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ABSTRACT 

Despite the scholarly acknowledgement of the core roles of employees in 

organisational development, the major issues border around how these 

employees can be retained to reap the gains. Particularly, in the health sector 

of Ghana, employee retention has become topical in recent time. Thus, the 

present examined the influence of human resource management on employee 

retention at the Christian Health Association of Ghana, Jasikan Diocese.  The 

study used quantitative approach and descriptive research design. Self-

administered questionnaire was used to gather data from a sample of 128 

employees out of a population 189 to address the objectives of the study. The 

frequency and percentage, means, standard deviations and multiple regression 

were used for data analyses through the SPSS (V26). The study found that the 

institution  have career development such as career counseling, coaching and 

mentoring programs and the purpose of career development is to enhance  

employee retain and help fulfil the career goals of employees. The study also 

found that career development, training and development, rewards and 

compensation and  performance appraisal have statistically significant positive 

effect on employee  retention. The study concluded that career development, 

training and development, rewards and compensation, performance appraisal 

contribute to employee retention. The study recommends that the Management 

of the Christian Healthcare Association of Ghana (CHAG), Jasikan Diocese 

should  develop effective reward and compensation, training and development 

system that will motivate and increase  employee level of commitment to stay. 

There should be effective performance appraisal procedures that are objective, 

fair and authentic  to influence employee retention.  
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CHAPTER ONE 

INTRODUCTION 

Employees are the backbone of any organisation; they are the most 

important resource  that help in achieving the organisational goals. The 

organisations that fail to retain its employees find difficult to achieve their 

goals. There can be no success without human resource to utilize other 

available resources to provide quality service to the clients (Matindo et al., 

2015). Retention of nurses in health service is essential for maintaining quality 

health care delivery. Effective employee retention strategies enhance nurses‘ 

job satisfaction, promote professionalism, enhances quality health care 

delivery  reduces employee turnover. The healthcare institution can retain their 

health worker through various retention strategies such as training, 

compensation and attractive rewards, career development, effective 

performance appraisal.  The Management of the Jasikan Diocesan Health 

Service need to have effective retention strategy retain experience nurses  and 

other valuable employees to provde quality healthcare to the patients.  

Background to the Study 

Retaining a skilled workforce and decreasing unwanted employee 

turnover is an economic and service delivery necessity for organisations. Key 

to operational and service excellence is high employee retention (Rafferty, 

Maben, West & Robinson 2005; Zurn, Dolea & Stillwll,2005). This is because 

retention of staff results in a reduction in overtime, less need to employ 

temporary staff and lower costs when orienting new staff to the workplace. 

Unwanted turnover increases recruitment costs, adds to lost work days and 

often places an extra workload on the remaining staff (Albion et al., 2008; 
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Asquith et al., 2008).  In addition, increased turnover may have a negative 

impact on organisational effectiveness and  financial performance (Asquith et 

al. 2008). 

When  nurses leave the Ghana Health Service they carry their wealth 

of knowledge and skills to another organisation (Nzewi et al., 2016; Strom et 

al., 2014). An organisation will incur additional costs when knowledgeable 

nurses leave (Kaur-Sahi & Mahajan, 2014). A retention strategy is 

fundamental for the organisation in order to maintain their man power needs 

of the nurses. Gering and Conner (2002), retaining a productive workforce is 

important for any organisation because if Ghana Health Service are not able  

retain its employees, it eventually affects the quality of the service the  

remaining staff rendered. Ghana needs the services of the competent nurses to 

provide quality health care for patients with different chronic conditions such 

as dementia, arthritis, obesity, and diabetes (Mancino & Feeg, 2014).  

The Ghana Health Service is affected by the current nursing shortage 

and the possibility of severe challenges that are creating for both patients and 

providers (Fischer, 2016). Ghana Health Service are facing challenges of 

retaining nurses who will provide adequately quality care to patients (Kossivi, 

Xu, & Kalgora, 2016). Ghana Health Service should implement retention 

strategies to keep employees longer in their jobs if they plan to stay 

competitive in their industry (Kossivi et al., 2016). The implementation of 

retention strategies could lead to reducing the organisational cost associated 

with employee training, as well as the improvement of nursing leadership 

skills (Cheng, Bartram, Karimi, & Leggat, 2016).  
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The high rate of nurses‘ turnover of Health Service in Ghana creates 

job insecurity in the health service particularly at Jasikan Diocese and affects 

the quality of service rendered to the patient at Jasikan Diocese (Shin Hye et 

al., 2016). Nurses‘ turnovers reduce the effectiveness of providing patient 

care, makes the workload for remaining staff difficult, brings extra medical 

doctors and other hospital staff (Shin, Hye et al., 2016). It therefore, necessary 

for Christian Health Association of Ghana at Jasikan Diocese to design the 

appropriates nurses‘ retention strategies to retain the nurses at post and 

maintain job security of nurses at Jasikan Diocese. Retaining nurses and 

developing effective retention strategies are important to ensure employee 

retention.  Nurses‘ retention strategies will reduce the turnover of nurses‘ staff 

at in order to provide health quality services in Jasikan Diocese.  

Previous studies by (Malik et al., 2020; Imna & Hassan, 2015), have 

indicated compensation, reward and recognition practices were the most cited 

HRM practice   that contribute to employee retention (Malik et al., 2020; Imna 

& Hassan, 2015). A study by (Bibi et al., 2018), revealed that training and 

development contributes to employee retention in organisation (Bibi et al., 

2018), performance appraisal (Bibi et al., 2018), Other study done by (Sari & 

Dewi, 2020) show that employee career development can contribute to their 

retention in organisation. The use of appropriate nurse retention strategies 

leads to quality of health care service for patients, patient safety and increase 

the hospital productivity. Organisations need to take the initiative and 

determine how and why they want to retain their valuable employees. 

Developing and implementing retention strategies can reduce employee 

turnover intention, boost employee engagement, increase employee 
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motivation, improve job satisfaction levels, and increase organisational 

engagement (Dewanto & Wardhani, 2018; Park, & Hwang, 2019). 

A study by Mitchell, Burch and Lee (2014) found that there is always a 

need to study retention strategies, to assist the organisation to retain  

competent staff. Oladapo (2014) argues that retaining valuable employees will 

benefit the organisation in the long run. According to Hayward et al. (2016), 

the retention of healthcare professionals is essential for the provision of 

quality service delivery in healthcare institutions. Indeed, employee retention 

is critical to business success, as the retention of highly skilled employees 

influences the efficiency and sustainability of businesses (Tso-Jen & Chi-Min, 

2017). 

When an employee leaves an organisation, he takes the culture, values, 

skill-set with him which can be tapped by the competitors and that is 

something no company likes to happen with them to (Singh, 2019). As the 

cost of replacement for an employee is huge, it is always better to keep the 

existing employees in the flock. Salary, personal reasons, stress, conflict, 

environmental issues, lack of support, bullying, under-staffing, verbal abuse, 

and decreased job satisfaction are the many factors that experienced nurses 

have signified in their choice to leave bedside nursing in the acute health care 

setting (Gellasch, 2015). This study, therefore, sought to assess the perception 

of health care professionals on retention strategies and service delivery. 

Furthermore, the relationship between retention strategies and service delivery 

was evaluated. Employee retention strategies are important in getting the 

employee to stay and work for that organisation, which increases efficiency 

(Singh & Sankhi, 2016).   
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Statement of the Problem 

Retaining key employee is a vital source of competitive advantage for 

any organisation (Al Mamun & Hasan, 2017). However, as an employee of the 

Christian Health Association of Ghana (CHAG), particularly at Jasikan 

Diocese, the observations suggest that employee retention is one of the biggest 

issues affecting the CHAG. Njue and Kiiru (2018) notes that despite the 

efforts put on human resource Ghana Health Service to enhance workers 

retention, employee turnover rates continue to increase. Mahadi et al. (2020) 

posits that the average global voluntary employee turnover rate remains at 

9.1%. According to Leong (2020) about 86% of employers across the world 

experience difficulty in attracting their employees while 58% of organisations 

indicated that they experience difficulty retaining their employees. Aguensa 

and Som (2018) indicates that 48.4% leave due to work/challenge, 42.6% 

career growth, 41.8% relationships/working with great employees, 31.8% fair 

pay and 25.1% supportive management, career development .  

The Management of the  Christian Health Association of Ghana in the 

Jasikan Diocese find it particularly difficult to retain their employees, who 

often seek for better conditions of service. The researcher‘s further 

observation showed that quality health service at Jasikan Diocese, has gone 

down due to the Management inability to retain the nurses who accept posting 

to work at the Jasikan Diocese.  The researcher found that most of the health 

professional have been leaving the Jasikan Diocese to work at other places in 

Ghana. This phenomenon made the researcher to investigate the retention 

strategies at the Jasikan Diocese.  
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Despite the abundance of employee retention research in general, there 

is a lack of comprehensive studies on determinants of employee retention in 

the Christian Health Association of Ghana in the Jasikan Diocese. A handful 

of empirical, qualitative, and conceptual studies were carried out  were done in 

context outside Ghana (Najeeb, 2016; Imna & Hassan, 2015; Najeeb, 2013). 

Other studies by (Wijesiri et al., 2019; Imna & Hassan, 2015) were conducted 

in the tourism sector, where most of the studies found HRM practices 

influenced turnover, commitment, performance, and job satisfaction (Wijesiri 

et al., 2019; Imna & Hassan, 2015). 

Similarly, Sultana, Islam and Hasan (2017) for instance examined the 

factors influencing employees‘ retention. The study focused on salary, job 

security and leadership variables and found that these variables contribute to 

employee retention. However, the study‘s context was different from the 

current study.  In another study Nwokocha and Iheriohanma (2012), Hossain, 

Roy and Das (2017) focused on inequity in the compensation packages of 

organisations, employees‘ dissatisfaction and autocratic leadership influence 

reduces turnover. The study concluded inability to retain nurses can be the 

result of poor working environments and conditions, rigid schedules, 

inadequate compensation programs. Kingma (2010) found that 80% of the 

health professionals trained in Ghana have left the country inadequate 

remuneration and only few still remain in the country. 

In Ghana, Enu-Kwesi, Koomson, Segbenya and Prah (2014) study 

focused on employee retention in Ghana Commercial Bank (GCB bank) not in 

health care service.  Other studies used a very small sample size which may 

not allow a generalisation of the finding of the study (Imna & Hassan, 2015; 
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Wijesiri et al., 2019). The review of most studies of employee retention have 

been undertaken in different contexts not in health service making it difficult 

to generalize the results to the Christian Health Association of Ghana, in the 

Jasikan Diocese. This leaves contextual research gap for this study to fill. 

Therefore, this study seeks fills the research gap by examining 

employee retention strategies used by Christian Health Association of Ghana, 

in the Jasikan Diocese. 

The purpose of the Study 

The main purpose of the study is to examine the influence of human 

resource management practices on employee retention at the Christian Health 

Association of Ghana, Jasikan. 

Objectives of the Study 

The objectives of the study were to: 

1. investigate the influence of career development (CD) practices on 

employee retention in Christian Health Association of Ghana (CHAG), 

Jasikan Diocese. 

2. determine the effect of training and development (T&D) practices on 

employee retention in Christian Health Association of Ghana (CHAG), 

Jasikan Diocese. 

3. examine the effect of compensation and rewards on employee retention 

in CHAG, Jasikan Diocese. 

4. examine the influence of performance appraisal (PA) practices on 

nurses‘ retention in CHAG, Jasikan Diocese. 
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Research Questions  

The study was guided by the following research questions: 

1. what is the influence of career development (CD) practices on 

employee retention in CHAG at Jasikan Diocese? 

2. what is the effect of training and development (T&D) practices on 

employee retention in CHAG at Jasikan Diocese? 

3. what is the effect of compensation and rewards on employee retention 

in CHAG at Jasikan Diocese? 

4. what is the influence of performance appraisal (PA) practices on nurses‘ 

retention in CHAG at Jasikan Diocese? 

Significance of the Study 

The findings would provide useful insights to several stakeholders 

including management of the health institutions, policy makers, government 

and extant literature. The findings and recommendations made in the study 

could guide the management of the health institutions on how the human 

resource management practices pull the employee to be retained in the work. 

Through the evidence of career development, training, compensation and 

performance appraisal, the management are able to strategically integrate 

these for effective use to retain the employees.  

Furthermore, the findings are useful to policy makers and government 

of Ghana through the Ministry of Health and Ghana Health Service in 

designing retention policies on how to attract the employees in the health 

profession to work. In addition, the study's findings will highlight the 

importance of employee retention strategies. Finally, the study findings 
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provided grounds for further research and contribute to existing literature by 

broadening knowledge on the needs for employee retention. 

Delimitation 

 The scope of the study was limited to the employees working at the 

Christian Health Association of Ghana, Jasikan Diocese. Primarily, the focus 

was on how human resource management practices could influence employee 

retention in the hospitals. Thus, the variables investigate were employee 

retention (dependent variable) and the independent variables used were career 

development, training and development, compensation and rewards and 

performance appraisal. The use of these variables was not without premise. 

Due to the increasing rate at which employee leave the health institutions in 

the diocese prompted the urgency of an investigation like this in the area. 

Limitation of the Study  

This research encountered several problems, especially in obtaining 

suitable data for analysis. In general, apathy was the main problem, as some 

respondents did not answer the questionnaire. Respondents may not have 

disclosed their true opinions on some hospital-related matters that could be 

confidential in nature. Moreover, the study used only questionnaire to collect 

data from the respondents which enabled the study to be done. One of the 

disavantages for using only questionnaire as the data collection instrument 

may not give the respondents opportunity to express themselves on the issues 

under discussion. 

Finally, it would be appropriate to use a mixed method (ie qualitative 

and quantitative methods) that would provide - a deep understanding of the 

issues. In addition, using a qualitative method would allow respondents to 
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share their views on the determinants of employee retention. Although it 

would be very time consuming, talking to others in higher positions such as 

senior staff would also be helpful. 

Definition of Terms 

Human resource management practices refer to the strategies, policies, and 

activities that organisations employ to manage their workforce effectively 

(Cherif, 2020).     

Employee retention is the effort made by organisations to keep their 

employees engaged and committed to the company for an extended period 

(Naz et al., 2020).     

Career development refers to the ongoing process of managing an 

individual's professional growth and advancement within an organisation 

(Dachner et al., 2021).  

Training and development involve activities aimed at enhancing employees' 

knowledge, skills, and abilities to improve their performance in current roles 

or prepare them for future responsibilities (Laing, 2021).  

Compensation and rewards encompass the financial and non-financial 

benefits provided to employees in return for their work (Chiang & Birtch, 

2012).  

Performance appraisal, also known as performance evaluation or 

performance review, is the systematic process of assessing an employee's job 

performance against predefined goals and expectations (Gravina et al., 2021).  

Organisation of the Study 

The study consists of five main sections. The first chapter described 

the background to the study, the problem statement, the purpose of the study 
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and the study questions, the meaning of the study, the definition of the study 

limits, and the study limitations. Chapter two begins with a review of the 

related literature. He discussed the theoretical overview, the conceptual 

description, the empirical description, and the chapter summary. The third 

chapter examines research methods and describes the research paradigm, the 

research design, the population, the sampling and sampling procedure, the data 

collection procedures, the data collection tool, the validity and reliability of 

the instrument and data processing analysis procedures. The presents the 

results and their discussion. The chapter presents summary, conclusions and 

recommendations based on the results of the study. 

 

 

 

 

 

 

 

  

 University of Cape Coast            https://ir.ucc.edu.gh/xmlui

Digitized by Sam Jonah Library



12 

 

CHAPTER TWO 

LITERATURE REVIEW 

Introduction  

This chapter presents the literature related to the study. Review 

literature on factors affecting the retention of nurses in Public Health care 

Facilities, examine the retention strategies in retaining employees at Christian 

Health Association of Ghana, identify the obstacles face by the study 

organisation in implementing retention strategies at Christian Health 

Association of Ghana, conceptual framework and empirical review. 

Theoretical Review 

The study used the motivational theories, such as the Hierarchy of 

Needs and the Two-Factor theory of motivation, basis to determine the key 

practices of HRM that influence employee retention (Azeez, 2017). 

Maslow’s Hierarchy of Needs Theory 

In Maslow‘s Hierarchy of Needs theory, the motivating factors are 

divided into five levels (Azeez, 2017). These five levels of needs, which cause 

to motivate employees, are physiological, safety, love and belongings, esteem, 

and self-actualisation (Ștefan, Popa, & Albu, 2020). The Hierarchy of Needs 

theory supports HRM practices such as career and development, as well as 

training and development along with reward and compensation (Aburumman, 

Salleh, Omar, & Abadi, 2020). Maslow argued that it is necessary for a 

lowerlevel need to be met and to have proceeded to a higher-level need in 

order to satisfy and motivate employee retention (Noltemeyer, James, Bush, 

Bergen, Barrios & Patton, 2021). 
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Furthermore, Maslow‘s theoretical principles suggested that it is 

crucial for prepotent requirements to be satisfied before the next level needs 

emerge (Stefan et al., 2020). For example, having an adequate salary or wage 

as a part of a compensation package that enhances motivation of employees 

resulting in employee retention (Azeez, 2017). Similarly, rewards such as a 

bonus for recognizing the performance of employees enhances employee 

retention (Aburumman et al., 2020). Career development and growth are part 

of self-esteem and self-actualisation needs that perfectly align with HRM 

practices that cause employee retention (Azeez, 2017).  

A study by Ana et al. (2019) showed that the determinants of employee 

retention include training and development, career development, performance 

appraisal and compensation and rewards, manage the retention of talents and 

skills to achieve organisations‘ goals. Therefore, employee retention in an 

institution is influence by career development, rewards and compensation, 

training and development and performance appraisal   as motivation 

motivating factors indicated by Maslow‘s Hierarchy of Needs theory.  

Also, the relevance of this theory to the present study cannot be 

overlooked. The theory points to the needs required by employees in 

organisation to make them happy and for that matter human resource practices 

suffice. By identifying the strategic needs of the employees at every point of 

the hierarchy will make the employees feel the sense of importance and 

remain with the organisation. 
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Herzberg’s two Factor Theory 

Herzberg‘s two factor theory was propounded by Herzberg (1971). 

Herzberg proposed that satisfaction was affected by motivators - factors 

contained within the job itself (intrinsic), and dissatisfaction was affected by 

hygiene or maintenance factors – those factors outside the job (extrinsic) but 

related to it.   Key to Herzberg‘s theory was the idea that satisfaction and 

dissatisfaction were not opposite poles on one dimension but two separate 

dimensions (Mukhi et al. 1991, p. 311). According to Herzberg‘s theory, 

people are not motivated and lose interest in their work when their job only 

meets basic needs: they don‘t make the employee want to do the job on their 

own (Anderson, 1984). Although Herzberg‘s technique in developing the 

theory has been the subject of considerable debate over the decades, the 

findings of his theory have been valuable (Wood et al. 2010). This Herzberg‘s 

theory was chosen as applicable to this study because each of the extrinsic and 

intrinsic conditions as they applied to a person‘s job could be meaningfully 

and logically mapped to the aspects of a workforce retention strategy as 

extrinsic   salary, job security, working condition, status, company procedures, 

quality of supervision, intrinsic conditions, responsibility, achievement, 

recognition, work itself, advancement in institutions.  

These conditions were considered as retention strategies for the 

purposes of this study.  To retain health service nurses. Although Herzberg‘s 

theory was applied to a person‘s job, this study adapted and applied the theory 

to a workforce retention strategy to determine if the mapped conditions, which 

were identified as retention factors, influenced an employee‘s intention to 

leave their employment. The nurse‘s retention strategies, can contribute 
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positively to the retention of nurses. For example, if an employee is able to 

attend a workforce retention program in work time (retention factor identified 

as accessibility under Herzberg‘s, the it may be perceived by the employee 

that they are being employed by a supportive organisation.  

Furthermore, Hertzberg‘s Two-Factor theory, which comprises of 

―motivators‖ and ―hygiene‖ factors that cause to improve employee retention, 

are well covered by HRM literature (Almaaitah, Harada, Sakdan & Almaaitah, 

2017). Hygiene factors such as basic wages or salaries are factors that 

influence employee retention (Almaaitah et al., 2017). Under the 

compensation practices as a part of HRM practices, salary and wage strategies 

were determined and applied to influence employee turnover intention (Hanai 

& Pallangyo, 2020). Moreover, recognition, advancement and personal growth 

are considered as motivators that have significant effects on employee 

retention (Murtiningsih, 2020). HRM practices such as reward and 

compensation, career and development, as well as training and development 

are being applied to improve employee retention (Hanai & Pallangyo, 2020; 

Burnette et al., 2020). Therefore, HRM practices that were implemented in the 

organisation to improve employee retention are well aligned with the Two-

Factor theory (Fahim, 2018). 

Conceptual Review 

The conceptual review section introduces the various concepts used in 

the study and how they were applied in the study‘s context. The review of the 

concepts provided insights into the arguments raised by previous researchers, 

the agreements and disagreements and how these were operationalized in the 
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study. These concepts are employee retention, human resource management 

practices and related dimensions.   

Employee Retention 

Retention is a complex concept and there is no single recipe for 

keeping employees with a company. Employee retention was also defined as a 

method used by organisations to encourage employees to stay in the 

organisation for a long term (Giri, 2008). Also, it was defined as a feeling or 

commitment of employees towards the organisation to stay, based on the 

factors that have been offered by the organisation (Kurdi & Alshurideh, 2020). 

Alternatively, employee retention refers to those who stay with an 

organisation due to the positive work environment, and reward and 

compensation that satisfy their aspiration and need (Pittino, Visintin, Lenger, 

& Sternad, 2016). 

 Employee retention was referred to as initiatives taken by the 

organisation to ensure employees with crucial skills and competences are 

prevented from leaving through appropriate compensation and rewards, 

supportive work environment, career development opportunities, and building 

employee relationship (Cascio, 2003). A study by Logan (2000) indicated that 

retention is driven by several key factors, which ought to be managed 

congruently: organisational culture, communication, strategy, pay and 

benefits, flexible work schedule and career development systems 

Determinants of Employee Retention  

Employee retention is determined by many factors that are attributed to 

HRM practices. Some of these factors include career development, supervisor 

support, work environment and rewards (Khan, 2020). Strategic human 
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resource functions such as recruitment and selection are considered as crucial 

elements to retain employees (Boudlaie, Mahdiraji, Shamsi, Jafari- Sadeghi, & 

Garcia-Pereze, 2020). Ina related study, Nyanjom (2013) studied the employee 

retention determinants in the state corporations and found that training and 

career development, performance appraisal, commitment and compensation 

enhanced workers‘ retention but the study focused on parastatals. 

Career development (CD)  

Megank (2007) defined that career development positively affects 

employee retention. Career development is not only about providing 

employees with opportunities to gain a higher career path, but also about 

providing more responsibility and appreciation for the efforts that employees 

make (Afiyati, 2018). ). Career development  is a continuous process in which 

an individual realizes the goal of customized career planning and 

organisational conditions through individual effort (Priyono; et al., 2016). 

Career development is the process of increasing individual employability in 

order to achieve a desired career (Adnyani & Dewi, 2019). Career 

development expects every employee to motivate them to do good work 

(Afiyati, 2018). 

Career development is the process of increasing individual 

employability achieved in order to realize a desired career (Niati, Siregar & 

Prayoga, 2021). Sufficient work experience is required from employees to 

ensure job satisfaction for each employee, which will affect employee 

retention in the organisation (Adnyani & Dewi, 2019). Therefore, every 

employee must be given the opportunity to develop their skills and career and 

are expected to deliver the best results to the company. Career development is 
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an employee activity that helps employees plan their future careers in the 

company so that the company and the employees concerned can develop 

optimally (Jumawan & Mora, 2018).  

Career development is a step that companies can use to maintain and 

increase employee productivity and prepare for an employee's future career 

(Cederyana, et al., 2018; Winda Annisa Putri, 2019). Career development is 

usually seen from an individual's perspective as a process of learning, 

managing life and working throughout life (Dawn, 2020; Mangion-Thornley, 

2021). It is a vital element of an individual's life cycle, helping to navigate the 

journey through education and training to employment and fulfilling working 

life (Igudia, 2022). The career development is the effort made by organisations 

in career development programs to assist employees' career progression so as 

to improve organisational commitment and performance (Kakui, 2016; 

Çiğdem & Belgin, 2014).  

Career development programs help to develop employee performance, 

increase employees commitment, reinforce the organisation's core values, help 

employees‘ in career growth and offer employees an extra benefit to increase 

their commitment to stay with the organisation (Kathukya , Mwang & 

Machogu, 2022). This will enable the employee to make progress in fulfilling 

their organisational tasks. It also helps remove all obstacles to the progress of 

workers Igudia, 2022). Ideally, workers choose and stay with organisations 

that support their career interests as well as organisations that have career 

development programs that interest them (Igudia, 2022; Kathukya, Mwang & 

Machogu, 2022). 
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Studies (e.g. Adnyani & Dewi, 2019; Afiyati, 2018; Jayathilake, Daud, 

Eaw, & Annuar, 2021; Visano, Sutawidjaya & Endri, 2021) have shown that 

career development has a positive effect on employee retention. A study by 

Imna and Hassan (2015) showed that when employees perceived career 

development practices are more positive, it has a significant and positive effect 

on employee commitment leading to their retention in the organisation. 

 Studies by (Manthi, Kilika, & Kimencu, 2018). Sari & Dewi, 2020; 

Imna & Hassan, 2015) showed that Employee career development have a 

positive and significant effect on employee retention and reduce employee 

turnover intention.  Similarly, other studies by  (Ramadhani, Muis, & Amar, 

2020; Sari & Dewi, 2020) established that enhances employee commitment 

and satisfaction and influence their  retention.  Also, some studies found that 

when organisations poorly practice CD, although it has a significant and 

negative influence on employee turnover intention (Manthi, Kilika, & 

Kimencu, 2018). 

Training and development (T&D)  

The training and development (T&D) practice is the second most 

researched HRM practice thatcontibute to employee retention. Several studies 

suggested that training and development have a significant effect on employee 

retention (Sari & Nisam, 2020; Imna & Hassan, 2015) while other studies 

showed no significant effect on employee retention (Murtiningsih, 2020; 

Jehanzeb, Aldakhil, Hamid, & Khan, 2017). This suggests that past research 

was mixed and inconclusive. Most of the studies found that T&D had 

significant and positive effects on employee retention (Akther, & Tariq, 2020; 

Fletcher, Alfes, & Robinson, 2018).  
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Training is the most important strategy to achieve a high retention rate 

because of the increase in employee skills, knowledge to perform his job and 

make worker skills fit job needs (Akther & Tariq, 2020; Aleem & Bowra, 

2020; Koteswari et al., 2020). Many studies stated that training enhances 

employee loyalty (Beynon et al., 2015; Chepkosgey et al., 2015), and enhance 

satisfaction (Koteswari et al., 2020), by providing the employee with career 

development and continuous improvement (Aleem & Bowra, 2020), as a result, 

employees feel that they still have value and company recognition. Therefore, 

training should be available for all employees (Biewenga, 2020; Cloutier et al., 

2015). 

Training and development provide opportunities for employees to 

develop in their career (Van Dyk & Coetzee, 2012).  Also, it was found that 

perceived positive T&D practice causes to reduce the intent to leave 

(Aburumman et al., 2020; Santhanam, Kamalanabhan, Dyaram, & Ziegler; 

2017). It was argued that T&D causes to enhance job satisfaction leading to 

increased employee retention (Nabi, Ahmed & Rahman, 2017). Nevertheless, 

Imna and Hassan (2015) found that T&D do not have significant effects on 

employee retention. Most of the studies conducted in linking T&D with 

employee behavioral outcomes. do not cover employee retention. Similarly, 

much research done in the past shows that the effect of T&D on employee 

turnover intention (Santhanam et al., 2017) or employee retention are not 

significant (Murtiningsih, 2020; Jehanzeb, Aldakhil, Hamid, & Khan, 2017).  

Likewise, some research failed to produce sufficient evidence that 

T&D has any significant effect on employee retention (Wijesiri et al., 2019; 

Ozolina-Ozola, 2014). Equally, many studies around the world show the 
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positive and significant effect of T&D on employee retention (Kalyanamitra, 

Saengchai, & Jermsittiparsert, 2020; Jeffrey & Prasetya, 2019; Boon et al., 

2019) and argued that T&D must be carried out to ensure an improved 

employee retention rate (Aburumman et al., 2020). This shows a significant 

research gap in terms of knowledge and methods in producing empirical 

evidence to examine the effect of T&D on employee retention. 

Compensation and Rewards  

The most studied HRM practices in the past ten years are considered to 

be compensation and rewards (Aleem & Bowra, 2020; Imna & Hassan, 2015).  

Review of the literature showed that reward and compensation practices (R&C) 

have positive effect on employee retention and caused employees to stay 

health care service where the rewards and compensation are very attractive 

(Imna & Hassan, 2015).  For instance, some studies by researchers showed 

that practices have statistically significant positive effect on employees‘ 

retention positive health Services (Hanai & Pallangyo, 2020; Khalid & Nawab 

2018). These findings were confirmed other Scholars who established that 

attractive rewards and compensation can influence employees to in stay and 

work for their institutions especially where these rewards and compensation 

are considered to be fair by employees (Kalyanamitra, Saengchai, & 

Jermsittiparsert, 2020; Malik, Baig, & Manzoor, 2020; Hanai, & Pallangyo, 

2020; Khan 2020).  

 Further studies conducted by researchers (e.g., Dewi, 2019; Martini, 

2020; Syahresa et al. (2017) showed that compensation has significant positive 

effect on employee retention. Furthermore, research conducted (Hanai & 

Pallangyo (2020) showed that rewards and attractive compensation in health 
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care institution have statistically significant positive effect on employee 

retention.  Similar studies done by Bibi et al. (2017) established that 

compensation and rewards practices has statistically significant positive effect 

on employee retention has a positive and significant effect on employee 

retention. 

To achieve a high employee retention rate, managers should implement 

many strategies in the organisation (Cloutier et al., 2015; Oladapo, 2014), 

Cloutier et al. (2015) mentioned only 4 strategies that most enhance employee 

retention which is effective communication, diverse workforce (Ali et al., 

2014), hiring skilled workers (Akther & Tariq, 2020), and training (Akther & 

Tariq, 2020; Chen, 2014; Nguyen & Duong, 2020). 

Compensation packages in organisation can influence the employee 

(Chew & Chan, 2005).  An attractive compensation packages in organisation 

play a vital role in attracting employees and enhances employee‘s 

organisational commitment and ensures employee retention. Armache (2014) 

stated that compensation includes wages and other forms of payments such as 

bonuses, profit sharing, overtime pay and sales commission. It may also 

include non-cash assets such as a car, housing paid by the company, company 

benefits and stock options.  The working environment of the health service 

environment comprises of younger individuals who are at an early stage of 

their careers and it is important the health service put in place good 

compensation packages to retain them in the organisation. Furthermore, it is 

characterised by low pay (Harry & Coetzee, 2013). Research by Pierre and 

Tremblay (2011) indicated that inadequate compensation package results in 

dissatisfaction, absenteeism and increased turnover of the employees. 
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Performance Appraisal (PA)  

  Many researchers have established the link between PA and employee 

retention.  For instance, studies conducted by researchers (e.g, Malik, Baig, & 

Manzoor, 2020; Aleem & Bowra, 2020; Jeffrey & Prasetya, 2019) showed that 

Institutions have effective appraisal system to assess aand evaluate the 

performance of employees‘ and that employees and managers are directly 

involved in setting goals and objective and this performance appraisal has a 

positive and significant effect on employee retention. 

 Studies by other Scholars (Boon et al., 2019; Kalyanamitra, Saengchai 

& Jermsittiparsert, 2020; Mbugua, Waiganjo & Njeru, 2015; Upadhyay, 

Ansari & Bijalwan, 2020) showed that  in some institutions, performance 

reviews of staff and managers take place every year to assess whether 

employees have achieved agreed targets and the feedback is given to 

employees about what is expected of duties assigned, supervisors   provide 

feedback after appraisal to employee performance and this has significant 

positive effect on employee retention. Similarly, Gulsar, Advani and Jalees 

(2017) in their study found that the performance appraisal, career development 

and reward system all have positive impacts on employee‘s retention if 

practiced regularly and adequately.   

On other hand, other studies found no significant effect of performance 

appraisal on employee retention (Boon et al., 2019; Gile, Buljac-Samardzic & 

Klundert, 2018). It is clearly seen that the past research was inconclusive and 

produced mixed results leaving significant room to be filled by applying 

appropriate methods to establish the causal effect of PA on employee retention.  
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Obstacles to Retention Strategies 

 Study by Matindo et al. (2015), Sishuwa1 and Phiri (2020) showed that 

that poor working conditions, poor salaries and incentives, lack of career 

growth, poor management styles, in-conducive work environments, job 

insecurity,  lack of motivation, lack of equipment and drugs and work 

overload recorded higher percentage rate. Matindo et al. (2015) further found 

that significant shortage in skilled health workers also affects the few available 

health workers in the country because they are overworked and have 

consequently, become demotivated. Retaining employees has become a 

significant concern for health care institutions as turnover rates increase the 

cost of training more health care professionals (Parker & Gerbasi, 2016). 

Organisations that experience voluntary turnover incur recruitment 

costs, replacement costs, and training costs that negatively affect company‘s 

profit margin (Parker & Gerbasi, 2016). Employees who are dissatisfied or not 

committed to their jobs have a higher chance of voluntarily quitting (George, 

2015). Employees who voluntarily quit their jobs contribute to retention and 

financial challenges (Kakushadze, 2015).  Recruiting and training costs vary 

and can add to the total cost of an employee‘s yearly salary (Parker & Gerbasi, 

2016). Labor shortages can be a direct consequence of employee turnover and 

retention challenges (Ackerson & Stiles, 2018). Employees‘ perceptions of the 

organisation might contribute to their decision or intention to quit (Tomietto, 

Rappaglosi & Battistelli, 2015). 

Empirical Review 

Hassan (2022) examined the effects of human resource management 

(HRM) practices on employee retention mediated by reward and 
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compensation.  The study used quantitative approach and descriptive survey 

design.  A sample of 250 respondents among the employees working in the 

retail sector in Capital City of Maldives was selected using the random 

probability sampling technique. A structured questionnaire was distributed, 

and data was collected. Structural equation modeling analysis was carried out 

to examine the causal effect of HRM practices on employee retention. The 

findings showed that reward and compensation (R&C) practices had 

significant and positive effects on employee retention. However, the study 

found no significant effect of career development, training and development, 

and performance appraisal on employee retention. 

Several studies showed training and development have a significant 

effect on employee retention (Sari & Nisam, 2020; Imna & Hassan, 2015) 

while other studies showed no significant effect on employee retention 

(Murtiningsih, 2020; Jehanzeb, Aldakhil, Hamid, & Khan, 2017) suggesting 

that past research was mixed and inconclusive.  

Shoaib, Noor, Tirmizi and Bashiru (2009) conducted to study the 

impact of career development opportunities, supervisor support, working 

environment, rewards and work-life policies on employee retention in 

Telecom sector of Pakistan. The study used quantitative research approach. 

The research design was a descriptive survey. The research used to gather data 

was questionnaire from 130 respondents. The study used regression analyes 

the data gathered The findings showed that career development opportunities, 

supervisor support, working environment, rewards and appraisal has positive 

effect on  employee retention.  
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In Ghana, Enu-Kwesi, Koomson, Segbenya and Prah (2014) 

investigated the determinants of employee retention in Ghana Commercial 

Bank (GCB), Kumasi. Various factors that contribute to employee retention 

such as organisational factors, human resource factors, organisational benefits, 

commitment, employees‘ retention and job satisfaction were examined. 

Quantitative research design, specifically a correlational design was used. 

Primary data were collected from 98 employees comprising senior and junior 

staff, through questionnaire administration. The data were analyzed by using 

Spearman correlation and step-wise regression analyses. The findings  showed 

that determinants of retention were career development, compensation  

training and development and fairness.  

Mendis (2017) study empirically evaluated five independent variables 

(remuneration, cash incentives, work life balance, supervisor support and 

employee recognition) and their relationship to the turnover intention of non 

executives in the logistics industry of Sri Lanka. The sample consists of 97 

non executive staff in the logistics industry of Sri Lanka. The data collection 

was done by using a self administrated structured questionnaire. The results 

indicated that remuneration, career development, training and development   

performance appraisal have positive effect on employee retention. 

Lessons Learnt  

Literature has pointed a myriad of factors that influence employee 

retention. On the account of the role of human resource management practices, 

the review has pointed that employing the practices including career 

development, training and development, compensation and performance 

appraisal has influence on employee retention. Also, methodologically, the 
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studies reviews employed mosstly quantitative studies and the design utilised 

was descriptive design. The authors employed a self-administered 

questionnaire to gather data from the employees and measured the study 

variables, using a five-point Likert scale. The reason cited for the predominant 

use of the survey design was to arrive at conclusions applicable to 

representative proportions of the population involved in each case. Simple 

random sampling was applied in selecting respondents from homogeneous 

populations. 

Statistically, the technique predominantly used by the researchers for 

data analysis was SPSS with the researcher looking at describing how 

succession planning was done in each study setting. This study therefore 

presents the conceptual framework in the next section. 

Conceptual Framework 

According to Imenda (2014) a conceptual framework is an end result 

of bringing together a number of related concepts to explain a given event and 

also give a wider understanding of the research problem. The study argued 

that career development, training and development, attractive compensation, 

performance  appraisal   can have strong positive effect on employee retention 

employees as shown  in Figure 1 
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Figure 1: Conceptual Framework 

Source: Field Survey, Author‘s construct (2023) 

As illustrated in the conceptual framework, the study proposes that 

human resources management practices (HRMP) through its elements; career 

development, training and development, compensation and performance 

appraisal may influence employee retention. Literature is not clear on the 

specific direction of the link between HRMP and employee retention. Whiles 

some scholars revealed no significant relationship (Nongo & Ikyanyon, 2012), 

others established a significant relationship (Ghorbanhosseini, 2013). 

Therefore, it is anticipated that the current study will establish significant 

positive relationships particularly within this Ghanaian context.  

Chapter Summary 

The review of the related literature showed that compensation, rewards 

career development has significant positive effective on employee retention. A 

study by Kashyap and Rangnekar (2014) found that training opportunities, 

career development, compensation, fair performance appraisals, has positive 

effect on employee retention. The study found that dissatisfied nurses are most 

inclined to leave the profession, but nurses who stay with the organisation 
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longer are more satisfied (Gould-Williams (2016). It is important to note that 

when organisations recruit people with the appropriate skills, they develop and 

implement retention strategies to prevent them from leaving (Smit et al., 

2015). 
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CHAPTER THREE 

RESEARCH METHODS 

Introduction 

This chapter covered the research design, the population, sample and 

sampling techniques, data collection instruments, data collection procedures, 

pilot testing, data processing and analysis. 

Research Approach  

The study used quantitative approach.  Sekaran and Bougie (2016) 

posited that the epistemological underpinning of the quantitative motive 

asserts that there are definable and quantifiable social realities. The study 

therefore used a quantitative research approach based on the nature of the 

intended purpose of the study, specific objectives, hypotheses and the nature 

of primary data to be collected and analysed. Creswell (2014) argued that the 

quantitative approach is concerned with explaining phenomena by collecting 

numerical data that is analyzed using mathematically based methods 

(especially statistics). This approach usually begins with the collection of data 

based on a hypothesis or theory and is followed by the application of 

descriptive or inferential statistics (Tashakkori & Teddlie, 2010).  

Quantitative methods are often described as deductive in nature, in the 

sense that conclusions from statistical hypothesis tests lead to general 

conclusions about the characteristics of the population. Quantitative methods 

are also often characterized as assuming that there is a single ―truth‖ that 

exists independently of human perception (Lincoln, Lynham & Guba, 2011). 

It has also been found that findings from quantitative research can be 
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predictive, explanatory and confirmatory (Williams, 2007; Bernard & 

Bernard, 2012). 

Using a quantitative approach is able to produce numerical data that 

can be analyzed using statistical analysis (Almalki 2016; Bailey 2014). A 

quantitative approach allows the researcher to specify which variables are 

included in the research and understand the relationships between them, which 

can then be used to confirm or refute assumptions or hypotheses (Bryman & 

Bell 2015). The quantitative approach helps in adopting appropriate statistical 

tests and procedures that enhanced data analysis and testing of hypotheses. It 

also assisted in presenting and discussing the results in a manner that reflected 

a good understanding of the subject matter as well as answered the research 

questions. This approach use questionnaire to gather data that facilitates the 

process of tabulating and quantifying responses in terms of how frequently the 

participants selected certain multiple-choice answers (Bryman & Bell 2015). 

Research Design 

A research design is the entire plan showing how the researcher 

intends to go about the research work. It is the foundation for the research 

work as it outlines the various approaches to be employed in solving the 

research problem, information regarding the research problem, the duration for 

the study and budget (Sekaran & Bougie, 2013).  A research design according 

to Joubert and Ehrlich (2007) is a structured methodology that a researcher 

follows in answering a research question. It is a detailed outline of how the 

research would proceed. It includes the methods of data collection, the tools 

used and how they are used, and the means of analyzing the data collected.  
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The researcher adopted explanatory and descriptive research design for 

this study. The study had a broader purpose to examine the relationship 

between types of employee participation and types of employee retention 

among the study population. The study was based on a descriptive survey 

design because it allows to gather opinions, beliefs or perceptions of a current 

issue from a large group of people (Lodico, Spaulding & Voegtle, 2006). The 

main objective of the survey design was to collect appropriate data to serve as 

a basis for obtaining results and drawing conclusions. Bartels (1997) believes 

that in descriptive research, events or conditions either exist or have occurred, 

and the researcher merely selects relevant variables to analyze relationships 

and state how things are.  

Therefore, the research design was appropriate for the study as data 

was collected using a questionnaire to answer the research questions regarding 

the determinants of employee retention strategies. Frankel and Wallen (2000) 

state that there are some difficulties in using a survey design. They cite the 

following as some of the difficulties; to ensure that the questions are very clear 

and not misleading, to get the respondent to answer the questions honestly and 

thoughtfully, and also to obtain a sufficient number of completed and returned 

questionnaires to allow meaningful analysis. They added that despite these 

disadvantages, descriptive research helps researchers observe, describe, and 

record situations as they naturally occur. Based on this, a descriptive survey 

design was considered most appropriate for the study. A quantitative research 

approach was also adopted. Quantitative research relies on the principle of 

verifiability, which makes it possible to establish a cause-and-effect 

relationship. 
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Study Unit 

CHAG is a Network organisation of 183 health facilities and health 

training institutions owned by 21 different Christian Church Denominations. 

CHAG provides health care to the most vulnerable and underprivileged 

population groups in all 16 Regions of Ghana, particularly in the most remote 

areas. CHAG is a recognised Agency of the Ministry of Health and works 

within the policies, guidelines and strategies of the Ministry of Health (MOH). 

Nonetheless, CHAG is autonomous and takes an independent position to 

advocate and promote improvements in the health sector and to promote the 

interest of its members and its target beneficiaries. CHAG is directed by a 

Strategic Framework outlining aspirations and approaches inspired by 

Christian identity, purpose and values.  

Within the Jasikan Diocese, there are three hospitals registered under 

CHAG. They are Dodi-Papase hospital, St. Joseph Hospital in Nkwanta and 

St. Mary Theresa Hospital. This area was chosen because of the high rate of 

employees‘ unwillingness to stay on the jobs there.  

Population  

The population consist of one hundred and eighty nine(189) staff of  

medical doctors, Physician assistants, nurses and midwives, paramedics at 

Jasikan Diocese. 
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Table 1: Breakdown of Population 

Population Number 

Medical doctors 6 

Physician assistants 9 

Nurses and midwives 129 

Paramedics 27 

Others 18 

Total  189 

Source: Human Resource Desk (2023) 

Sample Size and Sampling Procedure 

Sampling is a process of selecting a number of individuals or objects 

from a population such that the selected group contains elements 

representative of characteristics in the entire group (Orodho & Kombo, 2002). 

The study adopts stratified sampling technique due to heterogeneous of the 

population. Auka, Bosire and Matern (2013), posit that stratified random 

sampling ensures that all the groups (categories) were sampled and this 

facilitated comparison among the groups. According to Baird (2007), stratified 

sampling technique produces estimates of overall population parameters with 

greater precision and ensures that a more representative sample is derived 

from a relatively heterogeneous population.  

The researcher adopted a stratified proportionate sampling technique. 

Proportionate sampling was then used to determine the number of respondents 

from each stratum to ensure equal representation hence reduce sampling 

errors. The sample size was calculated using Yamane‘s formula (1967) on the 

basis of which a sample of 128 respondents was selected. The Yamane (1967) 

formula for calculating sample sizes was used to calculate the sample size at 
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95% confidence level and P = 0.5. Where n is the sample size, N is the 

population size, and δ is the critical value of the confidence level (0.05).  

  
 

       
   

   

            
    

   

             
=   128 

 The investigator then employed stratified random sampling method, a 

probability design to select respondents. The method involves dividing the 

population into homogeneous sub groups (strata) and then taking a simple 

random sample in each sub-group (Kombo, 2006).  Kothari (2006) and KIM 

(2009) contend that one major advantage of this method is that the researcher 

classifies the units into strata on the basis of characteristics that if not properly 

represented in sample, may bias the inferences of the researcher. The 

researcher contacted the various respondents and booked appointments with 

the participants at a time convenient to them. Finally, the researcher went to 

the participants and administered the questionnaires to them and collected 

them after they had filled them. 

Data Collection Instruments 

Primary data  was collected and used for the data analysis. Self- 

administered questionnaire was used o collect primary data from the 

respondents. Zikmund (2003) argues that using questionnaire to gather data is 

fast economical, efficient, and a more definite method of collecting 

information about the population. The use of questionnaire ensured that data 

collection is standardized such that each respondent gets the same question 

and in the same format. Questionnaire also enabled the researcher  to collect 

original  data from the sample of the population within a short time (Ogutu, 

2012). 

 University of Cape Coast            https://ir.ucc.edu.gh/xmlui

Digitized by Sam Jonah Library



36 

 

 The questionnaire  comprised four sections.  Section A gathered the 

demographic information of the respondents such as age, experience, gender 

and educational qualification. Section B covered the items on the factors 

affecting the retention of nurses in Public Health care Facilities at Jasikan 

Diocese. Section C covers the items the  covers the items retention strategies 

in retaining employees at Christian Health Association of Ghana facilities in 

the Jasikan Diocese, Section D obstacles do you face when attempting to 

implement your retention strategies at Christian Health Association of Ghana 

facilities in the Jasikan Diocese 

 The  items on the questionaire were measured on a five-point Likert 

scale scale ranging from 1-5 where each respondent is required to rate each 

and every statement given describing a given variable. The scale ranges from  

1= Strongly Disagree, 2 = Disagree, 3 = Neutral, 4 = Agree  and Strongly 

Agree. A five- point Likert scale is used because it relatively easy to construct, 

it facilitates quantifications of the responses, enables ranking of items, the 

respondents are more likely to respond to all the statements in the instrument 

and can best help capture people opinions (Malhotra, Sharma, Garg, Bishnoi, 

Kothari,  & Pujara, 2014). 

Validity and Reliability of the Instrument 

 Ensuring the validity of the data collection instrument in any research 

work is essential to the acceptability of the results of the entire research. 

Validity is the degree to which measure adequately represents the underlying 

construct that was intended to measure (Babbie & Mouton, 2011; Bryman, 

2004). To complement this, the responses from the data collection instrument 

were validated to ensure trustworthiness and authenticity. The following 
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validity procedures were used: Face validity: When face validity was assured, 

the data collection instruments were given to the colleagues assess the validity 

of the instrument.  The comments were used to revise the instrument to gather 

the actual data.  

According to Oluwatayo (2012), face validity is described as the 

subjective assessment of the relevance and presentation of a data collection 

instrument, whether the questions/items in the instrument appear to be clear, 

unambiguous, reasonable and relevant. To ensure proper validity of the study 

instruments in this research, the questionnaire was discussed and revised with 

colleagues. Content Validity: As a theoretical concept, content validity 

describes the degree to which a measurement instrument shows evidence of 

comprehensive and fair coverage of the area of questions/items it is expected 

to cover (Oluwatayo, 2012). Content validity was provided by experts who 

have deep knowledge of the study areas. These experts provided critical and 

insightful comments that were considered in the finalisation of the instruments 

(Babbie, 2007). Insightful suggestions experts helped redesigning of the entire 

instrument to capture every area of study.  

Construct validity was ensured by the researcher. According to Walden 

(2012), construct validity refers to the extent to which the operational meaning 

of a variable reflects its theoretical definitions. Construct validity is the extent 

to which conclusions can reasonably be drawn from operationalisations in 

research to the theoretical concepts on which those operationalisations are 

based (Cohen et al., 2008). 

 University of Cape Coast            https://ir.ucc.edu.gh/xmlui

Digitized by Sam Jonah Library



38 

 

Reliability of the Instrument  

Sekaran (2009) asserts that the reliability of the study measures could 

be assessed by computing Cronbach‘s alpha coefficients, which could be used 

to assess the internal consistency among the research instrument items. 

Sekaran (2003) notes that reliability of a measure is an indication of the 

stability and consistency with which the instrument measures the concept and 

helps to assess the goodness of the measure. Cronbach‘s alpha was used as a 

measure of internal consistency. Cronbach‘s alpha is a reliability coefficient 

that indicates how well items in a set are positively correlated to one another. 

The Cronbach‘s alpha coefficient should range between 0 and1 (De vaus, 

2002).  

In this study, Cronbach‘s alpha type of reliability co-efficient was used 

in assessing the degree of instrument reliability. As observed by Bramble & 

Mason (2017), instruments with a reliability index of 0.5 and above can be 

used to collect data. Reliability was measured using the Cronbach‘s Alpha 

coefficient (α). The alpha value ranges from 0 to 1, and the closer the value is 

to 1 the greater the reliability of the questionnaire. Nunnally (1978) 

recommends that instruments used in research should have reliability of about 

0.70 and above. If the instrument has a reliability of 0.7 and above it indicates 

that the instrument is reliable. Table 2 presented the Cronbach‘s Alpha results 

of the study. 
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Table 2: Cronbach’s Alpha Results  

Variables Cronbach‘s Alpha 

Career development .829 

Rewards and compensation .792 

Training and development .877 

Performance appraisal .768 

Employee retention  .978 

Source: Field Survey (2023). 

The results in Table 2 the cronbac‘s Alpha have been presented. The 

lowest was .768 and the highest was .978. By inference from the threshold 

provided by (McNeish, 2018) and (Pallant, 2010), the sub-construct are all 

highly reliable and were used for data collection. Bramble & Mason (2017), 

suggested that instruments with a reliability index of 0.5 and above can be 

used to collect data. 

Data Collection Procedures 

A letter of introduction was obtained from the Department of Human 

Resource Management, University of Cape Coast. It was sent to selected 

heads of institutions and departments requesting permission to conduct 

research in their facilities. The introductory letter allowed access to the 

research because the leaders of the different groups read it and understood the 

purpose of the research. Ethical approval was also sought. In this study, four 

colleagues were selected to assist with the administration of the questionnaire. 

Prior to data collection, initial arrangements were made to establish 

appropriate contact and inform gatekeepers of data collection zones. The aim 

of the research was emphasized to the participants so that they could answer 

the questionnaire willingly and objectively. The administration of the 
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questionnaire took place and the data were collected immediately. 

Respondents were required to fill out. Data collection  began on June 15, 2021 

and ended on July 20, 2021. Monday through Friday from 9:30 a.m. to 2:00 

p.m. Respondents were assured of confidentiality. Administration of the 

questionnaire for each respondent l took 20 to 40 minutes. 

Ethical Considerations 

According to Saunders, Lewis, and Thornhill (2007), ethics are rules of 

conduct that guide honest decisions, actions, and dealings with others. Some 

key ethical considerations suggested by Neuman (2014) were strictly 

followed. These ethical considerations consisted of informed consent, 

voluntary participation, right to privacy, plagiarism, anonymity and 

confidentiality. With reference to voluntary participation, respondents were 

allowed to participate in the exercise at their own free will. Thus, no employee 

was forced to participate in the exercise. Regarding informed consent, 

respondents were informed about their participation in the data collection 

exercise. This was practically achieved by first obtaining permission from the 

organisation headquarters. Copies of the permission note were also attached to 

each questionnaire. Anonymity was guaranteed by excluding all personal 

information such as names and other sensitive personal information that could 

reveal the respondents of the questionnaire. This was done to ensure that the 

identity of the respondents remained anonymous; so that it is not exposed to 

third parties.  Confidentiality was also confirmed by assuring the respondents 

that the information provided in the questionnaire would be kept confidential 

and none of it would be used for purposes other than this study. It could be 
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concluded that the study ensured that all possible ethical issues were properly 

addressed. 

Data Processing and Analysis 

After collecting sufficient data from the respondents, the data would be 

further processed using IBM SPSS software version 26. The software provides 

more accurate information by properly handling missing data, assigning 

reason codes for missing data and includes all relevant analytical tools. The 

researcher did the editing, sorting and removed the questionnaires the were not 

properly answered by the respondents. For example, data editing and sorting 

processes are important to check and adjust data for reliability, omissions, and 

consistency before coding and subsequent transfer to data storage processes 

(Blumberg et al., 2008). Data editing was done to check the completeness of 

each questionnaire along with the eligibility of each respondent. On the other 

hand, a coding process was used to verify and group each response with 

appropriate numerical symbols and scores (Zikmund et al., 2012).  Blumberg 

et al. (2008) stated that data editing, sorting, and coding are necessary to check 

and verify errors in the raw data before performing statistical analysis.  

The processed data are subsequently analyzed using both descriptive 

(mean values, standard deviation) and inferential (linear regression) statistical 

techniques. Descriptive statistics specifically mean scores were used to 

address the research questions as required by the research objective. The 

average score is suitable for interpreting and communicating information to 

people (Saunders et al., 2009). As a rule of thumb, the higher the average 

score for a given retention variable, the higher the employee retention. Also 

based on Cohen, Xanthopoulos and Jones' (1988) assumption, mean scores 
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between 1 and 2.94 indicated ―low‖ and scores between 2.95 and 5 indicated 

―high‖ preference.  

In terms of research objectives one to four sought to examine the 

determinants of employee retention strategies used by the healthcare 

institution in the study institution, linear multiple regression was used to 

analyze the research questions. Linear regression is an analytical tool for 

evaluating how a criterion (dependent) variable is statistically explained by 

one or more predictor (independent) variables. It has the following 

assumptions: multivariate normality, no multicollinearity, no autocorrelation, 

and sampling adequacy (Schmidt & Finan, 2018). Regarding sampling 

adequacy, the rule of thumb is that a study should not have a minimum of 30 

cases. As such, data are considered normal and relevant for regression analysis 

if they have more than 30 cases (ie, a dataset).  

The results were finally presented in tables, discussed and  his 

conclusions were supported or disapproved by previous related studies. The 

Linear Multiple Regression will be used to analyse the research question one 

to four and  mean and standard deviation will be used to analyse the research 

question five. The  Linear Multiple Regression model were stated thus: 

Y = 𝛽
0
  𝛽

1
 𝑇

1
 𝛽

2
 𝐶𝑂𝑀

2
 𝛽

3
 𝐶𝐷

3
 𝛽

4
 𝑃𝑃

4 
𝑒 

Where Y=  

Β0 = Constant of the model 

X1 = Training and development  

X2 = Compensation 

X3= Career development 

X4 = Performance appraisal 

 University of Cape Coast            https://ir.ucc.edu.gh/xmlui

Digitized by Sam Jonah Library



43 

 

β 1 -is the slope or change in Y 

𝜀  𝑒𝑟𝑟𝑜𝑟 𝑡𝑒𝑟𝑚 

To conduct the linear multiple regression analysis, the regression assumptions 

were checked to ensure that the study meet the assumptions. The following 

assumption were checked. The normality of the data was tested using a 

histogram, P-P plot,  multicollinearity was checked using VIF and tolerance 

and autocorrelation will also be checked using the Durbin Watson test. Before, 

the regression analyses will be done.  

Chapter Summary 

 Research results from data analysis was presented in chapter four. The 

chapter capture the methodology of the study. Sampling and procedures and 

the research instrument were captured, the pilot study and the method of data 

collection were then discussed, data processing were presented. The next 

chapter presents the research findings based on the analysis of data. 
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CHAPTER FOUR 

RESULTS AND DISCUSSIONS 

Introduction  

This chapter presents the results and discussions of the study. The main 

purpose of the study is to investigate the employee retention strategies use by 

Christian Health Association of Ghana, Jasikan Diocese. Specifically, 

presented the soci-demographic characteristics of the respondents, influence of 

Career development (CD) practices on employee retention in Christian Health 

care Facilities at Jasikan- Diocese, the effect of Training and development 

(T&D) practices on employee retention in Christian Health Association of 

Ghana (CHAG), Jasikan Diocese, the effect of compensation and rewards on 

employee retention in (CHAG), Jasikan Diocese, the influence of Performance 

appraisal (PA) practices on nurses‘ retention in CHAG,  Jasikan Diocese and  

the obstacles faced by Jasikan Diocese in retaining employees and gave 

chapter summary of the study. 

Demographic Characteristics of the Respondents 

This section presented the demographic characteristics gender, age 

highest educational qualification and working experience of the respondents 

and the results are presented in Table 3. 
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Table 3: Demographic Characteristics of the Respondents 

Gender Frequency Percentage (%) 

Male 66 51.6 

Female 62 48.4 

Total 128 100.0 

below 20 years 4 3.1 

20-29 34 26.6 

30-39 43 33.6 

40-49 27 21.1 

50-59 16 12.5 

 Above 60 years 4 3.1 

Total 128 100.0 

Number of years have you been in this 

business   

0-5 Years 40 31.3 

6-10 35 27.3 

11-15 25 19.5 

16-20 18 14.1 

21years and above 10 7.8 

No formal education 25 19.5 

Primary/JHS 64 50 

Completed SHS Level 31 24.3 

College/University 8 6.3 

Total 128 100.0 

Source: Field Survey (2023) 

The results in Table 3, shows that the majority 51.6% of respondents 

were male whilst 48.4% were females. The results showed that most of the 

respondents were males. The results also show that 33.6% of respondents fell 

within the age group of 30-99. This was followed by those in age group 20-29 

which is 26.6% of the respondents sampled. The age group of 40-49 

represented 21.1% of the total sample. Those in the age category of 50-59 

followed with 12.5%. The age group of below 20 years and above 60 years 
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was 3.1%. The data shows that the majority of the respondents were matured 

and were between the ages of 30-59 years. This gives meaning to this survey‘s 

finding that the majority of the respondents are within this young adult 

population. This means that youth are in active employment and can give the 

necessary information. 

 With regard to educational qualification, the results showed that the 

majority 50% of the respondents had Diploma qualification, followed by 

24.3% who had Bachelor‘s Degree, 19.5% of the respondents had WASSCE, 

and 6.3% had Master‘s qualifications. These results imply that the respondents 

had obtained good qualification and will able to understand the issues under 

discussion. They were able to provide credible information on employee 

retention strategies use by Christian Health Association of Ghana, Jasikan 

Dioces . 

Descriptive Statistics of Career development 

The mean aand standard deviation were used to analyze the data on the 

research objective. Mean scores were interpreted based on (Cohen, 1988) 

assumption where 1.00-1.49 was considered strongly disagree, 1.50-2.49 was 

disagree, 2.50-3.49 was considered uncertain, 3.50-4.49 was considered to 

agree and the average score range of 4.5-5.00 was considered strongly agree. 

The results are shown in Table 4. 
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Table 4: Descriptive Statistics of Career development 

Statements M SD 

The institution provide career counseling to employees as 

a way of achieving career development 
4.773 .152 

 The institution provides career counselling that 

employees to resolve issues that could affect commitment 

to stay with organisation. 

3.945 .052 

The Institution has coaching and mentoring programs as 

career development employees‘ responsibilities  
3.879 .952 

The purpose of Career development is to enhance 

employee retain and help fulfil the career goals of 

employees  

3.929 .029 

Composite Mean and Standard Deviation 3.882 .046 

Source: Field Survey (2023) 

  The respondents agreed that the institution provide career counseling 

to employees as a way of achieving career development (M = 4.773, SD = 

.152). The institution has a clear process for identifying and planning 

workforce development to retain key talented employees (M = 3.945 SD = 

.052). a study by (Adnyani & Dewi, 2019; Niati, Siregar & Prayoga, 2021) 

posited that career development is the process of increasing individual 

employability achieved in order to realize a desired career. Sufficient work 

experience is required from employees to ensure job satisfaction for each 

employee, which will affect employee retention in the organisation  

The results showed that institution provides career counselling that 

employees to resolve issues that could affect commitment to stay with 

organisation.  Employee counselling involves a situation where the employee 

(counselee) is offered advice, direction and suggestions through various means 

of the counselor to improve the physical and mental state of the counselee 

needed to solve the prevailing problem.  Employee guidance and counselling  
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is usually provided by a senior employee, such as supervisors, managers or 

consultants, depending on the organisation's policy choices, with the intention 

of solving existing problems. 

  The Institution has coaching and mentoring programs as career 

development employees‘ responsibilities (M = 3.879, SD = 0.952). The 

standard deviation was lower than the composite standard deviation indicating 

the respondent were in agreement to the statement.  The finding aligned with 

of (Igudia, 2022; Kathukya, Mwang & Machogu, 2022) found that career 

development includes coaching and mentoring, career counseling and training 

aimed the growth of the employee. The respondents agreed that there is a clear 

succession planning structure in my organisation (M = 3.773, SD = .152). The 

standard deviation of this item was greater than the composite standard 

deviation indicating that the respondents‘ opinions on this statement were in 

agreement.  

The purpose of Career development is to enhance employee retain and 

help fulfil the career goals of employees (M = 3.929, SD = .029). The career 

development programs to assist employees' career progression so as to 

improve organisational commitment and performance. Ideally, workers and 

nurses  in the hospital  may choose to stay with organisations that support their 

career interests as well as organisations that have career development 

programs that interest. 

Descriptive Statistics of Training and Development  

The purpose of this research was to examine  the effect of training and 

development (T&D) on staff retention in CHAG in Jasikan Diocese. To 

address this research question, a questionnaire was used to collect data on 
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eight items measured on eight-point Likert scale. The mean and standard 

deviation were used to analyze the data on the research objective.  Mean 

scores were interpreted based on (Cohen, 1988) assumtion where  1.00-1.49 

was considered strongly disagree, 1.50-2.49 was disagree, 2.50-3.49 was 

considered uncertain, 3.50-4.49 was considered to agree and the average score 

range of 4.5-5.00 was considered strongly agree. The results are shown in 

Table 5. 

Table 5: Descriptive Statistics of Training and Development 

Statements  M SD 

The institution provides regular in-service training and 

development for all the staff. 

4.49 0.79 

The training and development  programs take place 

regularly during working hours 

3.75 1.35 

Employees are given opportunity to attention training to 

upgrade themselves 

4.16 0.96 

The Institution provides training and development 

opportunities compared with other organisations 

3.55 1.27 

The institution give study leave with pay to the 

employees who want to upgrade themselves 

4.1 1.00 

The skills and knowledge gained during the training and 

development  helps me to perform my duties  

3.76 1.34 

The hospital willingly invests in the professional 

development of health workers 

3.88 1.79 

I am satisfied with the hospital's training for my current 

job 

3.71 1.20 

Composite Mean and Standard Deviation 3.924 1.213 

Source: Field Survey (2023) 

 The results presented in Table 5 showed that the institution provides 

regular in-service training and development for all the staff (M=4.49, 

SD=0.79). The respondents agreed that employees are given time off to attend 
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training  and development programs (M =4.16, SD =0.96), The institution  

give study leave with pay to the employees who want to upgrade themselves 

(M = 4.10, SD = 1.00), the hospital willingly invests in the professional 

development of health workers (M = 3. 88, SD =1.79), The respondents again 

agreed that the skills and knowledge gained during the training and 

development  helps me to perform my duties (M =3.76, SD=1.34) since the 

standard deviation is higher that the composite standard deviation, then the 

respondents had diverse opinions. 

Furthermore, The training and development  programs take place 

regularly during working hours (M =3.75 SD=1.35). the standard deviation 

result shows that the respondents had diverse opinions that accounting 

software increases data accuracy. Additionally, respondents agreed that they 

are satisfied with the hospital's training for my current job (M = 3.71, SD 

=1.20), the Institution provides training and development opportunities 

compared with other organisations (M =3.55, SD=1.27).  

Descriptive Statistics of Compensation and Rewards  

The study sought to examine how does compensation and rewards 

impact employee retention at CHAG in Jasikan Diocese. To address this 

research question, a questionnaire was used to collect data on eight items 

measured on a seven-point Likert scale. The mean and standard deviation were 

used to analyze the data on the research objective. Mean scores were 

interpreted based on (Cohen, 1988)assumption where 1.50-2.49 was disagree, 

2.50-3.49 was considered uncertain, 3.50-4.49 was considered to agree and the 

average score range of 4.5-5.00 was considered strongly agree. The results are 

shown in Table 6. 
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Table 6: Descriptive Statistics of Compensation and Rewards 

Statement  Mean Std. D 

Financial (monetary) rewards are provided for good 

performance 

4.26 0.85 

Employees who excel in their tasks are recognized 

for employee achievements 

4.25 0.98 

Employees are given attractive rewards and 

compensation to motivate them to stay   

4.61 0.80 

Employees are offered salary increases, bonuses 

and other financial rewards on their performance 

and length of service 

4.51 0.97 

The salary and compensation in this hospital is 

competitive as compare to other organisation 

4.07 .018 

The hospital provides regularly bonuses and other 

allowance to supplements the salary  

4.05 0.89 

The rewards and compensation have significant 

influence on employee retention in this organisation 

4.00 0.91 

Mean of means and standard deviation 4.28 0.89 

Source: Field Survey (2023) 

The results also showed that respondents strongly agreed that 

employees are given attractive rewards and compensation to motivate them to 

stay  (M =4.61, SD=4.80).  Employees are offered salary increases, bonuses 

and other financial rewards on their performance and length of service (M = 

4.51, SD = 0.97).  The results showed that the hospital provides regularly 

bonuses and other allowance to supplements the salary (M = 4.05, SD = 0.89).  

This finding support that of Armache (2014) who found that compensation 

and rewards    are in the form of wages and other forms of payment such as 

bonuses, overtime pay. It can also include non-cash assets such as a car, 

company-paid housing, company benefits and stock options. 
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 Employees who excel in their tasks are rewarded to encourage the to 

stay and work for the organisation (M =4.25, SD=0.98).  The findings 

concurred with that of several researchers (e.g. Dewi, 2019; Martini, 2020; 

Syahresa et al. (2017) whose findings showed that some organisations give 

rewards and compensation to employees who excel in the performance of their 

duties and these rewards and compensation packages have a significant 

positive effect on employee retention, the respondent agreed that Technical 

Issues affect impact of accounting software on financial performance (M = 

4.11, SD =0.97).   

Furthermore, respondents agreed that the salary and compensation in 

this hospital is competitive as compare to other organisation (M = 4.07, 

SD=0.18). The rewards and compensation have significant influence on 

employee retention in this organisation (M = 4.00, SD = 0.91). This finding is 

similar studies conducted by Bibi et al. (2017) whose findings revealed 

compensation and reward practices have a statistically significant positive 

effect on employee retention, have a positive and significant effect on 

employee retention. Compensation and rewards are considered the most 

studied human resource management practices in the last ten years (Imna & 

Hassan, 2015).  

Descriptive Statistics of Performance Appraisal (PA)  

The study also sought to examine the effect of performance appraisal  

on the retention of nurses in CHAG in Jasikan Diocese. The questionnaire was 

used to gather on five items on a five-points Likert agreement scale. The 

results obtained are summarized in Table 7.  
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Table 7: Descriptive Statistics of Performance Appraisal 

Statement  Mean Std. D 

The Institution are effective appraisal system to assess 

and evaluate the performance of employee 

4.81 0.86 

Feedback is provided to employees about what is 

expected of duties assigned 

4.36 0.95 

The managers  provides feedback after appraisal  to 

employee performance 

4.26 0.95 

Employees and managers are directly involved in setting 

goals and objectives  

4.64 0.82 

Performance reviews of staff and managers take place 

every year to assess whether employees have achieved 

agreed targets 

4.53 0.57 

Mean of means and standard deviation 4.35 0.91 

Source: Field Survey (2023) 

The results from Table 7 indicate that respondents agreed that 

Institution are effective appraisal system  to assess and evaluate the 

performance of  employee (M = 4.81, SD=0.86),  The respondents agreed that 

employees and managers are directly involved in setting goals and objectives 

(M = 4.64, SD =0.82). Performance reviews of staff and managers take place 

every year to assess whether employees have achieved agreed targets (M = 4. 

53, SD =0. 57), the  feedback is provided to employees about what is expected 

of duties assigned (M = 4.35, SD=0.95). Respondents further reported that the 

supervisors   provide feedback after appraisal  to employee performance (M 

=4.26, SD=0.95). Table 8 provided descriptive statistics of the employee 

retention. 
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Table 8: Descriptive Statistics of Employee Retention 

Statement  Mean Std. D 

I am very satisfied with my organiation and intend 

to stay with the organisation 

2.20 1.22 

I am very happy and satisfied with my organisation 1.95 0.56 

I have no intention of leaving the organisation 

anytime soon 

2.11 0.80 

I will not leave this organisation 1.30 0.39 

I am very committed to this organisation 3.23 1.01 

I don't think I will ever leave this institution 4.12 0.88 

Mean of means and standard deviation 2.49 0.99 

Source: Field Survey (2023) 

Based on the results in Table 8, the respondents indicated that overall, 

the employee retention motives were low as reflected in the mean of means 

(M = 2.49, SD = 0.99).  On the specific items, the respondents disagreed that 

they were satisfied with the organiation and intend to stay with the 

organisation (M = 2.20, SD = 1.22). The employees further indicated that they 

were not very happy and satisfied with their organisation (M = 1.95, SD = 

0.56).  The results showed that the employees disagreed that they have no 

intention of leaving the organisation anytime soon (M = 1.30, SD = 0.39).   

Regression Analysis Addressing the Objectives of the Study 

In order to conduct the regression analyses, regression assumptions 

such as normality test, multicolinearity, autocorrelation were checked to avoid 

inaccurate interpretation of the data. The study checked the normality test 

assumption using histogram as shown in Figure 2 

Diagnostic Tests and Results 

Diagnostic tests were performed to verify the fit of the regression 

model to the data. The regression analysis is based on the five assumptions of 
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normality, linearity, no heteroskedasticity, no multicollinearity and 

independence of residuals. A model fits the data if these assumptions are met 

(Hughes & Sharrock, 2016). In order to conduct the regression analyses, 

regression assumptions such as Normality test, Multicolinearity, 

autocorrelation were checked to avoid inaccurate interpretation of the data. 

The study checked the normality test assumption using histogram as shown in 

Figure 2 

 

Figure 2: Regression Standardized Residual 

 The findings show that the histogram of the regression standardized 

residual displays an approximately normal curve. This means that the 

normality assumption was met (Garson, 2012). The histogram showed that the 

data was normally distributed and does violate the regression as assumption.  

The study also used the used the A normal P-P plot was also used to test for 

normality. The results are shown in Figure 3 
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Figure 3: Observed cum Prob  

 The results showed that the data is normal. The graph revealed that the 

points spread around the diagonal line and therefore follows the direction of 

the diagonal line and the points do not move away from the diagonal line. The 

findings show that the plot of the regression standardized residuals is 

approximately along the straight line in Figure 3. This means that the residuals 

were normally distributed (Garson, 2012). 

 

Figure 4: Regression Standardized Predicted Value 
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Durbin Watson Test 

 Durbin-Watson is a test statistic that is used to check and detest 

whether there is autocorrelation problem. The findings show that the Durbin-

Wartson statistic was 1.717. This means that the assumption of independence 

has been met because the value is within the acceptable range of 1.5 to 2.5 

(Garson, 2012). The assumption of no autocorrelation between the residuals 

was also tested using the Durbin-Watson statistic for the second model where 

the dependent variable was the return on equity. 

Multicollinearity Test 

It is also assumed that the independent variables are uncorrelated. The 

assumption of no multicollinearity was examined using VIF and tolerance for 

the model where financial performance was the dependent variable. The 

results are shown in Table 9. 

Table 9: Multicollinearity Test  

 Tolerance VIF 

Compensation and Rewards .557 1.795 

Career Development  .363 2.754 

Training and Development .469 2.131 

Performance Appraisal .677 1.478 

Source: Field Survey (2023) 

The findings show that the Compensation and Rewards had a VIF of 

1.795 and a tolerance of 0.557. The Career Development had a VIF of 2.754 

and a tolerance of 0.363. Training and Development had VIF of 2.131 and a 

tolerance of .469. The Performance appraisal had a VIF of 1.478 and a 

tolerance of .677. Findings indicated that there were no serious 

multicollinearity issues as all independent variables had tolerance greater than 
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0.2 and VIF less than 10, and therefore all independent variables were 

included in the multiple regression model (Garson, 2012). 

The Table 10 present the summary result of the contingent and independent 

variables. 

Table 10: Model Summary
b
 

 

Model R R Square 

Adjusted R 

Square 

Std. Error of 

the Estimate Durbin-Watson 

1 .773
a
 .597 .584 1.61975 1.719 

a. Predictors: (Constant), Performance appraisal , compensation and rewards, 

training and development, Career development 

b. Dependent Variable: Employee retention 

Source: Field Survey (2023) 

The study conducted Multiple Regression analyses to examine the 

determinants of employee retention.  The results showed that, the coefficient 

of determination R-Square was .597; indicating that independent variables 

(Performance appraisal, compensation and rewards, training and development, 

Career development)  in the model jointly  explained about 59.7% of the 

variation in the employee retention.  This means that 40.7% of  employee 

retention can be explained by other factors not included in this study. The 

findings of the study agree with several researchers (Aburumman et al., 2020; 

Boon et al., 2019; Kalyanamitra, Saengchai, & Jermsittiparsert, 2020; Jeffrey 

& Prasetya, 2019) who found that rewards and compensation, career 

development, training and has statistically significant positive effect on 

employee retention   
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 The results in Table 11 showed the ANOVA results at 95% level of 

significance.The Anova results showed how the regression equation fits the 

data and predict the dependent variable. 

Table 11: ANOVA
a
 

Model 

Sum of 

Squares df Mean Square F Sig. 

1 Regression 478.267 4 119.567 45.574 .000
b
 

Residual 322.702 123 2.624   

Total 800.969 127    

a. Dependent Variable: Employee retention 

b. Predictors: (Constant), Performance appraisal , compensation and rewards, 

training and development, Career development 

Source: Field Survey (2023) 

 As shown in Table 11, the F-statistic of the estimated model is F (4, 

123) = 45.490, P< 0.05. Since the P-value is less than the 5% (0.05) 

significance value, the study concludes at the 5% significance level that the 

estimated model is significant for examining the relationship among the 

independent and dependent variable. The results showed that performance 

appraisal, compensation and rewards, training and development, Career 

development has statistically significantly predict the employee retention.  

Table 12 presented the coefficient of the regression model to give 

adequate to explain how the independent variables predict the dependent 

variable as  presented in Table 12 
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Table 12: Regression Coefficients
a
 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

(Constant) 2.665 .897  2.971 .004 

Compensation and 

rewards 

.280 .061 .352 4.592 .000 

Career development .240 .066 .346 3.646 .000 

Training and development .123 .063 .032 2.345 .011 

Performance appraisal .159 .046 .241 3.464 .001 

Dependent Variable: Employee retention  

Source: Field survey (2023) 

The study conducted the multiple regression analysis to examine 

determinants the employee retention strategies use by Christian Health 

Association of Ghana,  Jasikan Diocese.  The Multiple Regression Model was 

as follows: Y = 2.665+ .280X1 +.240X2+.159X3+159X4+e 

Y= Employee Retention 

X1= Compensation and rewards 

X2 = Career development 

X3= Training and development 

X4= Performance appraisal 

e = Error term 

Career Development and Employee Retention 

The first objective of the study examined the influence of career 

development of employee retention at the CHAG, Jasikan. The results showed 

that career development has statistically significant positive effect on 

employee retention p<0.05.  Moreover, the  results showed the beta value of 

career  development as (B =.240, t = 3.646, p < 0.5). This means that 1% 
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increase in career development while holding all other factors constant would 

lead to 24% increase in employee retention. The finding is similar to that of 

(Çiğdem & Belgin, 2014; Dawn, 2020; Igudia, 2022; Kathukya, Mwang & 

Machogu, 2022; Kakui, 2016; Mangion-Thornley, 2021).  who found that 

career development programs help to develop employee performance, increase 

employees‘ commitment, reinforce the organisation's core values, help 

employees in career growth and offer employees an extra benefit to increase 

their commitment to stay with the organisation (Kathukya, Mwang & 

Machogu, 2022). This will enable the employee to make progress in fulfilling 

their organisational tasks. It also helps remove all obstacles to the progress of 

workers. It is a vital element of an individual's life cycle, helping to navigate 

the journey through education and training to employment and fulfilling 

working life (Igudia, 2022). Therefore, every employee must be given the 

opportunity to develop their skills and career and are expected to deliver the 

best results to the company. 

 The findings from (Imna & Hassan, 2015) further shows that when 

employees perceived career development practices are more positive, it has a 

significant and positive effect on employee retention. Study by researchers  

(Ramadhani, Muis, & Amar, 2020; Sari & Dewi, 2020) showed that  career 

development CD  create opportunities to increase employee retention. The 

study of (Mbugua & Kamaara, 2017) found that CD contributes most to 

employee retention 

Training and Development and Employee Retention 

This section analysed objective two of the study which addressed the 

influence of training and development on employee retention. The findings 
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showed that training and development has statistically significant positive 

effect on employee retention. This is because the beta value of training and 

development on retention was B =.123, t = 2.345, p < 0.5. The findings 

implied that 1% increase in training and development  while holding all other 

factors constant would lead to 12.3% increase in employee retention.  

The findings are similar to that of (Sari & Nisam, 2020; Imna & 

Hassan, 2015) who found that training and development has statistically 

significant positive effect on employee retention. The finding was different 

from that of (Murtiningsih, 2020; Jehanzeb, Aldakhil, Hamid, & Khan, 2017) 

who found no significant effect of traning and development on employee 

retention. The disagree with that of (Wijesiri et al., 2019; Ozolina-Ozola, 2014) 

who found no significant effect of training and development  on employee 

retention employee retention. 

To achieve a high level of employee retention, managers should 

implement many strategies in the organisation (Cloutier et al., 2015; Oladapo, 

2014), Cloutier et al. (2015) mentioned only 4 strategies that increase 

employee retention the most, which are effective communication, diverse 

workforce (Ali et al., 2014), hiring skilled workers (Akther & Tariq, 2020) and 

training (Akther & Tariq, 2020; Chen, 2014; Nguyen & Duong, 2020). 

Training is the most important strategy to achieve a high retention rate because 

of the increase in employee skills, knowledge to perform his job and make 

worker skills fit job needs (Akther & Tariq, 2020; Aleem & Bowra, 2020; 

Koteswari et al., 2020). Many studies stated that training enhances employee 

loyalty (Beynon et al., 2015; Chepkosgey et al., 2015), 
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Compensation and Rewards and Employee Retention  

The beta value of compensation and rewards (B = .280, t = 4.592, p 

<0.5) showed that 1% increase in compensation and rewards while holding all 

other factors constant, would leads to 28% increase in employee retention at 

Christian Health Association of Ghana,  Jasikan Diocese. This was statistically 

significant since p<0.05. These results showed that compensation and rewards 

at Christian Health Association of Ghana Jasikan Diocese.has statistically 

significant positive effect on employee retention. The findings agreed with 

that of Imna and Hassan (2015) who  found that rewards and compensation 

have  statistically significant positive effect on employee retention. Hassan 

(2022) findings showed that reward and compensation (R&C) practices had 

significant and positive effects on employee retention. 

The findings further support that of Hanai and Pallangyo (2020) and 

Khalid and Nawab (2018) whose findings established that rewards and 

compensation have a statistically significant positive effect on positive 

employee health service. The finding aligned with several Scholars researchers 

like Kalyanamitra, Saengchai and Jermsittiparsert (2020); Malik, Baig and 

Manzoor (2020); Hanai and Pallangyo (2020) and Khan (2020) who found 

that attractive rewards and compensation can influence employees to stay and 

work for their institutions, especially where these rewards and compensation 

are perceived by employees to be fair. 

Performance Appraisal and Employee Performance 

The findings showed that the beta value of performance appraisal is (B 

=.159, t = 3.464, p < 0.5). The findings implied that 1% increase in 

performance appraisal while holding all other factors constant would lead to 
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15.9% increase in employee retention. The findings showed that Institutions 

have effective appraisal system  to assess and evaluate the performance of  

employees and that employees and managers are directly involved in setting 

goals and objective. The is performance reviews of staff and managers take 

place every year to assess whether employees have achieved agreed targets 

and the feedback is given to employees about what is expected of duties 

assigned, supervisors provide feedback after appraisal to employee 

performance. The findings of the study concurred with that (Malik, Baig, & 

Manzoor, 2020; Aleem & Bowra, 2020; Jeffrey & Prasetya, 2019) whose 

findings showed that Institutions have effective appraisal system  to assess and 

evaluate the performance of  employees and that employees and managers are 

directly involved in setting goals and objective and this strong positive effect 

on employees‘ retention.  The findings further agreed with (Boon et al., 2019; 

Kalyanamitra, Saengchai & Jermsittiparsert, 2020; Mbugua, Waiganjo & 

Njeru, 2015; Upadhyay, Ansari & Bijalwan, 2020) found that performance 

reviews of staff and managers take place every year to assess whether 

employees have achieved agreed targets and when feedback is given to 

employees about what is expected of duties assigned it motivate them to 

achieve sperior performance  contributing to their commitment to stay and 

work for the organisation.  

Also, the findings aligned with that of (Malik, Baig, & Manzoor, 2020; 

Aleem & Bowra, 2020; Jeffrey & Prasetya, 2019) whose showed that 

performance appraisal has statistically positive effect on employee retention 

employee retention. In Ghana, Enu-Kwesi, Koomson, Segbenya and Prah 

(2014), Mendis (2017) found that career development, compensation training 
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and development has statistically significant effect on employee retention. On 

the other hand, Hassan (2022) study found no significant effect of career 

development, training and development, and performance appraisal on 

employee retention. 

Chapter Summary 

This chapter discussed findings of the study. The chapter was 

organized in line with the research objectives. The data analyses were done 

using descriptive statistics such frequency and percentages, mean and standard 

deviation and inferential statistics such regression analyses. The study showed 

that employees are given attractive rewards and compensation to motivate 

them to stay.  The hospital provides regularly bonuses and other allowance to 

supplements the salary.  Employees who excel in their tasks are rewarded to 

encourage them to stay, the salary and compensation in this hospital is 

competitive as compare to another organisation. showed that rewards and 

attractive compensation packages, these attractive compensation packages in 

an organisation play a vital role in attracting employees and strengthen the   

employees‘ commitment and ensure employee retention. The rewards and 

compensation have significant influence on employee retention in this 

organisation. The findings showed that the rewards and compensation has 

statistically significant positive effect on employee retention  

  

 University of Cape Coast            https://ir.ucc.edu.gh/xmlui

Digitized by Sam Jonah Library



66 

 

CHAPTER FIVE 

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 

Introduction 

This chapter of the study covers the summary of the study, key 

findings, conclusions, recommendations and suggestions for further research. 

It also provides the study‘s contribution to knowledge, practice and policy 

development. 

Summary of the Study 

The main purpose of the study is to examine determinants the 

employee retention strategies use by Christian Health Association of Ghana,  

Jasikan Diocese. Specifically, the study sought to: 

1. Investigate the influence of Career development (CD) practices on 

employee retention in Public Health care Facilities at Jasikan- Diocese. 

2. Determine the effect of Training and development (T&D) practices on 

employee retention in Christian Health Association of Ghana (CHAG), 

Jasikan Diocese 

3. Examine the effect of compensation and rewards on employee 

retention in (CHAG),  Jasikan  Diocese 

4. Examine the influence of Performance appraisal (PA) practices on 

nurses‘ retention in CHAG, Jasikan Diocese. 

The study used descriptive survey designed. The study used simple 

random sampling to select a sample size 128 respondents. The study employed 

questionnaire to gather primary data to address the objectives of the study. The 

study used a five-point Likert-type scale questionnaire was used to gather data. 

The questionnaire was validated by the researcher‘s supervisors for its content 
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and face validity. After, it was pilot-tested.  A Cronbach‘s alpha of .970 was 

obtained which indicated that the instrument was reliable to gather credible 

data.  Data was coded into Statistical Package for Social Sciences (SPSS) 

version 22.0 was used for data entry. The descriptive statistics Mean and 

standard Deviation and Linear multiple regression was used to analyze the 

data gathered for the study. 

Summary of Key Findings 

Based on the descriptive and inferential analyses of the data gathered, the 

following findings were obtained: 

1. The study showed that employees are given attractive rewards and 

compensation to motivate them to stay.  The hospital provides 

regularly bonuses and other allowance to supplements the salary.  

Employees who excel in their tasks are rewarded to encourage the to 

stay, the salary and compensation in this hospital is competitive as 

compare to another organisation. showed that rewards and attractive 

compensation packages, these attractive compensation packages in an 

organisation play a vital role in attracting employees and strengthen the 

employees‘ commitment and ensure employee retention. The rewards 

and compensation have significant influence on employee retention in 

this organisation.  

2. The findings showed that the rewards and compensation has 

statistically significant positive effect on employee retention  

3. The results showed that increase in compensation and rewards increase 

in employee retention at Christian Health Association of Ghana,  

Jasikan Diocese. The findings established that compensation and 
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rewards at Christian Health Association of Ghana Jasikan Diocese.has 

statistically significant positive effect on employee retention. 

4. The findings showed that training and development has statistically 

significant positive effect on employee retention. The finding showed 

that increase in training and development increase in employee 

retention. 

5. The findings showed performance appraisal has statistically significant 

positive effect on employee retention. The findings established that 1% 

increase in performance appraisal would lead to increase in employee 

retention. The study found that career development, compensation 

training and development has statistically significant effect on 

employee retention. The findings showed that Institutions have 

effective appraisal system  to assess and evaluate the performance of  

employees and that employees and managers are directly involved in 

setting goals and objective. The is performance reviews of staff and 

managers take place every year to assess whether employees have 

achieved agreed targets and the feedback is given to employees about 

what is expected of duties assigned, supervisors   provide feedback 

after appraisal to employee performance. 

Conclusion 

 The study made the following conclusion based on the research 

findings:  

The study established that the institution provides career counseling to 

employees as a way of achieving career development, the institution provides 

career counselling that employees to resolve issues that could affect 
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commitment to stay with organisation, the institution has coaching and 

mentoring programs as career development employees responsibilities and the 

purpose of Career development is to enhance  employee retain and help fulfil 

the career goals of employees. The study concluded  that career development, 

training and development, rewards and compensation and  performance 

appraisal  contribute employee  retention. The is performance reviews of staff 

and managers take place every year to assess whether employees have 

achieved agreed targets. The implication are that attractive rewards and 

compensation such as regularly payment of employee bonuses and other 

allowance to supplements the salary motivate employees to become more 

committed to remain in the organisation. This means that rewards and 

attractive compensation packages, training and development career 

development play a vital role in strengthening employees‘ commitment and 

retention. 

Recommendation 

The following recommendations are made based on the findings of the study: 

1. The study recommends that the management of the Christian 

Healthcare Association of Ghana (CHAG), Jasikan Diocese should 

have an effective coaching and mentoring program as part of their 

career development to assist staff in fulfilling their responsibilities. 

This system helps the management to develop good relations with the 

employees and also helps to identify the talents that need to be 

developed which would contribute to their commitment to stay. 

2. The study recommends that the management of the Christian Health 

Association of Ghana (CHAG), Jasikan Diocese should have a 
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succession plan as part of the career development programmes as they 

recruit, trained, developed and retain employees. This practice also 

allows the  Institution  to make plans for unforeseen circumstances 

such as sudden retirement of employees. The plan will ensures that 

there are employee to fill the vacancy of those who leave to work in 

other healthcare institutions. 

3. The study recommends that the management of the Christian 

Healthcare Association of Ghana (CHAG), Jasikan Diocese should an 

effective reward and compensation system that will motivate and 

increase  employee level of commitment to stay. This can be timely 

payment of bonuses, salary perk and other forms of employee benefits 

that will make them intrinsically motivated and committed to stay. In 

addition, in the institution should recognize and reward good 

performance, which will help motivate and increase employee 

engagement.  

4. The study recommends that the management of the Christian Health 

Association of Ghana (CHAG), Jasikan Diocese should provide 

adequate training to their employees to enable the upgrade themselves 

5. The study recommends that the management of the Christian Health 

Association of Ghana (CHAG), Jasikan Diocese should have an 

effective performance appraisal procedures that are objective, fair and 

authentic to influence employee retention. The employee must 

understand the performance appraisal process and the results should be 

communicated to appraisees in a timely manner 
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Suggestions for Further Research 

The study employed the descriptive survey to examine determinants of 

employee retention. The study used only questionnaire in gathering data to 

analyze the data collected. The study suggests that future researchers should 

use interview guide in addition to the questionnaire to gather qualitative data 

to give the respondents opportunity to share their views on determinants of 

employee retention. 
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APPENDIX A: QUESTIONNAIRE 

UNIVERSITY OF CAPE COAST 

QUESTIONNAIRE FOR EMPLOYEE AT CHRISTIAN HEALTH 

ASSOCIATION OF GHANA, JASIKAN DIOCESE. 

Dear Sir / Madam 

This questionnaire forms part of a study which aims at seeking relevant data 

on determinants of employee retention strategies in Christian Health 

Association of Ghana, Jasikan Diocese. Your candid response will be useful in 

collecting the necessary data for the successful completion of this study. Your 

confidentiality is fully assured in respect of the information provided.  Thank 

you in advance for your co-operation. 

SECTION A 

BACKGROUND INFORMATION OF RESPONDENTS 

Tick and write where appropriate 

1. Gender:       Male [   ]         Female [   ] 

2. Age group of respondents 

a)  20 – 29 years [   ]   b) 30 – 39 years [   ]   c) 40 – 49 years [   ]   

d) 50 – 59 years [   ]  e) 60 years and above [   ]  

3. Position of the respondent................................................................. 

4. How many years have you been working with the institution? 

a) 0 – 5 years [   ]  b) 6 – 10 year [   ] 

c) 11 – 15years [   ]  d) 16 – 20 years [   ] 

d) 21 years and above [   ]        
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5. Highest Academic Qualification 

a) High National Diploma [   ]      c) Diploma/certificate [   ]  d) Bachelor‘s 

Degree [  ]            e) Master‘s Degree [  ]   

SECTION B: This section examines the effect of career development (CD) 

practices on staff retention in public health facilities in Jasikan-diocese. On a 

scale of 1 to 5, please read each item carefully. Tick (√) the appropriate 

answer that best describes your opinion for each of the statements below. 1 I 

strongly disagree 2. I disagree 3. I am not sure 4 I agree 5. I strongly agree 

S/N Statement  SD DA  NS  A  SA  

6 The institution provide career counseling 

to employees as a way of achieving career 

development 

     

7 The Institution provides career counselling 

that employees to resolve issues that could 

affect commitment to stay with 

organisation 

     

8 The Institution has coaching and 

mentoring programs as career development 

employees‘ responsibilities 

     

9 The purpose of Career development is to 

enhance employee retain and help fulfil the 

career goals of employees 

     

10 The institution practices a self-assessment 

process to help choose a suitable career 
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Section C: This section examines the effect of training and development 

practices on staff retention in public health facilities in Jasikan-diocese. On a 

scale of 1 to 5, please read each item carefully. Tick (√) the appropriate 

answer that best describes your opinion for each of the statements below. 1 I 

strongly disagree 2. I disagree 3. I am not sure 4 I agree 5. I strongly agree 

SN Statement  SD DA  NS  A  SA  

11 The institution provides regular in-service 

training and development for all the staff 

     

12 The training and development programs take 

place regularly during working hours 

     

13 Employees are given time off to attend 

training programs conducted outside the 

organisation 

     

14 The Institution provide training and 

development opportunities compared with 

other organisations 

     

15  The institution give study leave with pay to 

the to employees who want to upgrade 

themselves 
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Section D: This section examines the effect of compensation and rewards on 

staff retention in public health facilities in Jasikan-diocese. On a scale of 1 to 

5, please read each item carefully. Tick (√) the appropriate answer that best 

describes your opinion for each of the statements below. 1 I strongly disagree 

2. I disagree 3. I am not sure 4 I agree 5. I strongly agree 

 StatementS  SD DA  NS  A  SA  

16 Financial (monetary) rewards are provided 

for good performance 

     

17 Employees who excel in their tasks are 

recognized for employee achievements 

     

18 Employees are given attractive rewards and 

compensation to motivate them to stay   

     

19 Employees are offered salary increases, 

bonuses and other financial rewards on their 

performance and length of service 

     

20 The salary and compensation in this hospital 

is competitive as compare to other 

organisation  

     

21 The hospital provides regularly bonuses and 

other allowance to supplements the salary  
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Section E: Examine the influence of Performance appraisal (PA) practices on 

nurses‘ retention in CHAG, Jasikan Diocese. Section E: This section examines 

the effect of performance appraisal on staff retention in public health facilities 

in Jasikan-diocese. On a scale of 1 to 5, please read each item carefully. Tick 

(√) the appropriate answer that best describes your opinion for each of the 

statements below. 1 I strongly disagree 2. I disagree 3. I am not sure 4 I agree 

5. I strongly agree 

 Statement  SD DA  NS  A  SA  

22 The Institution are effective appraisal system 

to check the performance of the employee 

     

23 Feedback is provided to employees about what 

is expected of duties assigned 

     

24 There is a clear structure of two-way 

communication between employees and 

managers regarding employee performance 

     

25 Employees and managers are directly involved 

in setting goals and objectives 

     

26 Performance reviews of staff and managers 

take place every year to assess whether 

employees have achieved agreed targets 

     

27 There is a periodic assessment and evaluation 

of the performance of employees. 
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Section F: This section examines the employee retention practices in public 

health facilities in Jasikan-diocese. On a scale of 1 to 5, please read each item 

carefully. Tick (√) the appropriate answer that best describes your opinion for 

each of the statements below. 1 I strongly disagree 2. I disagree 3. I am not 

sure 4 I agree 5. I strongly agree  

 Statement  SA DA  NS  A  SA  

28 I am very satisfied with my organisation and 

intend to stay with the organisation 

     

29 I am very happy and satisfied with my 

organisation 

     

30 I have no intention of leaving the organisation 

anytime soon 

     

31 I will not leave this organisation      

32 I am very committed to this organisation      

33 I don't think I will ever leave this institution      

Thank You  
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