)
Motivation; Employees are motivated differently. They are those who are intrinsically motivated
and those who are extrinsically motivated. An organization should recognize the needs of their
staff in order to retain them or lose them through turnover.
Competitive pay rates and a fair transparent pay system; if employees feel unfairly paid and
treated in an organization then employee turnover will be high compared to the organization
where employees feel they are fairly remunerated. www.wakipenda encyclopedia (2009)
Working environment; If the physical working environment is pleasant then the chances of
employee leaving the organization reduces, but incase the environment of one's office noisy,
poor ventilated leading to unpleasant environment in general then staff turnover will be high.
www.wakipenda encyclopedia (2009)
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Employee retention refers to the ability of an organization to retain its employees. Employee
retention can be represented by simple statistic (for example, retention rate of 80% of its
employees in a given period.) However, many consider employees retention as relating to the
efforts by which employees in employees attempt to retain employees in their workforce. In this
sense, retention becomes the strategies rather than the outcome.
Retention has a direct and casual relation with employee needs and motivation theory models,
such as Maslow's hierarchy of needs, ways of identifying effective ways of identity effective
retention protocol
Benefits of staff retention
The benefits of staff retention can be enjoyed both during the recession and after. It is essential to

keep highly-skilled and well- qualified workers to ensure operations run smoothly during
difficult economic conditions.
Equally it is just as important to have top talent employed in good terms to maintain
competitiveness and standard apart from rival organization.
Staff retention also helps firms to save money. But it is important that organizations across all
sectors do not miss a trick by only targeting these techniques that reduce their staff costs. There
are cost significant savings to be obtained a cross other aspects of employee reward, paiticularly
in the effective structuring and operation of share plans and bonus payments.
Staff retention also helps to keep company knowledge the employees acquired during training
and development financed with companies finance in the program of employee career and
management development system.
When the employee leaves, the investment in not realized. Therefore retaining employees means
that with time the investment is going to be realized over time in the performance of this
employees and the overall productivity of the organization.
Due to retention of staff in an organization, the disruption of customer service and clients the
organization do business with will reduce. The relationships are developed that encourage
continued patronage of the business. When an employee leave, the relationships that employee
built for the company is reserved, which could lead to potential customer loss.
11

Turn over spirals into more turnovers. When an employee terminates, the effects felt throughout
the organization. Coworkers are often required to pick up the slack. The unspoken negativity
often intensifies for the remaining staff. Thus retaining employee helps deal with such unwanted
effects.
Challenges to staff retention
A major challenge for an organization to retain its valuable and talented employees is employee
dissatisfaction on the amount of salary or wages paid in an organization. Monetary or financial
constrains becomes a major challenge because every organization has a budget for each
employee which can be raised to some extent but can't go beyond a certain limit. This leads to
dissatisfaction of employee who needs an increase pay beyond the organization budget and
refuses to compromise hence quitting.
Where there is no dearth of opportunities stopping people to look for a change is a big challenge.
Every organization tries its level best it high employees from the competitors and thus provide
lucrative oppmtunities to attract them. Employees become greedy for money and position and
thus look forward to changing the present job and join the competitors. No amount of counseling
helps in such cases and retaining employees becomes a nightmare.
Problem a rise whenever a right person is in to a wrong profile; An individual loses interest in
work whenever he does something out of compulsion. The human resource careful while
recruiting new employees. It is real important to get reference check done for better reliability
and avoid confusion later.
Some individuals have a tendency to get bored in a short span of time; they might find the job
really interesting in the beginning but soon find it monotonous and look for change. The
management finds it difficult to convince the employees in such cases. It is difficult for HR
department to find out what exactly is going on the minds of the individual. An individual should
voice his opinions clearly to make things easier for the management.
Unrealistic expectation from the job also leads to employees looking for a change. There is
actually no solution to unrealistic expectations. An individual must be mature enough to
understand that no one can

12

Effects of retention on organization performance ·
Effective retention strategies are necessary for managers to perform their function effectively.
It's a process by which management functions like planning; organizing, directing and
controlling are accomplished.
Gareth R, et al, (2000) in order for organization to gain competitive advantage, managers must
strive to increase efficiency, quality and responsiveness to customers and innovation. Inventing
new retention strategies is essential for reaching each of these four goals and this is a necessity
for gaining competitiveness.
Gareth R, et al(2000)

efficiency is increased

by updating the production process to take

advantage of new and more different retention strategies and technology and training managers
to operate the improved retention strategies and by training staff to a adopt this strategies and
expand on their skills. Effective retention strategies is necessary for managers to learn about new
methods of retaining employees, implement them in their organization and train workers on how
to use them to improve the quality in the organization.
Gomez Mejia et al (2000) good retention strategies can also help to increase responsiveness to
customers. when the organization members who are close to the employees such as human
resource managers are empowered to reward them through attending to their needs and desires ,
in turn labor turn over will largely reduce as they will determine how best to respond to the
changes in staff preferences.
Proper retention strategies in the organization will help in curbing the brain wash of potential
staff members like doctors and nurses hence large emphasis put on human resource department
in the organization to keenly take into consideration those strategies that could possibly attract
more qualified staff and retain the one in existence.

13

,1

,,

CHAPTER THREE
METHODOLOGY
Research Design
The employed descriptive correlation research designs because it tended to measure the

relationship between staff retention (independent variable) and organization performance
(dependent variable). Also the study used a survey design because the population was too big.
Population
The study population comprised of medical staff from King Faisal Hospital making a total of 100

employees.
Sample size
Out of the I 00 medical staff of King Faisal Hospital the study used a sample of 80 respondents

which was arrived at using solver's formula which states;
n=N/1 +N (e2 )
Where n= sample size N= total population e2 =level of significance
Sampling procedure/ technique
The researcher used simple random sampling in that there was no discrimination in selecting

respondents, that is, each and every employee had equal chance of being selected, be it male or
female. In this procedure, the respondents were selected at random, and these respondents were
identified according to their willingness and availability to take part in the study.
Data collection instrument
A researcher made self administered questionnaire will be used as the major tool of data

collection. This questionnaire will be comprised of three major parts. Part one will be addressing
respondent's background information, part two factors that contribute to staff turnover and part
three, benefits of staff retention. Items on the questionnaire will be measured quantitatively using
a scale I. Strongly disagree, 2.disagree, 3. Agree, 4.strongly agree.
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Research procedure
Upon completion of the dissertation, a researcher sought an introductory from the college of

applied economic and management science of Kampala International University, addressed to
the HR manager of King Faisal Hospital requesting him or her to give a researcher a permission
to access the employees and necessary information relate to her study.
Due to busy schedule of some staff members, the researcher made appointment to meet such
staff, and she was available to make a necessary classification in the areas where respondents did
not understand very well as far as the data collection instrument was concerned. After two
weeks, the researcher retrieved the tool from the respondents for data analysis.
Data Analysis
After data collection, only correctly filled questionnaires were edited and coded and analysis was

done by the use of frequencies, percentages and then true findings presented by using tables.
Ethical consideration
To ensure that ethics was practiced in this study as well as utmost confidentiality for respondents

and the data provided by them, the following was done: (i) all questionnaire were coded, (ii) the
respondent were requested to sign the informed consent, (iii) authors mentioned in this study
were acknowledged within the text through citation and referencing, (iv) findings were presented
in a generalized manner.
Limitation of the study
Testing; difference in condition and time when the data was obtained from respondents by

different persons and different days at differen~ hours. This was minimized by orienting and
briefing the research assistants on sampling techniques and data gathering procedures.
Instrumentation; the research instrument was not standardized. Validity and reliability test was
done tci produce a credible research tool.
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Extraneous variable; the researcher did not control over the extraneous variable such as honesty
of the respondents, personal biases and descriptive nature of the design. For untruthfulness where
some of the respondents were expected not to say the truth, the researcher probed the
respondents further to establish the truth when it was deemed necessary and personal biasness
were also avoided by the researcher.
Attrition; the researcher experience loss of respondents over the course of the study, such as
employees retired, resigned or died but the researcher gave out more questionnaires than the
required number to reduce on this.

16
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CHAPTER FOUR
PRESENTATION, ANALYSIS AND INTERPRETATION OF DATA

The data collected from the field was processed and analyzed, quantitatively.

Quantitative

information was summarized by use tables, frequency and percentages to show the responses of
the respondents. All of these findings were interpreted and presented, through re-examining
research objectives.
Demographic characteristics
The purpose of this part was to analyze the background information of the respondents in

relation to their age, gender (sex), marital status and level of education, position held and
duration spent in the organization. The information was presented by the use of frequency and
percentage below.
Table 1: shows the age of the respondents
Frequency Percentage
Age

(%)
20-29

25

31.25

30-39

28

35

40-49

10

12.5

50-59

13

16.25

60+

4

5

Total

80

100%

Source: primary data, 2012.

The majority of the respondents as indicated in the table I above were between the age of 20-29
and 30-39years.this showed that most medical personnel employed in King Faisal Hospital were
youth, highly determined to deliver service and make change in their society.
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Table 2: shows gender of the respondents
Gender Frequency Percentage
Male

28

35

Female

52

65

Total

80

100

Source: primary data, 2012.

The majority ofrespondents in the above table 2 were female compared to their male
counterparts. i.e. Big percentage of female was as a result of the hospital having too many
nursing aid and assistants.
Table 3: showing marital status of respondents
Percentage
Frequency
Status

Single

40

50

Married

24

30

Divorced

12

15

Widowed

4

5

Total

80

100

Source: primary data, 2012.

The majority of the respondents in table 3 were singles represented by 50% compared to the
other categories which accumulated all together the remaining 50%. This indicated that there was
employee turnover of married, divorced and widowed due to lack of work life balance as many
of them were not given enough time to attend to the families unlike the single who did not have
many responsibilities to attend to. Here the findings tried to concede/agree with the finding on
the age where majority of respondents were youth, fresh from institution of leaning without
families yet.

18

Table 4: Showing position held
Frequency
Position

Percentage

Unit head

16

20

Head of department

18

22.5

Doctors

JO

12.5

Nurses

36

45

Total

80

100

Source: primary data, 2012.

The result from table 4 indicated that all categories of the medical personnel were represented.
However the most of the medical personnel were nurses represented by 45% in the organization.
Due to the lot of tasks they did alongside the doctors in all departments across the hospital. This
implied that the organization had enough staff to handle emergencies and other associated
challenges.
Table 5: Showing qualifications of respondents
Percentage
Frequency
Qualification

Post graduate

6

7.5

Bachelors

32

40

Diploma

26

32.5

Certificate

16

20

Total

80

100

Source: primary data, 2012.

Table 5: showed that majority of respondents were holders of bachelor's degree (40%) followed
by diploma holders (32.5%). This implied that the organization had competent and qualified
workforce with the necessary competencies (skills knowledge and abilities) executes their tasks
diligently.
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5

No.

6

13

24

37

%

7.5

16.25

30

46.25

No.

8

12

28

32

%

IO

15

35

40

No.

9

II

30

30

balances

%

11.25

13.75

37.5

37.5

There is open

No.

2

4

31

43

organization.

%

2.5

5

38.75

53.75

The organization

No.

26

30

13

II

%

32.5

37.5

16.25

13.75

Organization training
program is linked with
carrier development
.

6

7

climate of
participation in
decision making is
created
the organization
allows work life

8

communication in the

9

encourages team work

Source: primary data
The majority of respondents in table 7 above felt that management did not carefully select and
recruit people who were well suitable for the job .This were represented by 85% of the
respondent who participated. This led to employees leaving the organization as most people were
placed wrongly in the offices that were not in their line of specialization. This resulted into
ineffectiveness hence poor production at large extent. The table also went ahead to reveal that
team work was encouraged .at (70%). This indicated that most of the services in the hospital were
not single handedly job because most of the task done needed a joint effo1i from the theatre,
phmmacy, x-rays etc.
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Table 8; Showing staff retention

staff retention

1

No./% Strongly

Agree

Disagree Strongly
disagree

N=80

agree

Leads to continuity of No.

31

26

14

9

organization's

2

programs

%

38.75

32.5

17.5

11.25

Boost the morale

No.

24

33

16

7

%

30

41.25

20

8.75

No.

30

27

13

IO

%

37.5

33.75

16.25

12.5

No.

26

31

12

11

%

32.5

38.75

15

13.75

No.

36

30

9

5

recruitment.

%

45

37.5

11.25

6.25

Retention increases

No.

16

13

21

30

%

20

16.25

26.25

37.5

among the employees
3

positively taint the
image of the
organization to the
community

4

Employee relation in
the organization
increases greatly due
to retention

5

Reduces on the cost
of organization on
manpower

6

motivation of
employees as they
feel a sense of
belonging in the
organization.
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7

Retention creates the

No.

29

33

II

7

management

%

36.25

41.25

I 3.75

8.75

It leads to

No.

27

35

13

5

%

33.75

43.75

16.25

6.25

No.

11

9

26

34

%

13.75

11.25

32.5

42.5

No.

14

8

27

31

e.t.c.

%

17.5

10

33.75

38.75

Due to morale boost

No.

28

26

16

IO

%

30

32.5

20

12.5

trust among the
employees and

8

organization
development through
increased productivity

It reduces conflict

9

among the employees
and management
10

Due to staff retention
it improves discipline
as it averts strikes

11

creativity of staff
members is increased

Source: primary data
Table 8 above showed that the majority of respondents represented by 62% felt that staff
retention led to organization development through increased productivity. This indicated that
staff retention on its part increased the morale of workers, in turn it increased motivation,
participation and involvement of the employees where by talents were unhidden thus conflict in
the organization reduced and increased creativity and innovation of employees in the
organization. As result the image of organization was positively tainted in the face of the
community thus attracting potential applicants which in turn resulted into organization
development.
The above table indicated that the minority of respondents represented by 25% felt that staff
retention reduced conflicts in the organization. While 75% of the respondents who participated
felt that the statement was not true.
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This implied that besides staff retention there might have been other sources of conflict like
complex organizational structure, departmental lay out and even scarce resources that could be
the major sources of conflict not staff retention.

Table 9: showing labor turnover
No./% Strongly
Labor turnover

Agree

Disagree

disagree

agree
1

Paying the employees
poorly leads to

Strongly

35

31

9

5

No.

employees living the

2

organization

%

43.75

38.75

12.25

6.25

Conflict between

No.

33

33

11

3

employees turn over

%

41.25

41.25

13.75

3.75

Poor productivity can

No.

28

38

8

6

the organization

%

35

47.5

IO

7.5

Lack of equal

No.

30

36

IO

4

%

37.5

45

12.5

5

No.

34

32

6

8

%

42.5

40

7.5

10

employees and
management leads to

3

lead to retrenchment
of employees from

4

opportunity in areas
like promotion can
lead to employees
exiting the
organization
5

Lack of motivation
like bonuses leads to
employees leaving the
organization
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6

No.

35

31

12

2

employees turn over

%

43.75

38.75

15

2.5

Lack of proper

No.

29

37

7

7

%

36.25

46.25

8.75

8.75

No.

5

9

31

35

turn over

%

6.25

11.25

38.75

43.75

Search for green

No.

30

27

11

12

%

37.5

33.75

13.75

15

No.

26

28

15

11

%

32.5

35

18.75

13.75

Autocratic leadership
style leads to

7

recruitment and
selection procedure in
the organization leads
to employee turn over

8

Lack of promotion
leads to erpployee

9

pasture is a cause of
employee turnover in
the organization

JO Poor communication
systems and
inadequate grievance
handling procedures
leads to employee turn
over
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11

Lack of adequate
skills renders

No.

21

27

18

14

%

26.25

33.75

22.5

17.5

No.

25

23

19

13

%

31.25

28.75

23.75

16.25

No.

27

21

17

15

%

33,75

26.25

21.25

18.75

individuals
incompetent thus
resulting employee
turn over
12 Discrimination on the
basis of gender,
racism and disabilities
leads to employee
turnover in the
organization
13 Inconsistence in
employee appraisal
techniques may lead to
employee turnover
Source: primary data

The majority of the respondents in the table 9 represented by 82.5% felt that paying employees
poorly led to employee turnover while 17 .5% felt that the statement was not true. This implied
that majority of employees were extrinsically motivated by tangible rewards compared to those
that were intrinsically motivated. This meant that organization remunerated employee very well
stood a better chance of keeping thein in their organization unlike those who poorly paid
employees.
On the other hand minority of respondents in table 9 represented by 17.5% felt that lack of
promotion in an organization led to employee turnover while 82.5% respondents felt that the
statement was not true. This meant that even if promotion existed in the organization minus other
motivation like training, incentives, bonuses then the employee turnover still occurred hence
being a minimal factor in dealing with employee turnover.
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CHAPTER FIVE
SUMMARY, CONCLUTION AND RECOMMENDATIONS
Introduction
This chapter represents the discussions and findings from the previous chapters. It was on the

basis of chapter four with reference to research objectives and the aid of literature review where
the conclusions and recommendations were drawn. The objective of this research work was to
analyze the following: the factors that contributed to staff turnover to King Faisal Hospital, the
benefits of staff retention in king Faisal Hospital and the relationship between staff retention and
organization performance.
The analysis evaluation and interpretation of the data and information in the field were correctly
performed; therefore the conclusion and recommendation given below were precisely derived
from the chapters and areas mentioned above.
Summary
On the basis of the analysis of the chapter four, the findings suggest that staff retention has a

significant impact on the organization performance most specifically in King Faisal Hospital,
Kigali Rwanda .the respondents were quite aware about staff retention and organization
performance and this was identified when 62% of the respondents felt that staff retention leads to
organization development through increased productivity. This indicates that staff retention on
its part increases the morale of the worker, in turn it increases motivation, participation and
involvement of the employees in organization activities where by the talents are uncovered
reduction of conflicts in an organization, increase in creativity and innovation of employees in
the organization. Consequently the image of the organization is positively tainted in the face of
the community hence attracting potential applicants from the job market thus resulting into
organization development.
The encouragement of the team work in the organization as indicated in chapter four where by
70% suppo1ted the statement shows that most of the services in King Faisal Hospital and any
other institution can't be a single handedly activity but needs a joint effort. This is a major factor
that needs to highly consider in any organization to improve on performance.
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Conclusion
In conclusion therefore, the researcher noted that, staff retention plays an important role in an

organization performance in king Faisal Hospital, Kigali Rwanda since it ensures organizational
development through increased productivity, increases motivation of employees as they feel a
sense of belonging in the organization , it leads to continuity of the organization's program, it
reduces on the cost of organization on manpower recruitment and positively taint the image of
the organization to the community.
On the other hand, the researcher identified the factors which led to inefficiency and
ineffectiveness of the staff retention and the possible measures to overcome the ineffectiveness
and challenges. Some of the challenges include finances where by most of employees consider
monetary rewards; another challenge was the hardship in identifying the employees who can be
extrinsically or intrinsically motivated. However those challenges can be overcome with
management increasing management employee within the institution. However other challenges
are nepotism and corruption during retention practices but in case of such challenge organization
should set strict policies on staff retention exercise in the organization to prevent such practice.
The information obtained through observation of the members and personnel in King Faisal
Hospital and the questionnaire show that control procedures laid by the down management and
the state to overcome these challenges and the only thing to do is to implement the laid down
policies to improve on the organization performance in the hospital. To a certain extent, however
some weaknesses distort process and procedures of staff retention and organization performance
but not to the extent of disqualifying the fact that staff retention has an impact of organization
performance in King Faisal hospital.
Recommendations
On the basis of this research work performed, the researcher recommended the following with

the aim of improving the performance of organizations in Rwanda through staff retention so as to
bring about productivity hospitals and other organizations members and all beneficiaries of King
Faisal Hospital and other health organizations in the country.
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The recommendations given below when well followed and understood will try to iron out most
of the challenges faced in the health industry in the country. These recommendations therefore
include the following;
❖

Management should carefully select and employ people who are well suitable for the job in
the organization.

❖

Organization should link its training program to career development of its workforce.

❖

New staff should be given adequate orientation to help them settle down in their new offices
and new assignments given to them.

❖

There should be open communication to employees in the organization. This should be made
possible by reducing on the repo1iing hierarchy and procedures involved in passing
communication from top management to the subordinate or vice versa.

❖

Management should encourage team work among the employees in the organization.

❖

Management should also provide work life balance to its employees to give them a chance to
attend to their families a part from working for the organization.

❖

Management should allow the participation and involvement of the employees in decision
making process to ensure less resistance in implementing some policies that could be vital in
the effective running of the organization.

❖

Management should give attention to those factors that they can control including
communication with staff, fair treatment recognition for effort and performance, participation
in decision making, providing suppo1i and encouragement, training and developing staff to
prepare them for promotion and enhancing responsibility.

AREAS FOR FURTHER RESEACRH
A study on employees who have already left the service will shade more light on the perception

regarding the reasons for turnover as well as strategies that can be implemented enhance
retention.
The study was restricted to one institution (KFH). The study could be extended to other
institutions providing the same service including Government institution.
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APPENDICES
Appendix I: Time Frame

Proposal

May

Data collection

June

Dissertation writing

June

Submitting

July
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Appendix II: Budget for the Study

No.

Items

Rate

Amount UGX

1

Transport services

12 weeks

360,000

12*30,000
2

12 weeks

Lunch

60,000

12*5000
3

Ream

1

10,000

1*10,000
4

Typing and printing

60 pages

30,000

500*60
5

Binding

3 copies

30,000

3*10,000

6

Photocopying

60 pages

6000

60*100
7

Air time

20,000

8

Miscellaneous

30,000

9

Estimated total

546,000

33

---------------------------------------------'

Appendix III: Research Instruments (Questionnaire)

Dear respondent,
I am called Ndila Gladys a researcher pursuing bachelors degree in human resource
management in Kampala international university (KIU) I am conducting a research on the
Staff retention and Organization performance in King Faisal hospital head qumiers. This
research will be purely for academic purposes. The findings of this research will help the
researcher and the king Faisal hospital as well.

Herewith attached, please find a set of questions meant to get infonnation for the above
purpose.

Please spare a few minutes on your busy schedule and answer them your time will be of
great impo11ance to this academic endeavor.

Yours sincerely

NDILA GLADYS
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Part one
Please tick in the most appropriate box

I. What is your age group?
a. 20-29

D

b. 30-39

B
D

C.

40-49

d. 50-59
e. 60+

D

2. What is your gender?
a. male
b. female
3. What is your marital status?
a. Marriage
b. Single

D
D
D
D

4. What position do you hold?
a. Head of unit
b. Head of department
c. Doctors
d. Professional nurse

D
D
D
D
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5. What is your qualification?
a. postgraduate
b. Bachelor's
c. Diploma
d.

Certificate

D

□

D

D

6. How long have you been working in this hospital?
a.

lyr and below

b. 1-3
C.

years

4-6 years

d. 7+ years

D
D

□
D
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Part two
·Instructions;

Fill in the cell with the number that you fill appropriately represents your views on retention
Factors in your organization.
Strongly agree ........................... .4

Agree ........................................ 3

Disagree .................................... 2

Strongly disagree ........................ I
Retention factors

Strongly
Agree

1

Management carefully select
and employ people who are
we! I suited for the job

2

Flexible working arrangements
are offered to attract and retain
capable employees

3

The management addresses
work related issues of
dissatisfied staff

4

New staff receive adequate
orientation to help them settle
down

5

Organization training program
is linked with carrier
development

Agree

Disagree

Strongly
Disagree

37

6

A climate of participation in
decision making is created

7

the organization allows work
life balance s

8

There is open communication
in the organization.

9

The organization encourages
team work

Part three
Staff retention

1

Leads to continuity of
organization's programs

2

Boost the morale among the
employees

3

positively taint the image of the
organization to the community

4

Employee relation in the
organization increases greatly due
to retention

5

Reduces on the cost of
organization on manpower
recruitment.

6

Retention increases motivation of
employees as they feel a sense of
belonging in the organization.

7

Retention creates the trust among
the employees and management

8

It leads to organization
development through increased
productivity

Strongly
agree

38

agree

Disagree

Strongly
disagree

9

It reduces conflict among the
employees and management

IO

Due to staff retention it improves
discipline as it averts strikes e.t.c.

11

Due to morale boost creativity of
staff members is increased

Part four
No

labor turnover

I

Paying the employees poorly
leads to employees living the
organization

2

Conflict between employees
and management leads to
employees turn over

3

Poor productivity can lead to
retrenchment of employees
from the organization

4

Lack of equal opportunity in
areas like promotion can lead
to employees exiting the
organization

5

Lack of motivation like
bonuses leads to employees
leaving the organization

6

Autocratic leadership style
leads to employees turn over

7

Lack of proper recruitment and
selection procedure in the
organization leads to employee
turn over

Strongly
agree

39

Agree

disagree

Strongly
disagree

>!

I

8

Lack of promotion
opportunities in the
organization leads to employee
turn over

9

Search for green pasture
outside the organization is a
cause of employee turnover in
the organization

IO

Poor communication systems
in and inadequate grievance
handling procedures leads to
employee turn over

11

Lack of adequate skills renders
individuals incompetent thus
resulting to employee
turnover

12

Discrimination on the basis of
gender, racism and disabilities
leads to employee turnover in
the organization

13

Inconsistence in employee
appraisal techniques may lead
to employee turnover .

''l

Source: primary data

Thank you very much for participating in this task. Your input is highly
appreciated.
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