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ABSTRACT

This study sort to examine the influence of staff recruitment and selection approaches on staff retention of employees in ACK Kibera Paper Project a Faith-Based Organization in Kibra Sub-County, Nairobi County, Kenya. ACK Kibera Paper Project was established in February 2001 and is situated within Kibera a slum in Kibra Sub-County. Recruitment is a key and essential tool in assisting the human resource managers and the entire organization to hire the right people for the right job and retain them. Over the years ACK Kibera Paper Project have been facing challenges in retaining its employees. There has been a high turnover in this project. This scenario is what triggered the researcher’s interest to seek to establish the extent to which staff recruitment approaches influenced staff retention at ACK Kibera Paper Project. The objectives of this study were to examine policies of recruitment and selection practices, establish the link between policies of staff recruitment and staff retention and to establish the extent to which the recruitment and selection practices have influenced staff retention in ACK Kibera Paper Project. The research was based on recruitment; selection and retention as the variables under investigation. This study applied the descriptive research design. The population in this study included all the employees in the Anglican Church of Kenya Kibera Paper Project and those in the management who were a total of 60 employees. Given the small population of employees the researcher settled on carrying out the study as a census where all the employees were participants in the study. The researcher used primary data which was mainly quantitative collected through questionnaires and analyzed through descriptive statistics.  The study revealed that in ACK Kibera Paper Project there was no clarity regarding the skills that the employees being recruited were expected to have before being selected for various positions within the project. 84% of the respondents reported that the project recruited employees through a referral system by the Church leaders and there lacked a formal recruitment tool. 91% of the respondents reported that most employees lacked a comprehensive diversified set of skills aside from just knowing how to knit the beads. 77% of the respondents reported that remuneration was not competitive, there was no job security and working conditions were deplorable. In conclusion the research established the nature of recruitment and selection approaches determine the extent to which employees would be retained in an organization. Based on these findings the researcher recommended that they should develop a recruitment tool for the various positions for which they were meant to recruit. There should be provision of skills clarity and skills diversification thus employees feels motivated and utilize their skills fully and this would enhance retention. There should be provision of competitive remuneration and assurance of job security for the staffs.

TABLE OF CONTENTS
iiiDECLARATION……………………………………………………………………………………………………………………………………….

ivACKNOWLEDGEMENT……………………………………………………………………………………………………………… …….…….

vDEDICATION………………………………………………………………………………………………………………………………………..…

viABSTRACT……………………………………………………………………………………………………………………………………………..

xLIST OF TABLES………………………………………………………………………………………………………………………………….…..

xiLIST OF FIGURES……………………………………………………………………………………………………………………………..…….

xiiACRONYMS…………………………………………………………………………………………………………………………………………..

1CHAPTER ONE……………………………………………………………………………………………………………………………….……….

1INTRODUCTION………………………………………………………………………………………………………………………………….….

1Background of the study ……………………………………………………………………………………………………………….….

31.2 Problem Statement……………………………………………………………………………………………………………………..

41.3 Objectives of the study………………………………………………………………………………………………………………..

41.3.1 General Objective…………………………………………………………………………………………………………….…..

41.3.2 Specific Objectives………………………………………………………………………………………………………….…….

41. 4 Research Questions……………………………………………………………………………………………………………………

41.5 Purpose of the Study…………………………………………………………………………………………………………………..

41.6 Significance of the study……………………………………………………………………………………………………………..

51.7 Limitations…………………………………………………………………………………………………………………………….…….

51.8 Scope of the Study………………………………………………………………………………………………………………….…..

51.9 Operational Definitions………………………………………………………………………………………………………….…...

7CHAPTER TWO………………………………………………………………………………………………………………………………..…….

7LITERATURE REVIEW………………………………………………………………………………………………………………………...….

72.0 Introduction…………………………………………………………………………………………………………………….……..…..

72.1 Empirical Literature…………………………………………………………………………………………………………….…..….

72.1.1 An overview of Recruitment and Selection Practices…………………………………………………….……..

102.1.1.2 Recruitment Practices………………………………………………………………………………………………..…….

112.1.1.3 Selection Practices……………………………………………………………………………………………………..…….

142.1.1.4 Recruitment and Selection practices in FBOs………………………………………………………………..….

192.1.1.5 Factors Influencing Retention…………………………………………………………………………………….….…

212.1.1.6 Influence of recruitment and selection practices on retention………………………………….…..…

252.2 Theoretical Foundation………………………………………………………………………………………………………….…

252.2.1 Employee links with the organization……………………………………………………………………….………..

262.2.2 Settlement of new employees within an organization……………………………………………..…………

262.2.3 Sacrifice made by an employee in an organization…………………………………………………….…….…

272.3 Conceptual Framework…………………………………………………………………………………………………..……..…

32CHAPTER THREE……………………………………………………………………………………………………………………………….…

32RESEARCH METHODOLOGY………………………………………………………………………………………………………..……...

323.0 Introduction…………………………………………………………………………………………………………………………..….

323.1 Research Design………………………………………………………………………………………………………………………..

323.2 Study Population……………………………………………………………………………………………………………………….

323.3 Sample Size and Sampling Technique………………………………………………………………………………………..

333.4 Data Gathering Instruments………………………………………………………………………………………………………

333.5 Data Collection………………………………………………………………………………………………………………………....

343.6 Reliability and Validity…………………………………………………………………………………………………………..…..

343.6.1 Validity……………………………………………………………………………………………………………………………..…

343.6.2 Reliability…………………………………………………………………………………………………………………….….…..

343.7 Data Analysis and Presentation………………………………………………………………………………………….….…..

353.8 Ethical Consideration………………………………………………………………………………………………………….……..

36CHAPTER FOUR………………………………………………………………………………………………………………………….………..

36DATA ANALYSIS, PRESENTATION AND INTERPRETATION……………………………………………………………….….…

364.1 Introduction…………………………………………………………………………………………………………………………..….

364.1.1 Response Rate…………………………………………………………………………………………………………….…..….

364.2 Demographic Data……………………………………………………………………………………………………………….…...

364.2.1 Gender Distribution……………………………………………………………………………………………………..…....

374.3 Age of the Respondents……………………………………………………………………………………………………….…...

394.4  Respondents Level of Education……………………………………………………………………………………….….…..

414.5  Recruitment practices in ACK Kibera Paper Project……………………………………………………………..……

464.6 Establishing selection practices that influence staff retention in ACK Kibera Paper Project……....

494.7 Objective 3 was to establish retention practices in ACK Kibera Paper Project………………………….…

57CHAPTER FIVE………………………………………………………………………………………………………………………………………

57SUMMARY OF FINDINGS, CONCLUSION AND RECOMMENDATIONS………………………………………………….…

575.1 Introduction……………………………………………………………………………………………………………………………….

575.2 Summary of the findings…………………………………………………………………………………………………………….

585.3 Conclusions………………………………………………………………………………………………………………………………..

605.4 Recommendation……………………………………………………………………………………………………………………….

605.5 Suggestions for further research………………………………………………………………………………………………..

61REFERENCES…………………………………………………………………………………………………………………………………………

66APPENDICES…………………………………………………………………………………………………………………………………………

66APPENDIX I: RESPONDENT CONSENT FORM………………………………………………………………………………………...

67APPENDIX II: QUESTIONNAIRE ORGANISATIONAL DEVELOPMENT…………………………………………………….…



LIST OF TABLES
37Table 4.1: Gender Distribution Ratio


Table 4.2: Age of the Respondents……………………………………………………....39
Table 4.3: Existence of recruitment practices in ACK Kibera Paper  Project…………...42


LIST OF FIGURES
31Figure 2:1: Conceptual Framework


40Figure 4:1: Respondents Level of Education


42Figure 4:2: Clarity of Skills in ACK Kibera Paper Project


43Figure 4:3: Internal recruitment in ACK Kibera Paper Project


44Figure 4:4: Use of multiple Advertising channels/avenues in ACK Kibera Paper Project


45Figure 4:5: Use of Church referrals in ACK Kibera Paper Project


46Figure 4:6: Skills evaluation as per job description


47Figure 4:7: Use of face to face interviewing method in ACK Kibera Paper Project


Figure 4:8: Engage of external experts in selection of candidates
49
49Figure 4:9: Candidates Skills diversification


50Figure 4:10: Employee Remuneration package in ACK Kibera Paper Project


51Figure 4:11: Working conditions and environment in ACK Kibera Paper Project


53Figure 4:12: Availability of Working tools and equipment


54Figure 4:13: Availability of Job security in ACK Kibera Paper Project


55Figure 4:14: Provision of Training and development in ACK Kibera Paper Project


56Figure 4:15: Communication Process in ACK Kibera Paper Project




ACRONYMS

ACK

Anglican Church of Kenya

CMS 

Church Missionary Society

FBOs

Faith Based Organizations

GMA

General Mental Abilities

HRM

Human Resource Management
HR

Human Resource
ILO

International Labour Organization

IQ

Intelligence Questions

IT

Information Technology

U.K

United Kingdom

U.S.

United States
NGO

Non-governmental organization

CHAPTER ONE

INTRODUCTION
The study provided an in-depth the analysis of influence of recruitment approaches on staff retention in ACK Kibera Paper Project, a faith based organization. The chapter illustrated the background of the topic in order to develop objectives and probe the pertinent issues faced by many faith based organizations, identified beneficiaries of the study, limitations and the relevant scope. The chapter also sought to point out the research problem and also helped in developing the research questions. Besides justifying the research, it would help in developing its future utility.

1.1  Background of the Study 
People searching for jobs have continued to evolve and becoming dramatic worldwide. In the year 1950 and 1960 few recruitment platforms were started which took interest on how the candidate was qualified and experienced, Adler H. (2016). Early in the 1980s and 1990s other technological developments like introduction of fax machines evolved. A candidate could produce curriculum vitae faster and send via the fax machine (Solomon, 2013). 
Employee recruitment in Africa could be seen as not clear for the skilled workers and much work has been done to breach this gap and bring those qualified closer to the recruiters, (Carless 2013). Many people are now seeking inter- country employment in the different countries of Africa.
Most organizations in Kenya while conducting recruitment apply the traditional approach by requesting the HR department. The HR head in turn consults the top management concerning the need to hire and whether the budget to carry out the whole exercise exists. Official recruitment in faith-based organizations is done through advertisements in church bulletins and newspapers but practically the communication of the same is through colleges and training institutions, private agencies, poaching from other organizations especially teachers and health care workers.
Because of the distinctive role of nonprofit leadership, the Anglican Church of Kenya is fond of  hiring leaders who reflect their faith in order to help them maintain strong ties with their origins; especially the Church of  England and to sustain in their organization's religious identity and culture. 
Many times, Faith and Church communities look to faith based organizations to carry out their works of charity and justice in a way that reflects their faith-based ethos, goals as well as values. Agency staffs, particularly executive leadership are key instruments in faithfully implementing their mission as well as the vision. But how that faithfulness may be expressed in a FBO's staffing decisions is quite variable. Nonprofit making organizations and FBOs in particular should consider how religion factors into its staffing decisions both formally and informally.
This research was intended to establish the extent to which recruitment and selection approaches influence staff retention. 
The role of religion in hiring is likely to be affected by the formal policies of an organization, by the organization's connections with the faith community; and by the nature of the position as well as the service provided in most service-oriented nonprofits making organizations. Most staff positions are filled without formal regard to religion or from a wide range of religious background (Vroom, 2013). According to Strayer (2013), non-profit making organization particularly those in the Evangelical or some African - American communities as well as organizations with a mission of religiously-based education prefer many or all staff positions to be filled from within their religious tradition. Delgado et al,. (2014) noted that certain key positions like executive directors and project administrators require hiring someone who is from the sponsoring religion. The researcher wanted to find out whether the same scenario existed in ACK Kibera paper project. Kent (2003), noted that leaders from the religion that sponsors certain project would set the tone and direction for the organization. They would also remain the primary contacts with the board and other staffs and serve as liaison with the broader community. 

The Anglican Church of Kenya is part of the global Anglican Communion that had its foundation to the early church. ACK specifically derive their identity from the Post-reformation expansion of the Church of England and their Episcopal or the Anglican Churches (ACK Communion, 2016). Missionaries who brought Christianity in Africa did much more in developing the indigenous people they found in Africa.  Everywhere else they settled they built a church, a school, a health institution and did a lot of farming. This too required recruitment and selection of people who will be capable to carry on with the work.
Consequently, The Anglican Church of Kenya in line with its values of collaboration, partnership and professionalism and the wider aim of community transformation has an outreach arm known as development department. The work of this department is to oversee activities that pertain to physical, intellectual, environmental, social and economic life of the people they serve. Through this department, the Anglican Church of Kenya is highly involved in community development projects.  ACK Kibera Paper Project is one of the many projects whose activities are overseen by the Anglican Church of Kenya. Anglican Church Kenya has many departments where ACK Kibera Paper Project the point of focus lies directly under the Board of Mission.
ACK Kibera Paper Project was started back in the year 2001 by an Australian missionary sent by Church Missionary Society (CMS) from the Anglican community in Australia. The main aim was empowering widows in the Anglican church living in Kibera slums through making hand-made cards, necklaces, earrings, bangles and selling them locally and overseas to earn a living. However, contrary to the expectations, productivity is greatly affected by inconsistencies in labor force availability. This is caused by varying number of employees due to high employee turnover as well as in the management level. 

1.2 Problem Statement

The main goals of recruitment and selection are to find the best source; thus hiring and retaining the most talented employees, which keeps the organization competitive on the job market. FBOs are presumed to retain staff by virtual of being Christian. ACK Kibera Paper Project is a Christian organization; however over the last nine years the project has experienced volatile movement of staff and this has led to a high turnover of 75% of the employees moving to other organizations. Recruitment and staff management practices in many FBOs have been over spiritualized despite globally accepted procedures on the basis of faith.
Despite ILO conference that was held in June 2009 accepting a global job pact that was meant to reinforce and strengthen employment policies, staff retention at ACK Kibera Paper Project still remains a challenge. It is against this backdrop that the researcher sought to investigate the extent to which recruitment and selection procedures may have influenced staff retention at ACK Kibera Paper Project.  
1.3 Objectives of the study

1.3.1 General Objective

To investigate the influence of recruitment approaches on staff retention in ACK Kibera Paper Project a Faith-Based Organization.
1.3.2 Specific Objectives

i. To examine recruitment practices in ACK Kibera Paper Project.

ii. To identify selection practices on influence of staff retention in ACK Kibera      Paper Project.
iii. To establish staff retention practices in ACK Kibera Paper Project.
1. 4 Research Questions

i. What are the recruitment practices of staff in ACK Kibera Paper Project?

ii. What are the selection practices on staff retention in ACK Kibera Paper Project?

iii. What are the staff retention practices in ACK Kibera Paper Project? 

1.5 Purpose of the Study 

The purpose of the study was to establish extent to which recruitment and selection procedures influence staff retention in FBOs with a focus on ACK Kibera paper project. 
1.6 Significance of the study

The study would benefit FBOs whose proper understanding of the relationship between recruitment, selection and staff retention would help them develop better recruitment policies. 

Academicians and any other interested parties undertaking similar studies may make use of this study as a useful reference material during their research in this area in future. This research will add more input to other available knowledge in this subject to answer questions of the relationship between recruitment, selection and staff retention.

Management of the Anglican church of Kenya and ACK Kibera Paper Project can also use results from this study to enhance and enrich their understanding on importance of the process of recruitment and selection.
1.7 Limitations

One limitation for this study was confidential nature of records since ACK Kibera Paper Project is church based and hence highly secretive with its records. The researcher dealt with this issue by assuring the management of confidentiality. Explanation was given and the respondents freely gave the information asked for. 
Another limitation was fear of victimization. Many employees feared giving out information to the researcher for fear of being victimized by the management later. The researcher addressed this concern upfront using a letter from St. Paul’s University. The researcher also used information given out of self will and participation without coercion. 

1.8 Scope of the Study

This study focused on recruitment and selection in ACK Kibera Paper Project, Nairobi. ACK Kibera Paper Project is located in Kibera slum under ACK All Saints Cathedral Diocese. It comprises of seven board members all being registered members of ACK All Saints Cathedral Church and recruited by the mission board of ACK, thirty eight permanent employees and fifteen casuals. The researcher focused on all the project staff as well as the board members.
1.9 Operational Definitions  
Anglican the communion of people having an Anglican faith. 
Synod   it’s a supreme governing body drawing representative from the parishes whose role is to govern the operations and activities of the Church.

FBO -
Faith Based Organization is an organization affiliated to faith of a particular Church. They provide resources as food, healthcare and education as well as providing job opportunities for the people they serve.

Recruitment - Is the process organizations would use to search for right candidates and attracting them to apply for jobs in the organization.
Selection - “The process which organization chooses from among the applicants, those people whom they feel would best meet the job requirement, considering environmental condition.” 
Retention - is defined as “strategy applied by businesses in order to maintain an effective workforce and at the same time meet operational requirements”.
HR - Human Resource is the people performing different tasks in an organization.

HRM - Human Resource Management is the arm that organizes and divides tasks and oversees how people should work in an organization.
ILO - International Labour Organization is an agency of United Nations and its mandate is to protect the working people, promoting human and labour rights.
CHAPTER TWO

LITERATURE REVIEW

2.0 Introduction
This chapter reviews both theoretical and empirical literature pertaining to the study problem. Whereas theoretical literature focuses on the theories and models underpinning of the study; the empirical literature reviews previous scholarly work in relation to this research’s objectives.  Previous scholars’ contributions as well as the gaps thereof will also be explored. 

2.1 Empirical Literature                                                               
2.1.1 An overview of Recruitment and Selection Practices 

According to Niles (2013), recruitment is an organization’s process of attracting applicants to jobs within the organization. Fori and Aryeetey (2011) defined recruitment as the process of attracting and generating a pool of capable people to apply for employment in any given organization. A candidate to be engaged in an organization, he/she must be selected from the list of applicants. On the other hand, Rothwell (2010) defined selection to be a related process which involves management nominating for openings to see how equipped applicants are to meet current needs. The researcher acknowledges the above definitions since no organization could operate its day to day activities without the relevant employee in any given position.
Richard (2013) connotes that selection is the process of selecting the best candidates out of the available and rejecting the unsuitable candidates. Selection is also said to be a negative process or a process of elimination. The researcher is in agreement with Richard because out of the many applicants asking for the job most of them might not possess the required qualifications or the skills needed for the job. During the selection exercise different types of tests would be applied and would be accompanied by personal interview and medical examination. In addition, references would be checked by the responsible people scrutinizing all the applications. Wrong choice of candidate becomes a permanent problem as long as the particular candidate remains in the organization.  This is so because there would be no interest in the job; initiative and finally no capacity to handle the job properly.  De Waal et al, (2015) noted that incase candidates that are selected wrongly are absorbed to different positions in an organization endangers the future of that particular organization. They become liabilities, might create problems and thus remain obstacles to achievement of the organization objectives, goal as well as growth. Selection could be said to be the foundation of any given organization which must be strong, stable and firm for the success of the organization.

According to a journal by Starke (2016) lack of recruitment policies have much to answer because in this regard; it would lead to wrong choice of candidates being offered positions in the organization. This demonstrates absence of a clear and a promising recruitment policy and managerial practices conducive to attract and retain skilled employees. When a recruitment process loses objectivity, it may narrow down to a social rewards process where the organizational objectives are compromised to other interests within the management. These interests vary from a desire for social loyalties hence hiring through kinship ties, material gains through the hiring process among other unethical recruitment practices.

Selection needs to be differentiated from recruitment although both are two phases of employment process. According to Carless (2013), recruitment is perceived as a positive process because it motivates more candidates to apply for the job thus creating a pool of applicants who becomes organization source of data. Selection is viewed as a negative process as the inappropriate candidates are rejected at this point. Therefore, recruitment precedes selection in the staffing process. Carless went ahead and noted that selection of candidates involves choosing the best candidate possessing the best abilities, skills and knowledge for the required job. The researcher is in agreement with these definition because for an organization to fill a given position recruitment must be done then process of selecting who come for interview and choosing the best candidate becomes vital.
If one gets the process of recruitment right then organization will be halfway to attainment of its goals and objectives whereas any potential employee’s issues that can arise in future would be minimized. It is important for the entire Human Resource organ in an organization to be involved in the process of recruiting because generally employers get it wrong through neglect or ignorance. It is quite understood that recruiting employees in the current market might be very expensive and the latest statistics show that to replace an existing member of staff would cost the organization two and a half times the employee's annual salary (Kayuni & Tambulasi, 2007). This emphasizes the importance of the HR department to play a part in the entire recruitment and selection process. 

According to Werner et at.,( 2014), this assists the employer to go the extra mile thinking whether there are enough resources to carry out the recruitment exercise. Also look at the requirements entailing the content making the job but also looks at the job purpose, what is expected as far as output is concerned, the skills required and how it fits in the organization’s culture and structure. The researcher connotes that it’s healthy to recommend and consider the best practice to include HR department in all recruitment, selection processes and interviews though this is always ignored in FBOs. During recruitment, organization tries to establish contact with the job applicants by job postings advertisements internally and externally, use employee referrals and other methods depending with organization and nature of the job in question.
According to Friedman (2015) reasonable conception of the hiring process which creates the context in which selection takes place has particularly been touted in recent literature. It is viewed as a key HRM practice determining series of the outcome that is very crucial to both the staff and the organizations.

 O’Brien (2012) suggested that recruitment and selection are essential tools in assisting the human resource managers and the entire organization to hire the right people and retain them. While it is understood and accepted that poor recruitment and selection decisions might continue to influence retention of employee in an organization. Many organizations across diverse jurisdictions have not identified and implemented effective hiring strategies (Huber et al., 2016). 

Better outcomes in Faith-based organizations have traditionally been associated with effective performance attributed to more staff retention and discharge of duty. Some evidence supports the explanation that this is due to increased accountability of staff to employers in NGO’s and Faith-based organizations (Hoevemeyer, 2014). However, in the recent past, much of the evidence reviewed indicates a shift in Faith-based Organizations where employees are often less formally qualified, have low salaries and weak job security, leading to significant employee turnover among the Faith Based Organizations (Pal and Kingdon, 2010). Hence the role of recruitment and selection practices in this phenomenon therefore remains largely unexplored.

In view of staff effectiveness in faith-based organizations, it is paramount to ensure that staff continues with the organization for longer period of time. In regard to this, there lies a big need to relate the recruitment and selection practices to other HR management practices. This removes assumptions that employee turnover is a factor of working conditions and salaries only.  
2.1.1.2 Recruitment Practices
Recruitment is defined as “the process of attracting, generating and encouraging capable people to apply for job employment in an organization” (Gold, 2003). In other words, recruitment process end up providing the organization with a list of qualified and potentially candidates which selection would be made to fill open vacancies. Newell (2012) highlighted that organizations should make decision whether to recruit employee internally or externally. According to the researcher recruitment done internally boosts staff career development and improves work morale across all sections. This is because each staff desires to be promoted; though it still has its negative effect since a staff without relevant qualifications and skills may be given the position. While recruitment from external candidates enables the organization to bring in new skills, ideas and abilities.
According to Gberevbie (2014), organizations seeking to recruit candidates for level one entry positions ask only for minimum qualifications and experience. Those who apply are mostly recent high school or fresh university graduates. Most have not yet made clear decisions concerning their future careers or they are still contemplating to engage in advanced academic activity. Organizations fill some middle levels, senior administrative, technical and junior executive positions internally. The urge to source for scarce high-quality talent to fill senior executive levels is often recruited from external sources. There are some successful organizations utilizing both mechanisms to effect recruitment to all levels. Ibrahim et al,.(2015) took a critical view on the general use and the validity of employee recruitment and selection methods. Commenting on the application of personality tests in selection the two authors stated that in utilizing such tests employers are essentially ‘clutching at straws’. Basing on these employers will probably make use of anything that will help them make some viable decision. It is indeed very important to bear in mind that the current wisdom in the area of recruitment and selection just as in the management field may be criticized and can be rejected in the future. Candidates are increasingly using this medium to search for openings with only 89 per cent of graduates searching online. (Reed Employment, reported in People Management, 20 March 2008).
 2.1.1.3 Selection Practices
Staff selection process can indirectly lead to hiring personnel with a religious connection. Regardless of whether religion is the required preference, individuals in a faith community often end up as FBO staff. This is because they heard about the opening positions through religious channels of communication. Those who had previously volunteered at the agency through their faith community are highly likely to be recruited (Daley, 2014).  Others might have sought out an employer who shares their religious values and sense of mission, or they know other staff members from their faith network. For example, the administrator at one Evangelical urban ministry notes, "We don’t really have a fancy process in recruitment usually it is who is known in the church gets recommended here.’’ 
During selection process an organization search for the best and decides who of the recruited candidate will be offered a position. Welch (2015) noted that selecting employee effectively remains critical to a successful organization. How employees perform the given tasks is a major factor in determining the success of the organization. Therefore ability of an employee to deliver, attain goals and get satisfaction explains rate of staff retention in the organization as well as the growth performance within a stipulated time.

Frijns et al.,(2015) commented that poor practices carried out while recruiting could lead to attrition since the exact job duties might be misrepresented because the hiring managers could miss or fail to apply the recommended hiring practices. Occasionally top management committee in Faith-Based Organizations would feel that if the job applicant had an inclination to the mission of the faith based organization or are recommended by someone already connected with the FBO then their religious orientation would be compatible. Human resource management activities play a great role in ensuring the success of that particular organization. 
Selection refers to “the process where managers and others use given tools to choose from the applicants a person or persons who is likely to get the job given the goals and legal requirements” (Horwitz, 2013). Newell and Shackleton (2012) suggested that selection could also be seen as a decision-making process to help get the ‘right’ person who will fit well for a given position.

Organizations would try to search and get the ‘best’ candidate who might meet the personal requirement for the position through a sound decision making process. However, this approach may ignore the fit between organization and employees by ignoring expectations of the employees who wish or may prefer to work in the organization under certain conditions. Contrary, organization using an exchange approach places emphasis on the ‘fit’ between the organization and the candidate during the selection process. Newell et al (2012) indicated that “selection process of skilled workers is highly used with great emphasis placed to finding the right fit between the individual and other members of that group”. Empirical results showed that the ‘best-fit’ approach can help organizations to reduce staff turnover and boost commitment of the employees (Salaman and Iles, 2014). Therefore, when discussing selection then the best candidate carries the day. In FBOs this is mostly affected by who knows who at the top management level.

Daley and Guarino (2013) suggested a systematic approach to selection may include defining positions that can attract applicants; reviewing candidates and having wise decisions. Therefore, organizations should first decide who they want to recruit. In other words, organizations would set up the required capabilities of the workers they are searching. Organizations may use variety of selection instruments while conducting selection process to allow the ‘fit’ between the organizations and employees (Chien et al,. 2015). In addition to considering the questions to be asked, the avenue through which the interviews can be conducted must be considered. Guarino (2013) noted that interviews are more costly and can lead to challenges in locating participants. Salaman et al,. (2014) highlighted that face-to-face interviews are often considered to be the best interviewing channel since they allow more flexibility in question content; allow a firmer bond to be made with the target population and allow for more control of the interview surroundings. 

Such interviews also allow visual aids presentation to help conduct the interview process with ease. Most employers choose use of presentations since good presentation skills reduce miscommunication and likely the biggest cause of work related stress hence improve performance and employee retention. Meyer (2014) connotes that good presentation skills reduce stress on presenters which means they will be more willing to present and thus effective with their communication.

Interviews have been criticized due to limitations of being unreliable indicator for future performance. Employers can use many selection techniques instead of interviews as set questions and work sampling. For example, Newell and Shackleton (2012) found that a knowledge intensive firm applied intelligence and tests set as the main selection tools before interviews, whilst candidates were rejected because of their bad ‘fit’ with the organization.

Chien and Chen (2015) suggested that firms could make use of data mining strategy to identify a good pre-screening and selection channels criteria together with the adoption of personality and cognitive tests. According to Cook, (2014); Millmore, (2013) and Newell, (2012) in the U.K the most common selection tools used by organizations were short-listing, interviewing and references. This also is widely used locally in FBOs though not quite effective and portrays many challenges and hiccups. 

Millmore (2013), suggested that to get specific skill level of a candidate required one can use work test and knowledge of the job tests. i.e. skills that cannot be learnt on the job. The two tests should are supposed to be similar in nature. Job knowledge tests searches for critical knowledge areas needed to perform a job effectively and are generally used to assess specific skill sets i.e. technical skills such as IT programming. Millmore still argued that work sample tests search for the real execution of the critical knowledge i.e. they are to practically oriented rather than knowledge oriented. Tests of this kind require be specially developing and setting by an organizational psychologist, giving and scoring by trained human resources specialists. Scoring work sample tests needs trained people observing and rating behaviour whereas job knowledge tests are written tests that have right/wrong response options.

Tiffin et al,. (2012) indicates that aptitude tests and IQ tests are tests set to look to a person’s ability to develop skills or gain knowledge. They are used to portray future development in a given activity. Like tests of GMA (general mental abilities), aptitude tests look for an individual's overall growth across a given range of mental abilities. IQ tests have the benefit of being very reliable but they are constrained in that they after abstract reasoning and eloquence. At times IQ tests can bring forth wrong candidate over the right candidate; because an applicant’s reasoning can be quite different from another. 

According to Slocum et al. (2011) personality assessment generally applies self-reports require a candidates respond to questions or tests by rating the extent to which they agree or by indicating how accurate an item is as a description of their personality. An employee doing self-assessment is so common in selection and assessment across numerous firms and organizations as compared to other given selection methods. 

English language ability tests have also proved a crucial tool especially for employees in international FBO’s. English proficiency tests determine English fluency and language ability is emphasized due to the need for the flow communication within staff members, management and in job execution (Lock, 2011).

Tiffin et al,.(2012) noted that aptitude tests that include items that measure more required abilities such as verbal and number work skills for these can predict academic advancement or job performance. Aptitude tests which include specific ability tests and a knowledge component are increasingly popular in medicine and for knowledge workers. Aptitude tests in the selection context are tests of cognitive skills such as processing speed and inductive reasoning. 
Team role play assessments may also be conducted at a selection center where each member of the group may be allocated a role and informed in advance about the role and the background to the topic in question. A group exercise in role play would also assess one’s skill of working as a team player, good listener, negotiator, a leader and time manager. The candidates may be put on a headset and the program plays seven different customer situations. Applicants playing the role of operators answer multiple choice questions online as to how they would respond to different customers (Chen, 2015). The typical competencies tested by most organizations are achieving goals assertiveness, focus, interpersonal effectiveness and working under pressure. Team work is highly recommended in FBOs for efficiency and effectiveness of the organization and employee retention.
2.1.1.4 Recruitment and Selection practices in FBOs
Demand for FBO to employ has increased steadily over recent decades and this is driven by the new Faith-Based Organizations. This growth continues even to those already established. A journal by Pamela et al., (2013) about recruitment and retention in FBOs reported that from 2000-2008 the number of international FBO’s particularly schools by that time doubled. A study carried out by Woodward (2010) in Asia depicted that such growth has continued with researchers reporting 5,619 international FBO schools world-wide with 2,585,413 students in 2010. Asia, for example, is one of the fastest growing markets for international FBO schools, with 2,931 schools reported by 2010. This figure accounts for 52% of the total of international FBO schools (Woodward, 2010). This regional growth of the FBO’s in the market is in part due to the burgeoning growth of many Asian economies in the new century. 

A study carried out by Starke et al,. (2016) in Asia indicated that candidate pool for employees in FBO’s has not kept pace with the increasing demand thus creating an increasingly competitive market for recruiting. The researcher connotes that if this trend would exacerbate the shortage of FBO employees will continue to persist. An exit interview is always recommended to be carried by the management to help identify any gaps, problem areas to be addressed or skills that are required for the new job holder. It also helps to enlighten the employer about any effective change in that role. During the recruitment phase organization attempts to establish contact with potential job seekers postings advertisement within the organization, advertising to attract external applicants, employee referrals, and many other methods depending on the type of organization and the nature of the job in question. 
However; the increase in new FBO does continue to cause increased competition for candidate (Boam et al., 2014).  The existence of economic crisis in the year 2008-2009 seems to have improved the candidate pool (Broman, 2013). The researcher acknowledges this as true since when there is mushrooming of FBOs in any given area or country attracts as many applicants as possible for the advertised positions. Responding to this challenge the association for the Advancement of International Education (AAIE) organized a high profile task force to investigate ways to increase international staff recruitment pools. On the other hand Haesli (2015) added that other experts have echoed this call to add for international jobs.
Salaman (2014), when referring to recruitment methods state that “the real avenues or vehicles applied to attract candidates also seem to influence whether the right applicants are encouraged to apply and to continue in their application”. In general, the major sourcing options for recruiting talent include: building relationship with organizational agencies, internships, internet, current employee referrals, job fairs, also networking at conferences as well as trade shows (Stokes, 2010). The researcher highlights that the sourcing options are used widely by corporate organizations as compared to FBOs; since FBOs tend to rely heavily with the Church leaders and elders.

Recruitment can be conducted internally through the process of promoting staffs, transferring hardworking staffs or use of referrals by current staff members. Where internal recruitment is the chosen method of filling vacancies, job openings can be advertised by use of placing notices on manual and electronic bulletin boards, newsletters and through office memos. Referrals are usually word-of-mouth advertisements regarded as low cost way of recruiting (Zheng et al,.( 2014). Referrals can contribute highly to nepotism and favouritism in the organization. As the researcher feel that this is more likely to happen in FBOs and it’s quite detrimental since conflict of interest may at many times overshadow the achievement of the organizational goals and objectives. There is need for organization to recruit from external sources by encouraging walk-in applicants, advertising in newspapers, magazines, employment agencies to ‘head hunt’ advertising online via the internet or through job fairs and the use of college recruitment (Fitz-enz, 2015).

Fitz-enz (2015) suggested that internal recruitment may not give the right number of candidates or quality needed. In such cases the organization need to recruit from external sources either by encouraging walk-in applicants; advertising vacancies in local newspapers, magazines and journals, on-line via the internet or through job fairs and trade shows.

Public agencies are becoming popular in the search for management level and executive talent. This method is expensive if the organization uses a contingency firm or has one they use. Meyer (2014) suggested search firms tend to match candidates with positions faster than when organizations do it. The recruiting firms and employment agencies holds larger databases and wider access to those they may have placed and have great awareness of the location of competencies needed by the client agencies.

Social network sourced recruitment has become a major method of sourcing candidates. Gberevbie (2014) also argued that use of internet is quick and cheaper than many traditional methods of recruiting. Candidates can see information concerning the job, organization and then respond electronically.
Online recruiting also provides access to passive job seekers who already have a job but would apply for what seems better on the internet. They may be of better quality since they are not desperate for a job change as compared to the active job seekers who may be frustrated and disgruntled workers looking for a new position (Huber et al,.2016).
Dowell et al,.(2012) further asserts that, organizational websites offer big space that can be used by management to sell the organization. The site can then be used not only to post vacancies as well as make the organization known. This allows candidates to become more familiar with the organization and know what skills the company is looking for and learn more about its culture. Most importantly, the system will provide a proper way of getting quick responses to job vacancies. 

To recruit from colleges entails sending a representative to campuses and prescreen applicants. This builds a pool from that college’s graduating team and becomes a source of management trainees, promotable candidates, professional and technical employees (Vroom, 2013).

To have the best from this hiring strategy an organization and its career opportunities must be set to stand out. Students may use arbitrary criteria to select the first job. Human resource professionals know that few college and potential graduates are aware where they would be in the next fifteen to twenty years. According to Strayer (2013) for the growth of an organization it must show how the work offered meets students’ needs for their skill development, rewarding and compensation and personal movement.

Recruiting from college provides opportunities for internships. Some interns are taken at low cost and wage and given work experience. Interns are able to build business skills, check out potential employers as well as learn more about what pleases employers’ before settling on the career (Chen et al,. 2015). Some of the better interns are recruited after graduation. The research acknowledged this as true since most FBOs employs graduates as volunteers which helps shape the path their careers will take later. Some of the volunteers find themselves being absorbed by the same FBO while others secure jobs in other FBOs offering similar services.

College recruitment is expensive and consumes time for the recruiting organization. Candidates must be screened, which helps to determine whether that candidate is worthy of further consideration and marketing the organization as a preferred place of employment. However, recruitment at this stage might be trial and error in that many of the candidates may not have clearly decided their career paths. In that case even the best of efforts in recruitment may be met by later turnover as the candidates try to fit in other areas.  
According to Allen et al,. (2014) ‘recruiting and selecting employees is very fundamental to the sound functioning of any organization and there are reasons for getting it right. Poor selection decisions reduce organizational effectiveness; reward system and development of employees are frequently unfair on the individual. To recruit employees can be so tiring for managers who have to deal with non-performers.’ The researcher noted that once a wrong candidate is brought on board then there is the likelihood for internal conflicts to emerge among the recruits and managers as well as line supervisors. Managers’ decision making level is affected and this also triggers the need to leave the organization.
According to Kagema (2014) and Koech (2011) the strategy of a job fair is meant to bring people interested to search for employment into those organizations that are searching for applicants. These are open forums where employers exhibits the best of their organizations have to offer so that job seekers can make right choices. At the job fair, employers get a big number of candidates to draw from while the applicants have the space to move around for different employers in one place. Notwithstanding the fact is that environment at the fair is more welcoming than in an interview, employers lookout for the qualified potential employees who show interest, dedication to work and can  be initiative.
Organizations that have used referrals from current employees for several years give them bonuses for successful referrals. It is not complicated, reliable and a cheap approach. A study at a call center showed that applicants sent by high performing current employees were more likely to be taken on board than those sent by low performing employees (Daley, 2014). This worked for many organizations, but it brings high level of nepotism since the ‘top management of different organizations tends to refer their relatives to their fellow colleagues’ holding similar positions in other organizations. It is not possible to completely rubbish this kind of approach since relationships have ways of driving organizational goals. However, overdependence on such a model is likely to reduce levels of diversification and variety. Occasional individual or community interests and inclinations may cause the downfall of an organization. 

Several scholars highlighted that recruitment should be done on the basis of attraction. Attraction can be of different forms in any given organization as attractive remuneration package, training and development of employees or other benefits like provision of a vehicle, housing and entertainment allowance among other benefits. This leads to an employee having the will to work for long in an organization.

However, similar methods of recruitment give different results of employee effectiveness in different contexts. For example, employee referral programs offering financial gains or incentives were said to have an effective method in the U.S. but less successful in the U.K (Amaram, 2013; Lockwood and Ansari, 2011). Empirical research revealed that in Taiwan some high technology companies relied heavily on formal recruitment methods as advertising through media compared to non-formal recruiting methods such as employee referrals.
From previous studies sound recruitment practice remains key to an organization in regards employee retention (Dowel, 2012). The way the selection process is handled also influences employee retention. Training and development should be taken seriously since it adds new skills, knowledge and ensures the employees are valued and the desire to advance is taken care of. If the organization does not offer any chance for career growth then employees tend to leave and seek jobs elsewhere. Meyer (2014) suggested that managers should create a platform for communication to bridge the gap between them and employees; this makes employees feel part of the organization. Research acknowledges this because employees portray loyalty and commitment to the organization. The research also shows that most organizations tend to use formal methods of recruitment as this provides a large number of applicants to choose from. 

2.1.1.5 Factors Influencing Retention

Retention can be defined as an organization’s “capability to keep employees for a longer period of time” (Hoevemeyer, 2014) and particularly to valuable employees (Howatt, 2010). Staff retention can also be described as the willingness of employees who keep the organization in business for a longer period.

Retaining employees is growing to be the desired practice though it is becoming a fierce competition in every other organization. This shows that in future retaining best talent may be a great challenge. Research shows that employees leave because of frustration or friction among fellow employees or the managers. For an organization to retain its employees, good working environment should be provided in line with managers-employee relationship.
ILO came up with a job pact to act as a guide to organizations as they draw their own employment policies. But this still remains a challenge since every country has an arm, for example, ministry of labour that deals with employment policies.

There could be two reasons why retention is a crucial issue for many FBOs. To start with retaining valuable and vibrant employees would help reduce organizations from depleting their personnel knowledge thus remaining at the competitive advantage. In some cases, it would really hurt an organization if the entire team left and took their research and development capacity or client base to the organization’s competitors (Richard, 2013). Secondly, seeking to replace knowledgeable workers might be relatively hard and very costly. It has been estimated that re-employment would incur costs such as recruitment and advertising costs, induction and training costs, and time cost to engage the right person might cost as much as 2.5 times the staff’s yearly salary (Kayuni & Tambulasi 2007). Werner (2015) also noted that employee being compensated lowly may provoke their leaving at any given time. There is no incentive for employees to explain why they are actually leaving their job. The researcher was in agreement with Welch (2013) that at any particular time an employee feels that there is no attraction offered in any form of appreciation like an incentive of either certificate or in monetary value opts to leave.
According to a research done by Meyer et al,. (2014) shows that human resource management practices such as remuneration package, security offered, training & developments, support given by supervisors, environment conditions and justice in the organization can help to reduce absenteeism, improve employee retention and better quality work . 

According to Osteraker (2011), employee satisfaction and retention are taken as the cornerstone for success of organization. Past study has divided it into social, mental and physical dimension. The grouping is based on hoe people socially interact at work, work characteristic or the physical and material circumstances associated with work. Osteraker further revealed that retention factors of the mental dimension are work characteristics, employees are retained by flexible tasks of using their knowledge and getting results of their efforts. The social dimension refers to how employees interact with other fellow colleagues both internally and externally. The physical dimension looks after the working conditions and how employees are paid. In order to retain employees, organizations need to gather and gain information about dynamics that characterize the motivation to work. Bhasin (2016) connoted that an organization with an environment that is team oriented is friendly to employees and they would continue working.
Employees should be more loyal and they should extend their stay in an organization when they identify themselves within a group and contribute to the performance as a team (Knippenberg, (2015). This suggestion is based on work performed by Locke and the goal setting theory he developed. The goal is team performance and the individual feeling part of the group. The focus of Locke was on the goal but in order to reach the goal one must associate and interact well with the group and task. Boam.R (2010) describes another framework manager can use when communicating with its employees to know that the cause of retention consist of nine different predictors; organizational processes, role challenge, values, work, life balance, information, recognition and appreciation, management, work environment and product or service. 

Fitz-enz (2015) recognized that one factor is not responsible for management of employees retention, but there are several factors that influence the retention rates and which need to be managed congruently i.e. compensation & rewards, job security, training  & developments, supervisor support culture, work environment and organization justice etc. Accordingly, organizations utilize extensive range of human resource management factors to influence employee commitment and retention (Stein, 2010; Beck, 2010; Clarke, 2010). This study also sought to establish the factors which are of more influence in employees’ retention. These factors are categorized into organizational factors; that is supervisor support, organization image, work environment and human resource factors as employee value, training & development, remuneration & reward, job security and employees promotion aspect.

2.1.1.6 Influence of recruitment and selection practices on retention

Retention activities may be defined as a sum of all those activities aimed at increasing organizational commitment of employees and giving them an overall ambitious and myriad of opportunities where they can grow by outperforming others (Bailey, 2014). 

Ansari, (2011) notes that given development of new managerial approaches to staff retention, labor market dynamism, evolution in research methodology and technology; this is not surprising that turnover continues to be a vibrant field of research despite there being several academic studies addressing the topic.
 Organizations need to draw policies and practices on how to retain employees for longer duration. Most managers understand that having the right people at the right position and at the right time help to keep the organization in business. This promotes growth and development.
 Traditionally, management of people is characterized by an approach that focuses on adoption and use of formal administrative practices opposed to strategic development of HR skills and competencies. However, regardless of great awareness of strategic HRM, the practice resembles personnel administration and record keeping and is increasing by cost-cutting & retrenchment (Kadalie 2014).  
Allen and Meyer, (2014) noted that ‘the recruitment and selection of employees is the key functioning of a given organization and there are reasons for getting it right. Poor decisions in selection reduce organizational effectiveness, degrade reward and development strategies are found to be unfair on the individual recruit and can be distressing to managers who need to deal with non-performing employee.’ Such factors affect manager - employee relationship thus leaving them with no option apart from leaving the organization.
Recruitment and selection is an essential tool in assisting human resource managers and the entire organization to hire the right people and retain them. While it is well known and accepted that poor recruitment decisions continue to influence retention of the employees, many organizations across diverse jurisdictions have not identified and implemented effective hiring strategies. According to Kanyemba (2015) existing policies in some organizations inhibit strategic recruitment and selection while in others the inhibiting force is the managerial criteria. 

Allen’s (2014) showed in 91 studies based on staff retention relationship between recruitment and selection practices to employee retention.  He identified a number of organizational traits that significantly related to recruiting and retention decisions including rewarding, school education level, administrative support and general working environment and conditions. In the international setting, Boxall and Haesli (2015) studied traits affecting decisions of 281 FBO employees to terminate their services at their places of work before or at the end of their first contract. They found organizational conditions of administrative leadership pertaining selection and recruitment, compensation and personal circumstances were significant predictors in employees’ decisions to leave their current jobs. Shackleton (2012) and Lockwood (2011) found professional growth, financial advancements, good working environment and a strong work task challenge as important to FBO employees. Both studies however were limited in scope. Thus, in the employment field a number of organizational characteristics appear to be significant to applicants when they are seeking work positions. 

Karemu, Gikera, and Joseein (2014) supported the premise that relationship between employee recruitment and selection strategies and employee retention was found to be statistically significant. It was noted that the directions and strengths of this effect vary across individual employee recruitment and selection strategies. 
An accurate advertisement acts as the opening of any recruitment exercise. The advertisement should have detailed and well explained job description (Ansari, 2011). These increases getting many qualified candidates and also help in alleviating legal problems that may occur in future. Since FBOs face cost constraints it is always good to advertise an overview of the job and then applicants to be referred for details on the website. 
Organizations that prefer internal recruitment are most likely to get a number or personnel who will not meet the actual need of the organization. Advertising on-line through organization website gives many candidates room to learn the organization thus deciding whether to apply or not; this lowers incidence of time wasting in receiving applications that do not tally with the available positions’ needs. 
Different recruitment methods may be used to attract different categories of applicants as graduates and staffs with relevant experience (Arsad M, 2012; Haesli and Boxal, 2015). When organizations are facing staff retention problems they rely heavily on graduates since there is a belief they have knowhow and the right skills. On the other hand Zheng et al, (2014) suggested that organizations should be flexible in the use of both formal and informal recruitment methods. This is because current labour market is growing tight day after day.

Lockwood and Ansari (2011) investigated recruitment and retention plans and practices for U.S. IT specialists. They found that traditional ways of advertising was useful and specific organization web sites were more effective than any other on-line employment websites. Newell (2012) indicated that these methods offer different advantages: online advertising has the advantage of attracting a big number of applicants at low costs and the organization website could reach many candidates who were not actively seeking work. Lockwood and Ansari (2011) also reviewed that some organizations would provide different levels of financial gains for employee referral programs depending on the vacancy in question. College internship programme gave a good chance for both sides i.e. the organization managers and job applicants to ‘look and see’. Amaram (2013) revealed that the most popularly recruitment methods in the U.S. to attract IT workers included headhunters and employee referrals with financial incentives. Headhunters and recruiters were also the most effective channel to search and select the qualified candidates.

Delgado and Ludwig (2011) showed that managers in FBOs continued to view traditional job descriptions and person specifications as non-flexible and rarely reflect on the requirements of the job. A CIPD report (2012) found that eighty six per cent of organizations a survey used competency-based interviews in some way and in another study over half of the employers  had started using them previously (Ibrahim, 2015). It is suggested that the competency-based model may be used as a more meaningful way of dealing with recruitment and selection in the current fast-moving and changing world of work and can accordingly contribute more effectively to securing high performance.

Many commentators referred significantly to changes in the world of work and the implications these changes have on the recruitment and selection of a workforce. According to Steiss (2012), employees are working in self-organized teams in which it is difficult to determine the boundaries between different jobholders’ responsibilities. The team organizes the task, members co-operate and work together to achieve it. Recruitment and selection practices focus on identifying a suitable person for the job but isolating job’s roles and responsibilities may be difficult to do in fast-changing and team-based situations.

Internet use in the 21st century is the most significant growth in the recruitment and selection field. Various studies (CIPD, 2007; IRS, 2008) now suggest that ‘this is becoming a fast employers’ considered way of attracting applicants. For example, 75 per cent of organizations are now using their own website sites as their most common channel along with other local advertising avenues of attracting candidates (CIPD, 2007).  However, there is very little evidence that use of internet gives better-quality candidates, but it does deliver more of them and more employers report that online recruitment made it easier to find the right candidate (Millmore, 2013). 

Whatever the merits and demerits of online recruitment and selection continues to increase; organizations continue to combine more traditional methods with online recruitment and selection by using printed adverts to refer jobseekers to an internet vacancy for the achievement of improved employee retention (Meyer, 2014). Other employers like Microsoft are increasing enhancement of the quality visibility and credibility by having a broader Internet recruitment in place. Microsoft uses online tools to impact and influence public image and reaches a broader audience thus creating a diverse workplace with varied skills and talents. Through the introduction of ‘corporate recruitment blogs’, idea is potential job candidates to be attracted to the organization through what they see on the blog and make contact through the specific blogger who will initiate the recruitment process on behalf of the organization. 

2.2 Theoretical Foundation

Various theories underpin the understanding of the influence of recruitment and selection on retention of the staff. Job embeddedness theory defined by Mitchell et al., 2001 as the on-the-job and off-the-job factors associated with an individual links, fit, and sacrifices in an organization. The other theory by Herzberg (1959) explaining why employees stay or leave the organization. That is hygiene factors as pay, job security and motivational factors as recognition and meaningful work. 
2.2.1 Employee links with the organization
This is described as "discernible connections between people and institutions". Mitchell connoted that links lie between organization and community links. Employees will be highly embedded when they are more linked to the workplace and community. New hired employees become embedded in an organization and are likely to stay for long if there room for a good work environment and socialization with other employees as well as those outside the organization. Factors like social, financial years of service among others play great role in pressurizing one to stay at present organization Fernandez et al., (2011). In FBOs the above mentioned factors are highly ignored and the reason for many employee opting to leave the organization.

2.2.2 Settlement of new employees within an organization
 When an employee views, values, and goals align with those of the organization or community cultures then chances are likely that employee feel professionally and personally embedded in the organization Mitchell et al., (2001). Employees have different views towards an organization in terms of relationships, attitudes towards customers and ways of performing duties. If employees are not compatible with the organization culture then they leave and seek employment elsewhere. In FBOs employee will embed in the organization when they are compatible with the organization and its outside environment.

2.2.3 Sacrifice made by an employee in an organization
Guarino et al,. (2014) noted that when sacrifice is great then it will be difficult to make decision to leave the organization. Guarino et al., (2014) went ahead and suggested that organizational sacrifices like loss of health, retirement and educational benefits, sports tickets, advancement opportunities and perhaps of security due to downsizing. Community sacrifices mostly occur only if relocation is required that comes with a new position. FBOs have a tendency of having a blind eye to an employee sacrifice thus affecting their level of embedding with the organization.
Herzberg’s two factor theory of motivation is an important theoretical basis for analyzing job retention within an organization. The theory posits that there are hygiene factors and motivation factors that influence the ability of an organization to retain its employees. Hygiene factors refer to factors that are essential for the existence of employee motivation in a workplace (Richard, 2013). Although these factors do not actually lead to positive satisfaction. These could lead to a lack of motivation within the workplace. Hygiene factors include pay, fringe benefits, status, interpersonal relations, physical working conditions and company policies and administrative polices (Richard, 2013). These factors will not necessarily make an employee achieve positive satisfaction which the theory sees as crucial for employee retention. The lack of these factors will however lead to a lack of motivation among employees. A good example of this is payment to employees which does not exactly lead to positive satisfaction since the employees provide labour to earn this pay. The lack or delay in payment could however greatly affect the motivation levels among employees at an organization.  Motivation factors on the other hand include factors such as sense of achievement, recognition, meaningfulness of the work, responsibility and growth and promotional opportunities. These factors provide positive satisfaction that provides motivation to remain in a particular organization. 
2.3 Conceptual Framework

According to Kothari (2004) conceptual framework explains the relationship between the independent variables and the dependent variables. The independent variables resumed to be the cause of the changes while it influences the latter. Mugenda and Mugenda (2003), advances that conceptual framework is a graphical or diagrammatic presentation of the relationship between variables in a study. It helps the researcher see the proposed relationship between the variables easily and quickly. The following diagrammatic framework illustrates the associations among the study variables. 
Figure 2:1: Conceptual Framework
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Figure 2.1 above presents a diagrammatic conceptualization of the independent and dependent variables. From the diagram, the independent variables, recruitment practices and selection practices are conceptualized as influencing employee retention which forms the dependent variable. 

There are key areas an organization should take care of to develop an effective recruitment, selection and retention practices. Example, the agency’s external environment includes way the public perceive it and how it can be influenced by the skills and behaviors of managers and supervisors. Managers and supervisors are in positions that enable them   learn and apply skills for changing the organization’s climate by communicating the organization mission, affirming staff and involving them in decision making and creating a learning organization. Supervisory behaviors can enhance staff retention through mentoring, providing emotional support, good explanation of the project’s vision and mission and clear decision making process. 
CHAPTER THREE

RESEARCH METHODOLOGY

3.0 Introduction

This chapter presents the plan and methods that were used by the researcher to carry out the study. It contains the research design, the target population, the sampling design, the data collection methods, the data analysis and presentation and the expected output.

3.1 Research Design

The study adopted a descriptive research design. Descriptive research portrays an accurate profile of persons, events, or situations (Kothari, 2000). Since the study seeks to look at the influence recruitment and selection have on staff retention in FBOs, descriptive research design was deemed to be the best strategy to fulfil the objectives of this study. Kombo and Tromp (2006) connoted that the basic purpose for descriptive research is to describe characteristics of the population of interest, make specific predictions and test associational relationships. 

3.2 Study Population
Population can be defined as units, objects or items with similar characteristics. Mugenda (2008) describes population as the set of all groups of individuals, objects, items, cases, articles or things with common attributes or characteristics. According to Kothari (2004) a population consists of all items in any field of inquiry. ACK Kibera Paper Project is made up of seven members at the management level, thirty eight permanent employees and fifteen casual laborers, making a total of 60 employees. This was the total population of the study.
3.3 Sample Size and Sampling Technique

According to Kothari (2004) sampling technique is the method of selecting items or the subjects to be included in the research and sample size is the exact number of subjects to be used to obtain the required information. For this study the population size as note in 3.2 above was small comprising of only 60 employees. The researcher opted to carry out a census meaning all the members of staff in ACK Kibera Paper Project formed the respondents. They were in three strata namely members at management level, permanent employees and casual laborers. For comparison, all the respondents were given the same questionnaires to determine whether the different strata held different opinions pertaining the various items captured in the questionnaire.    Census was the most suitable for the study since it reduced chances of missing the right information because all entire population was factored in. The researcher would be able to compare the responses of the ACK Kibera Paper Project employees in the different carders for a comprehensive understanding of the issue under study.
3.4 Data Gathering Instruments
Instruments to collect data were developed to help the researcher gather the necessary data required. The researcher collected data through administration of questionnaires. Mugenda, (2003) noted that questionnaires are widely used to get the necessary information from the population under study. The study used primary data which was largely quantitative and qualitative in nature. Questionnaires were appropriate for this study since they can collect information that is not directly observable as they inquire about respondents’ feelings, motivations, attitudes, accomplishments as well as experiences of individuals. This enabled the researcher to get the required data from the respondents.
3.5 Data Collection 

The study used questionnaires to collect data. The questions were formulated in relation to the objectives of the study. Mugenda (2008) pointed that questionnaires are appropriate for studies since they collect information that is not directly observable as they inquire about feelings, motivations, attitudes, accomplishments as well as experiences of individuals. 
The questionnaires were semi-structured in nature for collection of the data. The questions were divided into sections in line with the objectives of the study. They included both open and closed-ended questions. The closed-ended questions guided the respondents’ answers within the choices given as 0, 1, 2…and the open-ended questions were useful in obtaining a more detailed response essentially in cases where the researcher had no pre-determined options.

The researcher administered the questions to the relevant respondents namely the management and employees of the organization in an effort to acquire the necessary information. 
The questionnaires were administered to the respondents through the help of the researcher since the population was small and there was need to correct misunderstandings and ensure that all the questions are adequately answered. The questionnaires were answered through face-to face encounters.

3.6 Reliability and Validity

This section introduces the validity and reliability of the results of the study. Mugenda (2003) noted that data collection methods applied must give information that is relevant to the study and also must be correct. 

3.6.1 Validity

Validity is the extent to which differences found with a measuring tool reflect true differences among respondents being tested (Copper and Schindler, 2011). Validity determines whether the research truly measures that which it was intended to measure or how truthful the research results are. Validity can be measured by the extent the data obtained accurately reflects the theoretical or conceptual concepts; that is if the measurements obtained are consistent with the expectations. The validity of this study will be determined by asking a series of questions to some few women in Kipepeo women project in Kibera who operates a similar project. The results will be compared to that obtained from the different levels of management and employees in ACK Kibera paper project to check the levels of variance in the information given by the respondents.
3.6.2 Reliability

Reliability refers to the accuracy and precision of a measurement procedure. It measures the degree to which a research instrument gives consistent results.  Mugenda (2008) went ahead and noted that reliability is concerned with estimates of the degree to which a measurement is free of random or unstable error. Errors likely to affect reliability were interviewer or respondent fatigue, bias from the interviewer and inaccuracy of the instrument in use, inaccuracy in scoring by the researcher and finally unexplained errors whose source cannot be determined. A pilot test was conducted out using few respondents from Kipepeo women project in Kibera who operate similar projects to verify that the research instruments gave consistent results. This enabled the researcher to contend with all levels of bias and misrepresentation during collection of data. 

3.7 Data Analysis and Presentation

Data was collected with a questionnaire return rate of 95% (57 completely the filled-in questionnaires). The 3 questionnaires that were not returned were from the strata of permanent employees. According to Mugenda (2003) a response of 50% is acceptable to draw conclusions in a study.  A 95% response rate was therefore very commendable. The returned questionnaires were edited to clean the data and coded. Data entry was made into statistical package for social sciences (SPSS version 21).  Data was analyzed using quantitatively to determine whether recruitment and selection approaches used in ACK Kibera Paper Project had influence on staff retention. The analysis involved the use of frequencies in their absolute and relative forms like percentages. Presentation was mainly by use of charts, tables as well as graphs.
3.8 Ethical Consideration 

The researcher conformed to the principle of voluntary consent where only willing respondents participated in the study. Informed consent based on the information regarding the purpose of the research study, identification of the researcher, any benefits that may be received was given to the respondents prior to engaging in the research and their participation in the study. Safeguarding of confidentiality was vital, especially for all the participants they will remain anonymous for either official or personal reasons, for fear of reprisals or otherwise. In this regard, respondents will remain anonymous and their respective personal information confidential. The researcher also sought approval to conduct the study from the management of the Anglican Church of Kenya, ACK Kibera Paper Project management as well as from National Commission for Science, Technology and innovation.


CHAPTER FOUR

DATA ANALYSIS, PRESENTATION AND INTERPRETATION

4.1 Introduction

This chapter presents analysis and interpretation of data collected from various respondents. Data was interpreted according to research objectives and research questions as highlighted. The findings were presented using frequencies, percentages, in form of pie charts, tables and bar graphs.
4.1.1 Response Rate

A total of 60 questionnaires were distributed to the employees in the ACK Kibera Paper Project and the managers. From the responses 57 out of 60 questionnaires were fully filled up and returned, 2 were never returned and 1 was not fully filled up. 
4.2 Demographic Data
The study sought to determine the demographic information of the respondents so as to assess their suitability in undertaking the study. 

4.2.1 Gender Distribution
In question 1 the respondents were asked to indicate their gender in the space that was provided in the questionnaire. The researcher sought to know how many males and females are employed in ACK Kibera Paper Project. The respondents were required to indicate their gender. Gender distribution could have had a great impact on the level of employee retention in the organization judging from the dynamics in the organization. The results indicate that 19% of the respondents were male whereas the remaining 81% were females as shown in table 4.1 below. 
This is reflective of the distribution of employees within the organization where the majorities are female. There are some factors that may affect the ability of female employees to stay longer at an organization mainly due to family commitments. Women are more hands on in taking care of their families under the Kenyan culture and they may sometimes be forced to sacrifice their careers in order to pursue family interests. The family interests may also clash with the interests of an organization leading to a conflict between the employee and the organization. Such conflicts can sometimes result in the dismissal of employees and the fact that it is the women who are usually on the receiving end tells the connection between gender balance and employee retention. The finding is shown in the table below.
Table 4.1: Gender Distribution Ratio
	
	Frequency
	Percentage

	Male
	11
	19

	Female
	46
	81

	Total
	57
	100


Source: research data, (2017)
It was found that 11 (19%) of the respondents were male while 46 (81%) were female. The Kenyan constitution calls for a third representation of gender but in this case the representation of male is less than the one third expected representations. This lower representation of men can be explained by that most paper work is done by women. This portrays a bias in ACK Kibera Paper Project against employment of males since they too given an opportunity would also be able to make the paper cards and beads just as well as the women would.
4.3 Age of the Respondents
Question 2 the respondents were required to indicate their age and tick category where their age falls. The researcher wanted to establish the ages of the employees. The respondents were asked to indicate their age which was meant to help the researcher establish the ages of those employed in ACK Kibera Paper Project since age is a likely influence on staff retention. 
The findings are presented in the table below.
Table 4.2: Age of the Respondents
	Age level
	Frequency
	Percentage

	15-20
	9
	16

	21-25
	35
	61

	26-30
	6
	10

	31-35
	3
	5

	36-40
	2
	4

	41 above(>)
	2
	4

	Total
	57
	100


Source: research data 2017

The study established that out of those who responded 9 (16%) of the respondents were between 15- 20 years, 35 (61%) were between 21- 25 years, 6 (10%) were between 26-30 years, 3 (5%) were between 31-35 years, 2 (4%) between 36- 40 years and 2 (4%) were above 41 years of age. This showed that diverse ages were represented which would give a comprehensive blend of views both from the very young workers and the more mature workers in ACK Kibera Paper Project. The findings showed that the biggest percentage was below 25 years. These results portrayed that staff retention in ACK Kibera Paper Project was a challenge since most people at this age are waiting to join colleges while others marry and fail to continue with the project. (Appendix II, SECTION A). The recruitment patterns of the organization also expose it further to the prospect of high turnover rates. Since the research shows that the majority of employees working in ACK Kibera Paper Project are below 25 years. Whereas it is commendable that the organization believes so much in the youth, it also points to some of the factors that may be exposing the organization to such high turnover rates. The literature review section reveals that employees within that age group are usually looking for a quick fix before they can decide on which career path to pursue. Most of these employees are usually waiting to join college, complete college or they are just fresh from college. Their minds are thereby not completely made up on the career path that they wish to follow. These employees are not drawn to the organization because of their passion to serve in such an institution but mainly as a necessity to meet their immediate needs. They need to make ends meet and view the organization as a good platform for achieving the same. 
The recruitment patterns are also reflective of the organization’s way of doing things and how this may have contributed to the high turnover rate. Young and inexperienced employees are easier to remunerate as they do not have as much experience or knowledge about the job they are hired to perform. Knowledgeable, skillful and experienced employees would attract significantly higher remuneration packages. The fact that the organization prefers the youthful option over the more experienced speaks loudly about its remuneration ability. It leaves the organization exposed to better paying organizations. Employees will not hesitate to leave the organization whenever they land a better paying job in a different organization. It is thereby highly unlikely for the organization to have a better turnover rate when the remuneration is low and the target market is youthful employees who are prone to leaving. 

4.4  Respondents Level of Education 
Question 3 respondents were asked to tick the category of their level of education. They were required to indicate their level of education because the researcher wanted to establish the influence that education had on staff retention. The education levels of the employees also provide an explanation as to why the organization struggles so much to retain its employees. 

The finding is shown in the figure below.
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 Figure 4:1: Respondents Level of Education
Source: research data 2017
On the question about employees level of education. The respondents responses were as follows that 4 (7%) of the respondents had a degree, 9 (16%) had a diploma, 16 (28%) had secondary level education and 28 (49%) had primary level education. This showed that the (51%) respondents had adequate education base to enable them respond to the items in the questionnaires adequately and to provide accurate responses for the study. The researcher found out that in ACK Kibera Paper Project there was a high turnover among those with degree and diploma indicating that they used the project as a stepping stone towards establishing their careers. The biggest percentage had primary level education which indicates that lack of adequate skill may have been a major reason for low retention rates. The research shows that only 7% of the respondents had completed undergraduate studies while a further 16% had diploma level of education. This adds up to a mere 23% of the organization’s employees who can be deemed to have sufficient knowledge and skills to work in the organization. The rest of the employees can be described as unskilled and the level of loyalty among such employees is significantly lower than that of skilled employees. Unskilled employees have no particular career path since they have no set of skills with which to use to pursue this path. These employees will move to any organization as long as the opportunity is available since they are not set on achieving any career goals. Skilled employees may delay leaving an organization if they feel that their purpose within that organization is not yet achieved. The same, however, cannot be said of unskilled employees and no wonder then that the organization struggles so much with the high turnover rate. 

4.5  Recruitment practices in ACK Kibera Paper Project
One of the objectives the researcher wanted to establish was the recruitment practices applied in ACK Kibera Paper Project. Several statements regarding possible influence of recruitment practices on retention of employees were captured in the questionnaire tool using a likert scale. The respondents were asked to indicate the extent to which each of the practices shown on the likert scale had been applied in their organization. A scale of 1 – 5 was provided whereby: 5 = Strongly Agree, 4 = Agree, 3 = Neutral, 2 = Disagree, 1= Strongly Disagree.
Table 4:3: Existence of Recruitment Practices in ACK Kibera Paper Project
	
	Frequency
	Percentages

	Strongly Agree
	3
	5

	Agree
	47
	83

	Neutral
	1
	2

	Disagree
	3
	5

	Strongly Disagree
	3
	5

	Total
	57
	100


Source: research data 2017
Regarding existence of recruitment practices in ACK Kibera Paper Project in question 4(a), the responses were as follows; 3 (5%) strongly disagreed, 3 (5%) disagreed, 1 (2 %) were neutral, 47 (83%) agreed and 3 (5%) strongly agreed as indicated in the figure 4.2 above. The researcher found that there are recruitment practices in ACK Kibera Paper Project. Werner (2014) eluded that there is great demand for recruiting candidates in most faith based organizations but having a good pool of candidates has remained a challenge. Since the biggest percentage agreed that ACK Kibera Paper Project has recruitment practices in place; then they must be taken with much care for the growth of the project.
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Figure 4:2: Clarity of Skills in ACK Kibera Paper Project
Source: research data 2017
Question 4(b) the respondents were asked to indicate whether the organization is clear on the required skills for various vacancies that arose, 2 (2%) respondents strongly agreed, 3 (5%) agreed, 1 (2%) were neutral, 47 (82%) disagreed and 4 (7%) strongly disagreed. The research found that ACK Kibera paper project was not clear on the required skills as for certain jobs. This showed that ACK Kibera Paper Project is likely to miss the right candidate because of lack of clear specification on the required skill. Therefore there might be a likelihood of raising employee turnover because when an employee is hired without the required skills might not perform to the expectation. They may opt to leave the project. According to Ibrahim et al,. (2015) while recruiting candidates the skills an applicant should possess is supposed to be indicated clearly in the advertisement. This helps to avoid employing people who cannot handle the given tasks.
Figure 4:3: Internal recruitment in ACK Kibera Paper Project
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Source: research data 2017
Question 4(c) the responses as to whether the organization explores internal recruitment before going for external applicants were as follows: 1 (2%) strongly disagreed, 3 (5%) disagreed, 1 (2%) were neutral, 45 (79%) agreed and 7 (12%) strongly agreed. It is consistent with Newell’s (2012) statement that organizations should make firm decisions on whether to recruit internally or externally. Internal recruitment should be the preferred method since it boosts the current staff in career development and would improve employees’ morale across all the sections of ACK Kibera paper project. This is illustrated in the figure above. ACK Kibera Paper Project by giving those already in the project first priority helps them to feel wanted thus maintaining them for long. These findings are represented in figure 4.3 above.
Figure 4:4: Use of multiple Advertising channels/avenues in ACK Kibera Paper Project
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Source: research data 2017

Whether the organization advertises vacancies using multiple avenues asked in question 4(d); the response were 8 (14%) strongly disagreed, 42 (74%) disagreed 1 (2%) were neutral, 4 (7%) agreed and 2 (3%) strongly agreed. Salaman (2014) noted that the actual channel used while recruiting candidates play great role and encourage the right applicant to apply. The results showed that ACK Kibera Paper Project does not make use of multiple channels while advertising vacancies because the biggest percentage of 50 (83%) disagreed with the statement that they make use of multiple avenues to advertise their vacancies and only 6 (10%) were in agreement. Although Zheng (2015) highlighted that there are different channels of recruitment that can be used by projects and organizations; among them use of agencies, internet, job fairs and employee referrals. The findings portrayed that ACK Kibera Paper Project is limited only to one channel when advertising available vacancies. Figure 4.4 above represents this finding.
Figure 4:5: Use of Church referrals in ACK Kibera Paper Project
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Source: research data 2017
Question 4(e) the respondents were required to indicate whether the candidates engaged for employment are referred by Church elders. This was another recruitment area that the researcher was interested in whether ACK Kibera Paper Project used referrals from church elders / leaders. The respondents responses were as follows 4 (7%) strongly disagreed, 3 (5%) disagreed, 2 (4%) were neutral, 44 (77%) agreed and 4 (7%) strongly agreed. Zheng, (2015) eluded that referrals are word-of-mouth advertisements that are a low-cost-per-hire way of recruiting employees to fill open vacancies. Word of mouth referrals are mostly used by people who know each other and are aware there are vacancies to be filled. The researcher found that 48 (84%) agreed that ACK Kibera Paper Project recruit candidates mostly referred by the church leaders while 9 (16%) disagreed. Since ACK Kibera Paper Project is a Church based organization most advertisements are done by word of mouth through church announcements by the church leaders. This way of recruitment influences staff retention because staffs referred might not be in possession of the right skills thus failing to execute their tasks as required. This is shown in the figure 4.5 above.
4.6 Establishing selection practices that influence staff retention in ACK Kibera Paper Project

The second objective was to establish selection practices that influence retention of employees in ACK Kibera Paper Project. Statements regarding extent to which selection practices influence staff retention in ACK Kibera Paper Project were captured using a likert scale. The respondents were asked to indicate the extent to which these practices were being applied in their organization. A scale of 1-5 was provided whereby: 5 = Strongly Agree, 4 = Agree, 3 = Neutral, 2 = Disagree, 1= Strongly Disagree. 
Figure 4:6: Skills evaluation as per job description
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Source: research data 2017

In question 5(a) the respondents were asked whether there is evaluation of skills possessed by the candidates as per job description and specification in ACK Kibera Paper Project. The respondents responses were 4 (7%) strongly agreed, 7 (12%) agreed, 1(2%) was neutral, 36 (63%) disagreed and 9 (16%) strongly disagreed. The researcher found out that the biggest percentage 45 (79%) of the respondents portrayed that the applicants’ skills were not evaluated whether they matched with the job description. Staff retention would be shaky and a candidate would not be able to perform the tasks assigned if the skills do not match their job description. Newell et al (2012) noted that when selection process is being carried out great emphasis should be on the candidate whose skills best fit the position. The researcher found that while conducting selection of candidates in ACK Kibera Paper Project there was no matching of skills and the corresponding job description. The results of the findings are shown in the figure above.

Figure 4:7: Use of face to face interviewing method in ACK Kibera Paper Project
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Source: research data 2017

Respondents were asked in question 5(b) whether ACK Kibera Paper Project conduct face to face interviews while selecting candidates the researcher found out that 3 (5%) strongly disagreed, 8(14%) disagreed, 2 (3%) were neutral, 31 (54%) agreed and 13 (23%) strongly agreed. The results showed that while conducting selection ACK Kibera Paper Project applied face to face method of interviewing candidates. Face to face helps the interviewer to learn a candidate’s behavior through how they carry themselves. Face to face interviews as noted by Salaman et al,. (2014) are often considered to be the best interviewing method because they allow more flexibility in question content and creates a strong bond between the applicants and the people conducting the interview. Though it can be misleading since there are applicants who really know how to present themselves before interviewers but the real character and behavior is revealed after engagement. These findings are shown in figure 4.7 above.
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 Figure 4:8: Engage of external expert in selection of candidates
Source: research data 2017

The respondents were asked in question 5(c) to indicate whether there is engagement of external experts while selecting candidates in ACK Kibera Paper Project. The responses were 4 (7%) strongly agreed, 7 (12%) agreed, 1(2%) was neutral, 36 (63%) disagreed and 9 (16%) strongly disagreed. The researcher found that the biggest percentage 45 (79%) of the respondents portrayed that the applicants’ external experts were not considered in the selection process. Adler  et al., (2015) noted that when selection process is being carried out great emphasis should be on the candidate whose external experts finds best to fit in the position. The findings showed that ACK Kibera Paper Project is likely to experience high staff turnover because the candidate engaged may not be as per the external recommendation. The results of the findings are shown in the figure 4.8 above.
Figure 4:9: Candidates Skills diversification
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Source: research data 2017

Respondents were required in question 5(d) to indicate whether the project makes use of skills diversification as they undertake selection process. The results were as follows 12 (21%) strongly disagreed, 40 (70%) disagree, 0 neutral, 3 (5%) agreed and 2 (4%) strongly agreed. Dessler (2014) alluded that skills diversity helps to portray if the applicant being selected could make a good team player or not. Skills diversification enables a candidate fit well in an organization since he/she can perform different tasks whenever the need arose. A candidate possessing different kinds of skills would work for the project for longer time than one who does not possess different skills. This is because an employee with diversified skills can work in different sections of the project. Therefore, ACK Kibera Paper Project while carrying out selection should choose a candidate with different skills. This is shown in figure 4.9 above.
4.7 Objective 3 was to establish retention practices in ACK Kibera Paper Project.

In this objective the researcher was researching on retention practices that might influence staff retention. Retention practices such as competitive remuneration, working conditions and environment, provision of tools and equipment, job security, training and development and communication. The respondents were asked to give their opinion about the retention practices found in ACK Kibera Paper Project. 
Figure 4:10: Employee Remuneration package in ACK Kibera Paper Project
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Source: research data 2017

Question 6(a) respondents were asked to indicate whether the employees are being provided with a competitive remuneration package in ACK Kibera Paper Project. The responses were as follows 5 (9%) of the respondents strongly agreed, 6 (10%) agreed, 2 (4%) were neutral, 34 (60%) disagreed and 10 (17%) strongly disagreed that there is a competitive remuneration package in the organization. Their response was in perspective to payment of other workers working in similar projects within the industry. According to Meyer and Allen, (2014) reasonable compensation & rewards help to reduce absenteeism, improve employee retention and leads to better quality of work. Osteraker (2015) also noted that an attractive package is the key to any given project since it makes the staffs stay longer. However, the results showed that the biggest percentage of the respondents portrayed that ACK Kibera Paper Project did not offer a competitive remuneration package. The researcher found out that this would lead to low rate of retention. The organization’s level of attraction is simply not good enough to warrant a higher retention and subsequently higher staff turnover. An organization’s attractive level is judged through factors such as competitive remuneration packages, provision of training to employees and provision of other benefits such as company vehicles. These are just but examples of things that draw employees to a certain organization and want to either join or continue working with the organization for a long period. The organization’s ability to provide such attractive packages is quite low. This means that the organization will always be vulnerable when it comes to losing its best employees to some better paying organizations. It is not a situation that is unique to this organization alone but one affecting the majority of FBOs in the country. FBOs have to rely on the goodwill of the affiliated faiths and attracting donors for funding is quite challenging. The fact that there are many organizations competing for the few existing donors further worsens the situation. This means that employees who have an opportunity to move to a more attractive organization will not hesitate to do so. It is a situation that has greatly contributed to the high turnover rate experienced at the organization. the only way that the organization can shield itself from this vulnerability is by lobbying for more funding and thus be in a position to provide more attractive packages to its employees. This would greatly increase the retention rate within the organization as rarely do employees leave attractive organizations for less attractive ones

 The findings are shown in the figure above.
Figure 4:11: Working conditions and environment in ACK Kibera Paper Project


[image: image13.png]strongly
disagree
7%

neutral
2%










	
	


Source: research data 2017

Respondents were required in question 6(b) to indicate if there are good working conditions in ACK Kibera Paper Project. The responses were that 3 (5%) strongly agreed, 4 (7%) agreed, 2 (4%) were neutral 40 (70%) disagreed 8 (14%) strongly disagreed. 
This showed that 7(12%) agreed there is good working conditions, 2 (4%) were not sure whether the conditions are good or not while 48 (84%) said there are no good working conditions. For an organization to retain its employee’s then good working conditions and environment should be provided which should be in line with managers-employee relationship. Working conditions implies the environment itself as well as good relationship among staffs and between staffs and managers. This was eluded by Osteraker, (2015) that there should be social dimension that is contact with other people internally and externally. He went further and noted physical dimension should be well catered for; which implies that the working environment should be conducive. The study showed that there were no good working conditions in ACK Kibera Paper Project. Lack of good working conditions in ACK Kibera Paper Project negatively influence staff retention in the project. The environment within the organization is such that employees do not get the feeling that they are valuable members of the team. This leads to disillusionment among some of the employees and eventually causes them to seek greener pastures. The goal setting theory argues that employees become more loyal to an organization when they identify themselves within a group and feel that they play an integral role within the organization. Becoming loyal to an organization is totally different to becoming loyal to a group of people. This is what happens when an organization sets its environment up in a way that enhances teamwork within the organization. 

Creating strong teams within the organization enhances the chances of employees becoming loyal to the organization. This is clearly not the case within ACK Kibera Paper Project and hence the low retention levels within the project. Employees do not feel attached to a particular team and hence feel that their absence may destabilize the team. The organization can thereby boost its retention rates by setting up in a way that emphasizes teamwork and has individuals feeling as a collective part of a group. Such a setup would greatly boost the chances of these employees remaining loyal to the organization instead of the current case where employees leave at the slightest opportunity due to no emotional connections with the organization. This is presented in the figure above. 

Figure 4:12: Availability of Working tools and equipment
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Source: research data 2017

In question 6(c) respondents were required to indicate if the working tools and equipment are provided. Whether the employees were provided with tools and equipments to allow them execute their duties well. The respondents responses were as follows 4 (7%) strongly agreed, 3 (5%) agreed, 2 (4%) were neutral, 38 (67%) disagreed and 10 (17%) strongly disagreed. The study found that 7 (12%) agreed, 2 (4%) were not sure and 48 (84%) disagreed that there is provision of necessary working tools in ACK Kibera Paper Project. The biggest percentage showed that in ACK Kibera Paper Project employees were not provided with the necessary working tools and equipment. Staff’s intent to stay or leave the project depends on whether there is provision of the necessary working tools and equipment in ACK Kibera.Paper Project. Fitz-enz (2015) highlighted that support culture within a given project is of great importance because this entails provision of any kind of support employees are in need of. Lack of provision of working tools would lead to frustrations and a lot of friction between staffs and managers and thus gives a leeway for many staffs to leave. This is represented in the figure 4.12 above
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Figure 4:13: Availability of Job security in ACK Kibera Paper Project
Source: research data 2017

Respondents were required in question 6(d) to indicate whether there is job security in ACK Kibera Paper Project. The respondents gave the following responses regarding provision of job security; 1(2%) strongly agreed, 3 (5%) agreed, 1 (2%) neutral, 47 (82%) disagreed and 5 (9%) strongly disagreed on the statement that there is job security in ACK Kibera Paper Project. The study found out that lack of job security would force many employees to leave ACK Kibera Paper Project. Just as Fitz-enz (2015) connoted staff retention is highly influenced by job security. This encompasses things like better pay, provision of medical scheme, house allowance as well as leave allowance. The biggest percentage of the respondents disagreed that there is job security provided in ACK Kibera Paper Project. Figure 4.13 above represents these results.
 Figure 4:14: Provision of Training and development in ACK Kibera Paper Project
Source: research data 2017

The respondents to answer question 6(e) whether there is provision of training and development in ACK Kibera Paper Project. The respondents responses were as follows 38 (66%) strongly disagreed, 15 (26%) disagreed 1(2%) were not sure, 2 (4%) agreed and 1 (2%) strongly agreed. This showed that once employees were hired they were provided with initial induction. Whereas there was no training and development and this affected the duration of their stay in ACK Kibera Paper Project. According to Meyer (2014) training and development of staffs helps in boosting employee working morale, enhances good relationship among the staffs and between employees and the managers as well as it paves way for employee promotion in case a vacant arises. Also rate of staff retention increases. Induction training helps an employee feel welcomed and appreciated in the new environment. Since ACK Kibera Paper Project do not offer training and development employees become confused since art keeps on changing and eventually leaves the project. Alternatively, the organization can get creative and create an environment that makes it attractive without necessarily having to spend significantly more than it currently spends. This can be achieved through things such as provision of a learning environment for employees. The organization can invest in a system that sees the employees expand their knowledge levels while working at the organization. The problem with such programs though is that employees might soon feel that they are better than the organization despite having been trained by the same organization and thus seek greener pastures. The safe thing to do thus seems to be lobbying for funding and using the money to provide more attractive packages.  This finding is represented in the figure above.
Figure 4:15: Communication Process in ACK Kibera Paper Project

Source: research data 2017

Question 6(f) the respondents were asked whether the way communication takes place encourages or discourages employees to continue working with the project. This was portrayed by the respondents’ opinion as 14 (25%) strongly agreed, 32 (56%) agreed, 1(2%) were not sure, 6 (10%) disagreed and 4 (7%) strongly disagreed that the way communication was done affected staffs continuity with the project. The researcher found that staffs’ leaving the project was highly contributed by how communication was done in ACK Kibera Paper Project. Allen’s (2005) noted that for employees to continue working with a given project or organization depends on number of things including administrative support which encompasses communication method applied. These results are represented in figure 4.15 above. 
CHAPTER FIVE

SUMMARY OF FINDINGS, CONCLUSION AND RECOMMENDATIONS

5.1 Introduction

The study was intended to investigate influence of recruitment and selection practices on staff retention in ACK Kibera Paper Project. The factors taken into consideration were recruitment and selection practices as well as staff retention in ACK Kibera Paper Project.
5.2 Summary of the findings

The study found out that there are recruitment and selection practices applied in ACK Kibera Paper Project whenever there is need to fill an open vacancy in the project. The study showed that recruitment practices contribute to a greater extent whether staffs would stay or leave the project. ACK Kibera Paper Project recruitment practice is very clear about the skills required for any vacancy that would arise. The study found that in case there is need to employ there is consideration of internal recruitment.  Still the study found that advertisement of vacancies within the project is not done using multiple avenues or channels. ACK Kibera Paper Project recruits its staffs through referrals from church leaders. The biggest percentage of respondents showed that church leaders’ influence who is to be recruited in the project.  The study also found that when it comes to selection of applicants’; possession of skills as per the job specification and description were not given much weight and consideration. In doing selection there was no involvement of an external expert who may assist in seeing what the internal recruiting team could not fore see in an applicant application. The study showed that skills diversity was not looked into since the findings showed that 91% of the respondents disagreed that skills diversification was given priority.
There was no competitive remuneration package in ACK Kibera Paper Project. At recruitment and selection process the offer is highlighted and the candidate left to make their decision. Lack of competitive remuneration showed that retention is also affected.  The fact that results of the study further indicate that the organization’s remuneration package is quite low further shows as to why the low retention rates should not be a major surprise to any observer. Employee retention rate has never been about a single factor but is instead the result of a combination of factors. If there was to be one factor though, it would definitely be the remuneration package offered. Money is such a critical motivation factor that most employees would overlook most of the other factors and remain in an organization just for the pay. The results showed that 77% of the respondents disagreed that employees are remunerated satisfactorily. Employees can sacrifice career goals and a sense of fulfillment just because of a higher pay. The fact that employees at the organization feel that they are not paid enough perhaps shows why they are so quick to leave.  

Most of the factors discussed have been seen to be closely tied to money and hence leading to the current high turnover rates experienced at the organization. The organization would not, for example, recruit so youthful employees and employees with such basic levels of education if it could afford to pay the more experienced and more skillful employees. The organization’s retention woes can thus be expected to continue until such a time when the organization will have enough funding to attract and retain the top level employees. The only way that the organization might have a chance of reversing the patterns without spending significantly more would be maybe by increasing the attractiveness of the organization. This would however require the guidance of a management with top level experience. 

The study went further and portrayed that 84% said that there were no good working conditions and no conducive environment. Greatest percentage of the respondents that is 84% of the respondents showed that they were not provided with the required tools and equipments. 

ACK Kibera Paper Project being an art project the interviewer should highlight to the candidate what would be provided while on duty. The researcher found that there was no job security for the employees in the project and that induction training and development programs were not well put in place. Also the study found that 84% of the respondents said that the way communication is done affects employee continuity with ACK Kibera Paper Project.
5.3 Conclusions 

The study showed that despite ACK Kibera Paper Project having recruitment practices put in place. Since practices like good and clear clarification of the required skills for any given vacancy and consideration of internal recruitment are well taken care of. There is great need to look at other areas in human management practice likely to affect employee retention in the project among them possession of skills diversity, consideration to use multiple advertising channels, should be consideration of job security, implementation of an attractive remuneration package, application of good communication process, consider inclusive of external experts while conducting selection of candidates etc. The situation at the organization is reflective of most FBOs where the religious organizations to which they are attached are not ready to spend enough on making these organizations competitive. It is maybe a cultural problem since the religious organizations might argue that one does not need to spend money to be successful. The reality on the ground is however that one needs to spend as much money as possible in order to grow an organization and ensure it can compete with other governmental and nongovernmental organizations. Alternatively, the organization can instill such a strong sense of purpose that people do not mind working for lower packages due to the high sense of fulfillment they get from these organizations. It should not be hard for FBOs to create such a sense of purpose since most of the people it associates with are those in agreement with its morals and principles. High turnover rates should otherwise be expected in these organizations if they continue operating as they do.

The low levels of staff retention at the organization indicate that there is a shortage in motivation factors that would otherwise improve the staff retention rate. Lack of a competitive remuneration package, lack of job security and poor mode of communication affects retention. Working in a faith based organization does not provide a sense of fulfillment that most people seek. Faith based organizations are not exactly the pinnacle of the organizational pyramid and this means that it is highly likely that employees at the organization lack positive satisfaction. Employees who feel that they have a better chance of attaining a sense of achievement at another organization will quickly move to that organization. Growth and promotional opportunities are also quite limited given the small stature of the organization. This means that there is a low chance of positive satisfaction at the organization that would otherwise facilitate the chances of job retention for the organization. The high turnover rate also points to a lack of meaningfulness of the organization’s work. The fact that it is a faith based organization does not necessarily mean that the employees find meaningfulness in what they do. This is especially so for the low skilled workers in the organization who exhibited the highest turnover rate. Employees with primary level education were reported to have the highest turnover and this can be attributed to a feeling of disillusionment among the employees. Work meaningfulness is especially critical for organizations in the lower positions since they are less likely to receive other motivating factors such as recognition and responsibility. Their activities thus have to be really meaningful if they are to form an emotional attachment with the organization and boost their chances of remaining at the organization. The trends at the organization however reveal that this is not the case which perhaps should not be surprising for an organization of its stature. 
5.4 Recommendation

1. ACK Kibera Paper Project should be keen with its recruitment and selection practices. Vacancy advertisement should be diversified to include internet and print media to enlarge the scope of recruitment pool as opposed to localizing the recruitment and selection only on religious quarters. 

2.  They should also consider job fairs, conferences and trade shows too because they might be selling the project to many people gathered within one place. This strategy is of great importance because being an art project it is likely to get applicants with the right art skills from such gathering.
3. There is need for the management to start offering training and development programs in the project so that the skills of the employees are enhanced making become more productive and own the organization. 
4. Rigorous induction should be carried out on the new employees to enable them blend well with the existing staffs hence reduce turnover.

5. ACK Kibera Paper project should come up with a formal recruitment tool stipulating the skills required for various positions to ensure they select the right candidate for the right job. 
5.5 Suggestions for further research
The researcher recommends that in-depth research be carried on the following areas;

1. A research should be carried out to find the role of Anglican affiliated professional people in relation to recruitment and selection in the Church projects. 
2. A study could be done to find other HR practices other than recruitment and selection that can influence staff retention.
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APPENDICES

APPENDIX I: RESPONDENT CONSENT FORM

My name is Lucy Irungu and I am a student at St. Paul’s University undertaking a master degree in development studies. I am carrying a research on influence of recruitment, selection and retention practices on staff retention in ACK Kibera paper project as a requirement for completion of my studies. 

I am kindly requesting you to assist with some information that would help me finish this research by filling a questionnaire. Please note the information that you will give will be confidential. Anonymity will be maintained and therefore please do not indicate our name on the questionnaire.   

Your choice to participate will be out of free will and you can drop at any point without facing penalties. The results will be used for academic purposes. In case you need clarification you can contact me through my email mdsnrb272815@spu.ac.ke. 

Signature of Participant   : --------------------------------------------------------------------

Date                                  : --------------------------------------------------------------------

APPENDIX II: QUESTIONNAIRE ORGANISATIONAL DEVELOPMENT

Instructions

The questionnaire has 4 sections. You are required to respond in each section as per the instructions given in each particular section.

Section A

Demographic Data (please tick in appropriate box where necessary)

1. Gender…… (a) Female…………………… (b) Male…………………….

2. Age:  (a)15-20                          
                           

                          (b) 21-25
                          
                          (c) 26-30          

                          (d) 31- 36           
                          

                          (e) 37- 40               
                           

                           (f) > 41 

3. Level of Education ( tick one)

                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                     

                 a) Degree



                  b) Diploma



                  c) Secondary

                  d)Primary

Any other (please specify)……………………………………………………………


Section B:
Recruitment practices
4.  Below are several statements on recruitment and selection in organization that influence retention of employees. Kindly indicate the extent to which these practices have been applied in your organization. Use a scale of 1-5 where 5= strongly agree 4= agree 3= neutral 2= disagree 1= strongly disagree 
Statement
1 2 3 4
5

a) Are there recruitment practices in the Project?






b) Is the project clear on the required skills for various vacancies?






c) Does the Project explore internal recruitment before going for external applicant?

d) Does the Project advertise vacancies using multiple avenues/channels?





e) Do they make use of referrals from the Church elders?






Section C: Selection practices

5. Below are several statements on selection practices adopted by organization to influence the level of employee retention. Kindly indicate the extent to which your organization has applied each of these. Use a scale of 1-5 where 5= strongly agree 4= agree 3= neutral 2= disagree 1= strongly disagree

Statements
1
2
3
4
5

a) Do they evaluate the skills possessed as job specification and description?






b) Do they apply face- to- face interviews to identify the right candidate
?





c) Do they engage external expert while conducting selection?






d) Do they consider skills diversity as they do selection?






Section D:  factors influencing retention

6. Below are several factors that influence employee retention in organizations. Kindly indicate the extent to which each of these factors has influenced employee retention in your organization. Use a scale of 1-5 where: 5== strongly agree 4= agree 3= neutral 2= disagree 1= strongly disagree
Factors
1
2
3
4
5

a) Competitive remuneration of employees for their skills and experience? 






b) Better working conditions in the organization?






c) Availing working tools and equipment?






d) Offering job security to employees? 






e) Do they offer training and development programs for the employees
?





f) Does the communication method used affect staff retention?






Recruitment


Referrals


Internal recruitment


Multiple channels/avenues


Skills clarity





Selection


Skills possession


Skills diversity


Face to face interviews














Retention practices


Remuneration


Job security


Working conditions


Communication











Staff Retention





Intervening Variable


Clear vision and mission
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