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[bookmark: _Toc473804581]ABSTRACT
The study set out to establish the relationship between Human Resource management practices and staff retention in Ugandan Public Universities. This study was restricted to Busitema University in eastern Uganda and was carried out a long a number of objectives that included: i) establishing the extent to which recruitment practices influence staff retention at Busitema University, ii) identify the influence of staff development practices on staff retention at Busitema University and iii) to determine the extent to which reward management practices influence staff retention at Busitema University. The study used a cross sectional survey research design that employed both quantitative and qualitative approaches. Data was collected and analyzed using questionnaires and interview guides from the employees. From the study, it was concluded that there is a significant relationship between recruitment practices and employee retention, there is a significant relationship between staff development practices and employee retention. And that reward management practices have a significant relationship with employee retention within institutions of higher learning. This is reflected on how management administers the rewards to ensure that there is equitable distribution, timely, fair and meeting employee needs. The study recommended the need to use external consultants for recruiting top leadership positions, consider staff development as an important performance ingredient and to provide employees with alternative rewards other than salary. 
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[bookmark: _Toc450929672][bookmark: _Toc473804582]CHAPTER   ONE
[bookmark: _Toc473804583]INTRODUCTION
[bookmark: _Toc473804584]1.0 Introduction
This chapter introduces the study that examined the effects of Human Resource management practices on the retention of staff in Public Universities with particular reference to Busitema University. The chapter presents the background, problem statement, purpose, objectives, research questions, research hypotheses, conceptual framework,  scope of the study, significance, justification and operational definitions of important terms/concepts.  
[bookmark: _Toc473804585]1.1 Background to the Study
The back ground of the study explains the evolution of the variables in relation to the historical perspectives, theoretical orientations, understanding of the variables under study and the circumstances that lead to the study. It is therefore divided into the historical background, theoretical, conceptual and contextual backgrounds as presented below; 
[bookmark: _Toc473804586]1.1.1 Historical background
[bookmark: 11]The history of human resource management practices has evolved as indicated in the scientific management school of thought. This was an improvement of the classical school of thought in which human beings were practically equated as machines with results expected even when there were noticeable challenges of human and technical nature (Maicibi, 2003).  This perspective reflects Koontz (1994) view when he expressed that employee retention is not automatic but depends on how the employee perceives the working environment that incorporates the entire class of drives, desires, needs, wishes and similar forces. He emphasizes that people differ by nature, not only in their ability to perform a specific task but also in their “will” to do so. Perhaps most important to employee retention is helping individuals believe that the work they are doing is important and that their tasks are meaningful. 

According Author (2014), the History of Higher Education in Europe is Vivid. Many of Europe’s first schools to offer higher education were formed during the middle Ages. The University of Bologna (Italy) is thought to be the first higher-learning center actually known as a “university,” and also the first in the Western World. Its establishment has been estimated at around 1088. The first scholars practiced logic, rhetoric, and grammar, and sought to become well-versed in law. In later years, artisans of the day (including scholars of medicine, mathematics, astronomy, and philosophy) began frequenting the school after 1158, when it was legally declared a location for independent r

Founded in 1170, the University of Paris more or less arose from the cathedral schools of Notre-Dame Author (2014). Soon after, it developed into a center of orthodox Christian teachings. It boasted many famous professors and thinkers of the era, including Thomas Aquinas and Albertas Magnus. The study of theology was considered of utmost importance, as opposed to the inferior faculty of art – which happened to include grammar, astronomy, mathematics, geometry, music, culture, and philosophy. 

The University of Oxford is considered to be the English-speaking world’s oldest university. While the actual date of its establishment is unclear, it is thought that teaching in some form has existed there since around 1096. What is certain, however, is that the school began developing at an accelerated rate in 1167, when Henry II banished English students from the University of Paris. Master scholars who headed the school were recognized as a “universitas” in 1231, and the school was already accepting international students at that time. 
Human resource management practice is a holistic process that ensures employees’ performance is closely monitored which in turn contributes to business objectives. While investigating the relationship between human resource management practices and organizational gains, Cardy (2003) considered 42 private organizations in California. He concluded that it is a systematic process for improving organizational performance by developing the performance of individuals and teams as a means of getting better results. This view is important as it leads to understanding and managing performance within agreed frameworks of planned goals, standards and competency requirements. This view was supplemented by Armstrong, (2008) while comparing United Kingdom managers and human resource management in India and concluded that human resource management practices is a process by which managers and employees work together to plan, monitor and review an employees’ work objectives and over all contribution to the organization. This indicates that it emphasizes alignment of an individual and organizational objectives which typically includes employee education and training, performance appraisal, engagement, employee development, rewarding, effective communication of information and knowledge sharing. It was also noted that even in Japan where human resource management practices were acknowledged as the basic means to achieving sustainability and commitment for any business undertaking on small or large scale (Lee, et al, 2004). 

The views raised by Armstrong (2002) are still variable especially when he explained that Human Resource Management is a strategic and coherent approach to the management of an organization's most valued assets which are the people working there who individually or collectively contribute to the achievement of their goals. A recent survey in Nigeria showed that good human resource management practices help in establishing clear performance goals and generates honest feedback that streamlines the performance process (Weatherly, 2012). In his emphasis Weatherly (2012) explains that difficulties arise because at its core, human resource management is a highly personnel and often threatening process for both managers and employees because you cannot easily tell the outcome.

The above views indicate that employees have become difficult to manage as staff attraction and retention has been problematic world over, (Drucker, 1974; & Kreitner, 2004; Rutangye, 1985).  Accordingly institutional executives are often challenged to reduce staff attrition and so they endeavor to sustain the highly valued employees. This is done in order to minimize on the expenditure that goes with attracting, recruiting and training of new staff. Otherwise, it is a common phenomenon of repeated cycle of recruiting staff and  prematurely losing them (Barifaijo, 2006; Nalunkuma, 2008; Schlesinger, 1992).  This position is true with Armstrong (2008) when he argued that a lack of satisfaction and commitment to the organization can also cause an employee to withdraw and begin looking for other opportunities. He explains that in a business setting, the goal of an employer is to decrease employee turnover thereby decreasing training costs and loss of talents and Organizational knowledge. 

Considering the views of Rogers (2011) reflecting Armstrong (1998) puts human resource in an important position of the organization in comparison to other resources especially when he argued that human resources are the life blood of any Organization. Even though most of the organizations are nowadays, found to be technology driven, still human resources are required to run the technology. Rogers emphasizes that with all round development in each and every area of the economy, there is stiff competition in the market and lots of avenues and opportunities available to Human Resources that the employer who will be able to motivate the employee is the one who will have the ability to retain him. 
Despite the challenges experienced in organizations, the views of Ghorpade (2000) while communicating about human resource management in Kenya stressed that it cannot be neglected that long term sustainability and success of any institution depends upon the retention of key employees.  In Uganda, the phenomenon of staff retention in institutions of higher learning is a rampant occurrence for both academic and administrative staff, (Ahimbisibwe, 2008). 

This was also reiterated by National Council for Higher Education [NCHE], 2008) when staff turnover was expressed as one of the challenges affecting Higher Institutions of Learning and it has clearly become evident as one of the biggest challenge affecting management of higher institutions. 
[bookmark: _Toc473804587]1.1.2 Theoretical Background
This study was based on the human capital theory by Becker (1964) that was also reaffirmed by Maicibi (2003) and the theory of Talent and value creation that was advanced by Brookings Institution in 1982. According to the theory of Talent and value creation, the financial value of Organizations often depends upon the quality of talent within the organization. The human capital theory postulates that the composition of employee skills, knowledge, and abilities is a central driver of employee retention which is an important organizational need. The theory has been widely used in the field of human resource management by authors such as Combs, Woehr, & Ketchen, (2011). This theory views human capital as a competitive resource that organizations can invest in and is valued by the organization since it increases productivity. They also note that for the employee to apply the skills as expected, such employee must be developed and rewarded accordingly and this is the core of the current investigation. It is important that this theory is applied in the current study to see how the situation is portrayed since it was developed under conditions of an industrial society that could be different from Uganda today. It was also reflected by Lisa (2014) when she argued that employees are encouraged to work by factors that are internally generated and are driven by variables that are intrinsic to the work. Given that the current study analyses the relationship between human resource practices and retention, the theory becomes important since this is the only way the desire for the employee to stay in the organization can be assessed. 
[bookmark: _Toc473804588]1.1.3 Conceptual Background
This part of the study conceptualizes the terms that were used in the study. In this study, human  resource management practices are conceptualized as the independent variables and they include recruitment and selection, staff development and employee reward management. The dependent variable on the other hand is Staff retention that is conceptualized by Armstrong (2008) as employees’ intention to leave as a result of the level of employee satisfaction, employee commitment and the feeling of employee involvement. According to Armstrong, there are many benefits of employee retention that include a positive organizational public image, increased productivity and reduced cost of recruiting and training new employees. 
Human resource management practices according to Koontz and  O’Connor (1976) together with Shafriz and Russell (1996) are repetitive processes for designing tasks which eventually  become duties and responsibilities to be executed by the employee under the supervision of management. It should be noted that recruitment which is one of the independent variables in this study, is defined as the actual search for the right quality of staff through a process of public awareness (Maicibi, 2003). He further explained that it is a crucial exercise for ensuring that high standards in the organisation are attained and maintained through an appropriate process of attracting the required human resource to be deployed in an Organization.
The other variable of interest in the study is employee development which according to Kreitner and Kinicki (2001) is a historically important human resource management practice in the developed world. However it is still low in the developing world because of the informal nature of most organizations.  Kreitener, & Kinicki (2001) further present it as a process of continuously improving the employees’ skills in order to match the current business needs. This definition was also echoed by Kreitener, & Kinicki (2001) and advised that training and development comprises diversity of training programs, networks of support groups and mentoring programmes. 

On the other hand, employee reward management was conceptualized  according to Armstrong (2007),  as the approaches used in pay determination, pay scheduling and benefits handling. In his discussion of pay determination, he noted that there is always a choice of rates and notes that to provide a single ‘right’ rate of pay for any position or  range of positions is always a challenge. This is because different organizations have different policies as to what they need to pay. 
Mathis and Jackson (2004) advanced the importance of the timing and method of benefit handling as important reward management practice. He explained that a balanced, fair and competitive compensation and reward system affects the retention of employees. This related to Maicibi (2003) view when he noted that employee’s turnover in any organization is a symptom of deeper issues that have not been resolved, which may include :- dissatisfaction with wage determination, absence of a clear career path, lack of recognition, and  poor employee-manager relationship. The current study assessed in detail the reward management practices in Institutions of higher learning focusing on Busitema University. 

[bookmark: _Toc473804589]1.1.4 Contextual Perspective of Public Universities
The current study found that Universities in Uganda are operating in a highly competitive environment which requires that they retain their core employees in order to gain and retain competitive advantage (Byekwaso, 2012). It should be noted that this condition is real under circumstances when the main objective of most organization is not only to select the right persons for the right job, but also to fascinate and retain them within the organization.  Like other organizations world over, Public Universities are founded on goals and objectives that require managerial skills and competences to be achieved (Bernadin, 2007). 
Busitema University which was the focus of this study is a multi-campus model Public University established by an Act of Parliament of 2002, located in the Eastern part of Uganda. It has 5 operational campuses namely;- the Faculty of Engineering at the  Main campus in Busitema, Faculty of Science and Education in Nagongera, Faculty of Agriculture and Animal Resources in Arapai, Faculty of Health Sciences in Mbale and Faculty of Natural Resources in Namasagali (Busitema University Strategic Plan, 2013). To achieve its goals, there has always been great need for Busitema University to recruit and engage competent staff and accord them with an environment that would make them feel at home to steer the institution to achieve her vision of “Pursuing Excellency”. Busitema University has grown from a very humble beginning of a staff Population of 76 and a student population of 150 in 2007, to a staff population of 420 and a student population of 3500 in 2016 but with an increasing staff turnover of 11% annually as reported in the University performance annual report (2013) and also explained in the table below; 
 


[bookmark: _Toc473804590]Table 1.1: Distribution of staff members at Busitema University
	year
	Category in establishment
	Established positions
	Filled positions
	Resigned
	Turnover%

	2013
	Academic
Administrative
Support staff
	120
50
140
	116
45
132
	6
7
6
	4
5
8

	2014
	Academic
Administrative
Support staff
	135
56
150
	123
51
145
	7
8
15
	12
5
5

	2015
	Academic
Administrative
Support staff
	156
60
170
	154
53
161
	31
4
19
	2
7
9

	2016


	Academic
Administrative
Support staff
	196
80
185
	185
57
183
	38
5
27
	11
23
2

	Total
	
	1498
	1404
	173
	93 AV = 8


Source: Busitema Annual Report, 2016
A number of scholars such as Yiga, (2008) have attempted to explain such occurrences in Public Universities arguing that even though there are policies for recruiting, training, appraisal and compensating University staff, Universities’ capacity for staff retention has remained gruesome. It should be noted that the average 8% labour turn over in a professional environment is not health. These findings however were based on studies only carried out on limited aspects of human resource management practices which make the current study a necessity to investigate the relationship between human resource practices and employee retention in institutions of higher learning with focus on Busitema University. 
[bookmark: _Toc473804591]1.1.5 Statement of the problem
Despite the fact that human resources are the backbone of any organization according to (Armstrong, 2008), Busitema University has continued to suffer loss of staff both academic and  non academic staff to other employers and this presents an unfortunate state of affairs. Many jobs have been advertised and filled with professionally qualified, skilled and competent.  However shortly after recruitment many leave one after the other and some without completing their probation period, (Busitema University, annual Performance report, 2013) which poses a very big question as to why such people cannot be retained by the University. The cause of this problem is not yet known and the study sought to find out whether it is about the implementation of Human Resource management practices which have been supported by Armstrong (2008) as the basics for employee retention. The practices of focus include recruitment, staff development, communication, and reward management among others emphasized by Armstrong (2008) as the means to retention of employees.  It should be noted that failure to sustain high levels of staff retention erodes much of the expertise base of the Ugandan Public Universities as well as stagnating national development since education is a key to development. Consequently, where there is failure for Universities to retain their staff, the struggle to compete favorably with other Universities globally will remain a perennial challenge. Such a dilemma poses a threat to the University’s excellence and credibility and is what prompted the researcher to investigate and find out what is wrong with the University’s Human Resource management practices as a starting point to solving such a challenge. 
[bookmark: _Toc473804592]1.1.6 Purpose of the Study
The purpose of this study was to investigate the extent to which Human Resource management practices   affect staff retention in Ugandan Public Universities. 
[bookmark: _Toc473804593]1.1.6.1 Objectives of the study
1. To establish the extent to which recruitment practices influence staff retention at Busitema University
2. To identify the influence of staff development practices on staff retention at Busitema University
3. To determine the extent to which reward management practices influence staff  retention at Busitema University
[bookmark: _Toc473804594]1.1.6.2 Research questions
This study was guided by the following research questions:
1. To what extent do staff recruitment practices affect staff retention at Busitema University?
2. Do staff development practices have any significant effect on staff retention at Busitema University?
3. To what extent do staff reward management practices affect staff retention at Busitema University?
[bookmark: _Toc473804595]1.1.6.3 Hypotheses of the Study.
The study tested the following hypotheses:
1. There is a significant effect exerted by Recruitment practices on staff retention at Busitema   University.
2. There is a significant effect of Staff development practices on staff retention at Busitema University.
3. There is a significant effect of Reward management practices on staff retention at Busitema University.
[bookmark: _Toc473804596]1.7 Scope of the study
[bookmark: _Toc473804597]1.7.1 Geographical Scope
This study was restricted to Busitema University in eastern Uganda. This choice was made because it is a new University as compared to other Public Universities and one would expect staff to be enthusiastic since there is still a likelihood of promotion and career growth. The geographical scope was also selected because of reported increase in staff turnover as compared to other Universities. 
[bookmark: _Toc473804598]1.7.2. Content Scope
 This study focused and limited itself to Human Resource Management practices as they directly relate to staff retention in Public Universities. The concepts of human resource management practices as put by Armstrong (2008) include Recruitment and selection, Human resource development, Reward management practice, employee appraisal, employee relations management among others. However, due to the time element and financial constraints, the current study concentrated on recruitment and selection practices, staff development and reward management practices and employee retention. 
[bookmark: _Toc473804599]1.7.3 Time scope
The study covered employee data in  the period from 2013 to 2016 because this is the period in which the University faced an acute problem of staff attrition both Academic and non Academic as reported by the University annual report, for financial year 2015/2016.
[bookmark: _Toc473804600]1.7 Conceptual Framework
The following conceptual framework highlights the relationship between human resource management practices and employee retention as independent and dependent variables respectively. 
IV: Human Resource Management Practices                                  DV: Employee Retention
Employee retention
-Tenure of Office
- Employee feeling of involvement in decisions making
- Employee expression of commitment to the job
-Continuous engagements

Recruitment and selection practices
· Advertising practices
· Selection Practices
· Employee deployment


Staff development
· Coaching  and mentoring
· Job rotation and attachment



	
Employee rewarding practices
· Payment scheduling
· Pay determination
· Employee benefits handling


                                                                                      

                                                                                                                                              
Source: Modified by the Researcher from Armstrong (1998)
Figure 1 :  Conceptual framework  illustrating how Human Resource Management Practices affect retention of employees in Busitema University.
The conceptual framework indicates how human resource management practices are related to employee retention. The independent variable Recruitment and selection as reflected above have been conceptualized as a routine way of attempting to attract qualified diverse employees at all levels for purposes of selecting and admitting those who best meet the organization’s needs. It thus entails getting people with the abilities and attitudes desired by the organization. The success of any recruitment process depends on the advertising process, selection criteria set by the organization and deployment. Rewarding practices as a Human Resource Management practice, has been conceptualized as that practice that deals with every type of satisfying reward, which individuals receive in exchange of performing Organizational tasks. Compensation manifests itself in two forms namely; direct and indirect compensation. Direct compensation includes employee wages and salaries, incentives, bonuses and commissions, while indirect compensation include; Health care, life insurance and other staff welfare activities like leave policy, subsidized lunch and Pension plan. And staff development according to (William,1966) should always go with delegation. He defined delegation as the process of getting others to share a manager’s work. According to him, delegation requires the manager to assign duties, grant authority and create a sense of responsibility in this way an employee will always feel he is part of the organization and this will reduce chances of intentions to leave. Staff development involves various types of training both on job and off job, participation in short and long term courses and refresher courses to keep employees relevant to the current organizational needs.


[bookmark: _Toc473804601]1.7.1 Significance of the study
The researcher strongly believes that:-
The findings of the might be used as a guide for policy makers to revisit terms and conditions of service of University workers in order to enhance staff retention. These terms and conditions cover rewards and staff development procedures among others. 

The results might contribute to the existing body of knowledge and should stimulate further research in the area of staff retention in Public universities and other organizations including the secular organizations in the wider business environment.

The findings of the study might not only be useful to organizations but might also  provide the public members with knowledge on the performance and status of the Institution. This might be helpful to those who are interested in the effectiveness and efficiency of higher education with more insight into the issue of staff retention.

The findings of the study might stimulate dynamism among the University Policy makers, administrators and stake holders to forge away forward and boost the quality of University education. Particularly, longer term relationships may be established amongst stakeholders. 

The education managing bodies such as the Ministry of education and members of the National Council for Higher Education might be enlightened to realize more what boosts staff retention in Ugandan Public Universities.
[bookmark: _Toc432530811][bookmark: _Toc432532326][bookmark: _Toc433581762][bookmark: _Toc433610412][bookmark: _Toc434836119][bookmark: _Toc473804602]1.8 Justification of the Study
The study was justified because of the increasing rate of labour Turn in Public Universities which are  centers of excellence the drivers of social, political and economic development of a Nation. It should be noted that there was no adequate knowledge on the extent of turnover in Public Universities and solutions had been limited which called for the need for the study. Busitema University was a newly created Institution that was struggling to identify strategies to enhance both its internal and external performance. The current study was therefore of great value and at the right time. This study aimed at finding out the relationship between human resource management practices and employee satisfaction, increasing cases of labour turn over and absenteeism as well as the lack of ownership of job tasks.
[bookmark: _Toc473804603]1.9 Operational definition of terms
Human Resource management practices are repetitive processes for designing tasks which eventually become duties and responsibilities to be executed by the employee under the supervision of management.

Recruitment which was one of the independent variables in this study was defined as the actual search for the right quality of staff through a process of public awareness.

Employee development which was an important variable in the study was a historically important human resource management practice that concerns the process of enhancing employee skills for organizational and career growth. 
Employee reward management was conceptualized as the methods and approaches used in handling employee entitlements which will include payment determination, scheduling of payments and the practice of benefits handling. 
[bookmark: _Toc473804604]
CHAPTER TWO
[bookmark: _Toc456364791][bookmark: _Toc450929692][bookmark: _Toc473804605]LITERATURE REVIEW
[bookmark: _Toc473804606]2.0   Introduction
This Chapter presents the theoretical review and literature related to the respective objectives of the study. Literature review is an account of previously published material excerpts and researches in a particular area of interest and it offers an opportunity to refer to the previous research publications to provide strengths and weaknesses of the research framework, on whose foundation this study was capitalized.
[bookmark: _Toc473804607]2.1     Theoretical Review
This study was anchored on two theories namely: the human capital theory by Becker (1964) and the theory of Talent and value creation that was advanced by Brookings Institution in 1982. The theory of human capital theory postulates that human capital - the composition of employee skills, knowledge, and abilities - is a central driver of employee performance. The theory has been widely used in the field of human resource management (Combs, Woehr, & Ketchen, 2011). This theory views human capital as a competitive resource that organizations can invest in and is valued by the organization since it increases productivity (Kessler & Lülfesmann, (2006). The relevance of this theory is that if organizations pursue goal congruence, and focus more on retaining top performers, the huge amount invested in top performers pays off with long term benefits to the organization. If employees are adequately invested in, well managed and retained, they will be innovative and creative, readily useful and available to the organization to do the right job for all the right reasons and goal achievements becomes glaring and tangible. A theory, according to Sarantakos (2003) and Amin (2005) is a generalization or series of generalizations through which a researcher endeavors to interpret, understand, describe and then predicts systematically a trend which is of some interest. As such, a theory sets in place, a framework as a focus of convergence or departure in relation to the research problem at hand.  Thus having reviewed ample literature on management, dating back from the emergency of the industrial revolution, a connection will be made about the relevant human resource management practices which comprises of Recruitment, Human resource development, compensation and Rewards. All those factors were considered in as far as they relate to the elements of staff retention. 

The human capital theory hence underpinned the current study in the following ways;
· Employees that value their professions especially lecturers who believe they have the skills necessary to make things happen will want to be recognized and respected. Without this value, they are likely to leave for other organizations. 
· Human beings feel they are valued through the reward systems that are satisfactory. It is important to engage with the current study to see how the situation is portrayed at Busitema University. 

On the other hand the theory of Talent and value creation that was advanced by Brookings Institution in 1982 notes that the financial value of organizations often depends upon the quality of talent within the organization. In fact, the Brookings Institution found that in 1982, 62 percent of an average company’s value was attributed to its physical assets (including equipment and facilities) and only 38 percent to intangible assets (patents, intellectual property, brand, and, most of all, people). Given the sensitivity enshrined in the current study and given that it concerns itself with issues of recruitment, reward and development, the theory is very important. 
 Like the human capital the talent and value creation theory underpins the study in the following ways;
· Employees feel that the organization must invest in them to develop their talents and any failure to do that will lead to dissatisfaction that can cause turnover.
· Employees will want to be in an environment that is supportive for pursuance of both organizational and individual goals that should be promoted by the organization. Failure to achieve this objective will lead to dissatisfaction and eventual turnover. 
· Employees’ talents hence must be identified and supported in order to be retained. 
[bookmark: _Toc473804608]2.2.0 Related Literature
[bookmark: _Toc450929696][bookmark: _Toc452545320][bookmark: _Toc461960804][bookmark: _Toc468196347][bookmark: _Toc468210803][bookmark: _Toc473804609]This part of the study presents the literature review in line with the objectives of the study.
[bookmark: _Toc473804610]2.2.1 The concept of Human Resource Management Practices
 The rapid development of high technology, information and communications technologies has urged many organizations to actively seek for new ways, ideas, experimentation, and creative solutions in improving their current product, process, system and technology, which are commonly referred as organizational innovation. To survive in the battle, organizations have launched new practices which aim at transforming the firms from the product based towards the knowledge based. Aligned with this move, understanding the fundamental drivers influencing an organization’s ability to innovate successful new products, ideas, practices and systems is a key strategic task for firms to continue to exist in this dynamic market. It has been widely  acknowledged that effective human  resource management (HRM) practices (Damampour & Gopalakrishnan, 1998; Tan & Nasurdin, 2010) are significant in extracting positive work behaviors among employees, which consecutively lead to organizational innovation. According to Harter, Schmidt, and Hayes (2002), HRM practices can generate increased  knowledge, motivation, synergy, and commitment of a firm's employees, resulting in a source of sustained competitive advantage for the firm. However, a number of authors, such as Hilsop (2003), Morrow and McElroy (2001), and Moynihan, Gardner, Park, and Wright (2001) have argued on the missing link between HRM practices and organization outcomes. The author argued the more research needs to concentrate on the indirect relationship between HRM practices and organizational innovation. Since knowledge resides in an individual and given the role of HRM practices in influencing an individual’s attitude and behaviours, it is believed that HRM practices have significant and positive relationship on organizational innovation via knowledge management. It is important therefore that the current study investigated the relationship between Human Resource Management practices and employee retention in institutions of Higher Learning. 
[bookmark: _Toc473804611]2.2.1 Employee Recruitment and selection Practices and employee retention
Recruitment as a management practice is defined as a routine way of attempting to attract qualified, diverse employees at all levels, for purposes of selecting and admitting those who best meet the organization’s needs. It thus entails getting people with the abilities and attitudes desired by the organization. Recruitment stems from the management function of staffing. In addition recruitment can be considered as a management practice; as such recruitment is an essential process through which an institution raises the new supplies of personnel resource that it needs. Recruitment covers everything to be done to create a candidate base for the open positions which need to be filled in the organization (Nickels and McHugh, 2002).
Recruitment creates an organizational culture and is a strategy that influences expectations of each stakeholder within such a relationship. It is expected that organizations and, by implication, managers, should have an understanding of what motivates employees and how to motivate employees in order to achieve higher levels of performance, to achieve organizational objective, Amos et al., (2004). This expression indicates that open competition and more innovative recruitment practices may open the organizations up to a far wider pool of talent and ensure the inclusion of all sections of society. This is because, fresh skills might be more easily absorbed, and operational requirements more efficiently and effectively managed through the use of fixed term contracts, and the increased use of part-time employment and more flexible working patterns. The value of recruitment was further stressed by Meyer (2004) when she stated a model for human resource management that lead to a shift in approaches toward the management of human resources by, amongst others, improving employee relations. This is still relevant and the current study analyzed Recruitment and Selection Methods and final deployment as major concepts in employee retention.  

The ideas of DeCenzo and Robbins (2005) were also found important for the current study especially when they express that human resource managers must engage employees during the strategic planning process, in employment planning to ensure that appropriate staff is available to meet the requirements set. The purpose of this planning effort is to determine what Human Resource Management requirements exist for current and future supplies and demands for employees. For example, if a department has set as one of its goals to expand its service delivery capabilities over the five years, it may require that skilled employees be available to handle the jobs and after this assessment, employment planning matches the supplies and demands for labour supporting the people component. This is an important management aspect that the current researcher wishes to assess in a university situation to see how it is portrayed. 

Finally, Erasmus, et al., (2005) states that, both the public sector employee and the person considering employment has a good deal at stake in the employment process. The applicant can be viewed as a person seeking a position that will provide him or her with both material and psychological rewards. For most people, the process of job choice begins long before they become aware of any recruitment efforts by public sector institutions. Recruiters must be aware of the factors influencing job choice, as this will enable them to give better advice and to make better choices when recruiting candidates. Job choice, for most people, consists of three components, namely occupational choice, job search, and organizational commitment.  Considering these views, a study on employee retention cannot be underestimated since this is the way by which organizations can meet their objectives. 
[bookmark: _Toc473804612]2.2.2 Staff development and employee retention
In the human resource management strategy put forward by Armstrong (2008), it is emphasized that employees will work more enthusiastically, if they feel the sense of belonging and feeling of the pride in their work. He emphasized by explaining that the reasons which affect employee decision to remain in the Organization are: work- environment, reward, growth and development and work – life balance. This was re-enforced by Burnet (2009) when he argued that career development opportunities and training have a direct effect on employee retention. He explained career development as an organized and planned effort of achieving a balance between the career needs of individual employees and the Organization’s workforce requirements. On his part William (1966) also cited by Maicibi (2003) reminded managers that, staff development should always go with delegation. He defined delegation as the process of getting others to share a manager’s work, According to him, delegation requires the manager to assign duties, grant authority and create a sense of responsibility. Without the opportunity to try new opportunities, sit on challenging committees, attend seminars, read and discuss books, employees feel that they will stagnate (Wayne, 1998). To an enthusiastic scholar, this view will seem outdated but in Universities in Uganda, there is slow change due to structural and financial implications and hence such a view is still relevant for the current study. 
The issues of staff development were further discussed by Saleemi (2007) and observed that the greatest contribution of delegation to an employee is the satisfaction derived from challenging jobs and his personal growth. Employees want to do challenging jobs every now and then and avoid repetitive work, which become monotonous, boring with no room for creativity and development. In achieving this objective, Wayne (1998) emphasized the issue of delegation and noted that poor delegation is as bad as no delegation at all. The choice of how, what and to whom to delegate work is very important and it determines the outcome of the employees’ eventual behavior. 

Deriving from the above view, in this study, it was assumed that if growth opportunities in Busitema University are limited then staff, especially the young ones is likely to leave the organization for better employers. On the other hand, if there are opportunities for growth, then the staff is likely to stay. In the current state of globalization, new technology, ensuring employees’ retention and Institutional growth are the key issues affecting Public Universities today. It is through human resources development that staff will be equipped with competences for copying with the changing environment (Nakayiwa Kasozi and Katunguka, 2007). Employee development must be taken serious because this is the only way individuals may realise  that the organisations they serve appreciates their effort and the only desired value addition is improvement in their efforts, (Abbott, et al, 2002) and it can be divided into three aspects namely: coaching, job rotation and mentoring of employees. 
In a staff development relationship, it is the supervisor's responsibility to conduct an official evaluation to determine when trainees have achieved an acceptable level of performance, (Armstrong, 2003).  According to Cole (1996), since on the Job training takes place at a worksite, even supervisors who are not currently assigned trainees need to understand the importance of quality training and know how to support coaches and trainers. All supervisors should know any legal requirements and company policies requiring employee training before certain tasks can be performed. Training-related paperwork, even if it is to be completed by another supervisor or a coach, should be explained to all supervisors so they can review it if they ever have a question about the training status of any employee who reports to them. There is really no organization where supervision is not a key to growth and it is important that the current study is carried out for this value. 

During a staff development exercise, it should be noted that coaches cannot be expected to fulfill their original duties at the same level of involvement while they are engaged in training activities since during that time; part of their job is to teach, not to produce. Supervisors need to understand how this short-term loss may be a long-term gain for the company through increasing the skills of new employees who may become productive more quickly with effective training, Smith (1988). The same view is supported by Hillmann (2005) who argues that a difficult situation may be created if the new employee will not report to the coach’s supervisor. In these cases, it is particularly important that a supervisor believes training related slowdown may not have negative ramifications. Supervisors should be positively reinforced for supporting training that may contribute to overall organizational goals.
Given the above scholarly views, it was right of Armstrong (2003) when he noted that, for the executive, job rotation takes on different perspectives. The executive is usually not simply going to another department. In some vertically integrated organizations, for example, where the supplier is actually part of same organization or subsidiary, job rotation might be to the supplier to see how the business operates from the supplier point of view. Learning how the organization is perceived from the outside broadens the executive’s outlook on the process of the organization. As echoed by Boaselie (2001), for managers being developed for executive roles, rotation to different functions in the company is regular carried out. This approach allows the manger to operate in diverse roles and understand the different issues that crop up. If someone is to be a corporate leader, they must have this type of training and Universities such as Busitema have no excuse.
[bookmark: _Toc473804613]2.2.3 Reward Management practices and employee retention  
The concept of reward management was discussed widely by William (2007) and explained that organizations formulate and implement the compensation policies in such a way that their employees are thrilled. The higher the employee satisfaction, the more they are dedicated to their work.  Compensation is a Management practice which deals with every type of satisfying reward, which individuals receive in exchange for performing Organizational tasks (Hernderson, 2000). The same author continues to point out that it was only after World War I that managers formally started putting in place tools of reference for systematic stream lining of compensation system for organized Institutions. The main objective of compensation as a management practice is to create a system that is equitable to the employer, employee and the Institution. The practice further intends to create a prevalent state of contentedness for both the employer and the employee so as to improve the Institution’s performance
Employee rewards include all focus of pay and rewards received by employees for the performance of their jobs (Snell & Bohlander, 2007). He notes that indirect compensation includes Health care; Life insurance and other staff welfare activities like leave policy, subsidized lunch and Pension Plan. As noted by Armstrong (2007), determining employee payment, organisations should be confident about whether they are meeting their legal obligations with respect to equal pay for equal work. There is also the broader benefit from being seen to apply a fair and equitable reward practice, and the positive impact this has on employee perceptions and satisfaction. Equal pay reviews may also support an organization’s ability to respond to employee requests for information about its pay practices in accordance with the 2002 Employment Act of Kenya. This provides for a statutory equal pay questionnaire to help individuals who believe that they may not have received equal pay to obtain information from their employer on whether this is the case, and why, before deciding whether to submit an equal pay claim.
A number of studies have established that highly competitive wage practices promote employee commitment and thus result in retention of superior workforce (Beker Huselid, 1999). Mathis and Jackson (2004) also argued that a balanced, fair and competitive compensation and reward system affects the retention of employees. This makes compensation and  reward planning a vital dimension of effective Human  resource Management policies and it is important that this is assessed at Busitema University.
It should be acknowledged that rewards are any benefits employees receive from an employer or job for the services rendered and are important in talent retention as noted  by Armstrong (2008). Specifically, non financial rewards are benefits that are above and beyond the compensation  package for the purpose of attracting to the company as well as retaining and motivating the employees. This was further re-enforced by Hafiza et al., (2011) who equated financial and non financial rewards to extrinsic and intrinsic rewards that happen during managing the job itself like satisfaction of a finished task in an effective manner, career advancements through salary, bonuses, promotion, job security and personal recognition. Financial rewards are all cash benefits earned by the employee in terms of basic salary, allowances, per diems, bonuses and gifts. Financial rewards have a direct relationship with employee service delivery. Despite the value of non-financial rewards like praise, recognition and so forth, pay continues to be the best way of recognizing an employee’s contribution to a job. Hertzberg (1956) states that a fair salary is needed by people to do their jobs and that salary in itself is not a motivator for improving performance, though a pay system that is unfair may constitute demotivation and that it takes more than pay to enforce employee satisfaction. Much as salary is used as a reward in National Social Security Fund, other strategies may  need to be combined to improve performance of staff. 
If staff expects to be motivated financially, they may tend to increase efforts towards achievements of set targets. Schuster (2002) suggests that pay programs should aim at exerting excellent performance because of worthiness of the pay one receives in relation to his job. Bratton (1988) presents salaries as the most widely recognized type of financial motivator. He defines salary as a fixed periodical payment  to employees usually expressed in terms of money. Armstrong (2001) concurs with Bratton on salary determination when he clearly brings out these determinants like job evaluation which takes into account ones level of education, professional qualification, experience and nature of tasks performed. Salary plays a big part in retaining and attracting employees to the organization. Armstrong (2001) most people may look at a salary they are to earn before they take up a job.
However there are critics of money or pay as a motivator for example volunteers especially in relief organizations who work without receiving any financial reward, this highlights therefore that there is always some form of intrinsic motivation that boost their productivity (Mbabazi, 2011). It is therefore more than money that really moves people to work hard. This was also observed by Spitzer (1998) who notes that financial rewards do not necessarily influence employee productivity. He says that the best performers or employees who are highly productive are not necessarily the highest paid ones. Spitzer draws this conclusion from a survey conducted by American Express Incentive Services in the year 2003 that 17% of the American employees who had increased a cash bonus stated that the incentive didn’t improve their productivity and employee commitment, (American Express Initiative Services, 2003), therefore monetary rewards may not influence the commitment of employees especially for those with a low money drive.
In view of  the above, DeCenzo (2006) was right when he argued that, in addition to the basic wage structure, organizations that are sincerely committed to developing a compensation system that is designed around employee commitment may want to consider the use of incentive pay. Typically given in addition to- rather than in place of- the basic wage, incentive can be paid based on individual, group or organization wide performance- a pay for performance concept. A popular approach in giving incentives is the merit pay. Under a merit pay plan, employees who receive merit increases have a sum of money added to their pay salary. Somewhat likened to a cost of living raise, merit pay differs in that the percentage of increase to the base wage rate is attributable solely to performance and this enhances commitment and retention. This review hence makes the current study a great undertaking to see how the situation at Busitema University is portrayed. 
[bookmark: _Toc473804614]2.2.4 The Concept of Employee retention
The concept of employee retention has been understood differently by different scholars, Musa (1993), for example, defines employee retention as the extent to which the employee identifies himself with the employing organization. This definition is an expression that retention can also be said to be a strong founded belief people hold in the organizational goals and values or a willingness to exercise considerable effort on the behalf of the organization and a strong desire to remain a member of the organization. In a related argument to Peter and Allen’s, Munene and Dull (1989) pointed out that, retention is increasingly being used to explain a number of organizational misbehaviors such as low productivity, lack of dedication and absenteeism. However a number of issues still exert an influence to retention, (Sheehy, 1976). They include; personal characteristics, which consist of variables, which define the individual, like age, health and organizational changes. Job characteristics may also influence retention to some degree, (Porter, 1961). These include job challenges and the relationship between the individual and the job. Finally Buchanan (1997) suggests that, retention is influenced by the nature and quality of employees work experience. Work experiences are viewed as a major force to which psychological attachments are formed with the organization. While talking about retention, Kajubi (1990) said that, “the greatest resource of any country is contained in the brains of its trained people, their ingenuity, resourcefulness and hard productive work”. He added that it should be the focus of any organization to fully ensure the retention of its workforce.
Finally, Munene (1991) observed that uncertain environment of organization   have obvious links to reduced commitment in Uganda’s organizations like the previous years seem to share a high level of environmental uncertainty as well as   non-equal commitment. Others point out involvement of employees in goal formulation, (Mullins 2002). He also notes that encouraging employees’ initiative, profit sharing and consultative management also impact on commitment. Advancement and creativity and adoptiveness also affect commitment, (Hendry 1995).  Given these scholarly expressions therefore, one cannot deny the fact that employee retention and organizational survival are interlinked. It makes it an important venture henceforth to find out the existing relationship between human resource management practices and employee retention.
[bookmark: _Toc473804615]2.2.5 Summary of the Review
Both the theoretical and the conceptual frameworks indicated that the human resource management practices in organisations have a substantial effect of employee retention. For example the review on employee recruitment practices has practically indicated that the perception of the fairness of the recruitment process, fairness in promotion practices, selection practices and deployment of employees, has a substantial impact on their retention. The review has also indicated that the extent to which organisations are committed to Staff development by making scholarships available and fairly distributed, communication of opportunities to staff, in-house trainings and external opportunities such as workshops will all affect employees satisfaction which will eventually affect retention. As far as reward management practices are concerned, the review has indicated that the rewards should be equitable as much as possible. Rewards are closely interrelated as regards staff retention not only in Ugandan Universities but also others world over. The reviewed literature indicates that the management practices pertaining to staffing have not been adequately studied in general but more so in Ugandan Universities. This was because available studies which have been reviewed here are not focusing on the management practices of staffing function. It is such gaps that justified the researcher to conduct an investigation so as to get a substantiated stance for analyzing the management practices that influences staff retention in Ugandan Universities.
[bookmark: _Toc473804616]
CHAPTER THREE
[bookmark: _Toc456364802][bookmark: _Toc450929702][bookmark: _Toc473804617]METHODOLOGY
[bookmark: _Toc473804618]3.0 Introduction
This chapter presents the research design, population, sample size, sampling strategies, Data collection methods, data collection instruments, validity and reliability, procedures and data analysis methods that were used in this study. 
[bookmark: _Toc473804619]3.1   Research Design
This study used a cross-sectional survey design adopting qualitative and quantitative approaches. The cross sectional design enabled the researcher to gather information from a wide range of respondents at a single point in time (Neuman, 2003).  The quantitative research approach on the other hand was applied to describe the current conditions and investigate relationships between variables. Questionnaires were distributed among the employees of the selected category. The final data was analyzed by using a statistical Package for Social Sciences (SPSS) which has inbuilt packages for qualitative data analysis. 
[bookmark: _Toc473804620]3.2   Study Population
The study population refers to all the members of a real set of people, events or subjects from which a researcher wishes to generate the results of the study (LaPointe, 2013).  The target population of this study was employees of Busitema University comprising of both Teaching and Non teaching staff, who are directly affected by the Human Resource management practices as stressed by Armstrong (2008). Since the population for the study is already known (source: Busitema University staff Profile 2014), the sample size was determined using Krenjcie and Morgan (1970) Table of sample determination in Amin (2005).  Busitema University operates on five campuses. However because of the limited resources the study was conducted at four campuses selected at random and these campuses included Busitema Main campus inTororo, Nagongera Campus, Arapai Campus in Soroti and Namasagali campus. The entire University operates on 6 faculties from which three faculties will be selected purposively to ensure that at least a faculty is selected from each of the campuses as indicated in Table 3.1.  
[bookmark: _Toc432530837][bookmark: _Toc432532352][bookmark: _Toc433581787][bookmark: _Toc433610437][bookmark: _Toc434836144][bookmark: _Toc456364806][bookmark: _Toc473804621]Table 3.1: Population and sample size
	Faculty/campus
	Category of staff
	Population
	Sample size
	Sampling Technique

	Busitema Main Campus
	Senior Academic Staff
	10
	10
	Census

	
	Academic staff
	30
	28
	Simple Random sampling 

	
	Top Management Officials
	10
	10
	Census

	
	Administrative staff
	15
	14
	Simple Random sampling 

	
	Support Staff
	20
	19
	Simple Random sampling 

	Arapai campus
	Academic staff
	20
	19
	Simple Random sampling 

	
	Administrative staff
	10
	10
	Census

	
	Support Staff
	15
	14
	Simple Random sampling 

	Nagongera Campus
	Academic staff
	20
	19
	Simple Random sampling 

	
	Administrative staff
	10
	10
	Census

	
	Support Staff
	15
	14
	Simple Random sampling 

	Namasagali
	Academic staff
	20
	19
	Simple Random sampling 

	
	Administrative staff
	10
	10
	Census

	
	Support Staff
	15
	14
	Simple Random sampling 

	Total
	
	220
	207
	


Source:  Compiled by the researcher using Busitema University staff List (2015) sample generated using Krejcie and Morgan (1970) in Amin (2005).
As can be observed in Table 3.1 both the academic and non academic staff members were selected.  University’s Top Administrators, Human Resource Manager, Heads of Department and Deans of Faculty were selected using purposive technique as supported by Gay (1996) who argues that when some members of the population are deemed so important to the study, they should be interviewed even when they fall out of the main sample. Simple random sampling hence was used to select the administrators. 
[bookmark: _Toc432530840][bookmark: _Toc432532355][bookmark: _Toc433581790][bookmark: _Toc433610440][bookmark: _Toc434836147][bookmark: _Toc473804622]3.3.1 Data Collection Methods
Data collection methods included questionnaire survey method, interview method and documentary review method as explained below;
[bookmark: _Toc473804623]3.3.1 Questionnaire survey method
Questionnaire survey method was used among the academic and non academic staff. This method provided quantitative data that was valuable for the study. The questionnaire is highly encouraged especially by Amin (2005) as the best method of data collections as a lot of data can be corrected in a short time, and helps the respondents to give their view point as much as they can. This method was important because data was collected relatively quickly because the researcher was not needed to be present when the questionnaires were being filled. This was useful for large populations when interviews were impractical (Holmes & Rahe, 1967). On the other hand, Milne (1999) argues that surveys can be useful in some cases when the questions asked are specific and if the questions asked affect them. However Amin (2005) notes that sometimes surveys and questionnaires are not taken seriously leading to participants to write anything to make it less time consuming.  If the survey/questionnaire is very long most people decide to ignore it which would make it useless. 
[bookmark: _Toc473804624]3.3.2 Interview method
Kvale (1983) defines the interview as a method of asking questions with a purpose of gathering descriptions of the live word of the interviewee with respect to interpretation of meaning of the described phenomena. Collecting these descriptions was done in several ways of which face to face interviews were the most common. Interviewing method in this study was used among senior administrators including heads of departments, deans and top administrators because they were few and accessible to the researcher.   
[bookmark: _Toc473804625]3.4.0 Data collection instruments
In line with the above data collection methods, different data collection instruments were adopted among which the self administered questionnaire and the interview guide was used;
[bookmark: _Toc432530841][bookmark: _Toc432532356][bookmark: _Toc433581791][bookmark: _Toc433610441][bookmark: _Toc434836148][bookmark: _Toc473804626]3.4.1 Self-administered Questionnaires
Sekaran (2003) defines a questionnaire as a pre-formulated written set of questions to which respondents record their answers, usually within rather closely defined alternatives. According to Amin (2005) a questionnaire can be close ended or open ended questionnaire. A close ended questionnaire is that one where the respondent is provided with alternatives from which to choose the best that applies to him or her while an open ended one allows the respondent to express his or her opinion. The questionnaire was both closed and open ended such that respondents could be able to give out their detailed views about motivation of staff. The questionnaire was selected because according to Amin (2005),  it is less expensive to administer and could be sent through email, filled by a person at leisure and provides timely data. The other advantage was that all respondents were literate and could interpret the questions on their own. It should also be noted that according to Gay (1996), the questionnaire helps to generate standardized responses that allow the researcher to apply qualitative techniques of analysis. 
[bookmark: _Toc432530842][bookmark: _Toc432532357][bookmark: _Toc433581792][bookmark: _Toc433610442][bookmark: _Toc434836149][bookmark: _Toc473804627]3.4.2 Interview guide
According to Mugenda and Mugenda (1999), the interview guide helps in structuring the interview and ensuring that respondents are asked similar questions so as to allow comparison of the data obtained. An interview guide was used to solicit the views of senior managers. It was restricted to senior managers and supervisors. Interview could be unstructured or structured and conducted either by face to face or by telephone. Interview method was employed with the help of an interview guide to key informants. 
[bookmark: _Toc473804628]3.5.0 Validity
Validity of an instrument refers to the extent to which the instrument measures what it is supposed to measure (that extent to which the instrument collects the required information) (Amin, 2004) Content validity index was used to establish whether the questionnaires measured what it is intended to measure. Validity was established by considering the number of items declared relevant divided by the total number of items presented. 
The formula below was used for this purpose: 
CVI =   n/N          
n = is the number of questions deemed valid
N = Total number of questions in the questionnaire 
[bookmark: _Toc465681266][bookmark: _Toc465672613][bookmark: _Toc468210821][bookmark: _Toc473804629]
Table 3.2: Validity of the instruments
	Raters (2 Supervisors and another expert)
	No of Items
	Relevant
	CVI %

	Rater 1
	51
	43
	84

	Rater 2
	51
	45
	88

	Rater 3
	51
	38
	74

	Average % (CVI)
	
	
	82



As can be observed in Table 3.2, a content validity Index of 82 % was generated and according to Amin (2005), Validity must be grater or equal to 70% if the instrument is to be declared valid. 
[bookmark: _Toc473804630]3.5.1 Reliability
Reliability of an instrument refers to the extent to which the instrument is consistent in collecting the required information (Amin, 2004). Thus, in addition to the validity testing, a reliability test for the questionnaire was done by first conducting a pilot study involving 20 respondents and subjecting the findings to a Chronbach’s alpha  coefficient  of reliability  using the following formula presented by Amin (2004).
The formula for Chronbach’s ([image: Description: \alpha])   is presented as follows; 
[image: Description: 
\alpha = {K \over K-1 } \left(1 - {\sum_{i=1}^K \sigma^2_{Y_i}\over \sigma^2_X}\right)
]
Where [image: Description: K]is the number of components in the instrument (K-items), [image: Description: \sigma^2_X]the variance of the observed total test scores, and [image: Description: \sigma^2_{Y_i}]the variance of component i for the current sample of persons.
According to Gay (1996) the Chronbach Alfa coefficient should be 0.7 or above for the instrument to be used. To ensure reliability of instruments, questionnaires were designed and pretested. The researcher then entered  the results in the computer using the Statistical Package for Social Sciences (SPSS) and generated the Alfa coefficient of 86% which was considered highly significant for the use of the instruments. 
[bookmark: _Toc473804631]3.5.2 Procedure of data collection 
In order to execute the study, a letter of introduction was first secured from Uganda Management Institute as indicated in Appendix IV. In the initial stages, physical visits were paid to various departments, asking all the staff to speak out their minds as they fill the questionnaires. The researcher appointed one Research Assistant to assist in the distribution and data collection tools.
[bookmark: _Toc473804632]3.6. Data analysis
Data processing was done using a Statistical Package called SPSS (Statistical Package for Social Sciences). Data processing involved data editing and the data was categorized by assigning codes to each item.  Data processing further involved the use of frequency tables to analyses different responses by comparing their distribution among different categories of respondents. For Quantitative data, the study used statistics to draw conclusions about the population from which the sample was drawn. These were used because they help in clearly showing boundaries of the distributions. The inferential analysis used was Pearson’s Correlation co-efficient. This helped to find out the relationships between variables. 
Qualitative information was analyzed continuously, during and after collection.  This means that while the researcher was in the field important information was noted and kept carefully in order not to alter the meanings after the field work. Before data collection, tentative themes were identified and categorized into thematic areas. Field notes were recorded and written, taken and revised at the end of every day. After data collection, information of the same code categories were assembled together and then a report written. The qualitative data therefore can be said to have been analysed on content. 
[bookmark: _Toc473804633]3.7 Ethical Considerations in the study
The researcher was conscious of the fact that Universities are prestigious Institutions and as such, they had to be protected in all aspects of their internal and external affairs as regards sustaining their reputation concerning staff practices or else exposing certain information or sources of some classified issues might lead to embarrassing consequences.
Questions were designed in such a way that the techniques applied are fit for the job hence confidentiality and the right to privacy and anonymity were maintained from the beginning up to the end of the research. The researcher intends to achieve these goals by following the following guidelines:-
Each questionnaire contained an opening introductory letter requesting for the respondent’s cooperation in providing the required information for the study.
The researcher got consent from respondents so that interviews would not be forced upon them. They were expected to participate freely without any influence and coercion.

The respondents were assured of confidentiality of the information provided and that the study findings were used for academic purposes only.

The researcher therefore conducted himself as professional as possible to ensure the study was successful without interfering with the status of the respondents. 

[bookmark: _Toc473804634][bookmark: _Toc465672644]
CHAPTER FOUR
[bookmark: _Toc433581799][bookmark: _Toc433610449][bookmark: _Toc434836156][bookmark: _Toc473804635]DATA PRESENTATION, ANALYSIS AND INTERPRETATION
[bookmark: _Toc433581800][bookmark: _Toc433610450][bookmark: _Toc434836157][bookmark: _Toc473804636]4.0 Introduction
[bookmark: _Toc433581801][bookmark: _Toc433610451]This chapter presents the results that were generated by the survey questionnaire as well as the interview guides. The chapter presents the response rate, background characteristics of the respondents, field findings, and analysis and data interpretation basing on objectives of the study. Under background characteristics, the chapter presents the age of respondents, highest education level and employment status of the respondents. While presenting the findings, the study presents the respondent’s responses obtained through the 5 likert scale questionnaire in which the researcher asked participants to present their opinions in regard to the questions asked. The results are presented in terms of percentage and frequencies. Pearson Correlation coefficient analysis was conducted to establish the relationship between the two variables under study and the conditions for using Pearson coefficient have also been appended.   
[bookmark: _Toc434836158][bookmark: _Toc473804637]4.1 Response rate 
This part of the study presents the response rate obtained from questionnaires that were distributed to the respondents. It shows the number of questionnaires distributed to the respondents and those that were actually returned. 
[bookmark: _Toc433581802][bookmark: _Toc433610452][bookmark: _Toc434836159][bookmark: _Toc468196373][bookmark: _Toc468210829][bookmark: _Toc473804638]
Table 4.1 Response rate
	Research instrument
	Targeted number
	Actually conducted
	Percentage

	Questionnaires
	207
	141
	68%


Source: Primary data (2016)
Table 4.1 above shows that out of the 207 questionnaires that were distributed, only 141 were returned, giving a response rate of 68%. The response rate indicates that the researcher got enough data for the study. There were a number of reasons that were identified for non response and these include the fact that some of the respondents were very busy given that they were busy handling student and financial records in preparation for the National Council visitation committee. However the researcher managed to interact with them in interviews and was able to get the information he wanted. Some of the respondents went out of the country during the course of the study and could not be traced. However the researcher was comfortable with response rate and considered the results as sufficient. 
[bookmark: _Toc433581803][bookmark: _Toc433610453][bookmark: _Toc434836160][bookmark: _Toc473804639]4.2 Back ground characteristics of the respondents 
In this study, it should be noted that the study employed more of descriptive statistics. Descriptive statistics is the discipline of quantitatively describing the main features of a collection of information, or the quantitative description itself. Descriptive statistics are very important because if we simply presented our raw data it would be hard to visualize what the data was showing, especially if there was a lot of it. Descriptive statistics therefore enabled the researcher to present the data in a more meaningful way, which allows simpler interpretation of the data.
During the study, the study examined the respondents’ demographic characteristics to indicate their age, gender, and highest level of education, employment status and duration of service.  The above information was important for the study to determine the distribution of different categories of respondents in the study, determine the quality of the views by analyzing the categorical distributions of respondents and provide reliable data for a rich and complete report which also adds credibility to the data results in general. 
[bookmark: _Toc433581804][bookmark: _Toc433610454][bookmark: _Toc434836161][bookmark: _Toc473804640]4.2.1 Age of respondents
The study examined the age distribution in which the researcher asked for the respondents’ age which was categorized, and the frequencies plus the percentages obtained in order to find out which age group had the highest group respondents.
[bookmark: _Toc433581805][bookmark: _Toc433610455][bookmark: _Toc434836162][bookmark: _Toc468196376][bookmark: _Toc468210832][bookmark: _Toc473804641]Table 4.2 Respondents according to age
	
	Age
	Frequency
	Percent

	
	20-25
	23
	16.2

	
	26-31
	41
	28.9

	
	32-37
	58
	40.8

	
	38 and above
	17
	14

	
	Total
	141
	100


Source: Primary data (2016)
Table 4.2 above indicates that majority of the respondents (40.8%) were between 32 to 37 years. This generally implied that the participants of the study were mature enough and were confident in answering the questions put to them. 
[bookmark: _Toc433581806][bookmark: _Toc433610456][bookmark: _Toc434836163][bookmark: _Toc473804642]4.2.2 Respondents according to gender
In the study, gender was considered in this research to determine how many male and females participated in the study. This was important because it helped the researcher to establish whether Busitema equally employs both males and females and the results are presented in Table 4.3. 
[bookmark: _Toc473804643]Table 4.3: Gender distribution of respondents
	
	Category
	Frequency
	Percent

	
	Male
	80
	56.3

	
	Female
	61
	43.0

	
	Total
	141
	100




Table 4.3 above indicates that majority 56% of the respondents were males which indicate that both males and females participated in the study. The fact that the males were more than females in the distribution was not surprising because it was revealed by the human Resource Manager in the interview that the number of males employed by Busitema was more than the number of females. The distribution however enabled the researcher to obtain data from both males and females which helped in understanding the views of different sexes on the variables investigated.
[bookmark: _Toc433581808][bookmark: _Toc433610458][bookmark: _Toc434836165][bookmark: _Toc473804644]4.2.3 Respondents according to Highest level of education
Respondents’ highest level of education was considered in order to find out their education qualifications. This was important because it helped the researcher to know whether the qualification levels could relate to employee retention.  The results on education distribution are presented in Table 4.4.
[bookmark: _Toc473804645]Table 4.4: Respondents highest level of education
	
	Qualification
	Frequency
	Percent

	
	Certificate
	3
	2.1

	
	Diploma
	18
	13

	
	Degree
	74
	52.4

	
	Masters
	34
	24.1

	
	PhD
	12
	9.40

	
	Total
	141
	100



Table 4.4 above indicates that majority (52%) of the respondents held bachelors degree. This means that that most of the respondents were at list educated, therefore able to understand and properly interpret questions in order t to provide reliable data. The distribution was also able to support the inferential analysis because the respondents were already fairly distributed. 
[bookmark: _Toc473804646]4.2.4 Employment status
The study also analyzed the employment status of the employees and the results were revealed as in table 4.5.
	
	
	Frequency
	Percent

	
	Probation
	9
	6

	
	Contract
	3
	2

	
	Permanent
	129
	92

	
	Total
	141
	100



Table 4.5 above shows that majority (92%) of the respondents were permanent employees. This indicates that majority of the respondents were permanent employees which could have enabled the researcher to get views from people who interact with the organization for most of their time and understand their main challenges that were leading to increased turnover that they were able to inform the study objectives.   
[bookmark: _Toc434836167][bookmark: _Toc473804647]4.2.5 Respondents according to duration of service.
The researcher sought to find out respondents’ duration of service. This helped the researcher to establish the period for which the respondents had worked at Busitema. This was important because it showed their ability to give reliable information on the human resource practices. 
[bookmark: _Toc433581810][bookmark: _Toc433610460][bookmark: _Toc434836168][bookmark: _Toc468196380][bookmark: _Toc468210836][bookmark: _Toc473804648]Table 4.6 Respondents according to duration of service
	
	Duration
	Frequency
	Percent

	
	Less than six months
	4
	2.8

	
	6months-1 year
	7
	4.9

	
	2-4 years
	70
	49.3

	
	4-6 years
	59
	41.5

	
	Over 6 years
	1
	.7

	
	Total
	141
	100



Table 4.6 indicates that majority (49%) of the respondents had worked at Busitema for a period between 2-4 years. The above statistics in general indicate that majority of the respondents had worked at Busitema for a period long enough for them to know and understand and provide reliable data for the study that was appropriate to inform policy actions.
[bookmark: _Toc473804649]4.3.0  Analysis of results on objective one: the relationship between recruitment practices and staff retention in Public Universities
The study examined the relationship between recruitment and selection processes and employee retention.  The objective aimed at studying the advertising practices, selection practices and the staff deployment practices as major aspects in a recruitment and selection process. The data was collected using both qualitative and quantitative approaches and analyzed using both qualitative and quantitative approaches. This section first presents the Pearson product moment correlation coefficient and then descriptive and qualitative findings.  
The relationship  between recruitment practices and staff retention in institutions of higher learning was established   using  the  Pearson  product  moment  correlation  coefficient  whose  results  are  presented  in  Table 4.7
[bookmark: _Toc468196382][bookmark: _Toc468210838][bookmark: _Toc473804650]Table 4.7: The test of the relationship between recruitment practices and staff retention
	
	
	Recruitment
	Retention

	recruitment
	Pearson Correlation
	1
	.904**

	
	Sig. (2-tailed)
	
	.000

	
	N
	141
	141

	Retention
	Pearson Correlation
	.904**
	1

	
	Sig. (2-tailed)
	.000
	

	
	N
	141
	141

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



As can be observed from Table 4.7, the results generated a Pearson Product Moment Correlation Coefficient Value of 0.904 at a 0.000 level of significance which indicates that there is a significant relationship between recruitment practices and employee retention in institutions of higher learning. This was further ascertained using the regression analysis and the results are indicated in Table 4.8.
[bookmark: _Toc458954244][bookmark: _Toc473804651]Table 4.8: Regression measuring the relationship between recruitment practices and employee retention
	Model
	Un standardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	25.063
	.847
	
	25.402
	.000

	
	Recruitment
	.187
	.036
	.472
	6.189
	.000

	a. Dependent Variable:  Retention
	
	
	


As can be observed in Table 4.8, the results indicated a Beta value of 0.472 which indicates that there is a relationship between recruitment practices and employee retention at 0.000 level of significance. This is true because the calculated probability is less than the standard probability 0.05.
The results were also analyzed using the descriptive statistics  including the frequencies and percentage distribution and were supplemented by the qualitative views from face to face interviews and the presentation follows; 
The study examined respondents’ views on the recruitment practices in line with the advertisement practices, selection practice and staff deployment practices and the findings are presented in Table 4.9. 
Tables 4.9:  Respondents’ views on the advertisement practices
	Variable
	SA
%
	A
%
	NS
%
	D
%
	SD
%

	Advertising
	
	
	
	
	

	The organization advertises all the jobs
	19
	55
	9
	16
	0

	I understand that Busitema includes all job descriptions in its job adverts
	40
	38
	0
	16
	5

	I understand that the job advert is given enough time for people to know
	15
	46
	1
	26
	12

	The University encourages external advertisement
	17
	28
	0
	42
	13

	Interested employees get to know when there is internal advertisement
	14
	60
	9
	11
	4

	Selection
	
	
	
	
	

	I understand that the process of short listing is always free and fair
	26
	48
	5
	15
	5

	I am satisfied with the selection process the university uses
	7
	18
	31
	32
	10

	I understand that external consultants are used during selection on new employees
	0
	14
	2
	39
	44

	I am satisfied with the appraisal process  for promotion to new positions
	6
	13
	8
	64
	7

	I consider the transfer processes to higher positions to be clear
	35
	32
	0
	16
	16

	Employee deployment
	
	
	
	
	

	I was oriented to organization policies when I joined as a new employees 
	12
	14
	1
	64
	8

	I was given time to evaluate my  jobs before I took it up
	6
	10
	2
	39
	43

	I am provided with necessary facilities to do my job
	5
	4
	6
	49
	35

	I was provided with relocation allowance when I was offered the job
	4
	20
	0
	40
	36


As can be viewed from Tables 4.8, a number of views have been derived which include the following;

From Table 4.9, the study examined whether the organization advertises all the jobs and the results indicated that majority which generally indicated that the jobs were advertised.  During the interviews however majority of the respondents reserved their opinions. Some of them argued that at times they do not know which jobs exist and that they may only know about their departments and not other departments. 

The  study  assessed  whether  the  adverts for jobs  usually  expresses  all  job  descriptions  and  the  results  were  that  most  of  respondents  were  in  agreement.  That is  110(78%)  strongly  agreed,  which was an expression of a situation that jobs are advertised.  It was revealed in the interviews however that it may not be easy for someone to understand the advert if he was not an interested party. They revealed that they only understand from the human resource policy that the job must be advertised and the details of the job should be indicated in the advert. 

Even  some  of  the  employees  who  would  be  interested,  it  was  revealed  that  it  may  not  be  necessary  to  know  whether  job  description  is  comprehensive  because  even  when  you  get  the  job  you  applied  for,  you  find  the  duties  are  quite  different  from  what  was  advertised.   The results indicated  that  management  needed  to  do as  much  as  possible  match  the  real  duties  of  the  job  with  what  is  placed  in  the  advert  because  this  was  cited  to  be  one  of  the  causes  of  dissatisfaction  at  the  university.

The study further assessed  whether  the  adverts  are  given  enough  time  for  people  to  know  the  job  is  being  advertised.  To this statement,   86(71%) who strongly agreed. When  the  researcher  discussed  with  respondents during  the  interviews,  they  revealed  that  they  did not  know  the  policy  concerning  the  period  an  advert  should  spend  in  circulation.  They  also  revealed  that  in case  they  were  interested,  they  always  try to meet the deadlines but never focused on the time the advert takes in circulation.   

The study examined whether the employees  understand  whether  the  university  encouraged  external  advertisement  and  majority  of  the  respondents  were not  in  agreement  as indicated by  78(55%)  who did not agree.  During the face to face interviews,  one  of  the  respondents  explained  that  in  most  cases,  the  jobs  that  are advertised  externally  they are  big  jobs.  For  low  level  jobs,  you  wake up  in  the  morning,  you  find  someone  is  employed  may  be  as  a volunteer  and  the next day  you  hear  he  has  been  regularized.  The findings hence conclude that it was not  true  that  the  university  encourages  external  advertisement  especially  for  the  lower  level  jobs  but  for  higher  level  jobs  they  do.  

Similar  to  the  views  before,  some  respondents  indicated  that  at times  they do not bother  to  know  whether  the  advert  has  ran  or  not  because  they  may  not  be  interested  in  the  job.  One  respondent  said  that  one  would  be  interested  in  the  advert  if  the  new employee  is  coming  to  the  department the employee belongs  and  particularly  if  he/she  is  going  to  be  a supervisor.  Other  than  that  there  would  be  no  interest  on  whether  an advert  has  ran  or  not.  It  was  therefore  concluded  that  whether  the  advert  was  external  or  not  did not  have  a significant  contribution  to  staff  retention  on  top  management  jobs  but  had  a likelihood  in  lower  management  jobs  because  the  employees  expressed  dissatisfaction.  

It  was  also  of  interest  to  the  researcher  to  know  whether  the  interested  employees  get  to  know  when  there  is  internal  advertisement.  To  this  inquiry  majority 104(74%)  agreed,  which indicated that at list employees came to know.  During  the  interviews,  the  respondents  revealed  that  internal  adverts  are  for  supervisory  jobs  such  as  the  Dean,  Heads  of  Department  and  particularly  academic  positions.  

However  for  administrative  positions,  the  people  always  get  jobs  through  promotions  and  promotions  are  always  automatic.  That  is,  if  one is a member  of  a department  and  has  the  qualifications,  if  the  job  falls  vacant , the qualified person  takes over  headship of the department and  if  there  is  need  for  advertising especially where there are many who qualify,  then  all  the  interested  candidates  will  get  to  know.  The  results  deduced  to  the  fact  that  relevant  employees  get  to  know  when  an  internal  advert  is  made  though  it  was  more  common  for  the  academic  than  the  advert  staff  positions.

The study therefore revealed that  advertising  has a relationship with employee retention because, generally,   employees  did not  bother  about  the  adverts  and    their  stay  may  not  be  influenced  by  the  advertising  approach.  They  are  only  concerned  about  the  advert  before  they  get  the  job  but  after  the  job,  they  easily  forget  about  the  advert and concentrate on their work.

The  study  was  also  concerned  about  the  selection  process  as  an  important  aspect  in  enhancing  employee  retention.  From  the  descriptive  survey,  a number  of  questions  were  raised  for  which  the  respondents  gave  different  views.  For  example,  the  study  examined  whether  the  employees understood the process  of  short listing  always free  and  fair whenever employees are being selected.  From  the  responses,  majority 80% agreed,  a distribution that  meant that employees understood the process  When  the  researcher  interacted  with  respondents  in  the  interviews,  they  revealed  that  it  was not  always  easy  to  know  whether  the  process  was  transparent  or  not.  In fact  one  respondent  explained  that  you  can  easily  say  it  was  transparent  when  you  are  the  winner  in such a process but  you  cannot  say  it  was  transparent  when you were not a participant or when you were a participant and you  have  not  got  the  job .   

It was revealed that if  you  are a participant and personally  compare  with  the  other  people,  you  may feel  you  should  have  been  short listed.  Another  respondent  however  stressed  that  in  most  cases,  short listing  is  fair.  According to the knowledge I have, the short listing team always  makes  sure  all  qualifying  candidates  are  shortlisted  even  when  they  have  an  interest  in  a particular  candidate.  Another  respondent  still  expressing  that  short listing  is  always  fair  the selection process  because  the  one  short listing  knows  that  the  candidates  know  each  other especially if it is an internal recruitment.  However  with  external  adverts,  short listing  is  not  fair  because  the  recruiting  team  will  always  include  people  of  their  interest  against  weaker  candidates  so  that  when  they  come  for  interviews  the  ones  they are interested in appear  stronger  than others . This  means  internal  short listing  was  more  fair  than  the  external  short listing  as  viewed  by  the  respondents.

The  study  further examined whether  the  employees  were  satisfied  with  the  selection  process  and  the  results  indicated  that  majority 73%  disagreed which that the selection process was not fair. The  interview  results  concurred  with  the  findings  because  most  of  the  staff,  indicated  that  it  was  difficult  to  tell  whether  the  selection  process  was  fair  when  one is  not  part  of  the  selection  team  or  is  not a candidate.  One  respondent  noted  that  there  are  so  many  reasons  why a  candidate  may  feel  the  selection  process  was not  fair.  

The  preparedness  of  the  candidate,   communication,  confidence  and  the  ability  to  communicate  before  a  certain  number  of  people.  It  is  possible  therefore  for  a candidate  who  lacks  these  attributes  to  say  the  selection  was  unfair  than  another  who  has  the  values attributes.  It  was  concluded  hence  that  one  can  say  the  selection  process  was  fair  when  it  was  not  or  was  unfair when  it  was fair  depending  on  the  candidates  attributes.

The  study  also  examined  whether  external  consultants  are  used  during  selection  and  the  results  indicated  that  majority  of  the  staff  did not  believe.  That  is , there is no respondent who strongly agreed with only 14%  who agreed while 2% were  not  sure  as  compared  to  39%  who  disagreed  and  44%  who  strongly  disagreed.  The  results  were  re-enforced  in  interviews  when  respondents  indicated  that  the  recruitment  and  selection  process  is  handled  by  the  university  processes.  It  was  also  confirmed  by  staff  that  most  of  the  recruitment  is  done  by  the  human  resource  management  team  and  department  for  the  sake  of  academic  staff  and  then  approved  by  the  university  appointments  Board.  Hence  the  room  is  for  external  consultants  has  always  been  limited.  However,  some  of  the  employees  recommended  the  need  to  use  external  consultants  for  some  positions  especially  the  top  management  because  the  incumbents  have  always  managed  to  influence  the  process.  The  appointment  process  is  at times  compromised  and  needs  external  consultants  to  feature  in  for  technical  advice.
It  was  also  investigated  whether  employees  felt  where  fairly  appraised  for  promotion  and  the  results  revealed  that  71%  disagreed which meant that the appraisal process generally was not fair. During  interviews  some  respondents  noted  that,  they  have  never  been  appraised  for  a promotion.  They  have  only  gone  through  the  normal  appraisal  process  but  not  necessarily  for  promotion.  Others  however  revealed  that  the  appraisal  has  now  been  one  way  the  management  is  using  to  eliminate  candidates  in  favor of preferred candidates.  They  noted  however  that  still  this  applies  in  a few  jobs  because  in  most  jobs,  the  personal  achievements  of  the   person  speak  for  themselves.  A respondent  noted  that  for  example  it  is  not  easy  and  almost  impossible  to  stop  someone  from  being  a  professor  if  he  has  achieved  what  it  is  needs.  It  was  hence  revealed  that  the  appraisal  for  promotion  in  the  selection  process  was  not  a major   cause  of  employee  retention.  

The  study  also   examined  whether  the  transfer  process  to  other  positions  are  clear  and  most  of  them  tended  to  agree that is 65%. During  the  interviews,  respondents  explained  that,  Busitema  being  multi-model  campus,  there  are  clear  policies  for  an  employee  to  be  transferred  to  another  department  in  the  same  campus  or  to  another  campus.  The  employees  understand  this  policy  and  if  one  is  to  be  transferred  without  reference  to  the  policy,  it  can  be  contested. 

Under  recruitment  and  selection  process,  it  was  important  to  investigate  aspects  of  deployment.   This  is  an  important  aspect  as  a good  employee  may  be  properly  selected  but  poorly  deployed.  It  is  for  this  reason,  the  study examined whether  new  employees  are  usually  oriented  to  policies.  The responses indicated that majority 73%  did not believe that there was orientation.  During  the interviews  with  respondents,  it  was  revealed  that  at times  the  employee  is  given  an  appointment  letter  and  asked  to  report  to  the  supervisor.  What  the  supervisor  tells  you  is  what  you  will  be  doing  and  how  you  will  be  reporting.  At times  they  even  tell  you  how  you  can  get  assistance  in  a number  of  ways  and  highlights  on  what  you  are  expected  of  in terms  of  policy  issues.  This  however  can  take  even  only  30  minutes  not  that  it  is  a  program  for  you  and  the  supervisor.  Some  employees  revealed  that  most  of  the  policies  are  learnt  as  the  employee  gets  used  to  colleagues.

The  results  hence  indicated  that  the  method  of  orientation  was  not  the  best.  However  the  employees  did not  agreed  that  this  could  be  responsible  for  reduced  ability  of  the  university  to  retain  staff.  However  from  the  theoretical  perspectives,  it  cannot  be  taken  for  granted.

It  was  also  studied  whether  the  staff  members  are  given  time  to  evaluate  the  jobs  before  taking  them  up. However the majority of the respondents   82% did not believe it.   It  was  revealed  during  the  interviews  that  when  one  is  given  an  appointment  letter,  it  asks  the  person  to  sign a copy  and  return  it  to  human  resources.  The  copy  asks  them  to  evaluate  whether  they  are  willing  to  take  up  the  jobs  under  the  terms  and  conditions  provided.  It  should  be  noted  however  that  most  of  the  employees  even  sign  the  appointment  letters  before  reading  the  terms  and  conditions.  It  was  revealed  in  the  interviews  that  some  employees  regret  immediately  after  taking  over  jobs. This  means  that  they  do not  take  time  to  evaluate  the  jobs.  This  was  revealed  as  one  of  the  causes  of  labour  turnover  because  some  employees  are  forced  to  leave  even  before  they  finish  their  probation.       

It  was  also  examined  whether  the  employees  were  given  the  necessary  facilities  to  do  their  jobs.  The response revealed that it was not true as reflected by   84% who did not agree.   From  interviews  with  respondents,  it  was  revealed  that  the  facilities  were  not  always  enough.  One  revealed  for  example,  that  even  the  offices  are  congested,  there  are  not  enough  computers  for  all  staff.  The  university  does not  provide  meals  to  staff  and  you  have  to  find  your  way.  This  means  that  most  of  the  staff  members  were  on  the  view  that  the  facilities  were  not  enough  to enable  them  to  do  their  jobs.  This  was  believed  by  the  staff  members  to  be  one  of  the  causes  of  reduced  staff  retention  within  the  university.

It  was  also  important  to  know  whether  staff  are  provided  with  re-location  allowance  and  the  results  revealed  that it was not given as shown by  76%  who  disagreed.  During  the  interviews  however,  respondents  revealed  that  re–location  allowance  was  only  provided  to  senior  staff  members  than  the  lower  ones.  The  lower  staff  members  were  instead  allowed  to  request  for  advance  on  their  salaries  to  help  them  settle.
From  the  above  findings  therefore,  it  can  be  concluded  that  there  is  a significant  relationship  between  recruitment  and  employee  retention.  This  is  reflected  in  the  employee  perception  of  the  recruitment  process  ranging  from  advertising  selection  and  deployment. 
[bookmark: _Toc473804652]4.4.0  Analysis of results on objective two: the relationship between staff development practices and staff retention in Public Universities
The study examined the relationship between staff development practices and employee retention in institutions of higher learning.  The objective aimed at studying the training practices used in the universities ranging from coaching and mentoring, job rotation and employee training and their effect on staff retention.  The data was collected using both qualitative and quantitative approaches and analyzed using both qualitative and quantitative approaches. This section first presents the Pearson product moment correlation coefficient and then descriptive and qualitative findings.  
	The relationship  between staff development practices and staff retention in institutions of higher learning was established   using  the  Pearson  product  moment  correlation  coefficient  whose  results  are  presented  in  Table 4.10.
[bookmark: _Toc468196384][bookmark: _Toc468210840][bookmark: _Toc473804653]Table 4.10: The test of the relationship between staff development practices and staff retention

	
	
	Development
	Retention

	development
	Pearson Correlation
	1
	.940**

	
	Sig. (2-tailed)
	
	.000

	
	N
	141
	141

	Retention
	Pearson Correlation
	.940**
	1

	
	Sig. (2-tailed)
	.000
	

	
	N
	141
	141

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


As can be observed from Table 4.10, the results generated a Pearson Product Moment Correlation Value of 0.940 at a 0.000 level of significance which indicates that there is a relationship between staff development practices and employee retention in institutions of higher learning. 
The relationship was further ascertained using the regression analysis and the results are indicated in Table 4.11.



	[bookmark: _Toc458954250][bookmark: _Toc473804654]Table 4.12: Regression measuring the relationship between staff development and retention

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

	1
	.208a
	.041
	.034
	2.28324

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	28.201
	1
	28.201
	5.409
	.000

	
	Residual
	646.434
	140
	5.213
	
	

	
	Total
	674.635
	142
	
	
	

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	23.788
	1.971
	
	12.066
	.000

	
	Staff development
	.127
	.055
	.204
	2.326
	

	a. Predictors: (Constant), Staff development
	
	
	

	b. Dependent Variable: retention
	
	
	
	


According to the regression analysis, as can be observed in Table 4.10, the results indicated a R. Square of 0.041 value that explains the extent to which staff development explains retention of employees  at 0.000 level of significance.
The results were also analysed using the descriptive statistics and the findings are presented in Table 4.12. 


[bookmark: _Toc473804655]Tables 12:  Respondents’ views on staff development practices
	Variable
	SA
%
	A
%
	NS
%
	D
%
	SD
%

	Coaching and mentoring
	
	
	
	
	

	I was given thorough training as a new employee
	6
	7
	6
	54
	27

	I was  attached to a senior employees before I finally became  independent
	4
	11
	1
	63
	21

	My supervisor Supports me in setting appropriate goals
	19
	55
	5
	14
	6

	My supervisor asks questions to understand my work situation
	21
	59
	0
	14
	5

	My supervisor observes my work critically and corrects me whenever necessary
	29
	53
	5
	12
	0

	Job rotation
	
	
	
	
	

	I am  usually moved from one department to another
	6
	19
	0
	59
	16

	I am  given an opportunity to do additional assignments
	10
	26
	0
	41
	22

	I feel Job rotation is a good practice to develop the employee
	27
	43
	10
	12
	7

	I feel Job rotation has helped me understand their duties
	18
	13
	3
	59
	7

	Job rotation is the easiest way to learn on the job
	18
	59
	3
	13
	7

	I get opportunities to attend workshops
	10
	38
	8
	34
	10

	Seminars are organized to refresh us
	12
	21
	2
	48
	16

	I am  sponsored for short courses
	10
	19
	7
	52
	11

	There is an employee training program for all employees
	19
	45
	4
	27
	5

	Whether staff members get training whenever they are recruited
	10
	10
	9
	51
	20



From  the  descriptive  analysis  a set  of  varying  views  were  discovered  in  view  of  staff  training  level  and  employee  retention.  This study explored issues of coaching and mentoring.  The researcher  inquired  whether  those  who  are  recruited  are  usually  assisted  to  settle  in  their  new  positions and  the results  indicated  that  majority 54%  dissagreed.  When  the  statement  was  made  during  the  interviews  staff  members  revealed  that  the  assistance  is  usually  limited.  Some supervisors basically give assistance and you wait  for  assignment.  Our  respondent  revealed  how  he  spent  the  whole  day  without  discussing  for  one  minute  with  different  staff  member  after  getting  the  job.  They  revealed  that  even  issues  concerning  your  work,  even  when  you  do  not  know  some  aspects  you  do not  just  ask  because  you  may not  want  them  to  know  that  there  is  something  you  do not  know.  The  matter  however  remains  that  there  was  little  assistance  if  they  at  all  provided  to  help  the  staff  members  settle  in  their  new  positions.

The study wanted to establish whether  when  a new  recruit  comes  in,  he/she  is  given  thorough  training.  When this statement was raised, majority of the respondents disagreed which was 81% .  During  the  interviews  respondents  said  in  most  cases,  one  learns  on  the  job.  The  university  does not  have  a training  program  for  a staff  member  but  the  supervisor  is  requested  to  make  sure  two  new  staff  is  assisted  which  is  not  done  most  of  the  time.

It  was  investigated  whether  new  employees  are  attached  to  senior  employees  before  finally  being  independent and majority of the respondents 84%  disagreed.  The  results  were  confirmed  in  interviews  when  most  of  the  respondents  revealed  that  when  you  get a job  it  is  your  job.  The  supervisor  just  tells  the  basics  and  attaches  you  to  colleagues  to  help  you  understand  your  roles.  It  was  revealed  however  that  some  colleagues  may  not  be  willing  to  help  because  they  tend  to  look  at  new  employees  as  competitors  than  co-worker. This was revealed as having an ability of causing stress and general lack of interest in the job and the organization by the employee. 

The  study  assessed  whether  the  employees  felt  that  their  supervisors  supported  them  in  setting  appropriate  goals  and  majority 74%  agreed.   The  results  were  confirmed  with  interviews  when  respondents  revealed  that  most  of  the  supervisors  were  not interested in listening to the demands of new employees. It was revealed that the employee is not supposed to set own goals but must do what the supervisor tells him or her to do.  This  challenge  however  was  more  pronounced  in  the  administrative  positions  than  the  academic positions where there was some level of independence.   

The  study  further  examined  whether  supervisors  ask  questions to  understand  the  work  of  subordinates  and  actually  majority of  the  respondents  were  in  agreement and these were 80%.  It  should  be  noted  that  during  the  interviews  some  respondents  explained  that  supervisors  at  times  did not  ask  to  understand  so that they could help those who were finding challenges but asked  to  find  error  in  the  employee.  One  respondent  explained  that  most  supervisors  were  focused  to  disciplining  than  guiding.  They focus on error  to  discipline  than  to  help. 

It  was  hence  revealed  that  the  supervisors  were really  not interested in  helping but wanted individuals who could work independently yet young employees may not stand alone.  In fact some  employees  revealed  that  there  are  some  supervisors  who  were  good  and  they  even  highlighted  a number  of  examples  that  cannot  be  revealed  in  this  study  for  confidentiality  purposes.  This  finding was related to that found out on  whether  the  supervisor  observes  the  work  ethically  and  corrects  employees  whenever  necessary.  When this  inquiry  was  made,   61%  agreed.  This distribution meant that 5% of the respondents were not sure or could not reveal information about their supervisors.  

In assessing employee’s perception of staff development practices, it was found necessary to study the aspect of job rotation.  As  such,  the  study  inquired  whether  the  staff  are  usually  moved  from  one  department  to  another.  To this statement,    75%  disagreed  which were the majority.  During  interviews,  it  was  revealed  that  it  was  possible  with  administrative  staff  but  was  not  yet  possible  with  academic  staff.  It  was  revealed  that  an  academic  staff  in  one  department  can  only  have  course  units  in  another  department.  But  an  administrative  staff  can  be  completely  moved  to  another  department.  However,  it  was  revealed  that  there  is  a policy  that  is  followed  and  not  that  one  can  move  anyhow. 

It  was  inquired  whether  employees  can  be  allowed  to  do  additional  assignments  and  the  results  revealed  that  63%   disagreed  and these were the majority.  During  the  face-to-face  interviews,  staff  revealed  that,  it  was  allowed  if  any  additional  assignments  are  in  your  department  or  cannot  affect  the  execution  of  the  duties  mandated  to  the  staff.  It was also revealed that for the academic staff, it  was  possible  even  without  asking  the  supervisor  so  long  as  they  could  not  compromise  their  core  responsibilities.

The  study also examined  whether  the  employees  believed  that  job  rotation  is  a good  practice  to  develop  the  employee  and  majority  were  in  agreement.  That  is  80%    agreed which indicated that employees believed in job rotation.  The distribution meant that 10%    were not sure when the inquiry was made.  During the face to face interaction with the respondents,  most  of  the  staff  said  that job rotation  would  be  very  good  but  many  times  it  is done  in  bad  faith.  A  respondent  said  that many  times  a transfer  is  because  one  is  not  doing  well  with  a supervisor  and  not  because  he/she  is  going  to  be  developed.  

As  a result,  most  employees  tend  to  associate  a transfer  to  punishment and this affects the ability of a staff member to develop under the transfer arrangement  This  could  be  the  same  reason  why,  when  the  researcher  inquired  whether  job  rotation  has  helped   employees  understand  their  duties,  there  was  mild  acceptance.  In this view, 73%  disagreed which was a bit high.  During  the  interview  still,  respondents  revealed  that  job  rotation  was  used  as  a discipline  action  and  could  not  develop  employee.

It  should  be  noted  however  that  staff  members  believed  that  job  rotation  is  the  easiest  way  to  learn  on  the  job.  This was revealed by 77%  agreed when the inquiry was made.  During  interviews,  respondents  revealed  that  job  rotation  would be a good  approach  if  it  was  managed  very  well.

In another  investigation  on  staff  development  the  study  examined  whether  the  employees  get  opportunities  to  attend  workshops  and  the number was normally distributed with 48% who and agreed,  44%  disagreed.  During  the  interviews,  it  was  revealed  that in most  cases,  attending  a workshop  was  an  individual  initiative  should  a staff  member  identify  a workshop  to  attend,  management  will  check  whether  on  the  vote,  there  is  money  that  can  facilitate  the  staff.  If  there  is  no  money,  the  staff  member  can  only  be  given  official  permission  and  then  facilitate  him/herself  to  the  workshop.  However  at times  the  university  organizes  its  own  domestic  workshops  which  staff  are  free  to  attend.
It  was  also  investigated  whether  there  were  seminars  organized  for  employee  refreshment  and  there  was  slight agreement of 22%  while  64% disagreed.  This  distribution  of  responses  generally  indicates  that  there  was  limited  agreement.  It  is  for  this  matter  that  the  study  examined  whether  there  were  short  course  sponsorship  for  employees  and  most  of  the  staff  members  did not  believe with  63% in disagreement.  It  was  revealed  in  the  interviews  that  if  a staff  member  goes  for  a short course,  he  pays  for  him/herself.  It  was  revealed  however,  that  some  courses  may  be  sponsored  by  an  organization  and  the  money  goes  through  the  university.  In  that  case,  staff  members  do not  pay  because  the  organization  has  paid.

It  was  true  that  there  is  an  employee  training  program  for  the  entire  university.  This  was  revealed  64%  who  agreed.  This  was  clarified  during  interviews  that  there  is  a training  program  but  only  depends  on  the  availability  of  funds.  This  means a staff  member  can  be  on  schedule  but  because  there  are  no  funds  he  may  not  go  for  training.  It  was  revealed  however  that  any  staff  member  who  has  received  a scholarship  from any organization can  go  for  study with permission from management.

Finally,  on  staff  development,  the  study  examined  whether  employees  always  get  training  whenever  they  are  recruited.  This  statement  was  not  accepted  by  most  of  respondents  with  71%  who  disagreed.  The  results  on  the  whole  indicated  that  the  staff  members  did not  get  training  whenever  they  were  recruited.  During  interviews  however,  it  was  revealed  that  they  are  oriented  by  the  supervisors even if the training was for just a short time. The results hence indicate that in view of the staff who participated in the study, staff development is very important and should be given priority in the human resource management practices. 
[bookmark: _Toc473804656]
4.4.0  Analysis of results on objective three: the relationship between reward management practices and staff retention in Public Universities.
[bookmark: _Toc473804657]The study examined the relationship between reward management practices and employee retention in Public Universities.  The objective aimed at studying the management of rewards practices in relation to reward scheduling, allowance management and benefit handling.  The data was collected using both qualitative and quantitative approaches and analyzed using both qualitative and quantitative approaches. This section first presents the Pearson product moment correlation coefficient and then descriptive and qualitative findings.  
The relationship  between reward management  practices and staff retention in institutions of higher learning was established   using  the  Pearson  product  moment  correlation  coefficient  whose  results  are  presented  in  Table 4.13.
	
[bookmark: _Toc468196386][bookmark: _Toc468210842][bookmark: _Toc473804658]Table 4.13: The test of the relationship between reward management practices and staff retention
	
	
	Rewards
	retention

	rewards
	Pearson Correlation
	1
	.895**

	
	Sig. (2-tailed)
	
	.000

	
	N
	141
	141

	retention
	Pearson Correlation
	.895**
	1

	
	Sig. (2-tailed)
	.000
	

	
	N
	141
	141

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





As can be observed from Table 4.13, the results generated a Pearson Product Moment Correlation Coefficient Value of 0.895 at a 0.000 level of significance which indicates that there is a relationship between reward management practices and employee retention in institutions of higher learning if analysed a long 0.05 predetermined level of significance. 
The relationship was further ascertained using the regression analysis and the results are indicated in Table 4.14.
	[bookmark: _Toc458954256][bookmark: _Toc473804659]
Table 4.14: Regression analysis of the relationship between staff rewards management and employee retention

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

	1
	.273a
	.129
	.132
	2.16409

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	93.909
	1
	93.909
	20.052
	.000a

	
	Residual
	580.726
	140
	4.683
	
	

	
	Total
	674.635
	139
	
	
	



According to the results, as can be observed in Table 4.14, the results indicated a R. Square of 0.129 values that explains the extent to which recruitment practices explain employee retention at a calculated probability of 0.000.  This is valid because it is still lower than 0.05 which is the predetermined level of significance. 


The results were also analysed using the descriptive statistics and the findings on the different variables are presented in Table 4.15. 
[bookmark: _Toc473804660]Tables 15:  Respondents’ views on reward management practices
	Variable
	SA
%
	A
%
	NS
%
	D
%
	SD
%

	Payment scheduling
	
	
	
	
	

	Salary enhances me to work hard
	47
	49
	0
	4
	0

	My salary is fair and competitive
	5
	15
	0
	59
	20

	The salary caters for all my needs
	6
	16
	0
	29
	48

	Pay determination
	
	
	
	
	

	Allowances are highly rewarding to put in extra effort at work
	27
	59
	3
	6
	5

	I always  get allowances for work well done
	8
	9
	0
	60
	24

	I am motivated to work hard when given overtime allowances
	38
	43
	0
	4
	15

	Bonuses increase my  morale for improved performance
	32
	42
	4
	23
	0

	Employee benefits
	
	
	
	
	

	Money is an effective means of valuing employees
	30
	35
	4
	31
	07

	I am  provided with health insurance
	11
	29
	2
	47
	117

	 I am recognized for good work
	10
	8
	8
	47
	28




The  study  further  examined  the  relationship  between  reward  management  and  staff  retention.  The analysis was done both quantitatively and qualitatively.  From  the  descriptive  statistics  a  number  of  views  were  identified  for  example  the  study  examined  whether  salary  enhances  the  employees  to  work  had.  The  results  indicated  that  majority  of  the  employees  were  in  agreement.  That is 96% agreed.  During  the  interviews  respondents  revealed  a number  of  things  about  salary.  They expressed that salary is the  reason  they  are  working.  They  are  only  happy  and  can  only  work  hard  if  the  salary  is  appropriate  and  paid  in  time  and  in  full  amount.   It  was  revealed  that  it  is  always  unfortunate  when  the  little  salary  the  staff  earn  comes  late  and  at times  coming  in  bits.  The  respondents  explained  that  it  is  true  when  one  is  getting  the  appointment  letter, he/she may not think much about salary. The  salary  is  always  specified  but  as  work  begins,  challenges  begin  to  increase  and  this  also  increases  the  need  for  more  money.  

In fact  one  respondent  explained  that  what  he  read  about  Hertzberg  and  salary  is  true.  He  explained  that  when  he  got  his  appointment  letter,  he  was  very  happy  and  started  calling  his  friends  about  the  new  job.  He  even  started  searching  for  different types of   cars  on  the  internet  to  see  the  prices.  He even started thinking of which area to buy a plot of land.  He  was  surprised  however  when  after a few  months,  he  realized  actually  that the  salary  was  not  as  much  as  he  thought.  

He  realized  if  he  was to meet  all  the  needs  he  had  aligned,  he  needed  a  double  salary from the organization.  It  is  from  this  view  that  the  researcher  became  convinced  that  salary  was  a very  important  aspect  in  employment  and    management  needed  to  put  much  emphasis  on  it in relation to the amount of salary, regularity in time  of payment and ensuring it pays full amount. 

The  study  also  examined  whether  employees  felt  that  the  salary  was  fair  and  most  of  the  staff  members  did not  believe  that  it  was  fair, with 79%  in disagreement.   During  the  face-to-face  interviews,  it  was  revealed  that  salary  was  not  enough  even  when  the  government  had  just  increased  the  salaries  for  staff  in  public  universities.  The  staff  revealed  that  as  the  salary  increased,  the  taxes  also  increased  and  there  was  no  significant  difference.  One  respondent  however  revealed  that  the  salary  was  fair  if one can  compare  with those in other private organizations and  the  payments  in  the  university  where  payments are done according to the  position one holds.  

If employees are at  the  same  level  of  position, they  earn  the  same  salary  and  one may not  expect  to  earn  like  one  in  a higher  position. Respondents revealed  that  when  one goes  outside  the  university  he/she may  find  that  the    University  staff  earn  much  more  better  than  employees  in  other private  sectors.  

The employee counseled that it  was of  great  value  that fellow employees  started  appreciating  what  they  earn  by  comparing  themselves  with  others.  It  is  at  this  moment  that  the  study  inquired  whether  staff  members  believed  that  the  salary  caters  for  all  their  needs  and  the  results  indicated  that  67%  were in   disagreement.  During  the  interviews  respondents  revealed  that  the salary  was  generally  not  enough  to  cater  for  all  the  needs.  One  respondent  explained  that  today,  school  fees cost  is  very  high,  medical  bills  are  very  expensive  and  you  find  there  is  no  university  worker  other  than  the  top  management  who  can  afford  bills  of  major  hospitals Uganda.  
It was reported by one respondent that it  was  not  surprising  that  most  university  staff  use  university  sick  bays  for  treatment  even  when  most  of  them  are  not  up  to  standard.  It  should  be  noted  however  that  there  is  one  staff  member   who  wondered,  how  much  is  a sufficient  salary  and  who  can  pay  it?  Precisely  the  researcher  rested  the  interview  with  the  same  position  as  an  appropriate  salary  is  quite  variable and difficult to pay by most organizations.

The  study  further  examined  issues  concerning  allowance  determination  and  a number  of  views  were  identified.  For  example,  the  study  examined  whether  allowances  are  highly  rewarding  to  put  in  an  extra  effort  at  work.  To  this  inquiry,  majority  of  the  respondents  were  in  agreement.  That is 86% agreed and this meant that the employees believed the allowances were highly rewarding.  When  the  statement  came  up  during  the  interviews,  it  was  revealed  that  allowances  came  up  once  in  a  while  and  at  times  they  find  the  staff  in debts.  They  hence  become  more  motivating  than  the  actual  salary  which  they  get  only  at  the  end  of  the  month.

The  study  examined  whether  the  employees  get  allowances  for  a work  well  done  which  most  of  them  did not  believe, with 84% in  disagreement and this was an indication that most of the employees were not getting allowances. During interviews, most of the staff did not say allowances are always paid to everybody.  Instead  they  noted  that  there  were  specific  activities  that  where  attached  to  allowances.  These  activities  included  extra  teaching  beyond  the  mandatory  hours  or  overtime  work  by  the  administrators.  In fact  when  the  researcher  asked  whether  staff  are  motivated  to  work  hard  when  given  overtime  allowances,  most  of  them  81%  agreed which was an indication that employees were paid for the extra time worked.

It  was  revealed  during  the  interviews  that  employees  were  always  willing  to  work  when  they  were  called  upon as long as there  was an  allowance.  One  staff  revealed  that  some  employees  are  tempted  to  do  work  slowly  so  that  they  can  be  given  overtime.  This  especially applied to  the  staff  of  registry  during  preparation  for  graduation  and  the  accounts  staff  when  handling  students  preparing  to  do  examinations.  These  activities  are  usually  critical  and  the  university  must  make  sure  they  are  successful.  From  the  above  views, it  was  made  clear  that  allowances  are  very  motivating  than  salary.

The  study  also  examined  whether  employees  were  satisfied  with  the  ways  through  which  their  allowances  were  determined.  During  the  face-to-face  interviews  most  of  them  believed  that  the  method  was  clear  and  that  everybody  knew  what  they  had  to  achieve  in order  to  get  an  allowance.  It  should  be  noted  however  that  though  it  was  clear,  it  is  not  that  everybody  had  the  opportunity  to  get  an  allowance.  For  instance  it  may  be  that  you  have  to  teach  extra  hours  to  get  teaching  hours  but  in  one  period  you  find  you  have  no  extra  hours and this means  no  allowance.
[bookmark: _Toc468196387][bookmark: _Toc468210843][bookmark: _Toc473804661]The results generally have indicated that employee reward management practices are very important in influencing employee satisfaction which eventually has something to do with employee retention. It is important for organizations to observe critically the way they reward their employees especially in relation to the amount of the reward in relation to work, the time of payment and the criterion for payment differentials that should be acceptable to all the employees. 
[bookmark: _Toc473804662]
CHAPTER FIVE
[bookmark: _Toc465681298][bookmark: _Toc465672645][bookmark: _Toc473804663]SUMMARY, DISCUSSIONS, CONCLUSIONS AND RECOMMENDATIONS
[bookmark: _Toc473804664]5.0 Introduction
This chapter of the study presents the discussion of the results in reference with views of scholars in other organizational environments. It also presents the conclusions that have been derived from the study and then later the recommendations. The chapter also presents the areas for further researcher as based in the gaps identified and left out by the current study. 
[bookmark: _Toc473804665]5.1 Summary of the results
This part of the study presents a summary of the results on each of the objectives that were investigated ;- the summary of the results per objective is as given hereunder:-
[bookmark: _Toc473804666]5.1.1 Summary of results on the relationship between recruitment practices and employee retention in Public Universities
On the relationship between recruitment practices and retention, the study found that there was a significant relationship which meant that if they are managed poorly, the level of retention is likely to decrease. The study also found that  adverts for jobs  usually  expresses  all  job  descriptions  and  the  results  were  that  most  of  respondents  were  in  agreement.  It was further revealed that it  may  not  be  necessary  to  know  whether  job  description  is  comprehensive  because  even  when  you  get  the  job  you  applied  for,  you  find  the  duties  are  quite  different  from  what  was  advertised.  It was also found that  the  adverts  are  given  enough  time  for  people  to  know  the  job  is  being  advertised.  The study found that the employees  understood  whether  the  university  encourages  external  advertisement  and  majority  of  the  respondents  were not  in  agreement.  Some  respondents  indicated  that  at times  they do not bother  to  know  whether  the  advert  has  ran  or  not  because  they  may  not  be  interested  in  the  job.  It was also revealed that  interested  employees  get  to  know  when  there  is  internal  advertisement.  It was however revealed that for  administrative  positions,  the  employees  always  get  jobs  through  promotions  and  promotions  are  always  automatic.  The study further revealed that  advertising  has a relationship with employee retention because, generally,   employees  did not  bother  about  the  adverts  and    their  stay  may  not  be  influenced  by  the  advertising  approach.  

[bookmark: _Toc473804667]5.1.2  Summary of results on the relationship between staff development practices and employee retention in Public Universities 
The study established that there is a significant relationship between staff development practices and employee retention in public universities. It was revealed that those  who  are  recruited  are  usually  assisted  to  settle  in  their  new  positions.  It was revealed that when  a new  recruit  comes  in,  he/she  is  not always given thorough  training.  Respondents’  said  in  most  cases,  one  learns  on  the  job and the  university  does not  have  a training  program  for  a staff  members  but  the  supervisor  is  requested  to  make  sure  the  new  staff  is  assisted  which  is  not  done  most  of  the  time. The study also found that new  employees  are  not always attached  to  senior  employees  before  finally  being  independent. It was revealed that the  supervisor  just  tells  the  basics  and  attaches  an employee  to  colleagues  to  help  them  understand  their roles.  The  study  further  revealed that the  employees  felt  that  their  supervisors  supported  them  in  setting  appropriate  goals though the employee is not supposed to set own goals but must do what the supervisor tells him or her to do.  The  study  further  found that supervisors  ask  questions to  understand  the  work  of  subordinates.  Finally, it was revealed that  most  supervisors  were  focused  to  disciplining  than  guiding which had an impact on employee retention.  
[bookmark: _Toc473804668]5.1.2 Summary of results on the relationship between reward management practices and employee retention in Public Universities
From the study results, it can be observed that there is a relationship between staff reward management practices and employee retention. The results further revealed that salary enhances the employees to work hard.  It was revealed that salary is the reason why  they are working.  It was revealed that employees can only be  happy  and work  hard  if  the  salary  is  appropriate  and  paid  in  time  and  in  full  amount.   It  was  revealed  that  it  is  always  unfortunate  when  the  little  salary  the  staff  earn  comes  late  and  at times  coming  in  bits.  The  respondents  explained  that  it  is  true  when  one  is  getting  the  appointment  letter, he/she may not think much about salary. The  salary  is  always  specified  but  as  work  begins,  challenges  begin  to  increase  and  this  also  increases  the  need  for  more  money.  It was found out that employees felt that the salary was not fair. The  study revealed  that  as  the  salary  increased,  the  taxes  also  increased  and  there  was  no  significant  difference and this was a cause of dissatisfaction. It was found out that  the salary  was  generally  not  enough  to  cater  for  all  the  needs of the employees and even when the employees were sick, most of them could not afford medical bills but to go to the University sick bay that was not well facilitated.  As a result, the study found that  allowances  are  highly  rewarding  to  put  in  an  extra  effort  at  work and become  more  motivating  than  the  actual  salary  which  they  get  only  at  the  end  of  the  month. This could be the reason why employees were satisfied with the way allowances were determined.  Most of the employees  believed  that  the  method  was  clear  and  that  everybody  knew  what  they  had  to  achieve  in order  to  get  an  allowance.  
[bookmark: _Toc473804669]5.2 Discussions
In view of the results generated of the current study, the following discussion has been generated. The discussion has as much as possible tried to link the results and those of other scholars in form of cross referencing. The discussion also makes a reflection on the theory that guided the study. In this chapter a number of conclusions have also been derived as major issues arising from the objectives of the study.  
[bookmark: _Toc473804670]5.2.1  Discussion of results on the relationship between recruitment practices and employee retention in Public Universities
The current study established that there is a significant relationship between recruitment practices and employee retention. This was generated by the advertisement practices which the employees seemed not to understand  the way they are carried out, the selection practices which the staff members considered as not being clear and honest, this was reflected mainly in the recruitment of the lower administrative staff where no advertisements were made and employees joined as casual workers and were later alone absorbed in unclear circumstances. Concerning the deployment practices, it was revealed that there were gaps that employees were finding as obvious especially poor facilitation of the new employees all of which had a likelihood of affecting employee retention. The findings of this study have a close relationship with those of other scholars. For example, the results relate closely to those of Amos et al., (2004) who argued that recruitment creates an organizational culture and is a strategy that influences expectations of each stakeholder within such a relationship. It was found out in the current study that employees were not bothered about the process and this had a likelihood of not appreciating this process as a management practice. This implies that the culture of recruitment had been left to management alone. According to Amos and supported by the current results, it is expected that organizations should have an understanding of what motivates employees and how to motivate employees in order to achieve higher levels of performance, to achieve organizational objective. In view of the current study, this can be achieved by ensuring that employees understand the recruitment practices and follow events a situation that was actually not taking place at Busitema University.   
The results also agree with those of  DeCenzo and Robbins (2005)  who noted that  human resource managers must engage employees during the strategic planning process, in employment planning to ensure that appropriate staff is available to meet the requirements set. It was revealed that recruitment is actually a strategic role and all the procedures are determined by the top management. This is the responsibility that is entrusted to the appointments Board that reviews all recruitments of staff in University.  The views raised by  Erasmus, et al., (2005)  that both the public sector employee and the person considering employment has a good deal at stake in the employment process cannot be understated. It was revealed by employees at Busitema how the recruitment process puts them into a partnership with their organization and the organization was bound to always monitor what they experience. It should also be acknowledged that recruiters must be aware of the factors influencing job choice, as this will enable them to give better advice and to make better choices when recruiting candidates. It is also important as observed by the current study that employees needs to be provided enough time to evaluate their jobs before they can finally take them which will help in enhancing employee retention in institutions of higher learning. 
[bookmark: _Toc468196392][bookmark: _Toc468210848][bookmark: _Toc473804671]From the findings of the current study and the views of scholars in other organizational environments, it has been found that there is a significant relationship between recruitment practices and staff retention and the issues of recruitment must be considered as important in organizational management at all levels. 
[bookmark: _Toc473804672]5.2.2  Discussion of results on the relationship between staff development practices and employee retention in Public Universities
From the findings of the current study, it was found that there is a significant relationship between staff development practices and staff retention. This was analysed along coaching and mentoring practices that were found to be neglected even when the employees need it for their skills development, general lack of supervisory support and general lack of training opportunities as the university expresses lack of funds to support the employees. The findings of the current study are having a strong collaboration with those of other scholars in stressing the role of staff development. For example, Armstrong (2008) notes that that employees will work more enthusiastically, if they feel the sense and feeling of the pride in their work. He emphasized by explaining that the reasons which affect employee decision to remain in the Organization are: work- environment, reward, growth and development and work and opportunities for growth which was found prevailing in the current study.  This view was also stressed by Burnet (2009) when he argued that staff development opportunities and training have a direct effect on employee retention. He explained career development as an organized and planned effort of achieving a balance between the career needs of individual employees and the Organization’s workforce requirements. The current results contend that without staff development opportunities such as workshops, seminars and sponsorship for courses, it may not be easy to retain staff.  The results therefore indicate that William (1966) was right and was supported by Maicibi (2003) when he reminded managers that, staff development should always go with delegation. To an enthusiastic scholar, this view may seem outdated but in Universities, it was found by the current study that there is slow change due to structural and financial implications and hence such a view is still relevant. 
In view of the current study hence Saleemi  (2007) was right when he argued that the greatest contribution of delegation to an employee is the satisfaction derived from challenging jobs and his personal growth. Employees want to do challenging jobs every now and then and avoid repetitive work, which become monotonous, boring with no room for creativity and development.  The current study confirms that in a staff development relationship, it is the supervisor's responsibility to conduct an official evaluation to determine when trainees have achieved an acceptable level of performance. This finding agrees with Cole (1996) who stressed that all supervisors should know any legal requirements and company policies requiring employee training before certain tasks can be performed. Training-related paperwork, even if it is to be completed by another supervisor or a coach, should be explained to all supervisors so they can review it if they ever have a question about the training status of any employee who reports to them. There is really no organization where supervision is not a key to growth and it is important that the current study is carried out for this value. 
Given the presented scholarly views on staff development it is possible to believe that there is a significant relationship between staff development practices and staff retention in public Universities and other institutions of higher learning  aimed at retaining its staff, 

[bookmark: _Toc473804673]5.2.3 Discussion of results on the relationship between reward management practices and employee retention in Public Universities  
[bookmark: _Toc473804674]The findings of the current study revealed that there is a significant relationship between reward management and employee retention in Public Universities. This was revealed by the employees expressions of attachments to the way salaries are managed, the way allowances are determined and administered the issues associated with benefits management.  The study found that depending on the way those aspects are handled will determine the likelihood of employee retention. The findings of the current study relate closely with those of other scholars for example; William (2007) who explained that organizations formulate and implement the compensation policies in such a way that their employees are thrilled. 
The higher the employee satisfaction through the reward practices, the greater they will be dedicated to their work.  This was found to be true with Busitema University where employees highly valued their salaries and allowances as the main driving force  to hard working. 
The findings confirm that the main objective of reward management as a management practice is to create a system that is equitable to the employer, employee and the Institution. The practice further intends to create a prevalent state of contentedness for both the employer and the employee so as to improve the Institution’s performance. This was found to be true with Busitema University. 
The study also agrees with Armstrong (2007) who noted that in determining employee payment, organisations should be confident about whether they are meeting their legal obligations with respect to equal pay for equal work. There is also the broader benefit from being seen to apply a fair and equitable reward practice, and the positive impact this has on employee perceptions and satisfaction. Equal pay reviews may also support an organization’s ability to respond to employee requests for information about its pay practices in accordance with the 2002 Employment Act. This provides for a statutory equal pay questionnaire to help individuals who believe that they may not have received equal pay to obtain information from their employer on whether this is the case, and why, before deciding whether to submit an equal pay claim. During the current study, the aspect of equitability was highly emphasized and appreciated by the employees. They noted that even though the salary was not enough, but was equitable. 
It was also noted that, despite the value of financial rewards management other non financial rewards like praise, recognition and so forth, pay continues to be the best way of recognizing an employee’s contribution to a job. Hertzberg (1956) states that a fair salary is needed by people to do their jobs and that salary in itself is not a motivator for improving performance, though a pay system that is unfair may constitute demotivation and that it takes more than pay to enforce employee satisfaction. Much as salary is used as a reward in National Social Security Fund, other strategies may need to be combined to improve performance of staff.  During the current study, employees widely expressed their reflection on Hertzberg’s writings and contended  that salary was quite challenging and even wondered how much salary it should be for one to be satisfied. Never the less, on the whole, it can be concluded that reward management practices have something to do with employee retention and organization must put this into their strategic considerations. 
[bookmark: _Toc473804675]5.3   CONCLUSIONS
From the study results, a number of conclusions were derived among which the following should be noted;
Basing on the findings of the study, all the three objectives revealed that  there was clear and observable effect of Human resource management practices on the trend of retention of staff. These findings were found to be in agreement with other seasoned scholars like Amos et al  (2004) who argued that recruitment creates an organizational culture and is a strategy that influences expectations of each stakeholder in an organization. Also, Armstrong (2008)  noted that employees will work more enthusiastically if they feel the sense of belonging  and  pride in their work. This was further supported by Saleemi (2007) who argued that the greatest contribution of delegation to an employee is the satisfaction derived from challenging jobs and his personal growth. Finally Hertzberg (1956) states that a fair salary is needed by people to do their jobs and that salary in itself is not a motivator for improving performance, though a apay system that is unfair may constitute demotivation and that it takes more than pay to enforce employee satisfaction. It is therefore against this background that the researcher concluded that  human resource management practices to a greater extent has an effect on staff retention in Public Universities. 
These conclusive remarks have been drawn basing on the high scores of the responses from both quantitative and qualitative tests and from the descriptive statistics.
[bookmark: _Toc473804676]5.4   RECOMMENDATIONS
There is  need  to  use  external  consultants  for  some  positions  especially  the  top  management  because  the  incumbents  have  always  managed  to  influence  the  process.  The  appointment  process  is  at times  compromised  and  needs  external  consultants  to  feature  in  for  technical  advice and render credibility to the process. 

There is need to consider staff development as an important performance ingredient and management to identify and set aside a resource to support employees in their career development endeavors. Management should ensure provision of the job opportunities that were identified as more motivating than on the job opportunities. 
The study recommends the need to provide employees with alternative rewards other than salary. This is important because salary was found not a good motivator because even when it was provided timely, in full amounts and equitable across the board, it tended to raise motivation at the beginning of employment and then the attachment to it by the employee deteriorated with time. There is need to identify opportunities where employees can earn some allowances in order to enhance their motivation. 

[bookmark: _Toc473804677]5.5  Areas for further research
From the findings and interaction of the researcher with the field, the following areas for further research have been identifies; 
A study on human resource management practices can be carried out in other institutions of higher learning including private universities to see how the situation is portrayed.
A study can be carried out on the effect of supervisory practices on employee retention in institutions of higher learning in Uganda because during the current study, the issue of supervision featured more frequently
[bookmark: _Toc473804678]
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APPENDIX 1
[bookmark: _Toc432530848][bookmark: _Toc432532364][bookmark: _Toc433581840][bookmark: _Toc433610490][bookmark: _Toc434836219][bookmark: _Toc452545339][bookmark: _Toc473804680]SURVEY QUESTIONNAIRE
Dear Respondent,
This questionnaire is intended to seek your views on the study on the effects of human resource management practices on employee retention in Universities. The research is being undertaken as part of the requirements for the award of a master in management studies (Human Resource Management) at Uganda Management Institute. You are kindly requested to spare some of your valuable time and indicate your opinion on each question and statement. The information provided will only be used for academic purposes and will therefore be treated as confidential.
Thank you.
SECTION A: BIO DATA
Please tick the appropriate box, any response you give will be respected.
Age: 20-25                    26-31                         32-37                               38 and above
Sex: Male                       Female
Highest Level of Education
Certificate                       Diploma                 Bachelors Degree                    Post Graduate
Masters Degree
Employment Status: Probation                       Contract                      Permanent
Others (Specify)
Duration of Service
Less than 6 months                      6 months -1 year             over 2 years
Over 3 years             over 5 years 

SECTION B: Recruitment practices
For section B to D, please indicate your response of the items that follow by circling the number that best describes your view or opinion based on the following scales:
Strongly Agree (SA)-1   Agree (A)-2     Not Sure (NS) -3         Disagree (D) - 4      -Strongly Disagree (SD)5
SECTION B: Recruitment practices
For section B to D, please indicate your response of the items that follow by circling the number that best describes your view or opinion based on the following scales:
Strongly Agree (SA)-1   Agree (A)-2     Not Sure (NS) -3         Disagree (D) - 4      -Strongly Disagree (SD)5

SECTION B: Recruitment
	SN
	Recruitment practices
	SA

	A
	NS

	D

	SD

	1
	The organization advertises all the jobs
	1
	2
	3
	4
	5

	2
	The advert usually expresses all job descriptions and job description
	1
	2
	3
	4
	5

	3
	The advert is given enough time for people to know
	1
	2
	3
	4
	5

	4
	The University encourages external advertisement
	1
	2
	3
	4
	5

	5
	All relevant employees get to know when there is internal advertisement
	1
	2
	3
	4
	5

	6
	The process of short listing is usually free and fair
	1
	2
	3
	4
	5

	7
	I am satisfied with the selection process the university uses
	1
	2
	3
	4
	5

	8
	External consultants are used during selection
	1
	2
	3
	4
	5

	9
	Employee are fairly appraised for promotion
	1
	2
	3
	4
	5

	10
	The transfer processes to other positions are clear
	1
	2
	3
	4
	5

	11
	New employees are usually oriented to policies
	1
	2
	3
	4
	5

	12
	Staff are given time to evaluate the jobs before taking them up
	1
	2
	3
	4
	5

	13
	Employees are provided with necessary facilities to do their jobs
	1
	2
	3
	4
	5

	14
	Staff are provided with relocation allowances
	1
	2
	3
	4
	5

	15
	Those recruited are assisted to settle in their new positions
	1
	2
	3
	4
	5




SECTION C: Employee training, development
This section examines the relationship between staff training and retention. The responses are categorized as: 1. strongly agree (SA) 2. Agree (A) 3. Neutral (N) 4 Disagree (D) 5 (Strongly Disagree (SD). 
	SN
	D.1  Employee training and development
	SA
	A
	NS
	D
	SD

	1
	Whenever a new recruit comes in, he is given thorough training
	1
	2
	3
	4
	5

	2
	New employees are attached to senior employees before finally being independent
	1
	2
	3
	4
	5

	3
	My supervisor Supports me in setting appropriate goals
	1
	2
	3
	4
	5

	4
	My supervisor asks questions to understand my work situation
	1
	2
	3
	4
	5

	5
	My supervisor observes my work critically and corrects me whenever necessary
	1
	2
	3
	4
	5

	6
	Employees are usually moved from one department to another
	1
	2
	3
	4
	5

	7
	Employees are given an opportunity to do additional assignments
	1
	2
	3
	4
	5

	8
	Job rotation is a good practice to develop the employee
	1
	2
	3
	4
	5

	9
	Job rotation has helped employees understand their duties
	1
	2
	3
	4
	5

	10
	Job rotation is the easiest way to learn on the job
	1
	2
	3
	4
	5

	11
	Employees get opportunities to attend workshops
	1
	2
	3
	4
	5

	12
	There are seminars organized for employee refreshments
	1
	2
	3
	4
	5

	13
	Employees are sponsored for short courses
	1
	2
	3
	4
	5

	14
	There is an employee training program for all employees
	1
	2
	3
	4
	5

	15
	Employees always get training whenever they are recruited
	1
	2
	3
	4
	5




SECTION D: REWARDS
	SN
	
	SA

	A
	NS

	D

	SD

	1
	Salary enhances me to work hard
	5
	4
	3
	2
	1

	2
	My salary is fair and competitive
	5
	4
	3
	2
	1

	3
	The salary caters for all my needs
	5
	4
	3
	2
	1

	4
	Allowances are highly rewarding to put in extra effort at work
	5
	4
	3
	2
	1

	5
	Employees usually get allowances for work well done
	5
	4
	3
	2
	1

	6
	I am motivated to work hard when given overtime allowances
	5
	4
	3
	2
	1

	7
	Bonuses increase my  morale for improved performance
	5
	4
	3
	2
	1

	8
	Money is an effective means of valuing employees
	5
	4
	3
	2
	1

	9
	Employees are provided with health insurance
	5
	4
	3
	2
	1

	10
	Employees are recognized for good work
	5
	4
	3
	2
	1

	11
	Employees have opportunities for their dependants
	5
	4
	3
	2
	1

	12
	My job has a clear promotion path
	5
	4
	3
	2
	1

	13
	There is continuous upgrading of skills
	5
	4
	3
	2
	1

	14
	Words of praise like thank you motivate me to work efficiently and effectively.
	5
	4
	3
	2
	1

	15
	I perform well when my contribution is appreciated.
	5
	4
	3
	2
	1

	16
	My ideas are sought in this organization
	5
	4
	3
	2
	1




SECTION E: Employee Retention
This section examines the relationship between staff training and retention. The responses are categorized as: 1. strongly agree (SA) 2. Agree (A) 3. Neutral (N) 4 Disagree (D) 5 (Strongly Disagree (SD). 
	
	Employee retention
	SA

	A
	NS

	D

	SD

	1
	Employees are not satisfied with reward strategies
	5
	4
	3
	2
	1

	2
	Employees not satisfied with staff development practices
	5
	4
	3
	2
	1

	3
	I am not satisfied with the recruitment practices
	5
	4
	3
	2
	1

	4
	I have intention to leave in the  near future
	5
	4
	3
	2
	1
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[bookmark: _Toc473804682]INTERVIEW GUIDE FOR KEY INFORMANTS
1. If you were to leave this organisation in the near future, what would be the main reasons for doing so? 
2. Do you believe the organization values training? 1 Yes 2 No
3. If yes what methods of training are usually used? 
4. What are the ways in which training can be improved to enhance employee retention? 
5. Explain how the following methods are used in your organization;
i) Coaching and Mentoring 
ii) Job rotation
iii) Employee training
6. what are the challenges involved in using each of the above methods to enhance employee commitment
7. How would you rate the bonuses given to employees?
8. In your view, does responsibility help keep the staff motivated to do their work?
9. What kind of rewards would you think the organization can use to improve employee retention? 
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[bookmark: _Toc468196400][bookmark: _Toc468210856][bookmark: _Toc473804685] Table for determining sample size from a given population
	N
	S
	N
	S
	N
	S
	N
	S
	N
	S

	10
	10
	100
	80
	280
	162
	800
	260
	2800
	338

	15
	14
	110
	86
	290
	165
	850
	256
	300
	341

	20
	19
	120
	92
	300
	169
	900
	269
	3500
	346

	25
	24
	130
	97
	320
	175
	950
	274
	4000
	351

	30
	28
	140
	103
	340
	181
	1000
	278
	4500
	354

	35
	32
	150
	108
	360
	186
	1100
	285
	5000
	357

	40
	36
	160
	113
	380
	191
	1200
	291
	6000
	361

	45
	40
	170
	118
	400
	196
	1300
	297
	7000
	364

	50
	44
	180
	123
	420
	201
	1400
	302
	8000
	367

	55
	48
	190
	127
	440
	205
	1500
	306
	9000
	368

	60
	52
	200
	132
	460
	210
	1600
	310
	10000
	370

	65
	56
	210
	136
	480
	214
	1700
	313
	15000
	375

	70
	59
	220
	140
	500
	217
	1800
	317
	20000
	377

	75
	63
	230
	144
	550
	226
	1900
	320
	30000
	379

	80
	66
	240
	148
	600
	234
	2000
	322
	40000
	380

	85
	70
	250
	152
	650
	242
	2200
	327
	50000
	381

	90
	73
	260
	155
	700
	248
	2400
	331
	75000
	382

	95
	76
	270
	159
	750
	254
	2600
	335
	100000
	384



[bookmark: _Toc473804686]
APPENDIX IV
[bookmark: _Toc473804687][bookmark: _GoBack]LETTER OF INTRODUCTION
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