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Abstract

Employee retention is a critical focus for management, requiring strategic identification of influential factors and
the application of effective retention rules. This study specifically investigates the impact of mativational
strategies on the retention of registered nurses in public hospitals in Kiambu County, Kenya. The primary
objective is to examine the relationship between working conditions, professional development, remuneration,
interpersonal relationships, and the retention of registered nurses in this context. Guided by Herzberg’s two-
factor theory and Maslow’s hierarchy of needs, the research adopts a correlational research design. The study
encompasses a population of 450 registered nurses and 11 human resource officers from selected public hospitals
in Kiambu County, with a sample size of 211 registered nurses and 11 human resource officers. Data collection
involved questionnaires and interviews, and quantitative analysis employed descriptive and inferential statistics,
including correlations, linear and stepwise regression, and Chi-square.Key findings reveal a statistically
significant influence of working conditions (p = 0.032), remuneration (p = 0.025), and interpersonal relationships
(p = 0.0086, F = 4.430) on the retention of registered nurses in public hospitals in Kiambu County. Thematic
analysis identifies job satisfaction, workload, working hours, professional development, and remuneration as
crucial factors impacting nurse retention. Recommendations include the establishment of motivational packages,
incentives, and opportunities for professional development to enhance nurse retention. Additionally, strategies
should be devised to address the migration trend of registered nurses seeking better opportunities elsewhere. The
study emphasizes the need for human resource considerations that prioritize communication, commitment, and
fulfillment of agreements to positively influence nurse attitudes, behaviors, and overall institutional performance.
Lastly, there is a call for the expedited development of institutional policies to reward registered nurses and break
the cycle of poverty and ill health affecting a significant portion of the Kenyan population.
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. Introduction
Background to the Study

For the last two decades there has been a high rate of migration of registered nurses from public hospital
to private, from rural to urban facilities, inter-country and resignation to other professions because of lack of
motivation. Frustration leads to high migration of the nursing profession according to (Manongi, Marchant, &
Bygbjerg, 2006) leads to shortage of staff, increase of overtime hours and job stress, increase burnout and long
patients’ waiting list. The migration of registered nurses leads to a rise on recruitment and orientation costs
(Lehasa, 2008), it is essential to know the factors that affect registered nurses’ motivation and take appropriate
action.

A report by World Health Organisation (WHO) of 2010a, states that for quality health care outcomes to
be realised a global shortage of 4 million health workers must be met. However, according to records from the
(WHO and GHWA, 2014) the shortage rose to 7.2 million and is further predicted to reach 8 million by 2030 and
12.9 million by rear 2035(Misenda et al., 2017).Shortage of registered nurses at any time poses a threat to the
achievement of the Universal Health Coverage (UHC) and the Sustainable Development Goals (SDGS).The WHO
together with the World Bank did estimates to conclude that about 400 million people across the world do not
receive health care services including affordable medicine, with the International Labour Organization adding that
about 80% of population from 44 world countries are without any health protection depriving them of their right
to health.

Motivation is a process which begins with a physiological or psychological deficiency or need that
triggers behaviour or a drive that is aimed at achieving a goal or a need (Poonam-Jasleen, 2015). It refers to the
elements that arouse desire and the energy in persons to act under their own volition with a motivation as an
element which inspires personnel to work and maintain interests that lead them to innovation and increased
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productivity. Herzberg dual factor theory classifies motivation into two categories; that which deal with the
content and that which deal with the process. He further explains that the employee motivation is a function of
both hygiene and motivational factors. These factors lead an employee towards achievement and recognition. The
motivation of employees is both an extrinsic and intrinsic process, any lack of this can cause problems within the
organisation (Azar&Shafighi, 2013). Huczynski and Buchanan (2013) argued that motivation is a result of
working towards the achievement of stated goals and involves the process of attaining these goals. Furthermore,
Peters (2015) says that the underlying concept of motivation is the driving energy that drives individuals to work
towards the achievement of stated goals. Motivational processes are intended to drive individuals towards the
achievement of these goals.

Statement of the Problem

In the past two decades, a significant challenge has emerged in the healthcare sector, with registered
nurses migrating from their work stations to more promising environments. This migration has led to a shortage
of healthcare workers in hospitals. According to the Kenya Healthcare Workforce report, there is a severe deficit
of nurses, with a current ratio of only 8.3 practicing nurses per 10,000 population, compared to the World Health
Organization's recommended ratio of 25 nurses per 10,000 patients.

Kenya faces a dual challenge of nurses migrating from rural to urban areas and from the public to private
healthcare sectors. The Kenya Health Workforce Information System (KHWIS) indicates that there are 19,591
registered nurses deployed across 4,187 healthcare facilities, including private and faith-based institutions.
However, the number of registered nurses working in private hospitals is not officially reported to the Ministry of
Health.

Significance of the Study

The importance of this study was to give the statistical significance on the influence of motivational
strategies on the retention of registered nurses that may enable policy makers; build a more accruing body of
knowledge that will have the facts to enlighten them of future plans on the retention of registered nurses in the
public hospitals for both theory and practice. This would enable the hospital management to be able to improve
on or search for motivational strategies that will bring about answers to matters affecting registered nurses and
behavioural results in regards to retention or migration.

This could also inform the management as to how to sustainably make the nurses fully motivated and
engaged, to attain the established goals by having the nurses settled in their working stations as the handlers of
hospital’s wealth. The study allows policy makers to take institutional audit of promissory chatty acts anticipated
by the registered nurses’ payoffs promised in the Common Bargain Agreement had their expectations.

Il.  Literature Review

Working Conditions and Retention of Registered Nurses in Public Hospitals

The organizational internal work environment is an important element in the retention of registered
nurses. The heavy workload and work schedule assigned to the registered nurses can negatively affect retention
of quality personnel and also affect the delivery of quality care. Russo (2012) posit that work conditions affect
individual nurses satisfaction such as, balancing between work and family life which includes taking care of their
children and in-service training, consistent and continuous service delivery, career development and institutions
culture. It has been also established that bulky duties can lead to medical misdiagnosis and be associated to nurses’
stress and burnout, nurse absenteeism and high number of nurses leaving the institution (Sassa2017, Teuchi, 2010,
Wiskow and Pietro, 2010). By the government improving the working environment and conditions, stress levels
in nurses will reduce and they will be motivated to provide quality health care to the public according to Davey
(2009). The workplace should be safe with a healthy environment that is free from any forms of emotional abuse.

It is the nurses’ employers who should provide good working conditions free from harmful hazards
physically, psychologically and emotionally. The Occupational Safety and Health Administration Act lays down
some general rules and standards that apply to all organizations and industries such as, provision of safety gear
kit and protection from toxic chemical Kroon (2013). It also sets specific industry standards, especially for fields
that tend to be dangerous such as construction and fishing and laboratory services. Workers and supervisors are
required to report accidents and any grievances on the working conditions to the unions and can also go to court
when their grievances are not met. Ellet, Ellis, Westbrook and Dews, (2007) Loan-Clarke (2010) says that
flexibility of managers plays a vital role, in the retention of health workers. In regards to moral distress, nurses
continue to witness triaging of equipment to those who has a chance to live, patients dying without family able to
be with them, due to visit restrictions, experience cumulative loss, suffer from exhaustion due to workload and
schedule changes, struggle with the worry about their own health and exposure to family while balancing
professional obligations Gardener (2004). Findings from a study done in the United Kingdom indicate that
nursing, Midwifery and Health Visiting (UKCC) showed that registered nurses who work in the private sector
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had better working conditions than those employed in the government sector. The report reveals that there is an
overlap in the activities of the organisation across the two sectors which are responsible for increasing the
registered nurses’ workload across the two sectors (UKCC 2002) that causes a number of registered nurses to quit
the profession or leave the government sector to join the private sector (Andrews 2003:404). The identification of
these influences could lead to recommendations for improving the health sector. Conducive working environment
includes protection from physical, psychological and emotional harm such as the right to an environment free
from harassment and discrimination based on gender, religion, race and disability. Mita, Aarti and Rauveeta,
(2014) defined the retention of employees as a practice adopted by institutions to sustain an efficient workforce
and meet functional requirements. The National Policy-makers together with other stakeholders have a role to
play of developing national plans to attract, motivate and retain the registered nurses which should be conducted
through evidence-based decision making Cardy (2011). Nowadays, fair balance between work and social life is a
central issue influencing registered nurses’ decision to work and stay in an institution, flexible work schedules
gives them an opportunity for personal and professional growth Ellen Becker (2004). Mita, Aarti & Ranveeta
(2014) observed a direct relationship between employee’s work-social life balance and the desire to stay or leave.
In Australia a number of factors that are commonly cited on retention of employees are personal developmental
opportunities, stress at work, compensation, promotion and personal career development opportunities Davies et
al., (2006).

In Pakistan a study conducted by Khowaja (2005) indicated that the registered nurses from 2000 to 2004
had remained at 30% due to migration of nurses to the UK. A study by Chicago-based Career Builders (2011) in
Becker’s hospital noted that lack of professional advancement opportunities, lack of in-house skills training,
education reimbursement, and technical training recognition for work done, posed a challenge in their stay in the
hospitals. This has become a challenge for hospital administrators to motivate to retain registered nurses in the
nation. Mid-Level Providers (MLPS) provide clinical care services as alternatives.

According to Ghapanchi, and Aurum, (2011) salaries, fair treatment and training opportunities fair and
equal treatment influences job retention in the registered nursing profession. Kenya has an acute shortage of
human resource for health due to migration of registered nurses from rural to urban health facilities, to private
practice and others out migrating for better work conditions with good terms according to a report by Kenya
Demographic and health survey, 2014. This study will be to determine whether the variable of the working
environment can influence the retention of nurses in public hospitals in Kiambu County, Kenya.

I11.  Research Methodology

The study adopted a Correlational research design. The research was conducted in Kiambu County,
Kenya. Kiambu County is in the former Central Province of Kenya. Kiambu borders Machakos in the East,
Murang’a to the North, Nyandarua to the North, Kajiado and Nairobi from the South. Kiambu County is well
located bordering Nairobi the capital city of Kenya. Kiambu County is densely populated with an estimate
population of 2,489,179 people. The study targets a population of 1800 registered nurses and 11 human resource
officers from selected public hospitals in Kiambu County spreading across 110 health facilities. A questionnaire
and an interview schedule were used for data collection. The filled questionnaires were collected by the assistant
researcher and checked for completeness before they are received by the researcher to do final verification.

IV.  Results and Discussions
Descriptive analysis on the influence of Working Conditions on Retention of Registered Nurses in Public
Hospitals in Kiambu County, Kenya
Responses were presented with statements regarding the working conditions of nurses in public hospitals
of Kiambu County, Kenya. Through a Likert scale, the respondents were required to indicate their level of
agreement/disagreement on the statements. The findings are as shown in the table 1 below.

Table 1: Working Conditions on Retention of Nurses
Strongly Disagree| Disagree Neutral Agree Strongly Agree

Registered nurses are not well equipped
with PPE’s as security measure when at 5 (1.7%) 12 (4.0%) 34 (11.5%) 151(50.6%) 96 (32.2%)
workplace to handle patients
Work-life balance during pandemic has
no influences on the retention of 36 (12.1%) 103 (34.5%) 52 (17.2%) 60 (20.1%) 48(16.1%)

registered nurses.

Job satisfaction does not influence the
retention of registered nurses.
Workload does not influence the
retention of registered nurses

67 (22.4%) 127 (42.5%) 24 (8.0%) 44 (14.9%) | 36 (12.1%)

72 (24.1%) 128 (43.1%) 14 (4.6%) 46 (155%) | 38 (12.6%)
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Work schedule given to registered

nurses, does not give them enough time| 10 (3.4%) 43 (14.4%) 29 (9.8%) 77 (25.9%) 139 (46.6%)
to relax.

Working hours do not influence

registered nurses’ retention at their 58 (19.5%) 113 (37.9%) 31 (10.3%) 57 (19.0%) 39 (13.2%)

workplace.

Registered nurses are not well secured

against stressful working hours with 10 (2.9%) 15 (5.2%) 15 (5.2%) 118 (39.7%) | 140 (47.1%)

patients.

Source: Research Data (2022)

According to table 1 above, more than half of the respondent agreed that registered nurses are not well
equipped with PPE’s as security measure when at workplace to handle patients with a respondent rate of
151(50.6%), and those that strongly agreed were 96(32.2%). A small percentage strongly disagreed as the rate
was 5(1.7%), 12(4.0%) disagreed and 34(11.5%) were unsure or neutral.

Work-life balance during pandemic has no influences on the retention of registered nurse, 36(12.1%)
strongly disagreed with this and 103(34.5%) disagreed with this statement. 52(17.2%) were not sure of whether
to agree or disagree with this, 60(20.1%) agreed with this statement while 48(16.1%) strongly agreed with this
statement.

Job satisfaction does not influence the retention of registered nurses, most of the respondent disagreed
with this statement since they were 127(42.5%) making the highest percentage, 67(22.4%) strongly disagreed.
Respondent that neither disagreed nor agreed were 24(8.0%), those that agreed were 44(14.9%) and those that
strongly agreed were 36(12.1%).

Workload does not influence the retention of registered nurses, most of the respondent disagreed with
this statement as 128(43.1%) disagreed, 72(24.1%) strongly disagreed. 14(4.6%) of the respondent were neutral,
46(15.5%) respondent agreed and 38(12.6%) strongly agreed.

Work schedule given to registered nurses, does not give them enough time to relax, this is true since most
of the respondent strongly agreed with a rate of 139(46.6%) and 77(25.9%) agreed. Next disagreed at a rate of
43(14.4%), followed by those respondents that were neutral at a rate of 29(9.8%) and finally those that strongly
disagreed with a rate of 10(3.4%).

Working hours do not influence registered nurses’ retention at their workplace, most of the respondent
disagreed with a rate 113(37.9%) and 58(19.5%) strongly disagreed. 57(19.0%) agreed while 39(13.2%) strongly
agreed. That respondent that neither agreed nor disagreed were 31(10.3%).

Registered nurses are not well secured against stressful working hours with patients, this is true because
majority of the respondent strongly agreed at a rate of 140(47.1%) and 118(39.7%) agreed. Respondent that
disagreed and those that were neutral were 15(5.2%) each and 10(2.9%) strongly disagreed.

Inferential Analysis on the Influence of Working Conditions on Retention of Registered Nurses in Public
Hospitals in Kiambu County, Kenya

Inferential statistics was conducted to determine the influence of Working Conditions on Retention of
Registered Nurses in Public Hospitals in Kiambu County, Kenya. The study results were presented on 3 tables
which composed of Model Summary, ANOVA summary and regression analysis on table 2, 3 and 4 respectively.

Table 2: Model summary influence of Working Conditions on Retention of Registered Nurses in Public

Hospitals in Kiambu County, Kenya
Model Summary
Model R R Square Adjusted R Square Std. Error of the Estimate
1 .735% .540 .080 1.2475694

Source: Research Data (2022)

According to Table 2, the study found that the value of R was 0.735. This indicates a higher correlation
between the retention of registered nurses in public hospitals in Kiambu County and the influence of working
conditions on the retention of registered nurses in public hospitals. The value of R square was 0.54, which is
greater than 0.5. This indicates goodness in model fitting.

Table 3: Two-way ANOVA summary on the influence of Working Conditions on Retention of Registered
Nurses in Public Hospitals in Kiambu County, Kenya

ANOVA?
Model Sum of Squares df Mean Square F Sig.
1 Regression 9.138 298 1.828 1.174 .032°
Residual 7.782 5 1.556
Total 16.920 305

Source: Research Data (2022)
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The study found that their existed a s statistical relationship influence of working condition on retention
of registered nurses in public hospitals in Kiambu County, Kenya since the p value obtained was 0.032 which was
less than the p = 0.05 at 95% level of confidence hence we fail to reject since there was a statistical relationship.
The study further achieved an F — value of 1.174 which is greater than 1 this indicates that the study yields efficient
model for the analysis this was represented on table 4 above.

Table 4: Regression Analysis on the influence of Working Conditions on Retention of Registered Nurses

in Public Hospitals in Kiambu County, Kenya
Coefficients?

Standardized

Unstandardized Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 3.363 2.211 1.521 .189
Registered nurses are not well 1.519 1.073 .610 1.416 .216

equipped with PPE’s as security
measure when at workplace to
handle patients
Work-life balance during pandemic 132 .066 .932 1.989 103
has no influences on the retention of
registered nurses.
Job satisfaction does not influence -.290 .696 -172 -.416 .695
the retention of registered nurses.
Workload does not influence the -.639 487 -.513 -1.312 .246
retention of registered nurses
Work schedule given to registered -.540 713 -.251 -.758 483
nurses, does not give them enough
time to relax.

Source: Research Data (2022)

A multiple linear regression was performed to determine the coefficient of the various parameters used
to determine the influence of working conditions on retention of registered nurses and the following linear
regression was formulated
Y =Bo+ Bixy + Paxa + Paxs + Paxy + Psxs + €
Y =3.363 + 1.519x; + 0.132x, — 0.290x; — 0.639x, — 0.540x5 + ¢

Where x1 = Registered nurses are not well equipped with PPE’s as security measure when at workplace
to handle patients
X2 = Work-life balance during pandemic has no influences on the retention of registered nurses.

X3 = Job satisfaction does not influence the retention of registered nurses.
X4 = Workload does not influence the retention of registered nurses
X5 = Work schedule given to registered nurses, does not give them enough time to relax.

Table 8 provides insights into the correlation between various factors and the engagement of registered
nurses in handling patients during the pandemic. The study concludes that there is a positive correlation, with the
highest coefficient (1.519), when registered nurses are not well-equipped with personal protective equipment
(PPEs) as a security measure at the workplace. On the other hand, work-life balance during the pandemic shows
no significant influence on the retention of registered nurses, indicated by a coefficient of 0.132. The remaining
parameters exhibit a negative correlation, suggesting that they are not given much consideration in the influence
of working conditions on the retention of registered nurses in public hospitals in Kiambu.

Thematic Analysis on the Influence of Working Conditions on Retention of Registered Nurses in Public
Hospitals in Kiambu County, Kenya

Thematic analysis was conducted to explore the impact of Working Conditions on the retention of
registered nurses in public hospitals in Kiambu County, Kenya. The study elicited insights from respondents on
aspects such as the safety perceptions of registered nurses when handling patients with airborne diseases like
COVID-19. Below are some of the key comments provided by the study participants.

“The statement emphasized the necessity for specific guidelines for healthcare personnel, including
registered nurses (RNs), involved in the care of patients with COVID-19. These guidelines were said to encompass
the use of personal protective equipment (PPE) such as masks, gloves, gowns, and eye protection. Additionally,
healthcare providers were reported to be advised to follow strict infection control measures, including thorough
hand hygiene and the proper cleaning and disinfection of equipment and surfaces.”

“Furthermore, it was mentioned that hospitals and healthcare facilities were urged to implement
additional measures to safeguard the well-being of RNs and other healthcare personnel. This reportedly included
pre-screening patients for COVID-19 symptoms before entry, isolating individuals with suspected or confirmed
cases, and providing ongoing training and education on effective infection control practices.”
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“Despite the implemented measures, the risk of contracting the disease was highlighted for RNs and
healthcare personnel caring for COVID-19 patients. The reported statement stressed the importance of strictly
adhering to all recommended precautions to minimize the risk of infection and protect both patients and
colleagues.”

“In an additional report, healthcare facilities were reported to have instituted rigorous infection control
protocols to mitigate the risk of exposure to airborne diseases like COVID-19. This reportedly included isolating
infected patients, utilizing personal protective equipment (PPE), and consistently practicing proper hand
hygiene.”

This leads to the conclusion that a registered nurse should undergo training to effectively manage patients
with infectious diseases, possessing the necessary knowledge, skills, and protective equipment to minimize the
risk of contracting and spreading the disease. It's important to note that while protective measures and equipment
are crucial, they cannot guarantee 100% safety. Therefore, it is imperative for nurses to adhere to infection control
protocols and uphold high standards of hygiene to mitigate the risk of transmission.

Furthermore, there should be a thoughtful consideration of the work-life balance for registered nurses
during the transition of the COVID-19 pandemic. Some of the issues addressed by the nurses include:

“In tackling this challenge, healthcare facilities and employers are urged to implement a range of
measures aimed at enhancing nurses' work-life balance amid the pandemic. Proposed mechanisms include the
provision of supplementary resources to support nurses' mental health, encompassing counseling services, stress
management programs, and wellness activities. Additionally, some facilities have introduced flexible scheduling,
affording nurses the flexibility to select shifts that align with their personal needs and family responsibilities. ”

“The intensified workloads, extended hours, and heightened stress levels resulting from the demands of
managing the pandemic have significantly impacted nurses’ work-life balance, adversely affecting both their
physical and mental well-being. ”

This suggests that healthcare facilities and employers have acknowledged the significance of bolstering
nurses' work-life balance amid the pandemic. They have taken steps to implement measures aimed at alleviating
the impact of the pandemic on nurses' well-being.

Concerning the provision of safe environments in healthcare facilities for registered nurses handling
patients before, during, and after pandemics, nurses in hospitals emphasized several key aspects, including:

“Before pandemics, healthcare facilities implement strict infection control measures to prevent the
spread of infectious diseases, such as regular cleaning and disinfecting of surfaces, proper hand hygiene, and
isolation precautions for patients with contagious diseases. During pandemics, such as the COVID-19 pandemic,
healthcare facilities have implemented additional infection control protocols, such as wearing personal protective
equipment (PPE), screening patients for symptoms, and isolating infected patients.”

“Despite that the healthcare facilities are generally considered safe environments; there is always a risk
of exposure to infectious diseases when working with patients. Registered nurses are trained to take precautions
to reduce the risk of infection, such as following proper hand hygiene, using PPE, and adhering to infection
control protocols.”

Overall, healthcare facilities are safe environments for registered nurses to handle patients, but it's crucial
that they follow infection control protocols and take precautions to reduce the risk of exposure to infectious
diseases.

The following are some of the aspects indicated on the motivation and maintain the professionalism of
registered nurses;

“The hospital management should provide professional development opportunities where the healthcare
organizations can offer professional development opportunities such as continuing education, workshops, and
conferences to help nurses stay up-to-date on the latest research and best practices in their field.”

“They should recognize and reward excellence where by recognizing and rewarding nurses for their
excellence can boost their motivation and maintain their professionalism. Employers can recognize excellence
through awards, bonuses, or promotions.”

“There should be provide support and resources by providing nurses with support and resources, such
as counselling services, wellness programs, and resources for work-life balance, can help them maintain their
professionalism and prevent burnout.”

“there should be an encouraging open communication and feedback can help nurses feel valued and
supported, which can motivate them to maintain their professionalism and provide high-quality care to their
patients.”

This indicates that the motivating and maintaining the professionalism of registered nurses is essential to
ensure high-quality patient care. By providing professional development opportunities, recognizing excellence,
fostering teamwork, providing support and resources, and fostering a culture of communication and feedback,
healthcare organizations can help maintain the professionalism of their nurses.
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V. Summary, Conclusions and Recommendations

Summary

From the descriptive statistics, majority of the respondents (slightly more than four fifths) agreed that
registered nurses are not well equipped with PPEs in the workplace. Further, it is evident from the findings that
majority of the respondents, in excess of three fifths, were of the opinion that job satisfaction has an influence on
retention of registered nurses. Moreover, most of the respondents agreed that workload influences the retention
of registered nurses. Loan-Clarke (2010) says that flexibility of managers plays a vital role, in the retention of
health workers. In regards to moral distress, nurses continue to witness triaging of equipment to those who has a
chance to live, patients dying without family able to be with them, due to visit restrictions, experience cumulative
loss, suffer from exhaustion due to workload and schedule changes, struggle with the worry about their own health
and exposure to family while balancing professional obligations Gardener (2004). According to majority of
nurses, the schedule for the workload does not offer them sufficient time for relaxation. Slightly more than half
of the respondents agreed that working hours have no influence on retention of registered nurses. Also widely
held by the respondents was that registered nurses are not well secured against stressful working hours with
patients? The National Policy-makers together with other stakeholders have a role to play of developing national
plans to attract, motivate and retain the registered nurses which should be conducted through evidence-based
decision making Cardy (2011). Overall analysis showed that the working conditions in public hospitals in Kiambu
County were poor.

Conclusion
The study concluded the following:

i. That workplace conditions such as availability of protective clothing, work life balance, secure and
favourable living conditions and workload have a high statistically significant influence on retention of
registered nurses.

ii. That professional development such as presence of training for intellectual growth, and promotion
opportunities significantly influences retention of registered nurses.

iii. That remuneration has a statistically significant influence on retention of registered nurses.

Recommendations
The study recommends the following:
i. All Health workers attending seminars, workshops and further trainings need be facilitated.
ii. Health care institutions need to immediately institute incentives, allowances on services and performance.
iii. Trend of the effects of loss of health services as a result of external migration of the registered nurses
iv. Health care institutions needs to expedite development of institutional policies on rewarding the registered
nurses

References

[1]. Arnold, E (2005) Managing Human Resources To Improve Retention Health Care Manager,24,132-140

[2]. Belle, N. (2013) Experimental Evidence On The Relationship Between Public Service Motivation And Job Performance Public
Administration Review 73(1), 143-153

[3]. Cardy, R.L. And Lengnick-Hall, M.L. (2011) Will They Stay Or Will They Go? Exploring A Customer-Oriented Approach To
Employee Retention Journal Of Business And Psychology, 26,213-217

[4]. Christeen, G. (2015) Retaining Professional Workers. What Makes Them Stay? Employee Relations, 37,102-121

[5]- Dolea Adams, Stormont L. And Braichet J-M (2010).Evaluated Strategies To Increase Attraction And Retention Of Health Workers
In Remote And Rural Areas Bull World Health Organ.

[6]. Farooqui S., Nagendra A., The Impact Of Person Organization Fit On Job Satisfaction And Performance Of Employees, Prodecia
Economics And Finance 11: (2014), 122-129

[7]. Feldman, Y., &Lobel, O, 2010. The Incentive Matrix: The Comparative Effectiveness Of Rewards, Liabilities, Duties, And
Protections For Reporting Illegality, Texas Law Review, 88(6), 1151-1211.

[8]. Goldschmidt, K., Rust, D., Torowicz, D., & Kolb, S. (2011). Onboarding Advanced Practice Nurses: Development Of An Orientation
Program In A Cardiac Center. Jona: The Journal Of Nursing Administration, 41(1), 36-40.

[9]. Hongoro C. And Chikanda A. (2005).Nurse Migration From Zimbabwe: Analysis Of Recent Trends And Impacts. Nursing Inquiry,
12(3):162-174

[10]. Judge T.A., Thoresen C.J., Bono J.E., Patton G. K., The Job Satisfaction, Performance Relationship: A Qualitative And Quantitative
Review, Psychological Bulletin 127, (2011), 376-407

[11]. Kotzee T. And Couper Id (2006). What Interventions Do South African Qualified Doctors Think Will Retain Them In Rural Hospitals
Of The Limpopo Province Of South Africa Rural Remote Health?

[12].  Loan Clarke (2010) A Qualitative Study Of 369 Child Welfare Professionals’ Perspectives About Factors Contributing To Employee
Retention And Turnover. Children And Youth Services Review, 29, 26-281.

[13]. Manongi, R. N., Marchant, T. C., & Bygbjerg, I. B. C. (2006). Improving Motivation Among Primary Health Care Workers In
Tanzania: A Health Worker Perspective. Human Resources For Health, 4, 1-7.

[14]. Mbidyo P, Gilson L, Blaauw D. & English M.Sekaran (2009).Contextual Influences On Health Worker Motivation In District
Hospitals In Kenya. Implement Sci.

[15].  O'brien-Pallas, L., Shamian, J., Thomson, D., Alksnis, C., Koehoorn, M., Kerr, M., & Bruce, S. (2004). Work-Related Disability In
Canadian Nurses. Journal Of Nursing Scholarship, 36(4), 352-357.

DOI:10.9790/0837-2901010714 www.iosrjournals.org 13 |Page



Determination Of The Influence Of Working Conditions On The Retention Of Registered Nurses

[16]. Republic Of Kenya (2009/10) Reversing The Trends. The Second National Health Sector Strategic Plan Of Kenya: Serving The

Health Workforce In Kenya. Government Printers: Nairobi

[17].  Resources For Health (Hrh) Assessment Report For Northern Kenya (2013): Overview Of Health Workforce Distribution Across 10

Counties. Nairobi, Kenya: Capacity Kenya Project

[18].  Rowell, Rutebemberwa E, Mustafa A, Kielmann T, Mcpake B. Health Sector Reforms And Human Resources For Health In Uganda

And Bangladesh: Mechanisms Of Effect.

[19]. Swan, M., Ferguson, S., Chang, A., Larson, E., &Smaldone, A. (2015) Quality Of Primary Care By Advanced Practice Nurses: A

Systematic Review. International Journal For Quality In Health Care, 27(5), 396-404.

[20]. Tay, L. &Diener. (2011) Needs And Subjective Well-Being Around The World. Journal Of Personality And Social Psychology,

101(2)354-365https://.

[21].  Trotter-Mathison, M., &Skovholt, T. (2014) The Resilient Practitioner: Burnout Prevention And Self-Care Strategies For Counsellors,

Therapists, Teachers, And Health Professionals. Routledge

[22].  Wildschut A, Gupta, Mgolozana T: Shortage Of Nurses In South Africa: Relative Or Absolute? Pretoria: Department Of Labour
Africa; 2008.

[23].  Work- Life Balance And Retention Strategies International Journal Of Contemporary Hospitality Management, 20, 792-806

South

[24].  Yeh.Y.-P., Exploring The Impact Of Employee Advocacy On Job Satisfaction And Organizational Commitment: Journal Of Air

Transport Management 36(2014), 94-100.

DOI:10.9790/0837-2901010714 www.iosrjournals.org 14 |Page



