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Abstract

This study sought to determine factors contributing to Employee Retention in Banks in Iringa
Municipality Tanzania. The study specifically assessed the contribution promotion opportunities,
financial incentives and work environment on employees’ retention. The researcher employed
quantitative research approach, and research design was descriptive cross-sectional research.
Data was obtained from 93 respondents. Data were collected using structured questionnaire and
analyzed using descriptive (frequencies and percentages) and inferential statistics (regression
analysis). Regarding promotion opportunities, the study found that there is positive and
significant relationship between promotion opportunities and employees retention. Furthermore
on financial incentives were found to have positive and significant relationship with employees’
retention and the study reveal banks provide bonuses and other benefits; however majority of the
employees are not satisfied with salaried offered. Also the study also found there is positive and
significant relationship between work environment and employees retention. As it was also
revealed that work environment is very impressive as there are teamwork, support from
management, and enough working tools but in terms of fair treatment the study there is a mixed
opinion on this. All in all regression findings cemented that all the three determinants (work
environment, promotion opportunities and financial incentives) have significant influence on
employee retention. The study therefore concludes that there is significance influence between
promotion opportunities, work environment and financial incentives on retention. Lastly the
study recommends management of these banks to review salary and enhance fair treatment to all

employees in the banks since most of employees had concerns on these two issues.
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1.0 INTRODUCTION



Employee retention has become a serious concern in many organizations including banks in
Tanzania. Employee retention refers to the ability of an organization to retain its employees
(Mehrez & Bakri, 2019). Samuel & Chipunza, (2019) argue that retaining skilled and
experienced employees is vital for sustaining competition and ensuring effective and efficient
service delivery in organizations including banks. Similarly, Iftikhar, et al., (2015) emphasize
that in order to succeed in this highly competitive world, organizations must ensure improved
employee retention due to its significant relationship with organizational competitiveness.
Therefore, many organizations, particularly banking institutions such as in Tanzania need to
ensure and improve employee retention if the banks are to enjoy improved organizational

performance and remain competitive.

Realizing the importance of employee retention worldwide, many organizations including banks,
have taken initiatives to improve employee retention. For instance, Ahmada, et al., (2016) point
out those training opportunities were the most important factors adopted by the banking sector in
Canada to retain their employee. On the other hand in African Counties, Reddy & Govender,
(2016) indicated that retention factors like challenging work, flexible working plans,
opportunities for learning and development as well as remuneration were adopted at a leading
South African bank to retain employees. Similarly, Enu-Kwesi & Koomson, (2017) point out
that training and development stood out as significant employee retention factors at the Ghana

Commercial Bank in Ghana.

Despite of having these initiatives there are some challenges on retaining employees. Scholars
have described these challenges in different context for instance Globally, Africa and Tanzania
many studies have addressed employee retention problem but most such studies have come up
with conflicting findings and conclusions. For instance, in such developing countries as Asia,
Imna & Hassan, (2015) noted an insignificant influence of performance appraisal on employee
retention while Ahmada, et al., (2015) indicated that performance appraisal is among the
important strategies in retaining employees. Also, Ldama & Bazza, (2015) found that training
and development have positive and significant effect on employee retention while Gharib, et al.,
(2017) found no significant influence of training and development on employee retention.



In the Tanzania context, Msisiri & Juma, (2017) reveal that continuous improvement of
employees, work environment, work-life balance arrangements and recognition as important
factors adopted by CRDB bank in Arusha to retain their employees. The literature above has
evidenced that many banking institutions have taken initiatives and adopted different employee
retention factors to ensure that their employees are retained. Even though the problem of
retaining employees affects banking performance, little appears in empirical literature as
evidence in addressing employee retention issues in Tanzania particularly in the banking
institutions. Even for the few studies that exist most of them came up with different factors that
influence employee retention. Furthermore, Muhoho, (2017) reveals that opportunities for
development, organizational justice, salaries and benefits and organization prestige do influence
employee retention but neglected recognition, job security, career development and work

environment which were identified (Oyagi & Kembu, 2016).

Currently most of the banks in Tanzania face the problem of employee retention as it is
evidenced that CRDB bank for the year 2020/2021 had a turnover rate of 13%, NMB turnover
rate of 14.5%, EXIM Bank turnover rate of 16% and TPB recorded a turnover rate of 11% (BOT,
2021). Highly competent employees are moving from one bank to another looking for different
expectations. When they move sometime move with their corporate customers who have loans
which are assets to the banks, this affect the banking business, hence due to this challenge banks

have been employ several strategies to ensure talented employee retained.

Despite importance of employee retention and initiatives taken in the banking institutions,
empirical studies have evidenced that there is still a problem of retaining desirable employees
(Ahmada, et al., 2015; Ldama & Bazza, 2015). Furthermore, Kavitha, et al., (2016) indicated
that by losing key employees in banking industry experienced hassle such as decline in standards
of service provided and inconsistency in service provision and cost of replacing the leaving

employees.

Given the conflicting findings in the literature and the reality of the problem of retaining
employees, which affects negatively the performance of banks, it is not clear which specific
factors could help to ensure and promote employee retention in Tanzanian banks. This study
therefore aimed at filling the gap by investigating the factors that contributing to employee



retention in the Tanzanian banking institutions particularly in the Iringa Municipality. The study
also shed light on the conflicting conclusions drawn in previous studies on factors contributing to

employee retention.

The general objective of the study was to investigate factors contributing to employee retention in
banks in Iringa Municipality Tanzania. Specific objectives of the study were, to assess the contribution
of promotion opportunities on employee retention in banks in Iringa Municipality Tanzania, to
investigate the contribution of financial incentives on employee retention in banks in Iringa
Municipality Tanzania and to identify the contribution of work environment on employee
retention in banks in Iringa Municipality Tanzania

2.0 THEORETICAL FRAMEWORK

2.1 Social Mobility Theory

Social mobility theory developed by Prais, (2011) state that no employee is loyal to the
organization; hence every employee is wish look for greener pasture. Social Mobility refers to
the shift in an employee social status from one status to another. The shift can either be higher,
lower, inter-generational, or intra-generational, in different geographical location and it cannot
necessarily be determined if the change is for good or bad. Social mobility can take different
forms, and people can experience different types of mobility in different stages of their lives. The
types of mobilities are independent of one another and can often overlap. They are only
distinguished for the purpose of analysis (Mwangi and Omondi, 2016). Mobility of employees
from one area to another can be caused by different causes; example an employee may decide to
move from one bank to another because of work environment, and financial incentives given by
one employer compared to another employer. This theory relates with the study as employee
mobility is influenced by number of factors so retention of employees in banking is associated
with availability of financial incentives, promotion opportunities and work environment. Having

these factors facilitate retention of employee.

The theory has two assumptions; first that mobility of a group or individual is determined both
by its shift and the ranking of multiple dimensions and the ranking of multiple dimensions like

occupations, consumption patterns and social power along with the social class. Another



assumption mobility can either be higher, lower, inter-generational or intra-generational and it

cannot necessarily be determined if the change is for good or bad.

The theory postulates that employees always wish of moving out of their employers for greener
pasture or for other reasons. The theory postulates that reasons for changing the job are many. It
can be promotion opportunities, financial incentives and work environment. Since no employee
is loyal to a particular organization which is the case in bank employee, they always thought of
moving out of their banks or wish to leave the employer for changing their environment as it
was evidenced by several researchers that bank employee mobility is higher compared to other
employee in other sectors (Mugaa, et al., 2018; Kariuk; 2015 and Pallangyo, 2020), these
movements caused by various factors and these factors vary depends on profession, that’s why
the researcher intends to know what influence banking employee retention by focusing on
promotion opportunities, financial incentives and work environment as it has been asserted by

the theory to either influence retention or turnover.

2.2 Equity Theory

Equity theory was developed by Adams, (1965) which focused the perceptions people have
about how they are being treated as compared with others. Thus, at the workplace, people want
to be treated equally in the same way their co-workers are treated. To be dealt with equitably is
to be treated fairly in comparison with another group of people (a reference group) or a relevant
other person (Armstrong, 2009). Equity involves feelings and perceptions and it is always a
comparative process. It is not synonymous with equality, which means treating everyone the
same, since this would be inequitable if they deserve to be treated differently. Equity theory
states, in effect, that people will be better motivated if they are treated equitably and de-
motivated if they are treated inequitably. It explains only one aspect of the processes of
motivation and job satisfaction, although it may be significant in terms of morale (Armstrong,
2009). It is very important to apply equity theory if one wants to retain employees because, in
belief that people value fair treatment in relation to the amount of work that has been assigned to
them and this causes them to be motivated in maintaining relationships with their co-workers and
the organization, as the structure of equity in the workplace is based on the ratio of inputs to
outcomes (Shao, 2013).



An individual worker will consider that he is treated fairly if he perceives the ratio of his inputs
to his outcomes to be equivalent to those around him. The way people base their experience with
satisfaction for their job is to make comparisons with themselves to people they work with. If an
employee notices that another person is getting more recognition and rewards for their
contributions, even when both have done the same amount and quality of work or have got same
qualifications, experience and knowledge, it would persuade the employee to be dissatisfied
(Shao, 2013). If employees become dissatisfied due to what they perceive as unequal treatments,
they will consider quitting the organization, and it will be very difficult for the organization to
retain them. As a result, the organization will incur unnecessary costs for recruiting new

employee, training them and maturing them.

There are two forms of equity namely “distributive equity and procedural equity. Distributive
equity” is concerned with the fairness with which people feel they are rewarded in accordance
with their contribution and in comparison, with others. On the other hand, “procedural equity” is
concerned with the perceptions employees have about the fairness with which company
procedures in such areas as performance appraisal, promotion and discipline are being operated
(Armstrong, 2009). For the fulfillment of this research, this theory is helpful to the researcher to
determine if HR policies and practices in banks will be based on equal treatment among
employees with no discrimination practices and thus, leads into job satisfaction and hence
employee retention. Also, this theory informs the researcher on equal safe working environment,
job security and other fringe benefits which are likely to influence employee remain within their
current employment provided that their needs and expectations are met by the employer.

Equity theory has the following assumptions; that an individual is concerned with his
achievements (reward and recognition) as well as with achievements of others; Also employees
expect a fair and equitable return for their contribution to their jobs. Another assumption is that
employee determine what return (equitable) they should receive after comparing their inputs with
the outcomes their relational workers have receive as well as employees perceive themselves as
being in an inequitable scenario will attempt to reduce the inequity either by distorting inputs or

outcomes psychologically by directly altering inputs or outputs or by quitting the organizations.



From these two theories the following variables were drawn namely work environment from
equity theory whereas financial incentives and promotion opportunities from Social Mobility
Theory. Also work environment from equity theory is considered as important factor of retaining
employees, these include teamwork, working tools, fair treatments, equity in payments. Based on
these explanation the theory which is dominant is social mobility theory whereas Equity theory
will be used to supplement variable that were not found in Social Mobility theory.

3.0 METHODOLOGY

This study was conducted at Iringa Municipality. The selection of Iringa Municipality was due to
the fact that there are adequate number of banks namely NMB, CRDB, Tanzania Postal Bank,
Diamond Trust Bank, Exim, Mkombozi bank and ABSA; hence the researcher expected to
obtain a large number of respondents (bank employees) in comparison to another district in the
region. However, this study was done in four giant banks namely CRDB, NMB, TPB and Exim
banks. Other reason of selecting these banks is due to the fact that the bank recorded high rate of
turnover, as it is evidenced that CRDB bank for the year 2020/2021 had a turnover rate of 13%,
NMB turnover rate of 14.5%, EXIM Bank turnover rate of 16% and TPB recorded a turnover
rate of 11% (BOT, 2021).

The study employed quantitative research approach in order to test hypothesis on factors
contributing employee retention at the selected banks in Iringa region. This study is quantitative
because it aim to explain causal relationships among variables and hypothesis testing using data
collected in statistical characteristics. In addition the study is explanatory because it explains the
causal effects relationships between variables. In addition, the rationale of using the explanatory
design is based on its usefulness in explaining relationships between promotion opportunities,

financial incentives and work environment on employee retention variables.

The target population for the study was the entire set of units for which the survey data are to be
used to make inferences. The current study has a target population that is comprised of all
employees of CRDB (35), NMB (34), TPB (26) and EXIM (26) which is 121 of the selected
banks operating in Iringa Municipality as at 15 January, 2022. Thus, a target population was 121
employees in total. The employees have been selected as unit of analysis in this study because



they are the one who have a reason of switching to another job rather than staying. The sample
size of the current study was 93 respondents who were picked randomly.

Primary data were collected using questionnaires and information on promotion opportunities,
work environment and financial incentives were captures from employees of the selected banks,
furthermore secondary data were gathered from different sources such as annual reports, journal
articles through documentary review, Human Resource policies, recruitment and promotion
procedures, internet materials, magazines, newspapers and books related to the subject of the
study. Secondary data was used to confirm the results obtained in primary data from the study
area. The use of document review technique was used in this study as it provided support and
evidence of the data collected in a field.

Data analysis was done by using descriptive analysis through frequencies and percentages and
inferential statistical analysis through correlation and regression analysis.

Validity, the study's data validity was established by having an expert in the field review the
instrument and determines if it is accurate, clear, and capable of producing the intended results,
and the instrument was adjusted upon soliciting expert advice.

Reliability, Cronbach's coefficient alpha was used to measure the level of dependability in the
study. According to Rajasekar et al., (2006), Cronbach's coefficient alpha is commonly used by
researchers to determine the reliability of their research findings. According to Bricki and Green,
(2007), reliability with a Cronbach's coefficient alpha of less than 0.60 is poor, 0.70 is
acceptable, and more than 0. 80 is good.

Ethical consideration, respondents were fully informed that the study is solely for academic
purposes and all information obtained were treated with utmost confidentiality, respondents were
cautioned against revealing their identity on the data collection instruments, respondents were
also be notified of the voluntary nature of their participation and that there would be no payment
for participation to prevent bias and researcher observed banks protocols which include clearance
letter from Regional Authorities and other relevance authority as well the University of Iringa.

4.0 RESULTS AND DISCUSSION



4.1. Findings Based on the Specific Objectives

4.1.1 Contribution of Promotion Opportunities on Employee Retention

On the contribution of promotion opportunities on employees retention the researcher posed several
questions on whether promotion policy are clear and detailed, career path, clear employee

development and training policy. Table 1 show the results

Table 1: Promotion Opportunities

Promotion issues Disagree Neutral Agree
Promotion policies are clear and detailed 12(12.9%) 22(23.7%) 59(63.4%)
There is clear career path 15(16.2%) 20(21.5%) 58(63.3%)
There is clear employee development 13(14.0%) 25(26.9%) 55(59.2%)
Training policy encourage employees to

develop themselves 17(18.3%) 17(18.3%) 59(63.4%)

Source: Field data (2022)

the study found that 59(63.4%) of all the respondents admitted that promotion policies are clear
and detailed, 58(63.3%) also agreed that there is clear career path in the banks. Furthermore the
study found 55(59.2%) declared that there is clear employee development and 59(63.4%)
admitted that training policies in their banks encourage employees’ to develop themselves. The
study findings imply banks in Iringa Municipality are trying very much to provide promotion
opportunities to their employees so it is a matter of staff to take initiatives.

The study findings of the regression revealed a significant relationship between promotion
opportunities and employees retention. These findings also are in line with the study done by
Morris and Quaries, (2014) as they found there is positive relation between promotional
opportunities and intention to stay. Similarly, numerous past researches found a significant
relation between promotion opportunities and employees performance. However, the difference
view has also been reported by Fairris, (2014) and Billah, (2019) who found that employees’
opportunity for promotion has less impact on retention.



Furthermore, the study found that promotion policies are clear and detailed; there is clear career
path and employees development in the banks. The study findings imply banks in Iringa
Municipality are trying very much to provide promotion opportunities to their employees so it is
a matter of staff to take initiatives. It is a fact that promotion opportunities motivate employees
by appealing to their sense of ambition. This affects workers whose career anchors include the
desire for autonomy, independence, authority and managerial competence. These findings also
supported by Palwasha et al., (2017) who found that compensation and promotional

opportunities had imperative relationship with employees’ retention.

It is argued that promotion opportunities make employees loyal, satisfied and reduce their
intention of leaving their banks hence it enhances retention. Previously Matimbwa and Ochumbo
(2019) stated that lack of promotion opportunities affects employees’ decision to stay with the
organization. As availability of clear policies on promotion makes employees to feel; though
social mobility theory and equity theory postulate that when employees are promoted when
employees are promoted they feel honored by the organization so they repay the organization
through their loyalty, commitment and involvement. A study by Brown, Haytt and Benson
(2010) also finds the majority of the employees agreed that HR policies and practice has an
impact on employees retention/turnover though major challenges are most of organization

management do not disseminate enough information on the HR policies.

4.1.2 Contribution of Financial Incentives on Employee Retention

On the contribution of financial incentives on employees’ retention, researcher posed questions on

salary, benefits, leave allowance and bonuses. Table 2 illustrate.

Table 2: Financial incentives

Financial incentives Disagree Neutral Agree
The bank offer attractive salary 12(12.9%) 59(63.4%) 22(23.7%)
Benefits offered are very impressive 15(16.2%) 20(21.5%) 58(63.3%)
Bonus given for good performance 13(14.0%) 25(26.9%) 55(59.2%)
Annual leave allowance is provided 13(14.0%) 21(22.6%) 59(63.5%)

Source: Field data (2022)

The study findings show that there are mixed feelings on the salary offered as 59(63.4%) neither

agreed nor disagreed. Furthermore the study revealed that 58(63.3%) declared that other benefits



provided by banks are very impressive and even bonuses given for good performers as revealed
that 55(59.2%). Furthermore the study revealed that majority of respondents (63.5%) declared
that they always given annual leave allowances are given. The study findings imply that
majority of employees do not highly satisfied with the salary offered but impressed with

bonuses, leave allowances and other benefits given.

Furthermore regression analysis in Table 2 depicted that financial incentives it was found to have
strong influence on employees’ retention. The study also found that, there are mixed feelings on
the salary offered, but employees were very positive on benefits and bonuses given. The study
findings imply that majority of employees do not highly satisfied with the salary offered but
impressed with bonuses and other benefits given. Compensation plays a significant role in
influencing job-satisfaction which facilitates employees’ retention. This is because of two
reasons. First, money is an important instrument in fulfilling ones needs; and two; employees
often see pay as a reflection of managements’ concern for them. Consequently, employees want
a pay system, which is simple, fair and in line with their expectations. When pay is seen as fair,
based on job demands, individual skill level, and community pay standards, satisfaction is likely
to result.

Maicibi, (2013) posit that employees who earn good salary stay longer in the employment.
Yumkella, (2006) argues that poor financial compensation, lack of annual increment and
unsatisfactory working condition are the most likely push factors causing workers to move
between sectors or across the borders. Furthermore the study found bank employees are given
bonuses when perform well, this in line with Griffeth et al., (2000) noted that pay and pay-
related variables have a modest effect retention. They concluded that when high performers are
insufficiently rewarded, they quit. If jobs provide adequate financial incentives the more likely
employees remain with organization and vice versa. There are also other factors which make
employees to quit from organizations and these are poor hiring practices, managerial style, lack
of recognition, lack of competitive compensation system in the organization and toxic workplace
environment (Abassi et al., 2000).

According to Bozeman & Gaughan, (2011), the perception of being paid what one is worth

predicts job satisfaction. They further state that there is a positive significant relationship



between compensation and job satisfaction. Job satisfaction is perceived as an individual’s
attitude and behavior towards aspects of his own job. Personal job satisfaction is an affective or
emotional response toward various facets and outcomes of one’s job, meaning that personal
satisfaction in relation to a job is not unitary, as a person may be satisfied with one aspect of his
or her job and dissatisfied with the rest. Rewards/allowances tend to retain people because high
reward levels lead to high job satisfaction, commitment, and loyalty. Therefore, when employees
feel they are not being rewarded as they expected, it will decrease their job satisfaction leading to
low performance. For example, if one perceived fairness about the benefits received from one's

employer, this may lead to higher job satisfaction.

4.1.3 Contribution of Work Environment on Employee Retention

The researcher also determined contribution of work environment on employee retention by focusing of

teamwork, working tools, fair treatments and support from bank experts. Table 3 shows the findings.

Table 3: Work environment

Work environment issues Disagree Neutral Agree
Teamwork among bank staff is high 15(16.1%) 20(21.5%) 58(62.4%)
There is enough working tools 13(14.0%) 21(22.6%) 59(63.5%)
There is fair treatment from supervisors 19(20.4%) 53(57.0%) 21(22.6%)
I receive enough support from bank experts 18(19.4%) 19(20.4%) 58(60.2%)

Source: Field data (2022)

Findings on work environment show that 58(62.4%) of all respondents declared that there is
teamwork among bank staff, 59(63.5%) also admitted that there is enough working tools and
there is mixed feelings of the kinds of treatments from their supervisors as 53(57.0%) neither
agreed nor disagreed on the statement that there is fair treatment from their supervisors. Lastly
58(60.2%) admitted that they receive enough support from bank experts. These findings imply
that in the banks studied, there is teamwork, enough working tools, and support from bank

experts; however the challenge could be on treatment as mixed opinions were obtained.



Regression analysis output also revealed there is positive significant relationship between work
environment and employees retention. The study also depict that there is teamwork, also banks
provides enough working tools and they usually receive enough support from supervisors,
however there is mixed feelings on fair treatment as some said there is double standards.
Similarly, Shahid, (2017) showed bank managers implemented strategies, such as individual
growth and development, rewards and recognition, workplace associations, and supportive work
environment to retain bank employees. It is the fact that management traits are critical to keeping
employees by building a unified team environment, empowering stimulated and engaged
employee performance, and managing reliable communication with the employees. The study
findings also supported by equity theory which postulates that equal treatments in terms of
support and provision of working tools enhance employees’ retention.

Furthermore, regression analysis shows that there is positive significance relationship between
work environment and employees retention. The study findings are in line with the study by
Hanai, (2021). The results indicated that work environment significantly influenced employee
retention with a p value of 0.001. It was further revealed that work environment attributes
(responsibility for the job and bank reputation) have significant influence on employee retention.

Furthermore, Doney and Wroe, (2006) argue that there is linear positive relationship between
managerial support and employees’ retention: the higher the level of organizational support that
employees feel they receive, the higher their levels of organizational commitment and retention.
Conversely, lower levels of managerial support reduce organizational commitment and cause

lower levels of performance and higher levels of turnover, absenteeism, and stress.

It is a true fact that, good working condition has great impact on retention and performance,
which consists of office design, ventilation, lighting and other basic amenities, Prakash, (2006)
pointed out that the ability to attract, keep and motivate-high performance is becoming
increasingly important in today’s competitive organizational environment, so all organization

should ensure that they have conducive work environment for their workers.

4.2 Regression Analysis



The model summary Table 4 shows the strength of the relationship between the model and
employees retention. R, the multiple correlation coefficients is the linear correlation between the
observed and model predicted values of the dependent variable (employees’ retention). The
Regression (R) square of 55.3% indicates that there is a good model fit since the R square is
greater than 50%. This implies that the specified model places employees’ retention at 55.3%.

Table 4 Model Summary

Model R R Square Adjusted R Square Std. Error of the
Estimate
1 746° .557 .553 .627

a. Predictors: (Constant), Promotion opportunities, Financial incentives and Work environment

Furthermore, the use of p value in the ANOVA output determined whether the differences
between some of the means are statistically significant. Table 5 shows that p value of 0.000
which indicates that there is significant influence of Promotion opportunities, financial incentives
and Work environment on Employees retention.

Table 5: ANOVA®

Model Sum of Squares df Mean Square F Sig.
Regression 186.833 3 62.278  158.555 .000°
1 Residual 148.865 379 .393
Total 335.697 382

a. Dependent Variable: Employees Retention

b. Predictors: (Constant), Promotion opportunities, Financial incentives and Work environment

In addition, the regression analysis output confirmed that there is a significant positive
correlation between taxpayer parameters, as evidenced by the p-value of 0.028, which is less
than 0.05. Saunder et al., (2014), recommend that the p-value should be equal to or less than 0.05
to be significant. The regression analysis output confirmed that there is a significant positive
relationship between promotion opportunities and employees’ retention as the p-value is 0.032,
which is less than 0.05. Saunder et al., (2014) suggest that the p-value should be equal to or less
than 0.05 to be significant. Furthermore, the regression analysis output confirmed that there is a
significant positive relationship between financial incentives and employees’ retention, as the p-
value is 0.028, which is less than 0.05, likewise work environment were also significant with p
value of 0.035.



Table 6 Regression Coefficients’ on the Influence of each Predictor Variable on Retention

Model Unstandardized Coefficients Standardized t Sig.
Coefficients
B Std. Error Beta
(Constant) 23.055 3.527 6.538 .000
Financial
) ) 0.203 .107 .241 1.895 .028
incentives
1 Promotion
o 0.298 135 .278 2.205 .032
opportunities
Work
0.188 .120 .195 1.565 .035

environment

a. Dependent Variable: Employees Retention

Source: Field Data (2022)

5.0 CONCLUSION AND RECOMMENDATION

5.1 Conclusion

On the contribution of promotion opportunities on employee’s retention the study concludes that
there is positive significant influence of promotion opportunities on employees’ retention. The
study further concludes that promotion policies are clear and detailed; there is clear career path
and employees’ development in the banks. On the contribution of financial incentives on
employees’ retention, the study concludes that there is positive significant relationship between
financial incentives and employees retention. The study also conclude that salaries offered to
banks staff were not enough as majority have mixed feelings, in addition the study conclude that
benefits and bonuses provided are very impressive. On work environment, the study concludes
that there is positive significant influence of work environment on employees’ retention. The
study conclude that there is teamwork, also banks provides enough working tools and they
usually receive enough support from supervisors, however there is mixed feelings on fair
treatments as some said there is double standards. In general, all the three factors (promotion
opportunities, financial incentives and work environment) influence employees’ retention as

obtained in regression output.

5.2 Recommendations



5.2.1 Recommendations for Action

The study recommends banks to have clear promotion policies which promotes clear career path
to their employees. Also training budget should be increase as it has been revealed that training
equip employees with knowledge and skills for them to perform well. In addition the study
recommends salary review as the cost of living keeps increasing and employees were seems not
to be satisfied with salary. Furthermore as employees were very much impressed with bonus and
benefits, hence the study recommends enough budgets to be set by banks so as to promote
employees. Furthermore the study recommends management to ensure fair treatments in terms of
compensations, disciplinary issues, training and promotion opportunities, this is due to the fact
that there were mixed opinions of the kinds of treatments offered. Furthermore the study
recommends management of the banks to provide enough working tools, and other support to
their employees as these were reported to influence employees’ retention.

5.2.2 Limitations and Areas for future studies

The researcher experienced a number of limitations to include; respondents were preoccupied
with other responsibilities during the data collection phase thus, the researcher had to reschedule
appointments severally to accrue data, the study was limited to only three predictors of
employee’s retention to include; promotion opportunities, work environment and financial
incentives other drivers were beyond the scope of this study, the time assigned for the
completion of this research project was limited thus; the researcher was compelled to improvise
by working on weekends, this study was cross sectional study, hence future study could be
longitudinal and conducted in other sectors as the limit of the study was in financial institutions.
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