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RELATIONSHIP BETWEEN REWARDS AND EMPLOYEE RETENTION IN NON
GOVERNMENTAL CONSERVATION ORGANISATIONS IN NAIROBI, KENYA

ABSTRACT

The general study objective was to investigata¢haionship between rewards and employee
retention among environmental conservation NGQsaimobi, Kenya. The study specifically
aimed; to determine the effect of direct financekards on the employee retention among
environmental conservation NGOs in Nairobi, Kertgadetermine the effect of indirect financial
rewards on employee retention among environmentadarvation NGOs in Nairobi, Kenya, to
determine the influence of various work environnsesrt employee retention among
environmental conservation NGOs in Nairobi, Kengd 80 determine the relationship between
Learning and Development and employee retentiomgneavironmental conservation NGOs in
Nairobi, Kenya. A descriptive survey was used m ¢bllection of primary data. The target
population was employees of environmental consenvdGOs in Nairobi, Kenya. The data was
collected using self-administered questionnairé® Jtudy respondents comprised all employees
of the two selected Environmental Conservation NGIKbs$s was because the study would directly
benefit the organizations who are currently workomgtheir long term strategic plans part of
which includes a retention strategy. The data wasyaed using both descriptive and inferential
statistics to explore the various variables ofgtugly. The study found that the work environment,
learning and development, direct financial rewadd the indirect financial rewards all had a
positive correlation to employee retention. It whesar that under the direct financial rewards,
salary stood out to be the most important whileauride indirect financial rewards, pension
benefits, leave benefits and healthcare all cautigibo satisfaction of employees. According to
majority of the respondents, leadership style weay important in terms of work environment.

On the aspect of organization learning, work plaeehing was very significant. Majority of
respondents indicated training was very signifianemployee development. The study
concluded that retention and motivation of emplayiseémproved by providing challenging work,
achievement opportunities, realistic performanceagament and review processes. The study
also concluded that direct financial rewards amtiréct financial rewards even though very
important are not enough to retain employees, rat®mbination of the work environment in
particular the leadership style impact on emplagention. Organizations that only focus on the
monetary rewards will not be able to retain théghty skilled workforce. From the multiple
regression analysis done, the study implied thakwavironment contributes most to employee
retention followed by direct financial rewards ghdn indirect financial rewards, while learning
and development contributes the least to EmployseriRion within the environmental
conservation organizations in Nairobi. The studypremended that it would be useful to carry out
comparable studies from other NGOs in a differecta to study their retention strategies and
how they impact on employee motivation.

Key words: rewards, employee retention, direct financial relsamdirect financial rewards,
work environments and learning and development
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TERMS AND DEFINITIONS

Reward and compensationis defined as all types of payments financial @an financial

awarded to employees as a result of the employnetattonship Dessler, (2005).

Employee Retention:is defined has putting together strategies angipslthat encourage

workers to stay with organizations for lengthy pdsd. Organizations put in resources to bring
new employees up to speed with the way they wotke\employees leave the organization is
completely at a loss because all the knowledges &nd resources invested in the employee goes
with them. Employee retention therefore takes adoount the different measures to ensure
employees stay in the organization for the longes. (www.managementstudyguide.com)
Employee motivation: Is a reflection of the energy levels, loyalty, eoitment, and innovation

that a employees bring to their jobagw.the-no-sugar-coach.cgm

Total Rewards: This is all types of rewards that is financial arwh financial that an

organization may offer to its workforce

Workforce: This refers to the labour pool in employment. Téren describes those working for

a single industry or organization. (www.answers.rom

Work environments: the surrounding of a person. It is the profesdiand social environment

in which one interacts with a number of people theyk with. www.environment.blurtit.com
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CHAPTER ONE

INTRODUCTION

1.1 Background to the study

Employee retention has become an increasingly rieguproblem in many organizations
today; as a result organizations are working tagteand put measures in place to address this
recurring retention problem. Employee retentioa i8tal element in the survival and success of
an organization and should be considered when dpivej strategies and business plans to
ensure a competent skilled work force that delitieesorganization objectives and goals. The
departure of key staff can have drastic impacttherperformance of the organization and those
employees likely to leave are usually the moste@dlanes (Armstrong 2006). Employee
retention adds a competitive edge and ensureg¢famiaation is able to compete and meet

market expectations.

Presently, the employment relationship is affettganany things among them
technological advances, globalization and tradegrdification and total quality management
processes. Employee retention issues have bedifigttas being very crucial in the work
environment as they make a huge contribution tstloeess of the organization. Outstanding
performers will leave an organization because #Hreyunder paid, discontented or unenthusiastic
(Coff 1996). Further, researchers have shownftimairganizations to be successful, they have
to change the way they do things and adapt thastjzes to the work environment, encourage
innovation and creativity and ensure proper govwsraand direction that gives priority to

employee retention issues. Organizations thatad@ucceed in maintaining their skilled work



force will be left with an unqualified workforceahin the end will affect their performance and

ability to compete effectively (Rappaport, Bancré&ftOkum, 2003)

Employee retention is a very crucial task for migations because it determines their
existence and success in this highly volatile caitipe business environment. Employees are
the driving force of any organization without whittte organization cannot deliver on its
objectives nor compete in the market. Organizattbasfail to retain their highly skilled
employees are likely to lose their competitive enigihe ever competing business environment.
Labor turnover is very expensive in both finanaatl non-financial terms and impacts on the
organization negatively. Organizations must endetwvalentify and understand the factors that
affect employee retention and how they should lkes$ed. A study conducted by Markova &
Ford (2011) revealed that rewarding employees aatth monetary rewards strongly predicts
their inward motivation which can be seen by thegth of service as compared to either group
or individual monetary rewards. Employees holdgkils and expertise that the organization
needs to survive, it is therefore imperative thatarganization keeps the employees motivated
to encourage them to maximize their potentialsranlle proper use of their skills and
knowledge for the benefit of the organization. @rigations use efficient reward systems as one
of the incentive tools(Jenkins et al., 1998). Hogreawany organizations still use the old reward

system based on wage models.(Yellen, 1984).

Reward is the compensation organizations giveds tmployees in acknowledgement
of the services rendered by them. Compensatidreisgason employees look for work, to earn
an income. The effort that employees put in orderovide a service to the organization is
usually rewarded. (Khan, 2012). Reward Managensodmncerned with designing and

execution of strategies and policies, whose ohjeds to compensate employees fairly,

2



equitably and consistently according to the vaheytbring to the organization in ensuring
achievement of strategic objectives (Armstrong 2008ganizations offer reward and
compensation packages in order to attract the cgliber of employees, motivate them, gain
their commitment and loyalty, encourage properaigbeir expertise for the interest of the
organization and continue to retain their servidRewarding employees also helps in creating a

positive relationship and reinforces the psychaabcontract.

Total reward as described by Fernandes (1998)sr&deall the components that make up
a reward package. It includes the direct finan@alards, indirect financial rewards, work
environments and learning and development. Whesrgemization is able to adopt and put in
place a reward package that does not only focue@monetary benefits but instead includes the
non monetary aspects like work environment as aglearning and development, then it can be
said that the organization has a concrete toter@svpackage (Armstrong & Brown, 2001).
Jiang, et al (2009) contend that when organizatioineduce a total reward strategy, they will
among other things enhance employee’s job satisfganotivation and job performance as well
as their psychological contract and commitmenh&drganization. Total reward strategy is a
holistic approach, it includes all the aspects edlby employees in the employment relationship
like direct financial rewards, indirect financigwards, learning and development and the work

environment (Kaplan, 2007).

Employees wishing to change jobs still want to corég their profession with an
organization that provides growth opportunitieseea advancement, personal development, a
favorable work atmosphere and a governance teamapipaeciates its employees. Rewards and

benefits could be significant elements when thiglohalternative employment; however



research has shown that compensation is not highked on the list of reasons for changing
employment. Employees have a deep-rooted neapfoeciation, respect, motivation and
demanding responsibilities without which thereasjob satisfaction and contentment and this
may drive employees to seek alternative employm@mnganizations that rank monetary rewards
top in their tactic for retention of employees areving in the right track, but are only seeing
one side of the picture. In order to design arceffit retention strategy, having compensation
systems combined with opportunities for emplogemvth and development is a more absolute

way of looking at the picture.

The study investigated the relationship betweerardsrzand employee retention among

selected Environmental Conservation Non Governnh@riganizations in Kenya.

1.1.1 Overview of Environmental Conservation Organizations

Using the world’s natural resources sustainabiykgy element to ensure continued survival of
the world’s biodiversity. Many environmental cons#ion organizations are using collaborative
applications of both scientific and indigenous kienge, working together with local
communities in order to conserve biodiversity wiateghe same time improve livelihoods and

develop local institutions.

International conventions and agreements are aorbat base in addressing
biodiversity issues as well as the gas and oilstigu Some of this international conventions
include the Convention on International Trade id&mered Species of Wild Flora and Fauna,
1975 (CITES), The Ramsar Convention, 1971, Congaran Biological Diversity, 1992 (CBD)
amongst others. The African Ministerial Conferennehe Environment (AMCEN) mandate is

to advocate for the sustainable use of the enviesrinwhile ensuring that the basic human needs



are met adequately. They also provide informatih@t €ncourages the sustainable use of the

natural resources..

Environmental conservation organizations in Kengaendifferent agendas either
working with wetlands, birds, mammals, pollutiordgrevention, rivers and lakes, but the
overall mission is to ensure sustainable use afrahtesources while empowering people to
benefit from the sustainable use of natural resesurin order to carry out their broader agenda,
environmental conservation organizations do neledtay skilled committed work force that

can contribute to the success of their overall @bjes.

1.2 Problem statement

A retention strategy looks into all the specifitergion issues the organization is
experiencing and outlines ways of how to deal wh#m. Cappelli (2001) mentions that
movement of employees is highly determined by tlaeket and not the organizations. He
contends that as a result of market competitias,nbt easy to counter market forces and
organizations cannot protect employees from sedb@tigr opportunities and determined hard
hitting recruiters. He suggests the need to retbelold objective of HR Management which
was to reduce staff turnover and replace it witlea goal which is to influence who lives and

when they leave.

Wadhwa (2012) revealed that international busiremsjce improvement, quality
enhancement, progressing employability, advancxpgeise, enticing and maintaining talent,
improving morale, refining efficacy, and encouraginnovation are the many encounters faced

by the Indian IT industry. Human Resources ardritedlectual capital that pushes the industry



and creates benefit for the organization. Consetyenticing, training, retaining and inspiring

employees are key issues in determining organizatiecess ( Karnik, 2006)

Sinha, and Sinha (2012) in comparing factors afigamployee retention in
organizations from heavy engineering industry idianfound that employees value interpersonal
relations with their colleagues (Clarke, 2001)has treates an environment for positive
interaction (Dillich, 2000) and encourages workntdaitiatives, group assignments involving
peers at different levels and prospects for intevadoth formally and informally (Johns et al

2001) contributes highly to retention. .

Brundage and Koziel (2010) mention that the fitspsn accomplishing success with
retention is implanting in the organization a ttexh that employees are the most valuable.
When retention becomes of uppermost importancenihd frame flows through the
organization and employee programs will instind§nghift towards amplifying employee

contentment and retaining the best abilities.

According to the Kenya SME toolkit employee retentis a fundamental requirement
for the continued sustainability of any organizatilmcreasing remuneration is not an obvious
approach to keeping employees in place; howevepeosation below market rates will
heighten turnover. The toolkit further indicatkattgiving competitive wages is important but is
not the only method nor is it a warranty to keepkyees. The toolkit mentions approaches
like providing flexible schedules, respecting enyples, championing longevity and improving
communications as some of the key areas emploged to address in order to tackle the

retention problem.



Nge'the, Iravo & Namusonge (2012) mention thatmeta of employees is one of the
key problems that many organizations in differesdtgrs encounter which has been increased by
globalization that has heightened competition astwhkated the movement of knowledgeable
workers. The study looked at employee retentiomessike leadership style, distributive justice,
work environment, salary, promotional opportunitigining and development, autonomy and

recognition as some of the key issues that inflaesmaployee retention.

From the above, it can be deduced that employeatren is a key factor for organization
to exist and should be given topmost priority whdesigning organization policies in order to
accomplish their goals and objectives. Organizationst be informed of what measures they

need to put in place in order to retain their skillvork force.

The study sought to investigate the relationshigvben rewards and employee retention among

environmental conservation NGOs in Nairobi, Kenya.

1.3 Study Objectives

1.3.1 General Objectives

The study objective was to investigate the relatom between rewards and employee retention

among environmental conservation NGOs in Nairolenya.

1.3.2 Specific Objectives

Specific objectives included:

i. To determine the effect of direct financial rewas the employee retention among

environmental conservation NGOs in Nairobi, Kenya



To establish the effect of indirect financial redsron employee retention among

environmental conservation NGOs in Nairobi, Kenya

To determine the influence of various work enviremts on employee retention among

environmental conservation NGOs in Nairobi, Kenya

. To establish the relationship between LearningBedelopment and employee retention

among environmental conservation NGOs in Nairokeinya

1.4Research questions

The Research questions used in the study were:

Do direct financial rewards play a role in employetntion in the work place?

What is the effect of indirect financial rewards@mployee retention in NGOs in Kenya?

What influence does the work environment have ompleyee retention in NGOs in

Kenya?

. What is the relationship between learning and dgraknt and employee retention in the

NGOs in Kenya?

1.5 Scope and Limitations of the study

The study involved rewards as a Human Resourcdifumand its effects on employee

retention as a key motivating factor. The studyg®d on NGOs in Nairobi and the efforts they

have put in place towards employee retention aniivatmon. However one limitation likely to

be faced is the fact that NGO employees are gdnexaly busy people and so they may not be

able to give comprehensive feedback and some of thay not respond freely as a result of



fear. The respondents were assured of confidgnokll information and the questionnaires

were anonymous. Those who failed to respond welaced with another sample.

1.7 Basic Assumptions

In order for organizations to accomplish their alijees, they will have to align their
organizational practices to the work environmetutation where existence and success depends
upon flexibility, resourcefulness and innovatiddrganizations must work to retain employees
who have the necessary expertise and capacitylitedetherwise they will be under staffed
with an incompetent work force that will eventuallgter their performance and outputs.
Managers are presently facing a tricky task of watiing and retaining employees in an
atmosphere surrounded with competition and exskdfed employees who are not only
attracted by salaries alone. Besides salary, @dlcgors exist which can motivate an employee
and therefore organizations must be able to strikelance between generously rewarding their

employees and fostering exceptional performanaa fteem in order to remain competitive.



CHAPTER TWO

LITERATURE REVIEW

2.1 Introduction

Literature review is a survey and discussion ofliteeature in a given area of study.The
literature review in this study gives some theodasmployee motivation as well as what some
recent studies have found out about the relatipniséiween rewards and compensation and

employee retention.

2.2 Theoretical Literature Review

This study looks at the relationship between rewamt employee retention in NGOs in
Kenya. In order for employees to be retained, thegt be motivated. Different theories of
motivation were discussed in order to see whichistligely to be aligned with the situation in

the work environment today.

2.2.1 McGregor’s theory of Motivation

McGregor (1960) researched the governance skitlse#ficiency of common workers.
One of his concepts involved the assessment ofames by use of well known theory X and Y
concept. Theory X indicates that employees hatle Belf drive and treats are necessary to boost
their morale; workers evade assignments as theélydag and shun all forms of responsibility.
On the other hand theory Y employees’ desire asségits, do not like treats; work is regarded

highly as they want to fulfill their quest for aggration and self-actualization. On the other

10



hand, theory X managers see their employees awdgthuncooperative and therefore, require
to be governed through reprimands and reward$éntto deliver the job (Pfiffer and Baller,
1991). Theory Y managers regard their employeentmisiastic, hardworking, innovative and

responsible (Pfiffer and Baller, 1991).

Russ (2013) revealed that managers with low tiketdommunications assumption levels
posses a high theory Y orientation, who assume wwekers have a high morale, seek to build
robust relations, and lean towards two way dialdgube work environment, while Managers
with a high trait like communications assumptiikelly possess a moderate theory X orientation
assuming workers are unenthusiastic and are atpiholly by evident rewards and require

top-down communication in order to be productive.

2.2.2 Maslow’s theory of Human Motivation

According to Maslow’s (1943) people are driven iwgfcritical needs. He called this the
hierarchy of human needs and designed a tree ekpgidhese needs. At the base of the tree are
the main needs that inspire people to work ancethes food and shelter. Once the main needs
are satisfied by means of salaries then, peoplé walhbeing and safety by having good job
conditions. Social needs refer to the need to bketalfit in, to have a place in a group or
community. Self- confidence will arise as a resfilan upgrade or advancement opportunity. At
the top of the tree is Self fulfillment where thé&ennovation, challenge and interest. Maslow
suggested that when one level is achieved, it brakgput motivation and interest to achieve the

next level.
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2.2.3 Frederick Herzberg's two factor theory of Motvation

The Two-Factor theory of motivation Herzberg (19b®)icated that some elements were
the real motivators or satisfiers. Hygiene factbret present or sufficient brought about
dissatisfaction. Improvements in hygiene factonsid¢telp prevent discontent even though
improvements alone would not provide motivatiorertberg et al (1959:pp 113-114) stated that
when the hygiene factors go down to a level thgtlegees do not accept then job displeasure
will occur, on the other hand increasing the lefahe hygiene factors does not guarantee

motivation.

Herzberg showed that in order to keep employeegvatet, organizations need to
provide work conditions that make employees haplygiene factors include organization
procedures, work environment, leadership, integpeakrelations, monetary rewards,
prominence and security. Motivators include accaoshphents, appreciation, development,

accountability and opportunities for personal giowt

This study is anchored on Herzberg’s theory askhawledges the two types of needs
that employees have and both needs should be addres study conducted by Ruthankoon and
Ogunlana (2003) to test Herzberg's two-factor trenrThai Construction Industry indicates
that job satisfaction comes about when goals aremplished. The study further indicates that
motivation factors were found to be accountabilityyelopment, growth possibilities and
leadership, while working conditions, job securgite safety, company procedures and
execution, team relations, personal reputation \Wggeene factors and both contributed to

pleasure or displeasure of employees.
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2.3 Empirical Literature Review

Retention is a very multifaceted issue and thezenardefined resolutions for ensuring
workers are retained in organization. Retentiondees looked at as a responsibility to continue
to engage or work with an organization continuoygipeldin 2000). There is no such thing as
life time job, employees are always on the looKoubetter prospects and will not hesitate to
hand in their notice when an opportunity comesrtivaly. In UK the average work duration is
six years (Reed 2001). Retention has been defimédexognition, loyalty, and confidence,

eagerness to endorse, and repurchase intensidng’s6Set al. 2001).

Research indicate that retention is determinedumyerous fundamental elements which
have to be given due consideration. Some of thesgaimental factors include Organization
values, communication, policies, compensation amkhts, flexi time schedules and career
advancement (Logan, 2000). Holbeche (1998) repantedder to retain and motivate
outstanding performers, organizations should warkame for the following factors like giving
stimulating work assignments, achievement oppatieg)iencouraging coaching and mentoring
in the work place, practical work planning and delesappraisals and feedback processes.
Retention approaches should be designed aftecathtiooking at the factors that deter or
encourage retention. Depending on their ages diftgueople desire different things in line with
their careers. Early career employees (undea@keen on developing their professions, mid-
career employees (31-50) are keen on derivingatibfaction and motivation while late career
employees (over 50) are approaching retirementharefore keen on job security (Armstrong

2006).
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Organizations consequently need to keep their gyeplofrom quitting or moving to
other organizations; those that provide advancem@grammes as well as opportunities for
growth are managing to successfully retain theiplegrees (Logan, 2000). This can be backed
by the fact that there is a huge cost related andlagement and retraining of new recruits.
Research on employee retention shows that entibangurrent workforce through advancement
or career development programmes is way cheapemia recruitments as organizations
understand and know their employees, their requargsnand needs after the recruitment and
induction costs have been met. Further literabremployee retention indicate that happy,
contented and satisfied employees are more conuhattd are likely to perform exceptionally

and aspire to enhance their organizations througfijenton 2000).

Previous studies also suggest that the formatiaheairly distinct organizational goals
and objectives impact retention and task efficiedgycording to Kim et al. (2005)
organizational leadership, governance and reinfoecg had a major effect on employee loyalty
and job satisfaction. According to Becker and Hids@999) organization culture shapes
employee behavior and encourages employees tostemity act as required by the organization
and in the process influences employee retentiorpl&ee retention is influenced by various
factors; however compensation and benefits stahdthe most commonly highlighted
elements of employee retention. Studies by Clab. ££2006), Becker and Huselid, (1999)
Milman (2003) have tackled the effect of compemsgtremuneration and appreciation on

retention and turnover rates.

Delery and Doty (1996) asserted that making useialfior non official procedures in the
work place has many premeditated consequenceaftbat retention of employees. For instance

having in place efficient HR management plans ecésinetention and performance therefore
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improving productivity. In particular, strategiccreitment and induction programmes, training
and development programmes, enhancement of theamvikonment to meet employee needs,
labor-management practices, employee participggiogrammes, performance reviews and
evaluation, career advancement programmes andtinedased pays that acknowledge and
reward employee accomplishments are all key fat¢kaiswill bring about the desired results
(Huselid, 1995: US Department of Labor, 1993). Adang to the US Department of Labor
(1993) encouraging employee participation in decishaking, setting of organization goals and
objectives as well as involving them in the goveeand direction of the organization through
team assignments will increase job contentmentradidce turnover. Many researchers have
established work systems such as customizationgieering, product diversification,
differentiation and the likes result in enhancedgrenance and positively improve employee
morale and loyalty to the employer. ( Pfeffer, 1994dselid, 1995; Osterman, 1994 MacDuffe).
In addition research studies have indicated thatetavy rewards are not adequate to appeal to
and maintain the workforce Milman and Ricci (208fman (2003) and deduced that intrinsic
satisfaction and the work conditions were the nmagbrtant predictors of retention as opposed
to monetary rewards. According to Walsh and Taf2607) although rewards and life/ work
balance are key elements, the retention and turrafwveanagement employees is affected by the

lack of opportunities for professional growth arsdezr advancement.

Ya-Anan and Bunchapattanasukda (2011) revealedNitvatGovernmental Organization
(NGOs) have an important role in supporting thevggion of key services for the benefit of the
society (Davids et. Al, 2009). NGOs work go beydinel national boundaries in particular those
dealing with international development and in emnagthe well being of the poor in

developing countries. NGOs like any other agen@gsire strong oversight and highly skilled
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staff who are competing in the same labor markét wther sectors. NGOs are hard pressed
with staff turnover and retention but they are aogniip with measures to deal with the retention
problem. Providing highly competitive compensatpatkages in line with market levels,
regularly monitoring employee motivation levelssating succession plans and making sure that
new recruits are a good fit and match the job amesof the steps organizations take into

consideration to be able to deal with the retenfimblem.

Moncarz and Zhao (2008) revealed that organizatidture, employment, advancement
programs and training practices impact the retandfdchose employees not part of top
management. At the same time, employment and adwastt programmes affect top

management retention.

Some examples of organization attempts to influemsployee performance involve
making use of assessments. According to Shaw €1898), assessments help organizations to
keep abreast of the value and significance thal@raps bring to them. Delery and Doty (1996)
found that performance evaluations which are resariented are intensely related financial
measures of performance as well as return on eduoigttempting to align employee interest
with those of shareholders, performance assessraentsked with incentive compensation. In
addition Delery and Doty (1996); Huselid, 1995; l€aberg and Moody, 1994; MacDuffie,
1995; Shaw et Al., 1998) indicate that training\aties correlate with retention and

productivity.

(Pillay (2009) mentions that one of the biggesiybems encountered by the health care
sector in developing countries is the high mobitityhurses; coupled with rural to urban

movements as well as movement from the public séatprivate sector. His study looked are
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retention scales like work load, work environmemployment security, professional practice,
work place organizations’, external influences amak life/home life balance. It revealed that
workplace organization, employment security, andkimg environment were very important
aspects. Importance was also placed on salaryemefits and this showed that the values of
nurses has changed over time. Pillay concludedathaimogenous approach could be put in
place across sectors in order to make health argioins more attractive to nurses.
Employment practices that will improve retentionlude remuneration, safe working
environment, adequate resources, management sugoyubét culture of participation and

engagement opportunities for career development.

Adzei and Atinga (2012) stated that monetary elémeonnected to compensation pay
and high salaries were significant in the retentbhealth workers. The study also established
that health workers are motivated by promotion opputies as this is an avenue to earning a
higher salary. Non-financial factors noted to @artant and in particular leadership skills and
supervision appeared to be very important factorgtention. Additionally, the study also
found out that when given opportunities for profesal development, health workers are

motivated and likely to be retained.

To sum it up, retention has been defined as amaing relationship between employees
and organizations. Organizations must thereforebooeretention approaches, benefits factors
and a favorable work environment in order to mdgvand retain their employees thereby

ensuring organizational success.
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2.4

The conceptual framework is based on figure shoslovip

Independent variables

TRANSACTIONAL REWARDS

Direct Financial rewards

e Salary

* House allowance

e Cash bonuses

» Travelling allowance
Indirect Financial rewards

» Pensions

» Leave benefits

* Healthcare

e Club membership

RELATIONAL REWARDS

Work Environment
« Organizational policies and
values
* Leadership style
¢ Employee participation
* Recognition
¢ Quality of work life
e Job design

Learning

e Workplace learning

e Mentoring programmes
Development

e Training

*  Performance management

e Career development

CONCEPTUAL FRAMEWORK

Dependent variable

Employee Retention

A 4

Source; Author 2013
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¢ Length of service
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Figure 2.1: The relationship between effects of reards on employee retention.

The diagram depicts the conceptual framework. dwghhow the researcher perceives
the relationship between the variables of the studye conceptual framework depicts the
relationship in the objectives of the study. Diréoancial rewards, indirect financial rewards,
Work Environment and Learning and development dmews as independent variables.
Employee retention is shown as the dependent \Variibs conceptualized that the independent

variables may work affect the dependent varialileeeipositively or negatively.
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CHAPTER THREE

METHODOLOGY

3.1 Introduction

Methodology was the system used to gather datthéoresearch and includes a number
of steps. The research design defines how thewtkgtacollected. In this case a descriptive
survey was used in the collection of primary datse target population was employees of
environmental conservation NGOs in Nairobi, Kerllae data was collected using self
administered questionnaires which were sent teangpled population together with a
transmittal note explaining the purpose of the wtand assuring them of confidentiality. The

research findings were shared with the respondents.

3.2. Research Design

The study used descriptive survey design. Accortbrifzeani (1998) descriptive
surveys are used is to gather detailed informatiwhfacts that describes an existing
phenomenon. Some of the reasons why descriptivegulesign is used to gather raw data is the
ability to contain huge sample sizes, the abititgéneralize results; ability to pick out small
differences between diverse samples groups; treeadasking and recording questions and
answers; the ability to use advanced statisticalyais; and abilities of tapping into latent fastor

and relationships.
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3.3Target Population

A group of individual or events with a common obsdrie behavior is referred to as
population. (Mugenda, 2003). Researchers wouldttikgeneralize results to the absolute
population and this is referred to as the “targgiytation”. The target population for this study
was the seventy five employees from two Environmle@bnservation NGOs in Nairobi, Kenya.
These are BirdLife International (25 employees)udaKenya (50 employees). The two
organizations were selected due to a past workilegionship and the fact that the study is

directly beneficial to them.

3.3.1 Sampling Technique

A census was conducted on the target populatioa.stidy respondents comprised all
employees of the two selected Environmental Comadgenvy NGOs. This was because the
population was accessible, manageable and cenlivallyed in Nairobi. The two organizations
will benefit from the study directly since they amarrently preparing their long term strategies

and a retention strategy is part of the overaditetyy.

3.4 Data Collection Instrument

The study used self-administered questionnaireslitect data. The data sought after
included opinions and feelings on the reward amdpmEnsation strategies employed by the
various organizations, what the employees likemonak like, and what they consider to be the

most important of all the retention factors.

The questionnaires were semi-structured in ordeoliect as much information as possible and
were designed by referring to the literature reviewhe study. The questionnaire covered the

objective that is; direct financial rewards, indirénancial rewards, work environment and
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learning and development. The Questionnaires waigmed using a five point Likert Type scale

ranging from very important to not important at all

Key outputs of this study included suitable recomdaions on how best to improve on
the area of employee retention in the NGO sectanganto account the current strategies being
implemented by organizations in close discussidh tieir employees. This helped to foster
strong employer/employee relationships thus impactthe overall objectives of the

organization as a whole.

3.5 Data collection procedure

The self-administered questionnaires were sertdsampled population. This was sent
together with a transmittal letter briefing thepesdent on the research. The letter explained the
purpose of the study, its significance and impantam he respondents were also informed that
results of the study will be shared with them amat &l questionnaires were treated in
confidence and the respondents assured of anonyhhigyletter also indicated the time frame

allowing at least a two week period. Follow upsevdone by telephone, and personal visits.

3.6  Validity and Reliability

Reliability is used to measure to what extent aaesh instrument yields consistent
results or data after repeated trials while validieasures the extent to which results obtained
from data analysis trully represent the subjectdpeesearched (Mugenda, 2003.) Pilot tests
were conducted on the other organizations thatoidonm part of the sample and the procedures
used were identical to the ones used in the siligly.questionnaires were pre-tested with a

sample to ensure its reliability and validity befdreing used on the sample.
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The pretest sample was 5% of my sample size. Bregjedbe questionnaire helped in
revealing any deficiencies and point out any vagssrand this was corrected. Pilot tests help to
test for content validity, construct validity areliability as well as enhancing reliability of the
data collection instrument. A reliability coefficiecan be calculated to statistically ascertain

reliability if the data collected during pretestilsganalyzed.

3.7 Data analysis and presentation

The data was analyzed using both descriptive diedeintial statistics to explore the
various variables of the study. This was done usiegsures of central tendency, frequency of
distribution and correlation analysis using stat@tsoftware to see how the independent
variable affects the dependent variable using theelation coefficient. The findings have been
presented in the form of tables, charts, graphs pegrcharts. Relevant interpretations,

discussions and recommendations have also beem diramv the analyzed data.
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CHAPTER FOUR

4. FINDINGS AND DISCUSSION
4.1 Introduction
This chapter presents findings and analysis obthdy based on data gathered from the
field. The analysis focused on answering the reseguestions. The results are presented on the
relationship between rewards and employee reteatimong environmental conservation
organizations in Nairobi, Kenya. The data was gatthexclusively from questionnaire as the

research instrument which was designed in line thighstudy objectives.

4.2 Response Rate

Table 4.1 Response Rate

Response Frequency Percentage
Responded 30 40
Not responded 45 60
Total 75 100

Source: Survey Data, 2013

The study targeted to sample 75 respondents lectiolg data with regard to investigate
the relationship between rewards and employeetreteamong environmental conservation
organizations in Nairobi. From the study, 30 ou?bfsampled respondents filled in and returned

the questionnaire contributing to 40%.
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4.3 Demographic information
The researcher started by gathering some demogragbrmation which included; - the gender,

age, marital status of the respondent and dependant

4.3.1 Age of the respondents

Figure 4.1 Age of respondents

7%

m26-35

W36-45

mover55

From the findings, 43% of the respondents were/den the ages of 26-35 years, 50% were

between the ages 36-45 years and 7% of them werebd years.

4.3.2 Gender of the respondents

Table 4.2 Gender of the respondents

Frequency Percent
Male 11 37
Female 19 63
Total 30 100
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With regards to gender, the study established@B#i of the respondents were female while

37% of the respondents were male.

4.3.4 Marital Status

Figure4.2 Marital Status
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The study established that 57% of the respondeets married while 43% of the respondents

were unmarried.

4.3.5 Dependants

Table 4.3 Dependants

Frequency Percent
Yes 23 77
No 7 23
Total 30 100
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The study sought to establish whether the respdsded any dependants. From the
study, 77% of the respondents indicated that tlaelydependants while 23% of the respondents

indicated that they didn’t have any respondents.

4.3.6 Number of dependants

No. of dependants Frequency Percent
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17
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23
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0 100

The study enquired about the number of dependhatdite respondents had. Majority of
the respondents had 3 dependants as shown by Z8%0hhd 2 dependants, 10% of the
respondents had no dependants, 3% of the respendditated that they had 11 dependants and

3% of the respondents indicated that they had &rukgmnts.

4.3.7 Years of services

Figure 4.3 Years of service
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The study sought to establish respondents’ lenigtlerwice. The findings showed that
30% of the respondents indicated they had workedliz15 years, 27% of the respondents
indicated they had worked for 6-10 years, 10% efréspondents indicated that had worked for
0-5years, 10% of the respondents indicated theymaled 16-20 years, and 3% of the

respondents had worked for 21-25 years.

4.4 Direct Financial Rewards

Table 4.4 Direct financial rewards

Mean Std. Deviation
Salary 4.8000 0.76112
House allowance 3.8333 1.34121
Cash bonuses 3.8333 1.14721
Travelling allowance 4.0333 0.99943

The study sought to find out the rate of importaotthe following financial rewards to
the respondents. From the findings, salary was wepprtant as shown by a mean score of
4.8000, travelling allowance was very importanshgwn by a mean score of 4.0333, house
allowance was somewhat important as shown by a s@&ae of 3.8333, cash bonuses was
somewhat important as shown by a mean score 083.&alary stood out to be the most

important aspect under the direct financial rewards

4.5 Indirect Financial Rewards

Table 4.5 indirect financial rewards

Mean Std. Deviation
Pensions 4.9000 0.54772
Leave benefits 4.9333 0.25371
Healthcare 4.9333 0.36515
Club Membership 3.0333 0.49013
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The study sought to find out the how responderneirthe following according to their
importance. From the findings, leave benefits waty ¥mportant as shown by a mean score of
4.9333, healthcare was very important as shownrogan score of 4.9333, pensions are very
important as shown by a mean score of 4.9000 ardroembership was neutral as shown by a
mean score of 3.0333. Pension, leave benefits aalthicare had the highest mean scores and

were rated very important in the indirect financ@lards question.

4.6 Work Environment

Table 4.6 Work Environment

Mean Std. Deviation

Recognition 4.7667 0.81720

Employee participation 4.8000 0.80516
Job design 4.8000 0.76112
Organization values 4.8667 0.73030
Quality of work life 4.8667 0.57135

Organization policies 4.9000 0.40258
Alternative work schedule 4.9000 0.30513
Wellness programs 4.9000 0.30513
Leadership style 4.9333 0.25371

The study sought to find out the how responderi&irene following according to their

importance. From the findings, leadership style wexry important as shown by a mean score of

4.9333, Organization policies was very importanstaswn by a mean score of 4.9000,

alternative work schedule was very important aswshioy a mean score of 4.9000, wellness

programs was very important as shown by a mear sfat.9000, Organization values was very
important as shown by a mean score of 4.8667, tyuatlwork life was very important as shown
by a mean score of 4.8667, employee participatias very important as shown by a mean score

of 4.8000 and recognition was very important assshby a mean score of 4.7667. Under the
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work environments, leadership style had the highesin indicating that leadership style has the

highest impact on employee retention with regaodfi¢ work environment.

4.7 Organization Learning

Table 4.7 Organization Learning

Mean Std. Deviation
Work place/learning 4.9667 0.18257
Mentoring/ coaching 4.9667 0.18257

The study sought to establish the significancéneffollowing aspects of organization
learning. From the findings, Work place/learningswary significant as shown by a mean score
of 4.9667 while mentoring/ coaching was very impottas shown by a mean score of 4.9667.

Work place learning and mentoring came out as segyificant in the retention of employees.

4.8 Staff Development

Table 4.8 Staff Development

Mean Std. Deviation
Training 4.1000 0.30513
Performance management 4.1000 0.30513
Career development 4.1000 0.30513

The study sought to establish the significancengbleyee development. From the
findings, training was very significant as shownamean score of 4.1000; performance
management was very significant as shown by a reeare of 4.1000 and career development
was very significant as shown by a mean scoreldid. Employees value their development as
can be seen from the ratings above on trainindppaance management and career

development.
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4.9 Job Satisfaction

Figure4.4 Job Satisfaction
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The study sought to establish whether the respaadegre satisfied with their current
job. From the findings, 94% of the respondentsdatdid that they were neutral, 3% of the
respondents indicated that they were not veryfgdis3% of the respondents indicated that it
was not significant at all and none of the respotgledicated that they were very satisfied. This
shows the employers need to find out reasons wingdlisfaction level is just neutral while it

could be better.

4.10 Quitting present job

Table 4.9 Quitting
Frequency Percentage
Very strong feeling 0 0
Strong feeling 0 0
Neutral 2 7
Little feeling 27 90
No feeling at all 1 3
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Total 30 100

The study sought to establish the extent to whespondents felt that quitting their job
would give them satisfaction in another job. Frdéma findings, 90% of the respondents indicated
that they had little feeling, 3% of the respondenticated that they had no feeling at all. This

means that the employees are quite content ambairrently thinking of changing jobs.

4.11 Relationship with line manager

Figure4.5 Relationship with line manager
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The study sought to establish the relationshigspondents with their managers. 70% of
the respondents had very good relationships, 20&teofespondents had excellent relationships,
7% of the respondents had good relationships andf3%e respondents had fair relationships,
none of the respondents had a poor relationshipthéir line manager. Majority of the
respondents have a very good relationship withr thed manager which reflects on the

importance placed on the leadership style and haffects employee retention.
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4.12 Reward and Recognition

Table 4.10 Reward and Recognition

Frequency Percentage
Yes 30 100
No 0 0
Total 30 100

The study sought to establish whether the empl@wards and recognize the
achievements of employees. From the findings, 100%e respondents indicated that their

employer rewards and recognize the achievemergsipfoyees, hence a motivating factor.

4 .13 Motivation Level

Figure4.6 Work environment impact on motivation le\el
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The study sought to establish whether outside warkronment impact on motivation
level. From the findings, 80% of the respondentcated that work environment had an impact

on the motivation level while 20% of the respondanticated that work environment did not
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have an impact on motivation level. This indicaggternal work environment has an impact on

the motivation level of a majority of the respontden

4.14 Opportunities to share ideas at the work place

Table 4.11: Opportunities to share ideas at the wérplace

Frequency Percent
Yes 30 100
No 0 0
Total 30 100

The study sought to establish whether the respds@dea given opportunities to share
their ideas at the work place. 100% of the respotsd@dicated that they were given

opportunities to share ideas at their work plaaktaese impacts on their motivation level.

4.15 Sponsored training programs

Figure4.7 Sponsored training programs
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The study sought to establish whether respondéetsdasponsored training programs.

From the findings, 97% of the respondents indicéheti they attend the sponsored training
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programs and 3% of the respondents indicate tlegtdiin’t attend the sponsored training
programs. This means that the organizations sup@aning and hence sponsor their employees

in order to keep widening their knowledge basethlede impacts on employee motivation.

4.16 Growth and Development

Table 4.12 Growth and Development

Frequency Percent
Yes 30 100
No 0 0
Total 30 100

The study sought to establish whether the orgapizarrovides opportunities for growth
and development. From the findings, 100% of thpaadents indicated that the organization

provided opportunity for growth and development.

4.17 Policies and Procedures

Table 4.13 Policies and Procedures

Frequency Percent
Yes 3 10
No 27 90
Total 30 100

The study sought to establish whether the orgapizablicies and procedures make the
job more difficult. From the findings, 90% of thespondents indicated that there weren't any
policies and procedures that make their job diffiathile 10% of the respondents indicated that

there were policies and procedures that made #iejt difficult.
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4.18 Appraisal and Feedback process

Figure4.8 Appraisal and Feedback Process
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The study sought to establish whether respondearts aappy with the appraisal and

feedback process in the organization. From tharfgs] 97% of the respondents indicated that

they were happy with the appraisal and feedbackgza®while 3% of the respondents were not

happy with the appraisal and feedback process. fit\ajuf respondents were happy with the

appraisal and feedback process.

4.19 Organization Support

Table 4.14 Organization Support

Frequency Percent
Yes 30 100.0
No 0 0
Total 30 100

36



The study sought to establish whether the orgapizasupport employees in advancing
towards the future career goals. From the findid§9% of the respondents indicated that the
organizations support employees in advancing tosvire future career goals and this means

therefore that the organizations support employeerity.

4.20 First Employer

Table 4.15 First Employer

Frequency Percent
Yes 14 47
No 16 53
Total 30 100

The study sought to establish whether it was tfs fiime for the respondents to be
employed. From the findings, 47% of the responderti€ated that it was their first employer
while 53% indicated that it was not their first &rto be employed.

4.21 Number of times of changing jobs

Figure4.9Number of times of changing jobs
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The study sought to establish how many times thpamdents had changed their jobs.
From the findings, 87% of the respondents indic#éhetl they had changed jobs twice while 13%

of the respondents indicated they had changedgobs.

4.22 Reasons for exiting jobs

Figure4.10 reasons for exiting jobs

7%

50%
M Better prospects

B Healthissues
m Disciplinary issues

B Family situation

The study sought to establish reasons for emplayeesit their jobs. From the findings,
50% of the respondents indicated family situati@s\a reason to exit job, 27% of the
respondents indicated that health issues was anéa®xit their job, 17% of the respondents
indicated that disciplinary issues was a reasaxiiotheir job and 6% of the respondents
indicated that better prospects was a reason tdaheir job. This clearly shows that employees
do not necessarily change jobs looking for bettespects. There are other factors they consider

before seeking employment.
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4.23 Inferential statistics

4.23.1 Pearson’s Coefficient of Correlation

To quantify the strength of the relationship betw#e variables, the researcher used
Karl Pearson’s coefficient of correlation. The @®sher used the Karl Pearson’s coefficient of
correlation (r) to study the correlation betwees skudy variables and the findings were as in
table 4.16.

Table 4.16: Coefficient of Correlation

Employee Learning and Direct Indirect Work
retention  Development financial financial environment
rewards rewards

Employee 1

retention

Sig. (p-Values)

Learning and .119 1

Development
Sig. (p-Values) .365

Direct financial .103 .097 1

rewards

Sig. (p-Values) .435 461

Indirect 242 .362 .213 1

financial

rewards

Sig. (p-Values) .063 .004 102

Work 435 461 213 .335 1
environment

Sig. (p-Values) .103 0.097 .102 .009

Source: Author, 2013

From the findings, there was a positive correlabetween Employee retention and
Work environment with a correlation figure of 0.4&5was also clear that there was a positive
correlation between the Employee retention and@utlfinancial rewards as shown by a
correlation figure of 0.242, it was also clear tthetre was a positive correlation between the

Employee retention and direct financial rewardswaitcorrelation figure of 0.103 and a positive
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correlation between Employee retention and LearamdjDevelopment with a value of 0.119.
This implies that there exists a positive correlatbetween Employee retention and direct
financial rewards, indirect financial rewards, werkvironments and learning and development

and this addresses the general objective as wtieaspecific objectives of the research.

4.23.2 Multiple Regression Analysis
To establish the relationship between the indepaeng®iables and the dependent
variable, the study conducted inferential analygigch involved a coefficient of determination

and a multiple regression analysis.

The coefficient of determination was carried outrteasure how well the statistical
model was likely to predict future outcomes. Theftioient of determinationiis the square of
the sample correlation coefficient between outcoamespredicted values. As such it explains
the extent to which changes in the dependent Var@n be explained by the change in the
independent variables or the percentage of vanatidhe dependent variable (Employee
retention) that is explained by all the four indegent variables (direct financial rewards,

Learning and Development, Indirect financial reveaadd Work environment).

Table 4.17: Coefficient of Determination Model Sumrary

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

1 816(a) 665 626 48203

Predictors: (Constant), direct financial rewards, Learning @w®lelopment, Indirect financial

rewards and Work environment.

The four independent variables that were studi@edtfinancial rewards, Learning and
Development, Indirect financial rewards and Workiesnment) explain only 66.5% of the
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Employee retention as represented by theTRis therefore means the four independent
variables only contribute about 66.5% to the Emgéogetention within the environmental
conservation organizations in Nairobi while othaetbrs not studied in this research contribute

33.5% of Employee retention within the environméntaservation organizations in Nairobi.

Table 4.18: Summary of ANOVA results

Model Sum of Df Mean Square F Sig.
Squares
1 Regression 12.223 3 3.112 3.671 .001
Residual 92.876 53 .641
Total 105.099 56

The significance value of 0.001. This value is ls81.05. Because of this, we can
conclude that there is a statistically significdifterence between the means of the direct
financial rewards, Learning and Development, Irctifsnancial rewards and Work environment
as to how they affect Employee retention withinéhgironmental conservation organizations in

Nairobi

The F critical at 5% level of significance was 3.&ince F calculated is greater than the F

critical (value = 2.830), this shows that the ollareodel was significant.

The researcher further conducted a multiple regressalysis so as to identify the
factors that affect Employee retention in environtaeconservation organizations in Nairobi,
Kenya. Multiple regression is a statistical teclugighat allows the study to predict a score of
one variable on the basis of their scores on skwérar variables. The main purpose of multiple
regressions is to learn more about the relationséipveen several independent or predictor

variables and a dependent or criterion variable. fEsearcher applied the statistical package for
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social sciences (SPSS) to code, enter and contpeit@easurements of the multiple regressions

for the study.

Table 4.19: Multiple Regression Analysis

Model Unstandardized Standardized t Sig.
Coefficients Coefficients
B Std. Error Beta

1 (Constant) 525 223 2.349 .025
Learning and .004 .094 .006 .039 .036
Development
Direct financial .278 .098 425 2.846 .007
rewards
Indirect financial .031 .070 .062 449 .026
rewards
Work environment 410 .082 566  4.983 .000

Dependent Variable:Employee retention

The regression equation, YBO + B1X1 + P2X2 + B3X3 + BaX4t o) becomes:
Y =0.525 + 0.004X+ 0.278% + 0.031X% + 0.410X%,
Where Y was the dependent variable (Employee rietemtithin the environmental
conservation organizations in Nairobi), X1 is treatning and Development independent
variable, X2 is the direct financial rewards indegent variable, X3 is indirect financial rewards

independent variable and X4 is Work environment.

From the regression equation established, takirgeafactors (direct financial rewards,
Learning and Development, Indirect financial revgaadd Work environment) constant at zero,
the Employee retention within the environmentalsgmation organizations in Nairobi would be
0.525. Further, if all the other variables are kaptstant, a unit increase in Work environment
will lead to a 0.410 success in Employee retentidhin the environmental conservation
organizations in Nairobi. A unit increase in dirogincial rewards will lead to a 0.278 success

in Employee retention, a unit increase in Indifewncial rewards will lead to a 0.031 success in
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Employee retention, while a unit increase in Leagrand Development will lead to a 0.004
success in Employee retention. These results ithaly\Work environments contribute more to
the Employee retention followed by direct finane®lvards then Indirect financial rewards,
while Learning and Development contributes thetlea&mployee retention within the

environmental conservation organizations in Nairobi
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CHAPTER FIVE

5. CONCLUSIONS AND RECOMMENDATIONS

5.1 Introduction

This chapter provides the summary of the findings also it gives the conclusions and
recommendations of the study based on the objectivthe study. The general objective of this
study was to investigate the relationship betwesvards and employee retention among

environmental conservation organizations in Nairé&lenya.

5.2 Summary of the Findings

The study established that majority of the respatsleere the aged between of 36-45
years. Most of the respondents were female heraeght about a gender disparity. The study
established that majority of the respondents weagied and had dependants and they had

served their respective organizations for betweket3 years.

According to majority of the respondents, leadgrstyle was very important in terms of work
environment. On the aspect of organization learnvagk place/learning was very significant.

According to majority of respondents, training wasy significant on employee development.

Majority of the respondents were neutral when asketheir satisfaction level in the current job.
The study established that majority of the respatgibad little feeling when asked whether
quitting their job would give them satisfactionanother job. The study established that the

relationship of majority of the respondents withithmanager was very good. The study
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established that majority of the respondents irtdat#hat their employer rewards and recognize
the achievements of employees. Majority of the oegients indicated that work environment did

not have an impact on the motivation level.

Majority of the respondents indicated that theyevgiven opportunities to share ideas at
their work place, they attended employer sponstre@ding programs and were also provided
with opportunities for growth and development. tkRar, a large number of the respondents said
they did not have any policies and proceduresrttzate their job difficult and they were very
happy with their appraisal and feedback proceSdes study established the organizations
supported their employees in advancing towardgdutareer goals. Some respondents indicated
that it was their first employer while the majoraf/the respondents indicated that they had
changed jobs twice. Majority of the respondentscaigtd family situation was a reason to exit
jobs. Karl Pearson’s coefficient of correlationicated that there is a positive correlation
between the variables of the study. The studyfaisnd out that the four independent variables
contribute 66.5% to employee retention in environtakconservation organizations in Nairobi
while factors not studied in this research conte8.5% to employee retention within

environmental conservation organizations in Nairobi

5.3 Discussions

The study revealed that majority of the respondeaitsd salary as very important and at
the same time they indicated that leave benef@és/ary important. According to Becker and
Huselid (1999) organization culture shapes empldgd®vior and encourages employees to
consistently act as required by the organizatienehy influencing retention. The major and

most notably among organization incentives formeta is compensation and benefits. The
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study revealed that majority of the respondentsahgdod relationship with their manager and

that their employer rewards and recognize the aements of employees.

The majority of the respondents indicated that tlveye given opportunities to share
ideas at their work place and were provided withasfunities for growth and development.
According to Holbeche (1998) in order to retain amativate outstanding performers,
organizations should work on some for the followdagtors like giving stimulating work
assignments, achievement opportunities, encouragiaghing and mentoring in the work place,
practical work planning and sensible appraisalsfaadback processes. The study revealed that
majority of the respondents indicated that thegamizations policies and procedures made their
jobs doable. According to Delery and Doty (1996akimg use of official or non official
procedures in the work place has many premeditaiegdequences that affect retention of
employees. For instance having in place efficiemhéin resource management plans enhances

retention and productivity.

The study established that majority of the respataleere happy with the appraisal and
feedback process as this was an avenue to discysseas that needed to be addressed.
Progress and performance is monitored throughgpeagsals and where gaps are identified a

solution is brought up which could be in the forhtraining or development.

From the analyzed data as well as the discusdioastudy managed to achieve its
objective in determining the relationship betweewards and employee retention in
conservation NGOs in Nairobi and to ascertain wiligpect was the most important to
employees and which was least important. The stodfirmed that indeed there exists a

relationship between rewards and employee retemionn-governmental conservation
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organizations in Nairobi. The work environment \iéghlighted as the most important,

followed by direct financial rewards, indirect fimdal rewards and learning and development
came last. It is evident from the study that erppés of environmental conservation NGOs in
Nairobi are mostly motivated by their work enviroembs with leadership style being top most

on the list.

The study can be compared to a previous studydih®| Iravo and Namusonge (2012)
which was done on the factors that determine reteraf Academic Staff in Public Universities
in Kenya. Even though the fields of operationsdifferent, there are some factors of retention
that apply to both sectors, one being public wthikother being non-governmental. Similarities
in the retention factors include work environmestdary, promotional opportunities, training

and development and recognition.

The study contributes to the body of literature prelious studies conducted in this
field. Further studies could be conducted in N@Os different sector to compare and ascertain

how the motivating and retention factors vary.

5.4 Conclusions

The study concluded that there exists a relatignisetween rewards and employee
retention in non-governmental conservation orgdiuma in Nairobi. Specifically, direct
financial rewards play a very important role andtdbute to the retention of employees. The
study also concluded that indirect financial revgdikle pensions, leave benefits and healthcare
have an impact on employee retention. The studizduconcluded that motivation does not
only rely on financial rewards but rather a totatkage that includes indirect financial benefits,

work environments, performance management processegll as a positive learning
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environment. It was evident from the study thatkvemvironments were ranked highly for their
role in employee retention followed by direct ficgal rewards, indirect financial rewards and
learning and development. The study also conclypaeghle are not only motivated by salaries
alone and therefor retention approaches shoulceaddactors holistically and not focus on the
direct financial rewards alone. The study alsoctusted that the use of efficient HR
management processes enhance employee retentigeidadnance by giving feedback and

positively reinforcing gaps in the performance wipdoyees.

5.5 Recommendations
The study has explored the relationship betweemmsvand employee retention among

environmental conservation organizations in Nair&leinya.

The study recommends that in designing retentiategiies, the environmental
conservation organizations should have an undelistgof the factors that affect retention as
employees are not motivated by high salaries aldie study also recommends that the
organizations should put in place efficient hum@source management processes as these
enhance employee retention and productivity. Thdysturther recommends that the
organizations should offer employee developmenganms as well as training opportunities as
these reinforce positive performance. The studgmsuends that the organizations should not
only focus on direct financial rewards alone buiradirect financial rewards as well as the work
environments as it is clear from the study thatknevironments play a key role in enhancing

the employer — employee relationship.
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Further, future research should be carried outdmpare studies from non-
governmental organizations in a different sectasttmly their retention strategies and how they

impact on employee retention.
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APPENDICES

APPENDIX I: Letter of Transmittal

TO WHOM IT MAY CONCERN

Dear Sir

RE: RESEARCH PROJECT: THE RELATIONSHIP BETWEEN REWA RD AND

COMPENSATION AND EMPLOYEE RETENTION AMONG SELECTED

ENVIRONMENT CONSERVATION ORGANISATIONS

This is to inform you that | shall be carrying easearch on the above mentioned subject as part
of my MBA study requirements. | therefore wish mdorm you that your organization has been

selected as part of my target sample.

The study is important as it will attempt to inugate employee retention problems currently

facing the NGO sector workforce and come up wittoremendations.

The research findings will be shared with your argation, all questionnaires will be treated in

confidence and participants are assured of theskighvel of confidentiality.
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Please find attached the questionnaire, togethén am endorsement letter from BirdLife
International about the study. The completed qaestire should be sent back at the end of two
weeks from the date of this letter.

Thank you very much for your co-operation.

Yours sincerely

Edith Onyango
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APPENDIX II: Employee retention questionnaire

This questionnaire is a research instrument whasa objective is to establish the relationship
between rewards and employee retention
Demographic information

Please provide the following demographic inform@dti@All responses will be kept confidential)

Age l:’ 18-25 D 26-35 D 36-45 |:| 46-55 |:| over 55

Gender |:| Male |:| Female

What is your marital status?

Married D Unmarried D

Do you have any dependant?

Yes D No |:|

How many dependants do you have?

Years of service in this organization

|:|0-5 6-10 |:| 11-15 |:| 16-20 |:| 21-25 |:| over 25

1 Direct Financial Rewards
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Please rate the following direct financial rewaadsording to their importance to you.

Not important Not very Neutral somewhat very

At all important important important
Salary 1 2 3 4 5
House allowance 1 2 3 4 5
Cash bonuses 1 2 3 4 5
Travelling allowance 1 2 3 4 5
2. Indirect Financial Rewards

Please rate the following indirect financial rewsaetcording to their importance to you

Not important Not very Neutral somewhat very
At all important important important
Pensions 1 2 3 4 5
Leave benefits 1 2 3 4 5
Healthcare 1 2 3 4 5
Club membership 1 2 3 4 5

3. Work Environment

Please indicate the level of importance of theofeihg to you

Not important Not very Neutral somewhat very

At all important important important
Organization policies 1 2 3 4 5
Organization values 1 2 3 4 5
Leadership style 1 2 3 4 5
Employee participation 1 2 3 4 5
Recognition 1 2 3 4 5
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Quality of work life 1 2 3 4 5

Job design 1 2 3 4 5
Alternative work schedule 1 2 3 4 5
Wellness programs 1 2 3 4 5
4. Work Environment

Please indicate how the following impact on youmaatment to your organization.

Not important Not very Neutral somewhat very

At all important important important
Organization policies 1 2 3 4 5
Organization values 1 2 3 4 5
Leadership style 1 2 3 4 5
Employee participation 1 2 3 4 5
Recognition 1 2 3 4 5
Quality of work life 1 2 3 4 5
Job design 1 2 3 4 5
Alternative work schedule 1 2 3 4 5
Wellness programs
5. Organization Learning

Please indicate on a scale of 1 to 5 the signifiear the following aspects of organization leagnin

Not significant Not very Neutral somewhat
very
At all significant significant
significant
Work place learning 1 2 3 4 5
Mentoring/coaching 1 2 3 4 5
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6. Staff Development

Please rate on a scale of 1 to 5 the significaheenployee development

Not significant Not very Neutral somewhat very
At all significant significant

significant
Training 1 2 3 4 5
Performance management 1 2 3 4 5
Career development 1 2 3 4 5
7. How much are you satisfied with your current job?

Not satisfied Not very Neutral fairly very

At all very satisfied satisfied satisfied

1 2 3 4 5
7Db.

Explain
8. To what extent do you feel that quitting your prageb will give you satisfaction in

another job?

No feeling little Neutral strong very strong

At all feeling feeling feeling

1 2 3 4 5
9. How is your relationship with your Line Manager?

Poor fair good very good excellent

1 2 3 4 5
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10.

11.

12.

13.

14.

15.

16.

17.

18a.

Does your employer reward and recognize yolhieaements?

|:| Yes |:| No

Do activities outside the work environment icipan your motivation level? (Activities

[ ]

Yes No

like team building)

Are you given opportunities to share your id&tahe work place?

Yes No

Have you attended any organization sponsoaguirig programs?

|:|Yes |:|No

Do you feel the organization provides oppottasifor growth and development?

I:I Yes I:I No

Are there any organization policies or proceduhat make your job more difficult?

I:IYes I:I No

Are you happy with the appraisal and feedbaokgss in the organization?

I:I Yes I:I No

Does your organization support you in advantawgards your future career goals?

I:I Yes I:I No

Is this your first employer?

[] ]

b. If no how many times have you changed jobs?

[ ] Once [] twice [ ] thrice  [] fourtimes [] more than fouretsm

c. What was the reason for exiting your last job?

Better Prospects  [] Health issues[ ] Oth ]
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Disciplinary issues D Family situati0|1:|
General comments:Please note any other comments you have thatwvetr@ddressed in the
sections

above
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APPENDIX IlI: BirdLife Data

Kenya
Botswana
Burkina
Faso

Burundi

Cameroon

Djibouti
Egypt

Ethiopia

Ghana
Ivory Coast
Kenya

Liberia

Madagascar
Malawi
Nigeria

Rwanda

BirdLife International Partner countries

Birdlife Botswana (BB)
Fondation des Amis de |la Nature

(NATURAMA)

Association Burundaise pour la Protection des

Oiseaux (ABO)

Cameroon Biodiversity Conservation Society
(CBCS)

Djibouti Nature

Nature Conservation Egypt

Ethiopian Wildlife and Natural History Society
(EWNHS)

Ghana Wildlife Society (GWS)

SOS Forets

NatureKenya

Society for the Conservation of Nature of
Liberia

ASTIY

Wildlife & Environmental Society of Malawi
Nigerian Conservation Foundation (NCF)

Association pour la Conservation de la Nature au

Rwanda (ACNR)
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No of

employees

11

24

11

25

50

50

32

34

80



Seychelles
Sierra
Leone
South
Kenya

Tanzania

Tunisia
Uganda
Zambia

Zimbabwe

Nature Seychelles

Conservation Saociety of Sierra Leone (CSSL)

BirdLife South Kenya (BLSA)

Wildlife Conservation Society of Tanzania
(WCST)

Association "Les Amis des Oiseaux" (AAO)
NatureUganda (NU)

Zambian Ornithological Society (ZOS)

BirdLife Zimbabwe (BLZ)

Source: BirdLife International
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19

27

23
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