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ABSTRACT
The aim of this descriptive study was to find out factors
influencing post-basiec nursing graduates to resign from

the government service.

The literature reviewed in this study did indicate that
nurses in general were resigning from the government
health institutions for various reasons. The literature
reviewed showed that resignation has an effect on the
national health system in terms of manpower and
‘financial resources as well as on the type of health
care'given to the client. The literature reviewed also
revealed that health authorities were getting concerned.
Therefore, the authorities were now resorting to various
ways of retaining nurses or attracting back those who

had resigned.

Data were collected from post-basic nursing graduates of
the University of Zambia who had resigned from the govern-
ment service using a self devised questionnaire. The
convenience sample comprised of seventeen (17) subjects

of which sixteen (16) were females and one (1) a male.

The findings of the study revealed that pPoor salaries and
conditions of service, insensitivity of those in positions
of authority within the Ministry of Health to the needs

of post-basic nursing graduates and failure to promote
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these graduate soon after completing their training played a ma jor
role in making the decision to resign. In addition, it
was also identified that government health institutions
offer opportunities for post-basic nursing graduates

to practice what they were trained to do.

There was however, an indication that there is need

for the employer, the government through the Ministry of
Health, to critically examine conditions of service,
salaries, career structure and so on that it offers to
the post-basic nursing graduates if these graduates have

to be retained within the government health system.

in conclusion it is hoped that the findings will provide
senior nurse managers, other higher health authorities
within the Ministry of Health and the Zambian government
with an insight into the reasons why this category

of health workers were resigning from the government
service. On the other hand post-basic nursing graduates
themselves should face the challenge and help resolve those

problems which are affecting them instead of resigning.
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CHAPTER 1

1. INTRODUCTION

Like most developing countries, Zambia has made treme-
ndous improvement in the field of nursing education.

Before independence there were four (4) schools for
nursing personnel. Within the first decade of indepe-
ndence the number increased to seventeen (17). Today,
24 years after independence, the country can boast of
33 Schools for Nursing personnel excluding the Department

of Post-Basic Nursing, School of Medicine, University

of Zambia.

Before 1978, most of the tutorial staff in these
institutions were non-Zambians. "Although the country
had been sponsoring nurses to participate in programmes
abroad to prepare them as nursing and midwifery tutors,
public health nurses and nursing administrators, the

shortage of these grades of nurses remained acute."1

In view of this shortage, the Zambian Government
decided to set up a Post-Basic Nursing School for the
production of post basic nursing graduates to alle-
viate the problem. In 1976 the Department of Post-
Basic Nursing was inaugurated in the School of Medicine
of the University of Zambia. By the end of 1987 the

Department had produced 125 graduates with a Diploma



in Nursing Education, 94 with Certificate in Public
Health Nursing and 51 with a Bachelor of Science in

Nursing.2

By the end of the same year, 1989, the Government still
3

had 31 vacant posts for nurse tutors.

Inspite of these vacancies +the post-basic nursing
graduates working in Government health institutions
continued to resign from the Government Service. Lusaka
School of Nursing for instance, had one nurse tutor

who resigned in 1985, one in 1986, one in 1987 and two

tutors in 1988.“

The implications of resignation on staffing in an
organisation is that it tends to create shortage of
manpower unless the source of supply can be able to meet
the demand in as short a period of time as possible.
Lusaka School of Nursing has an establishment for

thirty three (33) tutors. However, school monthly
return records showed that there were five (5) vacant
posts in 1987 and nine (9) in 1988. If the demand
cannot be met and the drifting away of tutors from the
institution through resignation continues, then a

perpetual shortage would continue to prevail.

The author observed that some of the Nursing Schools

were inadequately staffed. For instance, Chitambo

School of Nursing and/Kabwe School of Midwifery have

an establishment of two posts for nurse tutors each

yet by the end of the year 1988 each of these two schools

had only one tutor. In conversation tutors from other
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schools of nursing have also said that their schools
were understaffed. In some cases, particularly
enrolled nursing schools, it has been noted that
schools were sometimes left to be run by clinical instru-
ctors or merely registered nurses who are not adequately
trained to teach nursing students or let alone administer

nursing schools.

In view of the current poor staffing situations in some
schools, increased resignation of nurse tutors would

simply compound the shortage. It has been stated that high
vacancy rates hamper the smooth delivery of health
services.5 Moreover, excess turnover affects the morale

and finance of each institution.6

A high resignation rate may indicate that something is
wrong either at a specific place of work or in specific
conditions of work. Sponsoring more nurses to train as n
nurse tutors is not enough if, at the same time attention
is not given to ensuring post-basic nursing graduates do
not leave government service once they have been trained.7
It has been reported that, '"we have to change what is

wrong. If we can't keep them once we have got them we're

throwing money for bad”.8

2. STATEMENT OF THE PROBLEM

One of the problems affecting health institutions in
Zambia is the resignation of post-basic nursing gradu-
ates from the government service. Observations have
shown that many of these graduates are resigning from
government to join non-governmental organisations. It
also appears the majority of those who are left behind

are contemplating leaving the government as well.
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Studies have been carried out in other countries to find
out common factors influencing nurses to resign from
their jobs in a particular organisation. It has been
reported that lack of satisfaction forces nurses out of
the National Health Service. In addition, nursing staff
were leaving because of the increasing number of non-
nursing jobs they were expected to do as a result of
the pruning of auxillary staff.9 Experience and obser-
vations have shown that job enlargement, increasing the
number of tasks to be performed for which one is not
trained, may cause an individual to feel overburdened
with duties especially if he/she is not being renumerated
for the additional functions. This may prompt one to
resign. Vogt et al reported that:

The effect of nursing turnover are felt through-

out the organisation whether the consequences

are positive or negative in nature. In a

positive direction a certain amount of

turnover is needed for the renewal of the

organisation. In the negative direction,

excessive turnover affects the entire profession

of nursing, the costs of health care, andlshe

morale and finances of each institutions.
Anderson et al conducted a study on a method of how to
retain nursing staff. They found that nursing adminis-
trators were well aware of the negative impact of
nursing turnover on the quality of nursing care and the
productivity of a nursing department. They stated
that they were equally aware of the high cost of recru-

iting and orienting new nursing staff. However,

finding a solution to the problem of turnover has

proved very difficult.11
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In 1989, the Ministry of Health had 118 posts for nurse-
tutors. Out of these, 77 posts were filled leaving a
balance of 41 posts. The vacant posts were projected

to be filled by 1991.12 Similafly,it has been observed
that many district hospitals, particularly those in
rural areas, do not have public health nurses. The
effects of shortage of nurse tutors and public health
nurses is well known. A critiéal shortage of nurse |
tutors give rise to poor education of nursing students
which may be revealed through poor nursing services

to client. Overburdéniﬁg of the staff available in

the school is another consequence. The shoftage of
public health nurses results in inadequate public health
nursing services to the community.  Thus, generally,
the health of the nation would be affected. These
factors among others provide rationale for taking
positive action to alleviate the problem of resignation
"and hence shortage of post-basic nursing graduates in '

government health institutions.

3. PURPOSE OF THE STUDY

The purpose of the study was to determine the factors
influencing post-basic nursing graduates to resign

from the government service.

4. HYPOTHESES

The following were the hypotheses of the study:

- Post-basic nursing gréduates who are dissatisfied
with their .conditions of service in the government

are more likely to resign from the government.
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- Post-basic nursing graduates who report that they
have experienced grave personal problems while
working in government health institutions are more
likely to resign than those who have not experienced
these problems.

- A post-basic nursing graduate who feels overburdened
with work because of working in an understaffed
government nursing schgol is more likely to resign
than the one working in a government nursing

school which is not understaffed.

5. OPERATION DEFINITIONS

 For the purpose of this study the following were the

operational definitions of terms:-

CONDITIONS OF SERVICE

or
Something stated necessary desirable by the government
for the work or duty done by an ‘employee of the govern-
ment, for example, salaries, leave, overtime allowance

and so on.

Government Nursing School

A school of nursing that is concerned with the training
of registered or enrolled nurses and is administered

by the Zambian Government.

Health Institution

An institution run by the government and is concerned with

provision of health services to the community.




| e

Post-basic Nursing Graduate

A qualified nurse tutor with a Diploma in Nursing
Education; a Public Health Nurse with a Certificate

in Pubiic Health Nursing or a graduate with a Bachelor
of Science degree in Nursing obtained from the

University of Zambia.

Job Satisfaction

Pleasure derived from carrying out one's own job because
the job offers good salary, good relationship with
others, opportunity for advancement etcetera and these
éxperiences or conditions make an individual to feel

to want to continue working in an organisation.

Job disatisfaction

Displeasure derived from carrying out one's own job

because the job does not offer good salary, good
relationship with others, recognition and appreciation

of work done, incentives such as transport allowance etcet-
era and these experiences or conditions make the

individual feel to want to discontinue working in an

organisation.

Resign

To give up a job.

Understaffing

A situation in which the tutor-student ratio is not
equal to 1:15 in registered nursing school, or 1:15

in an enrolled nursing school .as’ prescribed by the General

Nursing Council of Zambia.




Positive Attitude

Behaviour towards another person characterized by listening
to another person's point of view, friendliness, encourage-

ment, appreciation of another person's work done etc.

Negative Attitude

Behaviour towards another person characterised by ina-
bility to listen to another person's point of view, not
helping solve another person's problems, unfriendliness,
lack of appreciation and recognition of work done by

another person etc.

Need

Something necessary to have e.g. more money, food, personal

growth, career development, security from a job etc.

6. SIGNIFICANCE OF THE STUDY

This study was designed to identify major factors that
influence post-basic nursing graduates while working in
the government health institution to resign from the
government with a view to using the findings to provide
evidenée of the conditions of service for this cadre of
health workers working for the government. It was also
designed to identify major factors which cause job

satisfaction among post-basic nursing graduates.

It was hoped that knowledge about factors influencing
post-basic nursing graduates to resign from the govern-
ment service would help health manpower planners,

health institutional administrators and the government
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give a serious and positive consideration to those factors

that could help retain these graduates in the government
service. This would assist in maintaining an adequate
number of post-basic nursing graduates in the govern-

ment health institutions.



CHAPTER 11

LITERATURE REVIEW

History has shown that in the beginning of the profession
nurses were thought to be born for the profession and

were expected to be willing to work for low pay. Dedicated
to the care of patients, nurses were thought to be un-
interested in money or in other material things in life.
Vogt et al state that as a result of various changes in

our society, people in general are no longer expected

‘to take a vow of poverty to work in their chosen profe-

: 1
ssions. 3

Pensulo supports this by saying that 'the increase in

the cost of living was causing the nurses to look for

greener pastures that can offer them suitable salary.”14
Kunsela adds that an increasing staff resignation among
health workers can be directly referred to poor condi-

tions of service including salaries, allowances, and
accommodation. She further states that doctors, pharmacists,
clinical officers as well as nurses were seeking employ-

ment within the private sector and also in neighbouring

countries.15

It is important therefore to look at how society values
an individual's work.’ Pay is an expression of how
society values the services of a particular employee.
The fact that nurses have been underpaid for so long is

probably an expression of how they under-value themselves.l6



It has been observed that post-basic nursing graduates
for example, public health nurses, inspite of their
additional educational qualifications are placed
on the same salary scale (MS 12) as a ward sister,
senior clinical officer or health inspector. Mcquire
states that:
The graduate nurse is still such a rarity.....
yet a degree confers no salary differential,
unlike teaching. Sometimes some of us have
been anxious to make no distinctions between
the undergraduate nursing student and the conve-
rsional student in the practical situation. It
is now my view that the graduate nurse is
different and that undergraduates are undergoing
a different programme. If there is no difference
then I think we have no right to use the17
expensive resources of higher education.
In Pensulo's study of factors leading to nurses leaving
the government employment, the respondents outlined
bad social conditions in rural areas, lack of respect
from supervisors and being economically secure by
their marital status as some of the factors leading
to their resignition from government employment.
Pensulo further noted that those respondents who were

economically secure as a result of their marital status

could afford to change jobs with minimal problems to

their families. In contrast, one respondent in Pensulo's
study stated that "Nurses who have no husbands have
to think of the security of their jobs in terms of

pensions and stability of the private surgeries“..18

A study which was carried out by Vosden showed that
a high level of stress, high workload preventing one
glving one's best, bad atmosphere at work and a desire

to widen experience were the reasons for resigning.

Others included pregnancy and wanting new challenges.19
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It has been observed that post-basic nursing graduates
at various health institutions at which they are
working are facing a problem of lack of posts. For
instance, although most of the enrolled nursing
schools have been in existance for more than a decade
none of these schools has a post of Principal tutor

Oor senior tutor. Those charged with the responsibility
of running these schools are merely promoted as tutors.
They do not even receive responsibility allowance for
administering these schools. The Zambia Nurses
Association and the Civil Servants Union of Zambia

have made representations and reminders to the
government ; however, nothing concrete seems to have
been achieved with regards to this problem. This is
supported by Kunsela when she says that the Ministry
has increased the number of staff without a corresponding
increase in the number of posts in the establishment.20
There is therefore need to create posts to cater for
those post-basic nursing graduates who inspite of

their added qualifications have not been promoted to
higher posts or glven renumerations equivalent to the

duties they are performing.

As has been observed, many notable figures in the

# nursing profession in many countries have spoken about

lack of prestige for the nursing profession which has
been cited as one of the reasons for nurses to

quit the profession. Speaking at the graduation
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ceremony of the first group of graduate nursing students
at Aga Khan School of Nursing in Parkistan, ICN
president Eunice Muriango had this to say:

Nursing has not received the attention

it deserves in many countries. It suffers

greatly from lack of social prestige and

respect. Nurses are poorly paid and

often required to work in difficult

conditions although they prepresent

a care group in the health care delivery

system.
Muriango further points out that nursing as a profession
will continue to have problems with prestige and image
until the practitioners of the profession cease to

think of nurging as:

1. a supplementary income to help out the family budget
2. a second job, less important than the spouse's

(even if he has less income)
3. an interim occupation to support the nurse until one

can find a husband to take over.22

These demeaning and detrimental concepts must be abandon-
ed and nursing must be perceived and practiced as a
career, a life long commitment to a valued, cherished

and respected profession.

According to MacKay, one reason for the failure to
devise conditions of employment suitable for Womén has
been the lack of power to challenge their inferior status.
Moreover, the supply of nurses has been plentiful, so

the profession has not seen the need to exericise its
power. She further states that nurses are in the main

reluctant to strike or to exercis? any industrial

muscle.?23
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Industrial relations is a tool through which employees
and employers can work amicably to improve the
organisation's functions as well as the welfare of
employees in an organisation. Nurses like other
professionals belong to professional organisations

as well as trade unions. It is therefore, necessary
that nurses utilise these associations and unions for
their own welfare. However, to what extent can profe-
ssional associations be used to influence the welfare

of its members?

Reinhart says that the professional association's

capacity depends entirely upon the extent to which the
people have learned to use it. In other words, the
influence of a professional association in public

affairs depends largely upon the solidarity of its
members and the extent to which they know the public life
works and how to tackle it. He further states that

the role of professional associations is to represent

the members' interests comprehensively. No other
organisation such as trade unions, political parties

' and so on can do so.24

Studies have been carried out concerning moti?ating
factors among nurses. Musa Kolawole Jinadu and
Jaiyeoba studied mbtivating factors among Nigerian
nurses. They found that many nurses left government
service and those who remained were considering leaving
the government. Therefore, they found it necessary to

state that '"whatever might be responsible for this




state of affairs, it is probable that the graduates
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entered nursing with high expectations of becoming
practicing nurses. However, somewhere along the line

e . . 25
they left frustrated and lost their initial motivation'.

In Zambia there is lack of data about why nurses
after their basic nursing training course choose to do
- post-basic nursing. Moreover, there is lack of re-
search on the expectations of post-basic nursing
graduates. Writing about labour mobility Hubert stated
that "research on labour mobility has shown that
among the environmental or institutional factors whose
influence on mobility has been analysed are the
policies of unions, employers and governments”.26 This
is suppo?ted by Kunsela who says that it has been
the policy of the Zambién Government that whenever a
husband is transferred or gets new employment the wife
is automatically offered employment within the same
area. This pdlicy has led to the distribution imba-

lance of nurses. Many urban areas have considerable

over-staffing among nurses while rural areas have
27

vacancies.

There seems to be varied reasons why nurses resign
from the organisations, but what are the effects of
resignation? The effects of resignation can be
reflected in various ways. The dilution of numbers
of qualified staff would result in inadequate student

supervision. An increasing staff resignation tendency
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is unfortunate and would seriously hymper the smooth
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delivery of government health services if continued.
Therefore, increased resignation is a waste of

money and human resources on the part of the orga-
nisation.28 Nurses are repeatedly told that resignation
was a cardinal sin, but the resignation of nurses

has continued.29

Vogt et al say that:

resignation is infectious; nurses tend

to identify with other nurses; when

one nurse leaves an organisation, the
remaining nurses tend to consider and re-
examine their stituation, most often
utilizing the criteria of their departed
colleagues, suddenly the cherished hopes
for change, their expectations for a

better tomorrow are revealed in their

true perspective. Turnover causes lowered
morale, which causes increased turnover. It

is a vicious cycle.30

It is however, important to look at how to resolve
the problem of resignations. There is considerable
evidence  from many studies that ensuring better
salaties for nurses, special responsibility allowance,
Providing care facilities for children of working

parents within or near the hospital, providing
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- ‘£ransport to and from work and better promotion
prospects could help resolve the problem of resignation.
In addition, training opportunities, fulfilment of
specific needs and thorough orientation designed to
give the nurse an accurate picture of the job and hos-
pital environment are other important factors in

resolving the problem of resignation.31

According to Vosden, in order to win back nurses who

had left, authorities were embarking on lectures,

link clubs, new recruitment literature and video, stress
reduction classes and flexible employment. He goes on
to say that "money was and always will be important but
there is much more which could be done to make nurses
feel more valued and less likely to leave." He further
states that the central bank of this argument is that
attitude must change. Petticoat government and

paternalism must be replaced by a supportive approach

wherein each staff member is valued and trusted as

a responsible adult.32

Vosden is supported by Melba who states that as the
staffing shortage worsens, so many health authorities
are resolving to fresh ways of attracting the potential
nurse. Some of the more imaginative approaches he has
identified are career conventions, exhibitions and
intensive recruiting as the methods being wused to

attract new people or bring back qualified nurses who

33

have left. Zuraikat and McKlosy point out that
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introduction of a career ladder for promotion should

be a top priority. They add that to attract nurses to
jobs and to maintain a high level of satisfaction, the
administrator should contribute to the fulfilment of
social needs and develop ways to increase the fulfilment
of safety and psychological needs.34 Resolving these
issues could lead to a significant improvement in the

quality of patient care.

Rhoden et al pointed out that in ordér to retain

nursing staff selecting people for the jon is the key to
the success of the plan. The skilled recruiter

recognizes the career goals of the applicant and informs
the applicant honestly of the pros and cons of the
‘position, the patient care delivery system, opportunities
for career advancement and salary benefits. By having

a valid idea about the position, the applicant can make

an informed decision.36

In conclusion, a careful assessment of the expectations
and identification of those factors which could help
retain post-basic nursing graduates in the government
service is therefore required. This is so because

such an assessment and identification of relevant
factors could help provide pertinent, up-to-date
information which will greatly influence employers

and health institution administrators on retention of

post-basic nursing graduates.



CHAPTER III

METHODOLOGY

1. RESEARCH DESIGN

The purpose of the study was to determine the factors

which influence post-basic nursing graduates to

resigh from the Zambian Government Service. For the
purpose of this study a-descriptive survey design was
used. According to Seaman and Verhonick a survey
researéh 1s that method of research which relies
heavily on the validity of verbal reports.37 This

type of study allows the investigator to gather current
information abbut whatever it is that he/she wishes to

study.38

The design was chosen because the author felt that,
this type of design would permit the respondents to

be free to give their own opinions on the topic

under study since the respondents would not be under
‘ the researcher's control. Moreover, data gathering

using the descriptive research design is done in a

natural setting, therefore the subjects are approa-
ched in their natural setting and are not subjected

to unnecessary inconveniences.,

Another reason for choosing this design is that it
is easy to carry out. A descriptive study enables

the researcher to observe, describe and document
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aspects of a situation.39 The design would also allow
the researcher to describe, compare, classify and
conceptualize new knowledge from what has been unorga-

h nised or unrelated facts or data.40

2. RESEARCH SETTING

The study was conducted at various places in the country
which included; Lusaka province, Lusaka, Copperbelt

province, Ndola, Mufulira and Chingola and Southern

province, Gwembe.

The study was carried out in these places because they
were identified as the places where some of the post-basic
nursing graduates who resigned from the government service

were working.

3. PILOT STUDY

A pilot study, described as a "small scale-version or a
trial run of the major study”41 was done with the

purpose of testing the instrument and correcting any

€rrors or inconsistencies in the framing of questions.
As a result of the pilot study, one question was omitted
because the responces to the question were similar

to those of question 32.

4. SAMPLE, SELECTION AND APPROACH

The target population from which the sample was drawn

was the post-basic nursing graduates who had been

sponsored by the Zambian Government to study for post-
basic nursing courses at the University of Zambia. The

graduates were those who had worked for the Ministry
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of Health after qualifying from the University of Zambia
before they resigned from the government service. The
subjects were also those post-basic nursing graduates who
had currently been living and working in Zambia after
resigning from the government service. The sample
comprised twenty five (25) subjects out of which
twenty two (22) were females and three (3) were males.
These subjects were selected because it was felt that
they were in a position to respond to the questions in

a more natural manner than those living and working

outside the country.

The researcher used the purposive type of sampling.
In the purposive sampling, the researcher selects the
sample on his/her own judgement regarding the charac-

42 The aim is

teristics of a representative sample.
to select subjects that are judged to be typical of
the under study. The criteria for including the
subjects in the sample were as follows; post-basic
nursing graduates from the University of Zambia, had

worked in a government health institution and had

currently been living and working in Zambia.

EAch subject received a written questionnaire acco-
mpanied with a covering letter describing the purpose

of the study and guaranteing the protection of

confidentiality.



5. DATA COLLECTION INSTRUMENT

Data were collected using a self-devised questionnaire
(see appendix iii). This enabled the researcher to
collect data from primary sources. The questionnaire
was also found to be appropriate due to the fact that
the subjects were literate. This method also made

it possible for the subjects to complete the question-

naire at their own pace.

Other advantages of the questionnaire are:-
1. Questionnaires make it possible to gather data

from a sample which is scattered.

2, Questionnaires reduce the influence the investigator

can have on responses.

3. Questionnaires offer the possibility of anonymity.

4. Questionnaires also require less skill in conducting

and is time saving.

5. As many questions as possible can be asked.43

However, despite many advantages there are also

several disadvantages of the questionnaire. Bless and

Achola list the following disadvantages of the questio -

nnaire:

1. it requires a sufficient level of literacy and
familiarity with the language used.

2. Questionnaires might be filled out by other people

other than the chosen participants.
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3. The response rate tends to be low.
4. Because of low response there is risk of bias parti-

cularly in the mail-questionnaire method.44

In order to overcome some of the disadvantages the
questionnaires should have simple and straight forward
questions. The answer expected and how the answer
should be recorded must also be unambigious.45 There-
fore, the instrument was checked and corrected by
the supervising lecturer as well as pretested for

validity and reliability.

6. QUESTIONNAIRE DESIGN

The questionnaire consisted of both closed-ended and
open-ended questions. The closed ended questions
required the respondents to give only one possible
answer. The subjects had an opportunity to express

their views in response to open-ended questions.

There were thirty four (34) questions altogether. The
first eighteen (18) questions were designed to elicit
demographic data of the respondents. These were put
first, so that the respondent would feel at ease
before going into the questions concerning the topic
under study. This also provides some motivation for

the respondents to want to continue.45

Questions ninenteen (19) to twenty (20) were meant
to find out about the respondent's expectations of

working in the government service, and how much of



- 24 -
their expectations were fulfilled. 1In questions twenty
one and twenty three (21 - 23) the respondent was
asked about the experiences he/she found most satis-
fying or least satisfying while working in the govern-
ment service and the most satisfying experience while

working in his/her present work.

Questions twenty four to twenty nine (24 - 29) were
designed to elicit information from respondents re-
garding the Zambia Nurses Association. The questions
that followed, thirty to thirty one (30-31) were to
elicit data regarding when the respondent resigned,
the person to whom the respondent talked when he/she
considered resigning and the response from the person
to whom talked. Question thirty two (32) was meant
to find out about the respondents actual reasons for

resigning.

The last two questions thirty three to thirty four
(33 - 34) were meant to elicit suggestions which
could help retain post-basic nursing graduates in
the government service and any comments regarding

f‘-topic under study.

7. DATA COLLECTION AND ANALYSIS

Data were collected between the third week - of April
and third week of May, 1989 because this was the
time convenient to the researcher. The respondents

were given five (5) weeks in which to complete and
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return the questionnaire. There was eighty percent
(80%) return of the questionnaires: Three (3) of the
twenty (20) questionnaires returned were rejected
because it was discovered that the respondents had
not actually resigned from the government service

but had just been seconded to organisations in which
they were working. Thus only 17 questionnaires were
analysed. Of these one respondent (6.25%) was male
and fifteen (93.75%) were female post-basic nursing

graduates.

Data were analysed during the fourth week of May, 1989
- manually with the aid of a pocket calculator. The

scores were worked out in percentages.
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CHAPTER IV

PRESENTATION AND INTERPRETATION OF DATA

Data collected were presented in tabular and descriptive
form. Presentation of data in tabular form makes it
easier to summarise findings and tabulated data are

easier to remember.47

Tables were arranged according to question sequence
and all the relevant information given by the respondents
is depicted in the tables. The findings of the study

are interpreted below in the tables.

table 1: DISTRIBUTION OF RESPONDENTS BY AGE AND SEX

! SEX TOTAL
: i
AGE IN YEARS | MALE|FEMALE { NUMBER OF .
! 5 RESPONDENTS | %
; 5
Under 25 years - - ] - -
i i H i
25 - 29 years f - - ; - -
: : : i |
30 - 34 years | ; 5 i 6 5 35
35 - 39 years - 10 10 59
40 years and above & - . 1 1 6
TOTAL 1 i 16 17 100
i

; i

Table 1 shows the distribution of respondents by age and
sex. Sixteen (16) of the respondents were females while

one (1) respondent was male. The majority of the



females, 10 (59%) respondents were aged between
thirty five and thirty nine years. Out of the six
réspondents aged 30 - 34 years, five (5) were female
and one (1) male. One (6%) female respondent was in

the age range of 40 years and above.

TABLE 2: MARITAL STATUS OF RESPONDENTS

!
MARITAL ,NUMBER OF RES EPERCENTAGEl
STATUS § PONDENTS § f
Single 3 j 189
Married 13 ' 76%
Widowed - ? -
!
Divorced 1 6% f
I !
Separated - - g
TOTAL 17 ~ 100

The table shows that majority (76%) of the respondents
were married. Three (18%) of the respondents were

single while one (6%) of the respondents was

divorced.
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TABLE 3: RESPONDENTS WHO STAYED WITH HUSBAND OR WIFE

IN THE SAME TOWN BEFORE RESIGNING

¥

RESPONSE | NUMBER OF RESPONDENT | %

g
Yes | 13 100

) f
o -
TOTAL 13 100

This table shows that all the thirteen (100%) married
respondents were staying with their husband or wife

before resigning from the government service.

TABLE 4: NUMBER OF CHILDREN RESPONDENT HAD BEFORE

RESIGNING

NUMBER OF CHILDREN | NUMBER OF 7 |
. RESPONDENTS

None | 2 ! 12

1 -2 ? 8 47

3 -4 7 | 41

5- 6 - | -
3 ; ]

7 and over - ? -

TOTAL \ 17 100

i}This table indicates that the majority (88%) of the
érespondents had one to four children. Of these eight (477%)

;respondents had between one and two children while
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seven (41%) of the respondents had three to four child-
ren. Only two (12%) did not have any child. None of

the respondents had more than four children.

TABLE 5: DISTRIBUTION OF RESPONDENTS ACCORDING TO

HIGHEST PROFESSIONAL QUALIFICATIONS AND

INSTITUTION FROM WHICH QUALIFICATION OBTAINED

gig?ggglwu INSTITUTION . | TOTAL
QUALIFICATION | UNZA | OTHER _ NUMBER %
MSc in Nursing ; - - é - | -
- BSc. é 6 - i 6 35
DNE s - 5 , 29
CPHN Ch - 4 Y
MTD 2 - 2 12
TOTAL | 17 - 17 1007

NB: UNZA - University of Zambia
MSc in Nursing - Master of Science in n Nursing
BSc - Bachelor of Science in Nursing
DNE - Diploma in Nursing Education
CPHN - Certificate in Public Health Nursing

MID - Midwifery Tutors Diploma

The table shows that all the respondents had obtained

their highest professional qualification from the
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University of Zambia. Six (31%) of the respondents
possessed a Bachelor of Science in Nursing degree,
while five (29%) had a Diploma in Nursing Education
and four (24%) were holders of a Certificate in Public
Health Nursing. Two (12%) respondents were also

holders of a Midwifery Tutors Diploma.

TABLE 6: YEAR WHEN RESPONDENT FIRST QUALIFIED FROM

THE INSTITUTION WHERE HIGHEST PROFESSIONAL

QUALIFICATION WAS OBTAINED

YEAR QUALIFIED | NUMBER OF § PERCENTAGE
RESPONDENTS i
1978 - 1980 g 6 ; 35
b | 1981 - 1983 ? 5 § 29
;51 1984 - 1986 ; 5 | 29
| 1989 | 1 6
b ; :
TOTAL ! 17 | 100 (app.)j

- The table shows that six (35%) of respondents obtained their

}g qualification between 1978 - 80, five (29%) between 1981 -
bu:
1983, and another five (29%) between 1984 and 1986. Only

‘one (6%) respondent obtained the qualification between

.§¢w1987 and 1989.

¥
ﬁg: There were no graduates yet in 1989 at the time
when .the study was conducted. The year 1989 was

added only for the sake of convenience of time

periods.




_____._-_________._______.__AA,______.___A~____~____,__.___.__._.____.__r.__A

B |INsTITUTION | YEAR RESIGNED NO. OF
S RESPONDENTS 9%

— e 1078-80 1981-83 1084-86 1987-89 |
Lusaka School of - EO - 1 2 12
Mrsdve. oo s

‘ iLusaka School of

Midwifery = - - - 2__..2 12

?Lusaka Urban

iiDistrict Counciil - - 1 1 2 12

T ——— e e =

HUniversity

ITeaching Hospital - - - 2 2 12

;itﬁe School of '

Nursing - 3 1 - 2 12
ansa Zen School - 1 1 - 2 12

.__._._“._—_‘___._,.‘__-__._“__._-..*______.._..‘_._._,_‘_____..____.‘_,___.‘.____..,

jisaka - - - 1 1 6

bluezi School

F Nursing - - - 1 1 6
AL - y y 9 17 100

};e 7 shows that out of the 17 (100%) respondents, nine (52.99%)
Bpondents resigned between 1987 and 1989, four (23%) respondents

iigned between 1984 and 1986 and another four (23.5%) resigned




between 1981 and 1983. Out of the ten (10) health institu-
tions identified seven (70%) had at least two tutors who
resigned while three of these institutions had one (1)
post-basic nursing graduate who resigned. More than

half of the respondents (52.9%)‘resigned in the last

three years than all the previous three periods combined
(47%). Thus of late there has been an increase in the

number of post-basic nursing graduates resigning from the

government service.

TABLE 8: POST HELD BY RESPONDENT BEFORE RESIGNING

POST HELD NUMBER OF %
RESPONDENTS
Tutor | | 8 47
Public Health Nurse 5 29
Tutor;in-Charge 2 12
.Principal Tutor | 2 12
Senior Tutor f - ; -
? | TOTAL i 17 100

sfhe table above shows that majority of respondents held

the post of tutor before resigning from the goﬁernment

Surse, while 2 (12%) of the respondents held the post

Two (12%) other respondents had
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held the post of Tutor-in-Charge. This shows that most

respondents had been nurse tutors.

B 7eBLE 9: wowtHLY TwcOME GATNED BY RESPONDENT BEFORE

RESTGNING
RANGE OF ’”NUMBER“GF'“““?p?éE"TPﬁﬁ'ENTAGE
MONTHLY INCOME | RESPONDENTS
K700 and above f 7 41
| {;~‘ K600 - K699 | 5 | 29
- K500 - K599 5 2 12
K400 - K499 g 2 | 12
Less than K400 ( 1 6
TOTAL | 17 100

thsAtable shows that seven (41%) of the respondents
v‘recelved an income of K700 per month and more while one

%) respondent received less than K400 at the time of

esigning,
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TABLE 10 : NQMBEB_QE_IUIQBS_AND_SIHDENI§_IN_IHE;INAWHIQH
RESPONDENT WORKED BEFORE_RESIGNING
"""""""""" N S |
NUMBER OF ;_NUMBEB_QE“SIHDENIS_IN_SHQQQL,-‘_A;_"A_lJ:JIXEﬁTH__“g
TUTORS ) g | ! ; ;
IN SCHOOL = LESS ; 50 TO 100 150 201 NUMBER
. THAN | 99 TO  TO AND | OR ,

50 | 149 200  above RESPONDENTS = %

__________________ L-__~_-_,v___A__,_4__¢_‘____f__~__»___--__*__-*
] ;’ !

1-2 2 | - P - - f 3 27
e e o _ __‘_-hg.‘ _______ b o _ e o _ _ ____
3-4 - - - - - - -
5-6 - 2 3 - - 5 16
L N N - - 2. 18
1 ‘ t
9 and above; - - - 1 - 1 1 ; 9
(s S I
ITOTAL 23 T 1 11 | 100 |
2 e ;

Table 10 shows that among the nurse tutors the ma jority 5(46%)

ﬂorked in a nursing school with five to six tutors. OQut of-
ihese five (46%) respondents three (3) respondents had worked
n a school with a capacity of 100-149 students while two

,gapondents worked in a school with 50 to 99 students.

;; above table shows eleven (11) as the total number of
;pondents who were nurse tutors as opposed to 12 as shown in
le 8. This is due to the fact that one respondent did not

vate the numbér of tutors in the school in which she had

o working.
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RANGE OF YEARS WORKED NUMBER OF | B
: RESPONDENTS : %
Less than 1 year | 1 6 |
e ] - 2 years | 3 .18
eeoo3 - b years | 5 1__29 _______
_____ 2. byears . 6 35
_____ I-8years 2 12
9.vears and above =
___TOTAL 17 100

ETable 11 shows that 6 (35%) of the respondents had worked for

L 5-6 years in the Government before resigning while five (29%)

l Ehad worked for 3-U4 years before resigning from the Government

Wl

iService. Only one (6%) respondent had worked for less than

ipne year while none of the respondents had worked for nine or

more years before resigning.

WABLE 12: RESPONDENT'S JOB AT PRESENT

________________________________ —
JOB NUMBER OF PERCENTAGE ]
ecce—ooooo | RESPONDENTS ;

Nurse 14 82

;her eg.Manager 3 18

pTAL | 17 100
R o s G

:§1e12 shows that fourteen (82%) of the respondents worked as
i{ses in their new organisations. Three (18%) respondents

other jobs such as Manager in business organisation.
q



TABLE 13: RESPONDENTS PRESENT POST

POST NO. OF RESPONDENTS |
|

Nurse tutor 4 g

Manager ; 2 f

Programme Officer 2 i

Registrar g 1

Nursing Sister é 1 ;

Head Nurse § 1 f

Industrial Sister § 1 f

Nurse Examination Officer 1 |

Principal Tutor 1

Occupational Health Nurse 1

School Nurse 1

No résponse 1

TOTAL 17

ftThe‘above table shows that respondents are holding
;%various responsible positions other than the one

ﬁithey held while working for the government.
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TABLE 14 RESPONDENT'S PRESENT RANGE OF MONTHLY INCOME

RANGE OF MONTHLY INCOME TOTAL
NUMBER OF '
RESPONDENTS | FERCENTAGE
|
K1750 and above 8 f 47
K1500 - K1749 4 ; 24
K1250 - K1499 3 | 17
K1000 - K1249 g - -
| TOTAL Y 100

fTable 14 shows that eight (47%) of the respondents were
;currently earning amonthly income of K1750 and above,
iwhile four (24%) of the respondents were earning K1500 -
131749 per month. Only three (17%) of the respondents

' %were earning‘KIZSO - K1499 and no respondent was
f earning between K1000 - K1249 per month.

iTABLE 15: RESPONDENTS EXPECTATIONS OF WORKING IN THE
! ' GOVERNMENT SERVICE AS A POST BASIC NURSING

é GRADUATE
i EXPECTATION . NUMBER OF g
4 'RESPONDENTS °
i : I
§ Immediate promotion to post for ] ‘ }
which qualified ; 8 22
 Carry out work for which one trained : 7 19
. Better salary j 6 16
Good conditions of service ' : 4 11

?KOther: eg adequate staffing in school,
3 more responsibility, apprecia- - 4 11
tion of one's work etc.

530

‘%§0pportunity for personal development:

| eg attending seminars 3 8
i Good career structure 2 B)
i Good working environment v 2 b}
&t Norresponse 3 1 3
j TOTAL % 37 100

BB: The number of respondetits in table 15 and some other

Eables is more than 17 because some respondents gave more

’ hﬂn AR Vo1 00 7 7™\ v m o
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Table 15 indicates that most of the respondents expected
to be promoted to posts for which they had qualified

as post basic nursing graduates. This accounted for

8 (22%) of the respondeﬁts. Seven (19%) of the
respondents expected to carry out work for which they
had qualified, six (16%) respondents expected a

better salary, while one (3%) respondent had no res-

ponse.

TABLE 16: RESPONDENTS EXPECTATIONS FULFILLED WHILE

WORKING IN THE GOVERNMENT SERVICE

R A A SR s e s
z. s o g S 3 Hr N

| |

} RESPONSE { NO. OF RESPONDENTS; % 1
= ™ f —
- Some : 10 g 59 .

None 7 A
- ¢4 | !
- ! ; %
All | - -

28 i | |
1 . Most - -
| | |

~ TOTAL | 17 100 |

ﬂable 16 indicates that the majority of the respondents had
’Qme of their expectatlons fulfilled. This accounted for

' ’(59%) of respondents while 7 (417%) respondents said

;‘ne of their expectations were fulfilled. None of the

B

espondents had all or most of their expectations ful-

11ed




t IRESPONSE NUMBER OF %
RESPONDENTS

fCarrying out work for which ‘
?fespondent was trained ! 7 ; 26 ;

pportunitles

ther: eg. contributing to matters ‘ :
lated to student learnlng, : ’
aried clinical experience, : E
ounselling ete) f 5 : 19 |

’nitiating programmes (eg. school

v‘ogramme) 2 : 7
-b securlty 2 7
yTAL 27 100

ble 17 shows that carrying out the work for which one was
%ained received the highest response for the most satisfying
perience while working in the Government Service. This
~counted for 7 (26%) respondnents. Five (19%) respondents
ated availability of training opportunities and five (19%)
her respondents gave various responses such as contributing
‘matters related to student learning, varied clinical
iperience counselllng and so on. Three (11%) respondents
Intioned administering school of nursing while three (11%)
;her respondents said good cooperation from colleagues was
jeir most satisfying experience while working in the Government
jrvice Two (7%) respondents stated initiating programmes

Bd 2(7%) other respondents stated th

: at Job Seeurity was their
vat satisfying experience.




TABLE 18: LEAST SATISFYING EXPERIENCE FOR THE RESPONDENT

RESPONBE NUMBER OF % !
o RESPONDENTS [
o !
- Indifferent attitude of superior 5 17 }

towards need of subordinates

Lack of material resources to
icarry out work smoothly, eg f
‘equipment. y 14

f'Other: (eg working in rural areas
for too long, home visits on foot,

high house rent ete). y 14
Lack of promotions 3 10
Lack of refresher course 2 7
Lack of career structure 2 7

|

romaL L 29 100

Table 18 shows that the majority of the respondents, 5(17%)
found that an indifferent attitude of "superiors towards
needs of the subordinates and poor conditions of service
were the least satisfying experiences. Only two (7%)

of the respondents found lack of refresher course and

lack of career structure as least satisfying. Thus most
respondents felt that an indifferent attitude of superiors
towards needs of subordinates and poor conditions of service

were the least satisfying experiences while respondents worked
in the Government Service.




; ]
'RESPONSE . NUMBER OF |
f © RESPONDENTS' %
Other: eg good medical facilities | E
working in urban areas, teaching, f ;
low house rent ete. =~ L8 22
?Gggg_ggnditigng_9£A§gryigg_____-_‘;__*___é_____ 17
5Ez§§Q9m_tg_wgrkﬁigdgpgndgntly__ﬁ__; ______ 2_ . .14
igggd_§§l§ry____ﬁ__*__*__ﬁ__-~RA___ﬁ_‘ﬁ_~-5‘_~_,i_-_14_
Leading others . 5. Lo 14
é
5M92§~n§§999§ibili§y~A_‘__A__~A______,____H _____ Lo 11
Becognition of onmes work 3. 1. 8
]
TOTAL 36 100

The above table shows that § (22%) of the respondents
mentioned various experiences as being satisfying in
their present work. Six (17%) respondents found

good conditions of service as satisfying while 3

(8%) respondents mentioned recognition of ones work

contribution as most satisfying.

When subjects were asked to state whether they had
been members of the Zambian Nurses Association before
resigning from the Government service eleven (65%)

stated that they were members while six (35%) were not.




;
FREQUENCY OF ! !
PAYMENT OF | ATTENDANCE AT MEETINGS | t TOTAL

FEES ? ' '

_____________ aeee... THE TIME TIME |ALL____ | RESPONDENTS, % _
; J

Always ! 2 ; 1 3 - | 6 55

Sometimes - 1 1 (. 3 27

Most of '

the time - 2 - - 2 18

Not at

altl __ - e S-S T S R N -

TOTAL 2 Yy T 1 11 100

______~_‘___,__“‘-__.___.‘__._*_.‘A______A_,..__._‘_h___.._.__..,..____.______

The table shows that majority of the respondents had been
paying their annual fees regularly. This accounted for
six (55%) of respondents. The majority (10) of the
respondents had been attending Zambia Nurses Association's
meetingl This accounts for 2 respondents who attended
meetings all the time, U4 sometimes and 4 attended meetings
most of the times. Only one respondents did not attend
meetings.

Out of the eleven respondents who had been members of the
Zambia Nurses Association while employees of the Government
seven (64%) found the association useful while 2 (18%) did
not. Two (18%) did not respond to whether they found
the association useful or not. Thus the majority of the
respondents found the association useful.

NB: Table 20 shows 11 as the total number of respondents
because these were the only one who said they had been
members of the Zambia Nurses Association before resigning
from the Government Service.
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f
FREQUENCY OF |

PAYMENT OF i_AIIENDANQE‘AI-MEEIINQ ______________ tTOTAL |
FEES ! ) : i i i j
f ALWAYS MOST OF SOME iNOT AT | NUMBER OF g f
———— THE TIME TIME |ALL | RESPONDENTS: % |
Always ' 2 1 3 - 6 55
Sometimes - : 1 1 1 j 3 27
Most of
the time - 2 - - 2 18
Not at
all == =i = = . -
TOTAL 2 4 TR 1 11 100

e e e e i e - o e e .

The table shows that majority of the respondents had been
paying their annual fees regularly. This accounted for
six (55%) of respondents. The majority (10) of the
respondents had been attending Zambia Nurses Association's
meetingl This accounts for 2 respondents who attended
meetings all the time, 4 sometimes and 4 attended meetings
most of the times. Only one respondents did not attend
meetings.

Out of the eleven respondents who had been members of the
Zambia Nurses Association while employees of the Government
seven (6U4%) found the association useful while 2 (18%) did
not. Two (18%) did not respond to whether they found
the association useful orp not. Thus the majority of the
respondents found the association userful.

NB: Table 20 shows 11 as the total number of respondents
because these were the only one who said they had been
members of the Zambia Nurses Association before resigning
from the Government Service.




S

RESPONSE ' NUMBER OF ;
 RESPONDENTS % i

Updating members in both local 5 f 35 ;

- and International issues. ! _________ G

: Bringing nurses together to |
H 4

' share their experiences on ; j %
x i

1

inursing matters and others . %

through workshops, seminars etc. . ____ 5 . __ 33__
%Being mouth piece for nurses eg ‘ 3
fighting for improved conditions . ? E
lof service. .. o 320
§Offering scholarships ! 1 1 7 f
__________________________________ r____“___,~___,___~*__ﬁ,
Providing opportunity for one

to be recognised as a member of i

a professional body I 1 7
TOTAL 15 100

Table 21 shows the ways in which the respondents found the
association useful. Five (33%) respondents mentioned
updating members in both local and international issues,
while another five (33%) respondents stated bringing
nurses together to share their experience on nursing
matters and others.

The two respondents who said that they did not find

the association useful gave the following reasons:
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1. The association produced very little results for
nurses.

2. The association lacked the power to fight for the
welfare of the nurses eg. better salaries, improved
conditions of service etec.

3. The association is not action-oriented.

TABLE 22: SUBJECTS' RESPONSE TO WHETHER THEY TALKED TO

oo o
1 r g !
. RESPONSE 'NUMBER OF ; f
iRESPONDENTS L%

Yes 17 100 |
No - —f
TOTAL 17 ' 100

Table 22 shows that all 17 (100%) respondents confided

in someone when they considered resigning.

AR :
RESPONSE NUMBER OF i % !
oo oo | RESPONDENTS ;| =
Husband 12 ! 70 !
______________________________________________ |
Other eg superior f
. colleague, friend 2 12
(b* ___________________ e e o o b .
F:Wif§_~ﬁ~__h~~q__‘-n____~~l ______ Lo b6
: i
' Father i 1 5 6
f _____________________ | S
; ‘
" Mother 1 ! 6
. TOTAL ; 17 100 |
______________________ S




Table 23 shows that the majority of the respondents

talked to their husbands before resigning. Two (12%)
talked to other people such as colleagues, and superiors
and only one (16%) respondent talked either to the wife,
father or mother. This shows that majority of the
respondents talked to their spouses.

TABLE 24. COMMENT RECEIVED BY RESPONDENT FROM

COMMENT INUMBER 9 5
____________________________ JRESPONDENTS, |
Encouraged to resign ; 13 f 72.22
N S b
Persuaded not to resign r 2 ? 11.11

Doubtful about security |
of new job_ S S TM__5:5§A
- i
Enlightened about adva-ntages ; f
; and disadvantages of leaving | ‘
- the Government for private §
sector. 1 556
Would recomnend highly for ; f
i .
~pew job. . 1 .  5,56]
' TOTAL 18 100.01

The above table indicates that 13 (72%) of the respondents

were encouraged to resign. ThUs most of the

confidants encouraged respondents to resign.
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EREASON NUMBER OF 1 %
: RESPONDENTS |
5’"““_“““‘_“_"““““““"""‘“‘“‘"“"‘"“““T ‘‘‘‘‘‘‘‘
Poor salary 10 g 25
________________________________________________ L
%

Other: eg monotomy of work, j
i abnormal chain of i
é command, lack of %
? incentives. 5 9 | 22
— A ——
; { |
‘Inadequate job satisfaction L 6 ; 15
___________________________________ s EETRIEEE
Poor conditions of service | u § 10

f |
Superior's insensitivity to ] !
problems of subordinate. ? 4 | 10
Lack of promotion prospects 3 } 8
;Needed challenging job 2 ﬁ 5
Lack of career structure 2 5
TOTAL 40 i 100

Table 25 shows that most of the respondents left the

Government service because of poor salaries and this

accounted for 10 (25%) of the respondents.

Nine (22%)

of the respondents mentioned various other reasons

for resi gning such as abnormal chain of command,

lack

of incentives ete. Only two (5%) said they needed a
challenging job and the other two (5%)
left due to lack of a career structure.
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CHAPTER _V

1. Discussion of findings

The main purpose of the study was to determine factors
which influence post-basic nursing graduates from the
University of Zambia to resign from the Government
service. The study:results were based on the analysis
of responses from seventeen (17) subjects who responded

to the mailed questionnaires.

The results of the study show that sixteen (16) of the
respondents were females while one (1) respondent was

a male. Ten (59%) of the respondents were aged between
thirty five (35) and thirty nine (39) years and all the
respondents in this age group were females. Six (35%)

of the respondents were aged between thirty (30) and
thirty four (34) years. One (6%) female respondents was
aged forty (40) years or above. Sixteen (94%) of the
respondents were aged between thirty (30) and thirty nine

(39) years. This suggests that most of the respondents

were in their thirties.

Thirteen (76%) of the respondents were married. Three
(18%) of the respondents were single. One (6%)

. respondent was divorced.
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The results also show that all the thirteen (100%)
married respondents were staying with their husband

or wife before resigning.

Majority of the respondents had one (1) to four (4)
children. Fifteen (88%) of the respondents were in this
parity group. Two (12%) of respondents did not have any

children.

A1l (100%) of the respondents had obtained their highest
prbfessional qualification from the University of Zambia.
A small majority of at least six (31%) had at least
obtained a Bachelor of Science degree in Nursing while
five (29%) had a Diploma in Nursing Education. Four
(24%) of the respondents had a Certificate in Public
Health Nursing and two (12%) respondents had obtained a

midwifery tutors diploma.

Majority of the respondents obtained their qualifications
between 1978 and 1980 accounting for six (35%) of the
respondents. Five (29%) of the respondents obtained their
qualifications between 1981 and 1983 while another five
(29%) did so between 1984 and 1986. Only one (6%)
respondent obtained his qualification between 1987 and
1989. The reasons for the lower response between 1987

and 1989 could be attributed to the fact that in 1989
there were no post-basic nursing graduates who had

graduated yet. Those who graduated between 1987 and
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1988 were less likely to resign because they were
expected to be serving their bonding term to the

Government.

Y
The results show that the majérity of the nursing

graduates who resigned were nurse tutors and accounted

for 11.(73%)\of the respondengé. The nurse tutors ﬁeld

the following posts; tutors - 8 (47%); tutor-in-charge -
2 (129%) and Principal Tutor 2 (12%). Only five (29%) of

respondents were Public Health Nurses.

Majority, 7 (41%) of the respondents received a monthly
income of K700 or more while one (6%) respondent received

less than K400 per month at the time of resigndtion.

N -~
~ -

-~

Regarding the number of tutors and students in theAnursing
schools ih which respondents worked before resigning, table
10 shows that five (46%) of the respondents worked in schools
with five (5) to six (6) tutors and only one (9%) respondent
worked in a school with more than nine (9) tutors. The

table also shows that four (4) respondents worked in the
nursing school with 100 - 149 students, while one

respondent worked in the nursing school with 201 or more

students and another in a school with 150 - 200 students.

Table 11, shows that eleven (64%) of the respondents had
- worked for 3 - 6 years before resigning. Four (24%) of
the respondents had worked for two years or less and only

- two (12%) respondents worked for seven to eight years. The
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fact that most of the respondents had worked for at least
three to six (3-6) years before théy considered resigning
is a cause for concern and calls for an investigation into
the reasons why most of the post-basic nursing graduates

who resigned did so after having worked for this period.

With regards to the respondents' present job, fourteen
(82%) of the respondents retained nursing jobs while

three (18%) took up other jobs such as Managers or did

not respond. Table 13 shows that all the respondents who
retained nursing jobs also held various posts within the
nursing field such as nurse tutor, head nurse, occupational
health nurse and so on. Thus, though post-basic nursing
graduates resign from the Government service they still
want to remain within the nursing field when they take

up Jjobs in other organisations.

Almost half, thus 8 (47%) of the respondents were currently
earning a salary of K1,750.00 or more and two (12%) of the
respondents were earning between K1000-K1249 per month.

In contrast to the present Government salaries, a tutor

at a salary scale of Ms. 11 is getting K1307.00 per month.U8
A Public Health Nurse with a certificate in public health
nursing is placed at Ms 12 and therefore gets a salary

less than that of a tqtor., The fact that most of the
respondents were earning a salary more than that of their

colleagues in the Government service may suggest one of

the reasons why these graduates resigned.




Table 15 shows varied expectations which respondents had
of working in the Government service as a post-basic
nursing graduate. As put forward in rank order of highest
frequency to the least, immediate promotion to post
qualified for was first with 22 percent response while
good'career structure and good working environment were

the least with five percent each but one.

As indicated in table 16, ten (59%) of the respondents

said only some of their expectations were fulfilled. It was
surprising to the research:to note that seven (41%)

of the respondents said none of their expectation were

fulfilled while working in the Government service. None

of all the respondents stated that all or most of their

expectations were fulfilled. This may imply that something

is wrong within the Government Service.

Table 17 shows varied experiences which respondents found
. most satisfying swhile working in the Government Service.
As put forward in rank order of highest frequency to the
least, carrying out work for which one was trained was
first with twenty six percent response. Initiating
programmes, such as nursing school programmes, and job

security were the least with seven percent response each.

OQut of the seventeen (100%) respondents, the majority,
5 (17%) of the respondents said an indifferent attitude
of superiors towards the needs of subordinates was their

least satisfying experience while working for the Government.
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Bittel states that "its only natural that Supervisors

should reflect in their attitudes the consideration they

get or do not get from highier management.49 An equal
number of five (17%) respondents mentioned poor conditions
of service. Table 18 shows that 2 (7%) respondents said
lack of refresher courses and two others (7%) mentioned

lack of career structure as the least satisfying experiences

they encountered while working for the Government.

In table 19, eight (22%) of the respondents stated various
experiences, such as good medical facilities, teaching)
low house rent and others as the most satisfying experiences
in their present organisations while three (8%) mentioned

recognition of one's work contribution.

Eleven of the respondents had been members of the Zambia

Nurses Association while six (35%) were not. Of these who

were members six (55%) said that they always paid membership
fees, six (55%) were attending association meetings always

or most of the time and four (36%) were attending meetings
sometimes while one (9%) did not. This suggests that most

of the réspondents were members of the association who had

been paying membership fees all the time and had been attending
meetings regularly. The results shows that most 6f the

respondents were interested in the affairs of the association.

Seven (64%) of the eleven respondents who were members of

the association found the association useful while two (18%)
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did not find it useful and two (18%) did not state whether

they found it useful or not. Those who found the association

useful mentioned the foloowing ways(in order of highest

frequency to the least)

- updating members in both local and international issues

- bringing nurses together to share their experiences on
nursing matters.

- being a mouth-piece for nurse:

- offering scholarships

- providing opportunity for one to be recognised as a

member of a professional body

This means that the association proved to be useful to most

of those respondents who were members.

The ways in which the association was not useful were:

- it produced very little results for the nurses

- it lacked the power to fight for the welfare of the
nurses e.g. better salaries, improved conditions of

service and so on.

This suggests that the association needs to face the
challenge to meet its members' expectations if it has to

be seen as useful. The results show that all (100%) the
respondents talked to someone when they considered
resigning from the Government service. Twelve (70%) of

the respondents confided in their husbands and at least one

(6%) respondent talked to either the wife, father or mother.
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Thus most of the respondents confided in their spouses.
Table 24 shows that the majority of the respondents were
encouraged to resign by the person to whom they talked and
accounted for 13 (72%) of the respondents. This suggests
that the significant others had played a role in making

the decision to resign by the respondent.

Table 25 Shows‘that there were varied reasons which caused
the respondents to resign. The highest frequency of
observation shows that ten (10) respondents resigned
because of poor salaries offered by the Government. Nine
(22%) respondents gave&various reasons such as monotony of
work, .abnormal chain of command, lack of incentives et
cetera. Six (15%) respondents stated inadequate job
satisfaction while four (10%) mentioned poor conditions
of service. Four other respondents mentioned the superior's
insensitivity to problems of subordinates and three
respondents said lack of promotion prospects was their
actual reason for resigning. The least number of
respondents (2) mentioned a need for a challenging job and
two others said lack of career structure. Therefore, it
could be said that salaries played a major role in
influencing the respondents to resign. This finding is
supported by Pensulo whose study among Zambian nurées in

Lusaka revealed the same findings.So

Respondents in the study gave various suggestions which
could help retain post-basic nursing graduates in the

Governement service. These suggestions include:




1.

2.
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improvement of conditions of service

offer better salaries to post-basic nursing graduates.

3. high level nurse administrators should be sensitive to

1.

12.

13.
4.

the needs of the subordinates.

immediate promotion of the post-basic nursing

graduate upon completion of training.

Create better career structures to allow for promotion
to higher posts.

Provision of good working environment (e.g. make enough
equipment available on the wards for nursing procedures
to be carried out in an acceptable manner).

Counselling of graduates on existing problems in the
Government Service to make them aware of what exists

in the field before graduation .

Graduates themselves should help find ways and means

of overcoming the existing problems in the Government
Service instead of resigning.

Provision of incentives such as transport allowance etec.
Superiors should acknowledge contributions made by the
subordinates towards improvement of health care.

Higher authorities in the Ministry of Health should
honour their promises.

There should be less interference in the management

of nursing schools from medical superintendents;
Promotions should be made on merit.

Allow nurses to have part-time jobs or set up private

nursing homes.
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Other comments which respondents made were:

1. There is no job satisfaction in the Governement Service.

2. Improve staffing levels in nursing schools.

3. Post-basic nursing graduates should not be supervised
by people less qualified than themselves.

y, Some post-basic nursing graduates may be misfits for
the profession as they might have found themselves in
the profession because of failure to train elsewhere.

5. Lecturers in the Department of Post-Basic Nursing of
the School of Medicine should stop treating post-basic
nursing graduates as though these graduates were still

students in the department.

With regards to the hypotheses of this study, the hypothesis
that post-basic nursing graduates who are disatisfied with
their conditions of service in the Government are more likely
to resign frdm the Government has been supported. This is
because results as outlined in table 18 (p.39) clearly show
éhat most of the respondents stated poor salar%es, pobr
conditions of service, lack of promotion prospeéts and other
reasons as least satisfying experience while working for the
Government. The same factors were also given as the reasons
why the respondents resigned. The findings in table 16(p.37)
also support the hypothesis because none of the respondents
said most or all of their expectations had been fulfilled

while working in the Government Service.

The hypothesis that respondents who experienced grave personal

problems while working in the Government Service were more



likaly %o resign than those who did not evperience such
problems could =2t Le suppecrted as their were no data to
3upport it. The thin~d hypotnesis that a 20st~basic nursing
graduate who feels eoverburdened with work because of under-
staffing ’n the Government nursing sehonl is more Yikely

to resign than one Horkiig in A Goveramant nm»sing school
which ic no% understa®fad is alen tentaztively sunnorted,

For instance, table 10 ahows that some arhools had only

1-2 tutors. This ig 2leo snonorted by the faect that some
respondents commented ihat *here is nead to improve staffing

levels in nursing sshoclis., One respondent atated that:

"Improvement in staffing levels in sohosls and
wards would lassen workload on hutors and ward |
nurses. This may make them stay in Government".

Some of the findings in this stindy are similar to the findings

of a stndy conducted by Zuraikat and MeClosky in Jordan.

Their study rewvealed shay most nurses rasigned beoause of

i
poor salaries, lack of accomnodation and laeck of satisfaction ;
. 51 . , j

of psychological needs and others, Zuraikat and

MeClosky's study aisc “:rzaled that the Government muss
initiate a new approach to ensure nursest salaries in the
field were more attractiva. Some respondents in tas author's

study were of the opinion that the Government should aefe-

the post-basic nr3ing gnadnata g gradinata salary like

any other graduate with allowannaes syeh as Lranspors, uniforwm.

housing and laundry. Aaother r@3pondent added that 4n tha

Government "you aven have to fight for an insrament aftar

completing studies at UNZA".




The study also revealed that the introduction of a good
career structure for promotion prospects should be top
priority. This suggests that such a good career structure
would help meet the expectations of post-basic nursing
graduates working in the Government Service.

N

SUMMARY

The study outlines various factors associated with why post-
basic nursing graduates resign from the government service.
The study shows that most of the post-basic nursing

graduates who resigned are those in their thirties, married
with one to four children and mostly those who have worked

for the Government for atleast three to six years. The study
also shows that most of these graduates resigned because

of varying reasons. Of importance are poor salaries, poor
conditions of service, negative attitude from superiors,

lack of career structure, lack of incentives such as transport

~allowances, all of which culminated into job disatisfaction.

Other interesting findings which emerged were that inspite
of dissatisfying conditions or experiences, the Government
service offered post-basic nursing graduates such satisfying
experiences as an opportunity to practice what they are
trained for and also an opportunity for further training.
The study also revealed that when they decided to resign,
most of the post-basic nursing graduates seemed to have

been encouraged to resign from the Government Service by

their spouses. It was quite interesting to the researcher
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P

to note that most post-basic nursing graduates stated they
were members of the Zambia Nurses Association contrary to
the popular view that these graduates do not take an

interest in the Association.

The study presents various implications for the nursing
profession in Zambia:

(a) Nursing Education

Most of the respondents who resigned were nurse tutors.
This therefore implies that nursing schools with one

or two tutors for example, could seriously be affected
if any of the tutors resigned. This is because there
would be no one qualified to teach the student nurses
left in the school or the tutor remaining in the

school would be overburdened with work which might
prevent one from giving his/her best. The end result
would be poor education for the student nurses.
Therefore, there is need for more tutors in the nursing
schools most especially in those schools with one to

two tutors.

Barret stated that the goal of those who are
responsible for staffing is to provide an adequate amount
of staff of the right mixture of personnel to give

proper care to the client.52
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Few opportunities for further training and the inability

by the Ministry of Health to offer Scholarships and promotions
on merit were other major problems mentioned by post-basiec
nursing graduates. Consideration therefore should be given
to providing more opportunities for further training and
offering sgholarships and promotions on merit. Moreover,
equal -opportunities should be given to these graduates to
attend workshops, seminars, refresher courses and In-Service
education for professional growth. This could be achieved
with co-operation from the Department of Post-Basic Nursing
of the University of Zambia, National Institute of Public

Administration and other relevant organisations.

NURSING PRACTICE

The fact that some respondents suggested provision of adequate
supply of equipment and supplies on the wards is important
because lack of such materials may render provision of nursing

" care inadequate and incompetent.

The results of the study revealed that most of the Post-

basic nursing graduates who resigned from the Government
Service were in the age range of thirty to thirty nine (30-39)
years. In addition most of these graduates had worked for

at least three to six (3-6) years. This implies that



nursing administrators and higher government authorities
must be concerned. This is because the government is
losing the most experienced Post-basic nursing graduates
to other organisations. Moreover, it simply means

wastage of the tax payers money as one respondent put it.

It has been indicated in this study that most of the Post-
basic nursing graduates actually resigned because of poor
salaries. The implication is that the Post-basic nursing
graduates feel inadequately remunnerated in comparison to
their educational qualifications. Szilagyi has suggested
that if the organisation want people to join and remain
in it then the organization's reward system should be seen
to facilitate the process of people joining the organization, He
- .further states that the reward system should vary the
distribution of rewards so as to reinforce the difference
‘in managerial .levels and in the importance of different

.jobs.53

The government must initiate a new approach to
ensure that Post-basic nursing graduates receive better benefit

packages and make salaries in the field more attractive,.

The findings indicated that most of the respondents expected

to be promoted to posts for which they qualified immediately
after completing the course. This implies that, it takes
too long before one is promoted. Therefore, there is need

for high level nurse manager and other concerned authorities




~ such as bersonnel division to re-evaluate the availability

of posts and the promotion system and Speed up promotions

Most Post-basic nursing gradautes found carrying out the

Jjob for which they were trained to be the most satisfying
experience while working in the Government Service

There is need therefore for nurse administrators to encourage
and support these graduates to do the work for which they
Were trained. Nurse administrators need to adopt a

positive attitude when dealing with Post-basic nursing

graduates to prevent frustration on the part of the graduate.

It has been shown that failure of most of the expectations
of working in the Government Service to be met can influence
Post-basic nursing graduates to resign. Therefore, future
research is needed to determine the relationship between

the inability of expectations to be met and resignation

among Post-basic nursing graduates.

b, CONLUSION

As indicated in the text this study shows that there are
various factors which influence post-basic nursing graduates

~to resign from the Government Service.

It is also important to note that inspite of these causative

factors post-basic nursing graduates have also offered several
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suggestions to help retain these graduates into the
Government Service. It is not only the responsibility

of the nurse administrators, higher health authorities

and the Government but also the post-basic nursing
graduates themselves to take positive steps towards treat-
ment of the problem. The Zambia Nurses Association as a
professional body should also wake up and face this
challenging situation and help its members solve the
problems they are facing. Aiken et al state that resolving
these problems could lead to significant improvement in

the quality of patient care.54

5. LIMITATIONS OF THE STUDY

Limitations of the study included the following:

1. the findings of this study can not be generalized to
the population from whieh the sample was drawn because
the purposive sampling method used for this study is
not representative.

2. the sample was small and not representative to generalize
the findings.

3. the data collection instrument though checked and
pre-tested for validity and reliability may have
resulted in lack of clarity in the responses givén by
the respondents.

by, the time in which to carry out the study was limited.
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a similar study need to be conducted on a larger scale
in order to generalize the findings to the populations.
the Government should improve salaries and conditions
of service for post-basic nursing graduates.

high level nurse managers should be sensitive to the
needs of post-basic nursing graduates.

better career structure should be created for post-
basic nursing graduates.

post-basic nursing graduates themselves should help

find ways and means of overcoming problems which they
encounter while working for the Government.

the party and its Government should ensure a good working
Snvironment in health institutions by making available
enough equipment and other material resources both in
the clinical areas and nursing schools in order that
tutors can teach and carry out nursing care effectively.
counselling services should be provided to post-basic
nursing graduates while they are undertaking the -
post-basic nursing course to make them aware of what
they could expect while working for the Government.

the Zambia Nurses Association should take an active

role in the welfare of its members.
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Appendix i

10th February, 1989,

The Permanent Secretary,
Ministry of Health,

u.f.s. The Head,
Department of Post-Basic Nursing,

Dear Sir,

RE : REQUEST FOR NAMES OF PAST UNZA GRADUATES FROM POST-
BASIC NURSING PROGRAMMES AND THE NAMES OF THE SAME
WHO HAVE SINCE RESIGNED FROM GOVERNMENT SERVICE

I am a fourth year student in the above mentioned department
of the School of Medicine, studying for a Bachelor of Seience
degree in Nursing, Specializing in Medical—Surgical Nursing.
In partial fulfilment of this course, I am required to
conduct a research study. My research topic is "Factors
influencing Post-Basic Nursing graduates from the University
of Zambia to resign from Government Service". I would be

1. Total number of the Registered *Nurses from the

Ministry of Health who have been Sponsored for Post-
Basic Nursing courses at the University of Zambia

T
from the University of Zambia who resigned each year
from Government Service between 1978 and 1988.

Thanking you in advance.

Yours faithfully,

B.L. BWALYA (MR.)
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Appendix ii

9th February, 1989.

The Registrar,
General Nursing Council of Zambia,
P.0O. Box 33521,

u.f.s. The Head,
Department of Post-Basic Nursing,

Dear Madam,

RE : NAMES AND ADDRESSES OF ALL POST-BASIC NURSING GRADUATES
FROM THE UNIVERSITY OF ZAMBIA REGISTERED WITH THE GENERAL

I am a fourth year student in the above mentioned department of
the School of Medicine, studying for a Bachelor of Science
degree in Nursing, Specializing in Medical-Surgical Nursing.

In partial fulfilment of this course, I am required to conduct
a research study. My research topic is "Factors influencing
Post-Basic Nursing graduates to resign from the Government".

I would be very grateful if you could kindly assist me with
the information regarding the above mentioned subject. The
information would eénable me to get in touch with the graduates
for them to complete the questionnaire regarding my study.
Your utmost assistance will be highly appreciated.

Thanking you in anticipation.

Yours faithfully,

B.L. BWALYA (MR.)
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For Office
use jonly.
1. What is your sex?
a. Male

b. Female

2. How old were you at your last birthday?
a. under 25 years
b. 25 - 29 years
c. 30 - 34 years
d. 35 - 39 years

e. 40 years and above

3. What was your marital status before resigning
from the Government?
a. Single
b. Married
c. Widowed
d. Divorced

e. Separated

NB If you were married proceed to question 4,

If you were not married proceed to question

5.

b(a) Before you resigned From the Government
were you staying with your husband in the
Same town in which he was working?

a. Yes

b. No




b. If no, what were your reasons for not staying

with your husband?

How many children did you have at the time of

your resignation from the Government service?

a. None
b. 1 -2
c. 3 -4
d. 5 -6
e. 7 and above

What_is your highest professional qualification?
a. Master of Science in Nursing

b. Bachelor of Science in Nursing

c. Diploma in Nursing Education

d. Certificate in Public Health Nursing

e. Other, please specify

From which institution did you obtain your

highest professional qualification®?

a. University of Zambia

b. Other, please Specify

State the year when you first qualified from the

institution mentioned in question 7.
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State the institution at which you were working

before resigning from the Government service.

State the year in which you resigned from the

Government service.

What post did you hold before you resigned

from the Government?

a. Principal Tutor
b. Senior Tutor

c. Tutor
d. Public Health Nurse

e. Other, please Specify

In what range was your monthly income at the
time of resignation?

a. Less than K400 per month

b. K400 - K499

c. K500 - K599

d. K600 - K699

e. K700 and above

If you had been working in a School of Nursing
broceed to question 13. If not proceed to

question 15.




13.

14,

15.

16.

72 .

How many tutors were in the School at which

you were working before resignation?

a. 1 -2
b. 3 -4
c 5 -6
d. 7 -8
e. 9 and above

How many students were in thé School in which

you were working before your resignation?

a. Less than 50
b. 50 - 99

c. 100 - 149

d. 150 - 199

e. 200 and above

How many years had you worked as a Post-Basic

Nursing graduate before resigning from the

Government?

a. 1 - 2 years

b. 3 - 4 years

c. 5 - 6 years

d. 7 - 8 years

e. 9 - years and above

What is your job at present?
a. Nursing

b. Other, specify




17.

18.

19.

20.
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For Office
What post do you hold at present? use only

In what range is your present monthly income?
a. Under K1000 per month

b. K1000 - 1249

c. K1250 - 1499

d. K1500 - 1749

e. K1750 and above

What were your expectations of working in the
Government service after you qualified as a

Post-Basic Nursing graduate?

How much of your expectations were fulfilled

while working in the Government service?

a. All
b. Most
c. Some

d. None




21.

22.

23.

24,

T4 -

What experiences did you find most satisfying

while working in the Government service?

What experiences did you find least satisfying

while working in the Government service?

List the experiences that are most satisfying to

you in your present work.

Were you a fully paid up member of the Zambia
Nurses Association’ ?
a. Yes proceed to question 25

b. .No proceed to question 30



25.

26.

27.

28.

29.
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How often were you paying for annual member-
ship fee?

a. Always

b. Most of the time

c. Sometimes

d. Not at all

»

How often were you attending Zambia Nurses
Association meetings?

a. Always

b. Most of the time

c. Sometimes

d. Not at all

Did you find the Association useful?
a. Yes Omit question 29

b. No Proceed to question 29

In which way was the Association useful to ;

you?

In which way was the Association not useful to

you?
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30. (a) When you considered resigning from the
Government service did you talk to someone?
a. Yes

b. No

(b) If yes, to whom did you talk?

a. husband

b. Wife

c. Father

d. Mother

e. Other, Please Specify e

31. What comment did you get from the person to

whom you talked?

32. What were your actual reasons for resigning
from the Government service? (List in order

of priority).




33.

34.

For Office
use only

What suggestions would you offer in order to
prevent post-basie nursing graduates resigning

from Government service?

;_.h_.,*__-_ﬁ‘_<a“___‘__h~_____“.________,_QAAM_‘

Please write down in the space provided below
anything else that you wish to state about
factors influencing post-basic nursing
graduates from the University of Zambig to

resign from Government service.
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