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Results.
Student Name
Institution Affiliations
Date.



Descriptive Analysis.
The demographic details of the sample size that 162 were gender, education, and the age of the respondents. The male participants were 65.43% (n=106) while 34.57% were female respondents are in this study. Moreover, the age showed 76 (47%) people below thirty years, 63(39%) between 31 years and 4o years, 12(7%) between 41 and 50 years, and 12(7%) above 51 years.
	
	category
	Frequency
	Percent

	Gender
	Male
	106
	65.34

	
	Female
	54
	34.57

	
	Total
	162
	100.0

	Age
	Below 30
	76
	47

	
	31 to 40
	63
	39

	
	41 to 50
	12
	7

	
	51 and above
	12
	7

	
	Total
	162
	100.0

	Education
	Bachelors
	94
	58.02

	
	Masters
	58
	41.98

	
	Total
	162
	100




The analysis of the mean was noted as to be between 4.13 and 7.33 and the standard deviation was noted as from 2.564 to 3.7889. On a scale of 1 to 5, the results have illustrated that the mean of employees that agreed to employee engagement of mean of 7.33 and an SD of 3.7889. 

	Item
	N
	mean
	Standard deviation

	Employee engagement
	162
	7.33
	3.7889

	Employee retention 
	162
	6.60
	2.8

	Employee performance
	162
	5.88
	3.1342

	Workplace culture
	162
	5.48
	3.22

	Employee training
	162
	5.00
	2.963

	Employee motivation
	162
	4.13
	2.564



Moreover, when analyzing the consistency of the variable, Cronbach’s reliability was calculated. The entire reliability was found to be 0.929 for n=162. 

	Reliability Statistics

	Cronbach's Alpha
	N of Items

	.929
	48



The individual factors were satisfactory.

	S.No
	Factor
	No. of items
	α (alpha)

	1
	Employee engagement
	09
	0.888

	2
	Employee retention
	05
	0.309

	3
	Employee performance
	06
	0.829

	4
	Workplace culture
	06
	0.850

	5
	Employee training
	06
	0.858

	6
	Employee motivation
	10
	0.823







HYPOTHESIS.
Pearson’s correlation. 
Pearson's correlation is a bivariate analysis whose aim is to measure the association strength between two variables. Since all the values are positive, it indicates that there was a perfect degree between the two variables. As Pearson's correlation values move towards zero, then the relationship. If the value is moving towards one, then the association is strong. For instance, the values of employee motivation have improved from 0.258 to 0.702 showing that the relationship is a positive one. By using Pearson's correlation and multiple regression the proposed hypotheses were confirmed. The weightage score explores that (r = 0.246**; β = 0.319; t = 0.384; p < 0.01. Hence; hypothesis H1 was accepted that employee engagement influences the retention of employees within a given organization.  Hypothesis H2 was also accepted that employee performance determines employee retention. Moreover, hypothesis H3 was accepted that the culture of the workplace determines how employees are retained within the organization. Hypothesis H4 accepts that employee training influences employee retention and hypothesis H5 accepts that employee motivation influences retention of employees.

	Variables
	1
	2
	3
	4
	5
	6

	1.Employee retention
	---
	
	
	
	
	

	2.Employee engagement
	0.246**
	---
	
	
	
	

	3.Employee performance
	0.361**
	0.475**
	---
	
	
	

	4.Workplace culture
	0.266**
	0.709**
	0.547**
	---
	
	

	5.Employee training
	0.251**
	0.572**
	0.477**
	0.606**
	----
	

	6.Emplyee motivation
	0.258**
	0.549**
	0.513**
	0.582**
	0.702**
	----






 Regression Analysis.
Regression analysis is a technique used for the analysis of multiple data based on correlation, probability, distributions, t-scores, and hypothesis testing. In regression analysis, these factors may be divided into dependent and independent variables. Dependent variables represent the factors you are trying to study while independent variables represent the factors that have an impact on your dependent variable (Bates et al, 1988). R represents the coefficient of correlation between the two components. A positive value of R indicates a perfect relationship while a 0-correlation coefficient indicates there is no relationship between the two variables. The result shows the value of R as 0.377 which shows that the variables will form a perfect tandem.
The r-square indicates how efficiently the regression line fits the data.  It shows the percentage of variation between those elements.
	Model Summary

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

	1
	.377a
	.142
	.114
	3.02836

	



	ANOVAa

	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	236.539
	5
	47.308
	5.158
	.000b

	
	Residual
	1430.671
	156
	9.171
	
	

	
	Total
	1667.210
	161
	
	
	



The linear regression analysis shows the results for work engagement, motivation, workplace culture, and employee performance to show they influence each other and employee retention for the organization. The linear regression test involves both the beta co-efficient and the p values, as shown below.


	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	6.272
	1.489
	
	4.212
	.000

	
	Employee engagement
	.319
	.050
	.042
	.384
	.002

	
	Employee performance
	.232
	.077
	.281
	3.021
	.003

	
	Workplace culture
	.221
	.080
	.031
	.268
	.009

	
	Employee training
	.034
	.084
	.046
	.406
	.685

	
	Employee motivation
	.020
	.056
	.040
	.363
	.717



Discussion.
In the economic world today, the responsibilities of ensuring that skilled and hardworking employees are retained within the organization fall on the higher management of every organization. In recent years, employers have found out that employee turnover may be due to the following reasons. . Firstly, lack of career growth and progress may cause an employee to change careers or move to a newer organization that appreciates their efforts. Secondly, working overtime with no extra pay kills the motivation of some employees thus encouraging them to move to other business organizations. Moreover, a lack of feedback or recognition and support from project managers shows the employees that the organization is not investing in their jobs hence they lack the motivation to continue working. Also, the absence of rewards for work-well-done and compensation for sick leaves or work accidents makes the employee think that their well-being is not guaranteed in that particular organization. Besides, if an organization does not offer opportunities for promotions and room for decision making for some management employees may cause those employees to move to new firms and organizations. 
Following the H1, H2, H3, H4, and H5 the results show that a positive engagement, employee performance, workplace of culture, employee training, and motivation of employees will lead to their retention within an organization. According to (Michaels et al, 1982),  observing the commitment of an employee to the organization and their expectations from that particular job highly assists the management of an organization to determine whether the employees are highly satisfied with their jobs and whether they have the intention of quitting their job in the near or far future. Moreover, the higher the number of employees retained by an organization, the higher the productivity of the organization since the level of operational activities is also increased. According to (Malik et al, 2013), an increase in the rate of employee retention leads to an increase in organizational productivity while an increase in the rate of employee turn-over reduces the general rate of productivity.
Conclusion.
In conclusion, the utilization of Cronbach's alpha test, the regression analysis, and Pearson's correlation can help the researcher understand the analyzed data in a more simplified way. The area of examination of data assembled the major factors affecting the retention of employees. Data analyzed was in the form of demographic data, the relationship between those elements. Therefore, determining connections between dependent and independent variables can assist in the comprehension of the collected data.

CONCLUSION, DISCUSSION, AND RECOMMENDATIONS.
The chapter discusses a synopsis of the findings, it gives a general conclusion and offers recommendations for future study on employee retention. The goal of the study was to establish the effect of workplace culture on employee retention, to establish how training influences, employee retention, to assess how the availability of motivation influences employee retention, to analyze how job performance influences employee retention and, to assess how work engagement influences employee retention. The first part involved understanding the significance of the research and the methodologies used data collection. The second part deals with the different factors that affect employee retention within the organization. Part three deals with the analysis of results after the collection of data and running the data through the SPSS software. The recommendations arising from the study have been described in this last chapter. 
Discussion.
Data analysis is useful because it helps an organization or a business firm comprehend the challenges and problems facing the organization by developing structures and visualizations that help in the interpretation of the data. From the data collected in this research, the analysis involved the following steps: First, it involves the preparation of a grid where the data from the questionnaires will be written. Secondly, developing a coding system to check the comprehensiveness and completeness of the questions and answers from the questionnaires. From the results, it is seen that some factors positively influence the retention of employees while others negatively influence. For instance, motivation and training will make an employee stay longer in an organization while a lack of health insurance, and lack of engagement will make an employee consider moving to a different company. According to (Kalid et al, 2018), human resource management strategies are not enough to ensure the retention of employees. Therefore, most organizations are determined to find better methods of ensuring retention by accommodating employees' needs rather than depending on the traditional methods.  

Recommendations.
To ensure that employee retention is achieved, the organization can follow the following precautions. First, the organization might keep collaboration between management and the employees to encourage good ethics amongst them. That is, for the employees to work in harmony, they need to take issues into considerations to ensure personal matters do not interfere with work ethics. Moreover, the organization should review salary, promotion, and benefits issues to increase retention. For instance, employees will feel well taken care of if they get vacations, after-hour payments, and medical insurances. Moreover, maintaining a favorable environment in an organization can help reduce the rates of employees leaving organizations for better jobs. Therefore, proper inspiration and motivation, work engagement, providing a favorable working culture, and providing training can help improve employee retention
For future study, the organization can do a further survey to determine the attitudes of management and whether or not they influence employee retention.
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