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Abstract

The aim of this research was to understand the faaitors that explain turnover and
retention at DOA Ukhahlamba District and to recomthéo the District and Provincial
management the appropriate strategy for retainiaff. §o be able to achieve this aim,
the following research objectives have been visiteaimely: a) turnover trends, b)
analysis of primary and external turnover factord a) primarily retention factors. Data
for analysing turnover trends was collected frora 2004 to 2007 DPSA and DOA
annual reports. Primary data on labour turnoverratehtion factors was collected from
41 employees across different sections at DOA Uldmaba District by means of a
guestionnaire survey. The data was analysed usiagistcal methods, including

frequency distribution, chi-square test and Peapsoduct-moment correlation.

The findings have revealed that there is no cledgtem of turnover trends at DOA and
DPSA, and DOA percentage turnover figures are loveamparison with those of the
DPSA. In terms of organizational-specific factdts top three primary turnover factors
were identified, namely: a) communication withine torganisation, b) leadership and the
organisation and participation in decision makimge research results further revealed
that communication within the organization had gnsicant impact with regard to race,
but division, location, and grades did not. Witlgaed to the external factors, research
results identified the following most important esttal labour turnover factors arranged
according to their importance, namely: lack of &ldlity and quality of health care
services and infrastructural development; lackwailable sport and recreation facilities;
crime in the area and people living in the neighbood; lack of educational
opportunities available for the family, and geodniadocation of place of employment.
The findings further revealed the top three retanfactors, were strongly significantly
correlated to each other, namely: resource avétlgbuse of discretion in handling
customer complaints, and the impact of the jobamedy. These are positively related to
intention to stay. The implications these resutighte management would require the
review of the organisational Human Resource ManagerRolicy and the introduction
of Attraction and Retention Policy because at pre#s is non existence at DOA Eastern

Cape.



Research limitations: the study did not fully exploethnicity when analysing the
communication within the organisation as a labaundver factor despite having an
organisation that is diverse in nature, future acad research should focus more on
labour turnover at management level and moderatiagables to external labour
turnover factors as there is little research dan¢his area. The factors identified for
labour turnover and retention should be treatedl waiution as it may not be applicable to
all sector Departments in the Eastern Cape andbedimited to Ukhahlamba District

due to its geographic location.

This study will contribute to the body of knowledgg it will serve as a guide to Eastern
Cape DOA and other sector Departments in choosioifs to consider when designing
their retention strategy in order to reduce labiounover. To the academic researchers,
the first three primary retention factors identifia the survey have not been seen before,
grouped and rated amongst the top three reterdictiors which therefore means that the
management support becomes more important thamnipaokore on salary package as
the first priority factor as revealed by most ofetmesearch literature consulted
(Gustafson, 2002; Mobley, 1982; Mobley, 1979; Hergl 2003). This shows that labour
turnover and retention factors will not be the samall organisations, the location of the
business and surrounding environment should bedenasl carefully when designing the

appropriate policy and retention strategy of thgaaisation.

Vi
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Chapter 1: Introduction

1.1 Introduction

Labour turnover has increased in recent yearsiiows organizations throughout the world
due to changes in demand and supply in the lab@uwkeh as a result of competition for
scarce skill resources (Sutherland and Jordaami)2B0scarce skill resource refers to those
skills that are in short supply but in high demamithin organizations and within the
economies of countries (ECPA, 2006). The scarck ckiiegory includes doctors, nurses,
accountants, and engineers. Organizations comp#iesach other for scarce skills. In the
case of South Africa (SA), empirical evidence hheven that labour turnover in recent
years has increased: according to a P-E Corpogatess survey in South Africa, from 7%
in 1994 to 14% in 2001 (Sutherland and Jordaan4R00ompared to SA, the United
Kingdom (UK) had much higher turnover levels, adoog to a survey conducted in 2006
(CIPD, 2006). In UK private sector organizatioraslt22% while the Public sector had an
average turnover rate of 13.3% (CIPD, 2006). Unyegl reasons that cause labour
turnover increases in both SA and UK are demogcaphanges, globalization, and trade
liberalization which occurred in the 1990’s and te migration of skilled personnel from
SA to countries like UK, the United States (US),n@da, New Zealand, and Australia
(Gustafson, 2002). In the case of SA this was &irgferpetuated by the introduction of the
new Labour Relations Act of 1995 that introducefiraiative action and equity policies,
which led to an exodus of staff, especially nui@ed doctors in the health sector and other
professionals, such as engineers and accountaots, dther sectors (Nel, Van Dyk,
Haasbroek, Schultz, Sono and Werner, 2006).

Labour turnover is a widely researched topic andliss have shown that there are a
number of factors that influence people to leavganizations (Mobley, 1982a). Some of
these factors are internal, while others are eatetom the organization (Riggs and Rantz,
2001). These will be discussed in detail in therditure review. These factors differ from
one organization to another and, within organizetjodifferences can also be found
between various ‘branches’ or ‘sectors’ of the argation (located in different regions)
(Riggs and Rantz, 2001). In identifying the causkfabour turnover, exit interview data
becomes important for investigating the reasons wégple leave (Capko, 2001). Exit
interview data alone is not sufficient to find @lttout all factors relating to labour turnover:

it must be supplemented with follow-up interviewrs.this case the challenge is to locate



respondents so that they can participate in sutdrviews (Mobley, 1979; Lawler 111,
Pringle, Branham, and Cornelius, 2008).

Lawler 111et al. (2008) has argued that the problem of labourowgncan be mitigated by
hiring an independent consultant to conduct survieymake use of exit interview data, and
to refer to empirical research and experience glireen other organizations. Evidence has
shown this to be a success in the Sambian casg $tadvier 111et al., 2008). The
emphasis on previous survey research has triggaréditiative to undertake a similar kind
of study in the Eastern Cape Department of Agnicel{DOA). The findings at provincial
level have shown that the percentage vacancy sateetween 10% and 20% at Senior
Management level (ECPA, 2006). In the Eastern Gapeincial Administration office, the
high percentage vacancy rates at the Senior MarexgeServices (SMS) level in various
sectors are as follows: Health 74.2%; Public W@®%6; Education 53%; Housing 51%;
Office of the Premier 43%; Sport 36%; Safety 33%omomic Affairs 32%; Treasury 32%,
and Roads and Transport 25%. Social developmentAgnidulture are below 20% and
10% respectively (ECPA, 2006:1). It is in this eotitthat attraction and retention strategies
have been suggested by ECPA and DPSA to keepnsthih the province.

1.2 Importance of the study

Compared to other Departments, the total vacaneyaaDOA, mentioned above, seems
not to be a big problem but the spread at regidenal is not yet known. The other
importance of the study at DOA Ukhahlamba Distiscthe increase in the diverse number
of staff employees compared to other Districts Wwhigakes it unique. It is in this regard
that a survey on labour turnover and retention khba undertaken in order to identify the
priority factors that influence the staff to stayl@ave the DOA Ukhahlamba District and to
recommend an appropriate retention strategy infdrinepast and current trends, on labour
turnover in the public sector. DOA at Ukhahlambanasde up of four Local Municipalities,
namely: Senqu, Maletswai, Gariep and Elundini &ppendix B for Locality Map). These
Local Municipalities consists of small towns, wifienqu $terkspruit, Barkley East, Rhodes
and Rossuyy Maletswai Aliwal North and Jamestown Gariep Burgerstop, Venterstad and
Steynsburyand Elundini Kaclear, Ugie and Mt Fletcher Ukhahlamba District is borderd by
Chris Hani, O R Tambo, Alfred Nzo District withihe province and outside by Free State

Province and Lesotho.



1.3 Context

The DOA believes that the employment of a laboucddhat is diverse in race, culture and
gender, and which broadly reflects the demogragtfyonith Africa, can facilitate effective
and efficient implementation of the Department’'sreat and future service delivery (DOA,
2007). Although DOA is seeking to recruit skilleddatalented employees to address staff
shortages and meet employment equity targets @ctaffl districts and thereby to strengthen
service delivery, labour turnover remains the bgjgehallenge. The organization has a

problem in retaining competent staff.

Between 2004—-2007 the rate of labour turnover as®d, but the extent differed among the
four districts of the Eastern Cape. Over this getlee Ukhahlamba district experienced the
highest rate of labour turnover per annum of 408tipdved by Alfred Nzo at 14%, OR
Tambo at 10%, and Amathole at 5% (DOA, 2007). Thiggares of resignations also
include transfers but exclude retrenchments. Theabllamba district has a more diverse
work force compared to that in all other districise staff complement is mainly involved
in Operations and Support functions. Operationsnaade up of the following specialized
subsections: Engineering Services, Agricultural recoics, Veterinary Services,
Agricultural Researchers, and Extension Servicesth@ other hand, the Support function
is made up of Finance, Human Resource, and SuppynGtaff (DOA, 2007). For these
sections to be effective, the services of committed competent employees are essential to
speed up service delivery. The biggest challemgeuwntered by DOA at Ukhahlamba is to
retain skilled and competent staff while at the sdime advertising vacant positions caused
by labour turnover (DOA, 2007). The high percentagerease in labour turnover at
Ukhahlamba District is a worrying factor for distrimanagement and for the provincial
head office at Bisho. Resignations are the mairtritutors to delays in service delivery,
which leads to under-spending and also to diffieslin reaching set employment equity
targets. This situation has created awarenesshfomeed to conduct a survey on staff
turnover and retention in Ukhahlamba district, sa@identify the primary causes of this
situation and to recommend alternative methods ¢hat be used by the organization to
improve the situation. Mitigating measures havenbaagopted by the DOA to avert labour

turnover problems; these will be discussed in theding section.



1.4  Strategies adopted to mitigate high labour turaver at the DOA

The DOA has introduced a number of retention ggrateto mitigate labour turnover
problems. These include the introduction of an @eation Salary Dispensation (OSD) for
the scarce skills category, as it is difficult éxruit and retain such skilled personnel (ECPA,
2006). The scarce skills strategy has focused enfdlowing disciplines: “agricultural
researchers and scientists, science techniciagsesns, planners and economists, policy
analysts, chartered accountants, information tdogyopersonnel” (ECPA, 2006:7). The
challenge with regard to the universal applicatdi®©®SD across all scarce skills categories
is that this policy could defeat initiatives aimatattracting scarce skills to remote areas
where rural development is mostly needed. Thisraggu is consistent with earlier research,
which found labour turnover to be greatest in tbgianal and remote areas, compared to
urban areas (Brown, 2006). In addition to OSD biénetwo other factors the area of

growth and development opportunities have also beenessed.

Growth and development opportunities have beenteuletor all staff in the following
areas: a) a 50% leave to employees on study ldgven internal bursary granted to
deserving employees as part of career developmamd; c) an in-service training
programme for all staff, which forms part of thestamal Development Plan (PDP) of each
staff member (DOA Human Resource Development PpolR§07). The emphasis of
organizational Human Resource Development (HRD)icpols to ensure that HRD
programs are aligned with PDPs. The purpose of ABDRs address areas of training and
development identified during performance assestsnéar all staff from quarterly to
Annual assessments (DOA HRD Policy, 2007). Thesasaof training and development
range from short- to long-term. In addition to éxig HRD programs, there is also
recognition for prior learning for all staff thaave relevant experience but do not have
matric, so are unable to qualify for universitydéeducation (DOA HRD policy, 2007).
These growth and development opportunities whielnewcreated to attract the new staff
and to retain existing staff were put in place tigate labour turnover, but the actual
implementation is not as good as it should be. Mapagement did not give much attention
to these policy options and these areas requithdurattention from the DOA (ECPA,
2006).

Mitigating strategies are not an absolute solutmmabour turnover problems. Monitoring
and evaluation of policy remains a key factor, adl \&s a deep understanding of labour

turnover and retention dynamics, as published & fiterature. Labour turnover and
4



retention has often been overlooked by many inatganization. There is a tendency to
seek quick-fix solutions to the problem of labawmbver and also to think that salary level
is the main problem that causes people to leavepifiral research has, however, shown
that salary is not the only cause of labour turmpaecombination of other factors is also
responsible (McQueen, 2004). An overview of theatibn relating to labour turnover is

given below to highlight some of the areas whergianal research on labour turnover and
retention has been conducted by various author&ilBevill be covered in the literature

review in chapter 2.

15 Labour turnover overview

It is important to get a better understanding ef¢huses of labour turnover. This allows for
a careful analysis of actions that can be takemminimize increased labour turnover
(Loquercio, 2006).

A variety of turnover factors can force an employ@éeave the organization permanently
or temporarily (Winterton, 2004). The factors tiiftuence turnover cannot be completely
eradicated because structural problems in the S&fuitan economy and a high shortage of
skilled personnel in certain occupational categoaspecially in the fields of engineering,
management, accountancy and scientific researdbaallto a high mobility of people with
these scarce skills (Carmeli and Weisberg, 200@uektheless, it is important to look at
processes that lead to resignations. Empiricalareeehas shown that voluntary labour
turnover undergoes various stages of a separataegs, before it reaches the final stage
of resignation (Winterton, 2004). A study of theogess of separation becomes central to
the understanding of labour turnover, particulanith respect to existing employees,
because this reveals the intentions to quit befitve actual resignation takes place
(Winterton, 2004). The above process involves otagEms of behavioural changes of
employees through close supervision of their wolk. such cases, a performance

management system can be used to assess the @eréerof individuals.

Previous research has shown that turnover intemitammoss various professional groups
differ and therefore suggest that occupational gmates should also be taken into
consideration when conducting research on thisctgBarmeli and Weisberg, 2006). To
attract and retain employees, retention factorschvipull’ employees into the organization,
have been widely researched (Mobley, 1982a; Ran2@03) and are described in detail in

Chapter 2. In addition to retention factors a numdfenmanagement factors such as quality
5



supervision of employees and effective implemeatatof performance management are
also critical to employee retention (Cook and Jegjg2005). Although ‘pulling’ employees
inside the organization can help to reduce labouraver, priority should be given to the
functions that relate to the scarce-skill categuorg to redesigning the jobs of such workers.
Given the context of this research, a discussionthen problem should be useful for

identifying factors that influence labour turnover.

1.6 Research problem

Labour turnover is particularly acute at Ukhahlanalstrict compared to the situation in
other districts (Bat, 2007). The Human Resourcection has noted an increase in the
number of resignations and, in particular, appioes for lateral transfers to other districts
in the same job position. In cases where the tearggiplication has been declined, the same
incumbent often applies for the same position iotlaer district or local municipality or
another province. The present research project sedlk to provide answers as to why
labour turnover is high at Ukhahlamba and find athich factors can best describe the
causes of labour turnover in this district. Befarswering these questions it is necessary to

first outline the overall aim of this research.

1.7 Goal of the research

The goal of the research is to identify prioritypdar turnover and retention factors in the
Eastern Cape Department of Agriculture at Ukhahkmistrict. The research will look at
the turnover trends and identify primary and exaétarnover factors and primary retention
factors in the Eastern Cape DOA at UkhahlambaidistFhe relationship between these
factors will be scrutinized in order to arrive &etmain causes of labour turnover in the
organization. Results of such investigations wolini a basis for recommending attraction

and retention strategy to be used by Provincial DOA

1.8 Structure of the report

The structure of the report includes introductititerature review, research methodology,

research results, discussion, conclusion and re@ndations.

e The introduction: gives a general overview of labturnover and retention and on
operational issues to DOA Ukhahlamba District;

» Literature review: gives an in-depth analysis anderstanding of theoretical concepts
of labour turnover and retention backed by suppgreévidence both on turnover and
retention factors and effects of labour turnover;

6



Research methodology: explain the methods usedllection and analysis of data;
Research results: present the findings of thearekein the form of graphs, tables and
figures;

Discussion, conclusion and recommendations to namagt and future areas of
research: gives synopsis of the research in agivat conclusion and make

recommendation.



Chapter 2: Literature review

2.1 Introduction
The objective of this chapter is to review the tiyeand empirical research previously
conducted on labour turnover and retention. Thid @nable a better understanding of

factors that influence employees with respect awiley or staying in the organization.

The following sections will be covered in this chap

a) Definition of labour turnover and retention;

b) Consequences of labour turnover,

c) Demographic factors and labour turnover;

d) Factors that influence the decision on whetbestay or leave, and e) managing turnover

and retention.

2.2  Definition of labour turnover and retention

Because they are interlinked, the terms ’labounduer’ and ‘labour retention’ are

commonly used in employee labour turnover reseavblen identifying causes and ways of
reducing labour turnover. These two terms therefoged to be clearly defined before

investigating the consequences of labour turnover.

Labour turnover

Labour turnovecan be defined in various ways. A strict definiti@fiers to the termination
of the contract between the employee and the arghon, through resignation or death,
retrenchment, dismissal, or retirement (Wintert@004). A broad definition of labour
turnover refers to the movement of workers, eittieough transfers or terminations of
contracts (Brown, 2006). Labour turnover can baneef as “the rate at which workers
move into (hiring) and out (separation) of the eoypient over a period of time” (Ramlall,
2003:64). It is expressed as a percentage numbempfoyees leaving a plant or industry
during a certain time period over the average nurnbemployees in the plant or industry
during the same period (Ramlall, 2003). Labourduer can be initiated by individuals as a
result of personal circumstances (often linkedamify problems), or work-related issues
(Mobley, 1982hb). On the other hand, it can be atétil by the employer for various reasons
such as behavioural problems which lead to dishissaretrenchment as a result of a
change in the economic situation (Loquercio, 200®¢search has shown that labour

turnover is positively related to changes in theonexny, which may necessitate

8



restructuring within an organization as the onlpltéhat can be used to keep the
organization competitive (Mobley, 1982b). Laboumtwer can be reduced to a minimum
level through implementing retention strategied, duch strategies cannot completely halt
turnover. According to Mobley, Griffeth, Hand andeiflino (1979), labour turnover is a

process which is preceded by intention to quit.nduer intention refers to the subjective
“estimation of an individual regarding the probapilthat she/he will be leaving the

organization she/he works for in the near futu@armeli and Weisberg, 2006:194). Signs

of intention to quit must be taken seriously.

Labour turnover can be further categorized as \talynor involuntary (Gupta-Sunderji,
2004; Loquercio, 2006). Involuntary labour turnoveccurs as a result of deaths,
retrenchments and retirements and is beyond th&aotasf the organization (Winterton,
2004). Increased voluntary labour turnover in régears, in South Africa and globally, has
occurred as a result of resignations and is cabgeuniternal, external, and management
factors that influence decisions of employees oethér to stay or to leave organizations
(Mobley, 1982a; Winterton, 2004). Voluntary turnoveauses more instability to the
organization as recruitment, selection inductiod &raining processes need to take place to
prepare new incumbents for new jobs (CIPD, 20086)s Tesearch study therefore focuses
mainly on voluntary labour turnover and retenti@mce both can be managed by the
organization. These factors will be covered in shevey and are often called ‘push’ and
‘pull’ factors. The Eastern Cape DOA is experiegcavoluntary labour turnover problem,
which is also problematic in many other organizaidWinterton, 2004). In addition to
examining various ways of defining labour turnoube broad definition of labour turnover
will be used throughout this research. Given thenmea in which previous data was

collected and described, the term is appropriatermdescribing the situation in the DOA.

Labour Retention

Labour Retention can be defined as a “systemahictad create and foster an environment
that encourages employees to remain employed bydpgolicies and practices in place
that address their diverse needs” (Workforce Planrior Wisconsin State Government,
2005:2). These policies and human resource practiegdude recruitment and selection,
induction programs, training and mentoring, andargland recognition of employees with
respect to existing and new employees of the orgéioh. Top management support is
required to ensure effective implementation of ¢hgwlicies (Department of Social

Development, 2008) Labour retention has never been easy, even if thanational
9



policies arggood, but specific reference should be made toifspeategories of employees
that should be retained if regarded as criticaldifective functioning of the organization.
The disadvantage with this approach is that it dighes team spirit within the organization
in the long term because employees in other catgywiill be regarded as less important to
the organization (ECPA, 2006). Organizations shqag attention to labour turnover and
retention to minimize disturbances in the functimnof the organization, which could lead
to poor service delivery in the public sector, anldss of revenue in the private sector. The
consequences of labour turnover can be huge andaostrthe organization a large amount

of money. This will be discussed in detail in tlexisection.

2.3  Consequences of labour turnover

The consequences of labour turnover include cogtdanefits. The cost of labour turnover
is high and includes administration costs relatingresignation, recruitment, selection,
acting allowances, induction, and training and ttgy@ent (Mobley, 1982a; CIPD, 2006).
Replacement costs are also high as new employgesedurther training (CIPD, 2006).
Khatri, Budwar and Fern (1999) and McQueen (200dued that voluntary turnover is a
general problem to all companies and has a negatipact on productivity as the new
employee has to acclimatise to the new environmeéhis research does not, however,
indicate the degree to which loss of productivityeds according to the experience that the
new employee has acquired and his/her familiaotythe new company’s environment:

some people can adapt easily, while others take timadapt.

McQueen (2004) further argued that remaining staff affected by the loss of former
employees but does not indicate which employeesnastly affected. Recent findings
(Mobley, 1982b and ECDA, 2006) indicate that therat® of fellow workers will
deteriorate and work pressure increase if it takkmg time to fill a vacant post. The same
authors also found that Human Resource (HR) pesdoalso experience stress when
conducting exit interviews and updating files. Giwbe fact that labour turnover costs are
high, it is better for the organization to condpetiodic evaluations of the status of the
labour turnover rate in order to minimize costs emdvoid losing critical skills relating to
experience and knowledge (Mobley, 1982a). A ‘caitiskills employee’ refers to the

employee whose skills are scarce within the orgdium and the country (ECPA, 2006).

Research by Meiring (2004) has shown that a lirhit@% per annum of staff turnover is

acceptable, but when turnover rises above thid,l@mployers should take action due to
10



the high cost of replacing new employees. The theorcost of labour turnover has been
found to be real by many researchers, but thereiagreement about acceptable levels.
This can be further substantiated by results ohse cstudy on 64 hotels in Australia that
revealed an “annual cost of labour turnover co$t$49m equates to 19.5% of the 64
surveyed hotels’ total pay roll costs ($250m) whishregarded to be too high”(Brown,
2006). This study clearly showed that labour tusrowosts were higher in some
organizations than in others but this dependedhenidcation of the companies. In cases
where companies have regional bases operating nmotee areas where economic

infrastructure is less developed, labour turnowsts can be high.

Mobley (1982b) argued that labour turnover is bemdfto the organization when poor
performers leave the organization, whilst good grenkers stay. On the other hand, such
changes also represent a loss to the organizatiericdexpenses associated with recruiting,
placing, training and development. It can be furthegued that poor performers can
sometimes perform well if placed in different sigasd managed by different supervisors
(Carmeli and Weisberg, 2006). There is a perceggsometimes called ‘wishful thinking’)
that the organization benefits from the departdrpoor performers. The reality is that this
does not always happen. The table below (adaptmm fobley, 1982b) summarises
possible positive and negative consequences ofifabbonover.

Negative and Positive consequences of Employee toxrer

Organization Individual (leavers) Individual (stayers)

Possible negative consequences:

Costs (recruiting, selection,
training)

Productivity loss during
replacement and training
Disruption of
communication structure

* Loss of high performers » Disruption of family &  Loss of functionally-

social support systems
Transition-related
stress

“Grass is greener”
phenomenon and
subsequent
disillusionment

valued co-workers
Increased workload
during, and immediately
after, the search for
replacement
Decreased satisfactign
and commitment

Decreased cohesion

Possible positive consequences:

Infusion of new knowledge
through replacement
Increased satisfaction
among stayers

Increased internal mobility
opportunities
Displacement of poor
performers

Increased earnings
Career advancement
Self development
Renewed stimulation ir
new environment

Increased internal
mobility opportunities
Increased satisfaction
Increased cohesion
Increased commitment

Source Adapted from Mobley 1982b:113
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It is important to take proactive steps to minimihe costs of labour turnover in cases
where trends have shown a steady increase in terras/opposed to being reactive when
an employee has indicated his or her intentiore&wé the organization. The consequences
of labour turnover are unavoidable and it is adsis#@o act rapidly in order to minimize the

damage.

2.4  Demographic factors and labour turnover

There are a number of demographic factors that havimfluence on labour turnover but
their level of importance differs. The emphasishia present study will be on the six factors
on which most research has been focused, namely:

1) Age,

2) Gender,

3) Race,

4) Length of service and work experience,

5) Education, and

6) Marital status.

2.4.1 Age

Turnover rates tend to be high in younger employed® have recently joined
organizations, compared to older employees who tenstay in organizations for longer
periods (Mobley, 1982a). Younger employees haveiledakills and are interested in
challenging work and highly paid jobs, which makesasier for them to move from one
organization to another. The reason for older eyg#e staying longer relates to family
stability and being satisfied to remain in one posi (Ramlall, 2003). According to
research on specialized skills, labour turnoveelewf middle—aged employees are likely to
be less than those of younger generations (Ahdjad@ba, Kacmar, McKnight, and George,
2007; Arthur, 1981). Skills mobility in the younggeneration and expectations of higher
salaries are the main driving forces prompting ¢he®srkers to leave. Consequently, the
majority of companies in the private sector areking for people who have more
experience in a particular job, so as to avoidningg and development costs for new
trainees (Mobley, 1982a). In mitigating labour twar for both younger and older age
groups, the Human Resources (HR) polices must \iewed and aim to have a mix of
more older skilled employees than young employaéisynatively, it is advantageous to

have succession planning in place (Behery, 2008).
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2.4.2 Gender

In recent years, gender sensitivity has become nmmminent in the workplace
environment compared to the previous situation wimem were expected to work while
their spouses stayed at home. The introductiomffifmative action and employment
equity policies has recently created an interestuman Resources research on this topic to
assess the impact of these policies (DPSA Rete@uaide, 2006). According to Mobley
(1982a), empirical research did not indicate angti@ship between gender and turnover.
This contradicts an earlier study on male and feneahployees in Japan’s manufacturing
industries, in which labour turnover was found t® lhigher in females than in males
(Mobley et al., 1979). Recent research on women administratorkigher education,
however, corroborated earlier research which rexkdhe effect of work policies and
practices on voluntary turnover. Results have shdiat conflict with supervisors,
inadequate advancement opportunities, and incobipatwork schedules are the main
factors contributing to labour turnover of women pdoyees (Victoria, 2008). The
limitation of this research was that it only focds® women, not on both genders, and
therefore no conclusions can be drawn from suchlteesTo mitigate the turnover for
women employees it is necessary for employmenttedangets to be set to all levels and
monitoring and evaluation, by the responsible divisto take place annually (Net al.,
2006). This would require top management suppdre implementation of employment
equity policies has got its own challenges becanzle counterparts may be aggrieved and
this can lead to subordination in many ways. Th& bey to mitigate this situation is to
empower women employees by requiring them to uredargompetency test and to design
a training program that will address weaknessekilis and build confidence, especially at

top management positions (DPSA Retention Guide§R00

The turnover rate has not been significantly ddfgrbetween gender groups in the Public
sector where these policies are in place, in the¢ foaur years and there is no empirical
evidence to indicate that the effective monitorofgthese policies had an effect (DPSA
Annual Report, 2007). This is another area of nesethat needs to be explored further in

the near future.

2.4.3 Race
In today’s environment, organizations embrace caltdiversity in the work place to draw
different experiences and skills from differentishgroups so as to serve different markets

and customers with diverse cultures and needsdiNgl, 2006). This is important from the
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organizational point of view as products will goicker from the shelves and it will also
speed up service delivery in the Public sector. @iverse skills that are needed by the
organization can be short-lived by the problem$&bbur turnover. Racial minority groups
can find it difficult to work with their counterpia:;, due to racial domination of one group
by another. A recent case study on diversity cotetliégn USA firms examined how
diversity and isolation by race affected differgmbups. The results did not indicate any
consistent evidence to link “diversity itself witincreased turnover but revealed that
isolation from co-workers and from customers wasoamted with high labour turnover”
(Leonard and Levine, 2006:1). The relationship leetvco-workers may not be as good as
it should be and that may have a negative impaciuugtomer service. This can be mitigated
by organizing diversity management courses or wags (Nelet al., 2006).

2.4.4 Length of service and work experience

According to Mobley (1982a:97), “length of serviceregarded as the best predictor of
labour turnover”. Empirical evidence has shown thatover is significantly high in newly-
employed workers and most employees tend to ledevihree years of service (Mobley,
1982a). A number of reasons can be attributedisolthit unfulfilled job expectations and
the culture of the organization are the main cao$ésrnover (Winterton, 2004).

Labour turnover becomes a problem when negativecesffoccur as a result of employees
leaving the organization after a long period makhmg/her service unavailable to the
organization (Mobley, 1982b). The longer the empbystays in the organization, the
greater the accumulation of experience as a restiaining and development. Losing such
an employee is a loss to the organization. Thegmition of length of service of employees
working in the organization is beneficial to theganization and its employees. Research
has shown that morale of existing staff is boosted labour turnover reduced if
recruitment and selection policies are designedjit@ priority to existing (‘internal’)
employees when an internal post is advertised,igedvthat the necessary requirements for
the post are met and that the particular skilivailable within the organization (Buck and
Watson, 2002). On the other hand, the internalidenstion of candidates does not bring
new knowledge and new experience into the orgapizand, if overdone, sometimes
creates factionalism and, consequently, poor serdalivery in the public service (DPSA
Retention Guide, 2006). The decline in morale astexg long serving staff members can
be caused by overlooking potential candidates withe organization, hence leading to

subordination by long-term serving members (Buak @fatson, 2002).This has been found
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to be the case within provincial government depari® and local government where
inexperienced and less qualified staff get highest® and this has contributed to
government failures and poor service delivery (DAHS#ention Guide, 2006).

With regard to length of experience, recent findingave shown that more experienced
employees do not tend to leave their current jobsaraearly stage, compared to less
experienced employees. This was evident in thdtsestiresearch conducted in industrial
warehouse employees in the USA, which showed tiagreenced employees stayed longer
because of being accustomed to the environmentpaad to the situation relating to less
experienced employees, regardless of the sizeeofvdrehouse (Min, 2007). Contrary to
these findings, empirical evidence collected frdrargf-operated jails has also shown that
experienced staff do not always stay longer in jobebut this depends on rank: the higher
the rank the less likely the employees stay, depgnodn their qualifications (Price,
Kiekbusch and Theis, 2007).

2.4.5 Education

According to Mobley (1982a), education level is @aogood predictor of labour turnover
and previous research has not indicated any cleationship between education and
turnover. Recent research, conducted in high-téchsfin the USA to determine the
tendency of overqualified employees to leave, Hasva that “overqualified workers are
more active job searchers, and lend support tonidiehing theory that over-qualification is
sub-optimal from the worker’s perspective” (Wal@038:140). Depending on the nature of
the qualification and experience accumulated imrgiqular field, it has been found that the
more qualifications a person get the greater hisinability. If there are no opportunities
for upward movement within an organization, thisde to a search for higher posts in other
organizations (Mensah and Alemna, 1997). This rssbent with research (conducted at
Suffolk University, USA) on computer specialistswiich it was also revealed that higher
education levels were positively related to mopilirthur, 1981). Mensah and Alemna
(1997) further revealed that the research, conduittethe Library Board, among graduate
professionals in Public libraries in Ghana revealedher turnovers of graduate
professionals compared to that of support staffi¢iwhncluded administration workers).
Further examination was also done in a food sempmration firm in the USA and results
showed a negative relationship between educatidenal of employees and their
satisfaction with recognition (Feinstein, 2000)isTimeans that the more employees gained

qualifications the more their value decreased. Tinglications of this research to
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management, is that enrolling staff in coursesratento gain higher qualifications and to
recognize their contribution does not necessagidyllto job satisfaction and can represent a
cost to the organization because not all jobs odfeervices require higher qualification

levels.

In short, the findings of the above research empbldghe importance of assessing skilled
employees as opposed to non-skilled employeesrimstef their contribution to labour
turnover. It should be noted that there is no ganewnsensus on this topic since, in some

sectors; certain jobs do not necessarily requigbliziqualified people.

2.4.6 Marital status

In a working environment employees have to disctbee@ marital status, whether single or
married, as this relates to tax rebates and otbeeflis. It is also useful when conducting
research on staff turnover and retention. Empiriesidence has shown that single
employees have high turnover rates compared tetbbsnarried people (Moblegt al.,
1979). The underlying factor relates to family rasgibilities of married people, whose
final decisions are influenced by partners, whilethe case of a single person the final
decision is made by him/herself.

In conclusion, empirical research on labour turmoemd retention has shown no

consistency of turnover in terms of demographicaldes, but has indicated some problem
areas that require attention. This discussion I¢adke main section of the present work,
which identifies the main priority factors thatluénce the decision on whether to leave or

to stay.

2.5 Factors that influence the decision to leave an oagization

There are two main categories of factors that erflee the decision to leave or stay, namely:
‘push’ and ‘pull’ factors (Loquercio, 2006)Push factors “involve a force which acts to

drive people away from the work place and Eudl factor is what draws them to a new

location” (Rosenberg, 2010:1). The objective osthéction is to analyse Push factors with

regard to their influence on the decision to leave.

2.5.1 Push factors
Push factors are those factors that influence thmpl®yee’s decision to leave the

organization due to unhappiness in the current(winterton, 2004). These factors vary
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from one person to another while, within the orgation, a combination of other factors is
possible. There are many factors that influenceraployee to leave but for the purpose of
the present study the focus will be on three matoirs, namely:

1) Organizational hard and soft factors,

2) Economic factors, and

3) Individual factors.

2.5.1.10rganizational hard and soft factors

There are three factors identified in this secthmat will be discussed, namely:
1) Bureaucratic structure,

2) Communication within the organization, and

3) Organizational policies.

2.5.1.1.1 Bureaucratic structure and red tape in the organizéion

Bureaucratic organization refers to organizatioat thas many lines of reporting and a
typical example is the matrix structure, which @monly found in the public sector.

Organizations that have bureaucratic structured tenhave problems in managing their
employees effectively due to growth in lines ofagmg which leads to a weakening of
communication. In the long term, this can lead ighér labour turnover, an observation
that is supported by evidence from a study conductepublic libraries of Ghana which

revealed high turnover among professionals withibueeaucratic structure (Mensah and
Alemna, 1997). These results indicated that thep@alo of innovation and creativity was

low and led to frustration amongst employees in éhganization which had strong a
bureaucratic structure. Bureaucratic structures associated with rigid rules, which

sometimes discourage innovation and creativity Rignd Rantz, 2001). Similar findings
were also obtained from research into nursing howlesre it was found that operating
procedures under bureaucratic structure tend taild@eativity and innovation (Riggs and
Rantz, 2001). Both studies failed to show whichegaties of professionals are mostly
affected. In an open environment, in which today’ganizations often operate, a flexible
approach is appropriate for allowing full partidipa of employees in decision making
(Riggs and Rantz, 2001).
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2.5.1.1.2 Communication problems within organizations

Communication refers to the process of “exchangeinédrmation, facts, ideas and
meaning” (Quinn, Faerman, Thomson, and McGrath6¥19. Communication problems
within organizations can be classified in two wapsmely: 1) Organizational and 2)
Personal communication with supervisors. Withinamigations, a lack of shared vision,
mission and organizational goals becomes problerbatause it leads to poor achievement
of organizational objectives. Communication is esisé for effective management of
business activities of the organization. An orgatian that does not communicate its vision,
mission and strategic goals to its employees isysabto fail (Cook and Jaggers, 2005).
Large organizations usually encounter communicaporblems because of bureaucratic
structures or red tape (McQueen, 2004). Persomahumication problems occur between
supervisors and subordinates and if there is poamntunication between the two then
works is affected. Communication is a skill thaeader or manager should have, to be able
to interact with employees and the absence of skils adversely affects employer-
employee relations (Gupta-Sunderji, 2004). The manment style of the supervisor
becomes essential in reinforcing the organizatiocalture. The supervisor that
communicates well with his/her staff gets thingseloeasily within the organization.
According to Capko (2001) and Price, Kiekbusch drtteis (2007) communication
becomes ineffective in an organization when thévahg key factors are not carefully
considered: a) communication facilities such aspiebne, faxes, internet connections and
e-mail, b) communication skills of supervisors andnagers, c) provision of feedback to

employees, and d) ability to interact with, andayg employees on organizational issues.

To understand communication problem within orgatnizes, a diagnosis of communication
processes is essential. Ineffective communicatieadd to labour turnover because
employees are not kept informed on what is hapgenin the organization by the

management or immediate supervisors. This is stgpdoy the evidence of research
conducted into the hospitality industry, reportedtbe US Bureau of Labour Statistics,
which cited communication problems amongst the figp turnover factors relating to

hospitality employees (Gustafson, 2002). Commuitnat the key in managing change in
organizations but this can be complemented by nemagt style, listening skills and

interpersonal skills (Gupta-Sunderji, 2004). Theyea direct link between organizational
culture and communication (Carmeli, 2004). Theafeness of communication within the
organization makes it easier for the employer iofoece organizational culture and effect

changes when the need arises.
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2.5.1.1.3 Organizational culture and behaviour

Every organization has its own way of doing thirtogslt into its service charter, code of
good practice, or constitution that is often reddrto as the organizational culture. There are
many ways of defining organizational culture anchaaour and there is no single
definition that has been universally accepted. @tganizational culture refers to beliefs,
values, norms and expected behaviour shared bylgaaihin the organization. These are
used to pursue organizational goals (Hill and Jo8661) and also include processes and
red tape within the organization. Organizationahdaour “refers to the study and
application of knowledge about how people, indiald) and groups act in organizations”
(Davis, 1993:1). Organizational culture and behawi@are interlinked in a way that
reinforces discipline at work so as to meet schestitimes of work completion.

It is important for new employees to know aboutdhganizational culture and behaviour of
their new place of employment. If the expectatiansl beliefs of such employees are in
conflict with those of the organizational culturedabehaviour, they are unlikely to stay in
their jobs. In such cases the turnover rate of eewloyees tends to be higher than that of
long-serving employees (Cook and Jaggers, 2005)pitoal evidence from research
conducted in the USA retail industry has shown tt@hpany culture and values have a
significant influence on labour turnover (Booth ahkthmer, 2006). The influence of
organizational culture on labour turnover can béibatted to the strength of the
organizational culture: in a weak culture, labaumbver tends to be high while a strong
culture diminishes labour turnover (Dileep, 2008)rong organizational culture “occurs
where staff respond to stimuli because of thegratient to organizational values, while a
weak organizational culture occurs where thergtie hlignment with organizational values
and control must be exercised through extensiveguures and bureaucracy”( Dileep,
2006:1). A weak organizational culture has a simitapact to a lack of interest and
motivation of employees at work because it lead®lbodissatisfaction, stress, absenteeism
and high labour turnover of strong performers (Eple 2006). With regard to job
performance in a strong organisatonal culture, wesakormers and strong performers have
different labour turnover rates. These results hiaveed higher turnover rates to weak
performers than to strong performers in a culturgleasizing task values, with strong
performers staying longer before they form theritita to quit (Sheridan, 1992). A strong
organizational culture is essential for reducingola turnover but today’s environment
must be taken into consideration in dealing witholar turnover since most organizations

are operating in an open system.
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2.5.1.1.4 Organizational policies

Organizational policies include recruitment ancestbn, attraction and retention, Human
Resource Development (HRD), employment equity, #ml Performance Management
System (PMS). The way in which such policies arplé@mented can contribute to labour
turnover, especially if policies are lenient to ertain racial group without taking the
diversity of the staff component into considerati@el et al., 2006). The findings of
research conducted into a US organization have mshthvat the implementation of
affirmative action policy has led to a high turnowe¢ females as compared to that of males
(Mobley, 1982a). In contrast to similar researchdieted into public sector employees in
South Africa, the results indicated that employnmentity plans and women empowerment
initiatives discouraged upward mobility amongst @saémployees in managerial positions
and thus led to higher turnover amongst male eneg®ycompared to that of their female
counterparts (ECPA, 2006; Netlal., 2006).

2.5.1.2 Leadership and Management dimension

The objective of this section is to identify thifeetors that influence people to leave. There
is a difference between leadership and managerheatiership inspires confidence and
gives support to its employees, while managemestires compliance to rules and norms
of the organization. “Leader creates vision white tmanager implements the vision”
(Dubrin, 2001:5). It is important to know aboutdeaship and management roles and their
links to labour turnover, because labour turnogea imanagerial issue that requires more
attention because of negative consequences thdiecareated the organization. There are
three important factors under the leadership andagement dimension that need to be
examined and which have a significant impact oodatburnover, namely:

1) Lack of participative decision making,

2) Lack of leadership and management support, and

3) Treatment of staff by those in leadership pos&i

2.5.1.2.1 Lack of participative decision making in the orgarzation

Participative decision making refers to the invohemt of employees in strategic issues that
affect the organization and keep them informedmyf eéhanges that affect the organization
and themselves (Net al., 2006). Research has shown that an organizati@inpromotes
creativity and innovation and ease of communicatainvarious levels, encourages
employees to stay longer in the organization trasicing labour turnover (Carmeli, 2004

and Cook and Jaggers, 2005). Effective commuimicaind active participation in decision
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making encourages people to stay, but this depemdsvhether the organization is
centralized or decentralized. In a centralized oizgtion there is less employee
participation in decision making, which leads tgher turnover (Mobley, 1982b).

2.5.1.2.2 Lack of leadership and management support in the @anization

According to Eisenberger, Stinglhamber, Vandenberglsucharski, and Rhoades,
(2002:566) leadership and management support is “defined asdiégree to which
employees form impressions that their superiore @out their well-being, value their
contributions, and are generally supportive”. Tapport that is needed from leadership and
management within the organization includes targdrd intangible support to employees.
Tangible support needed by employees includes theigion of working tools such as
office equipment and office furniture, while intalblg support includes good supervision,
motivation, and appreciation for good work donegkia 2001). The absence of tangible
support results in an increase in labour turnogenew employees feel unwelcome in the
organization due to a lack of resources to exedusther work. This leads to job
dissatisfaction and also affects the performancethef employees (Scott, Gravelled,
Simoens, Bojke and Sibbald, 2006).

2.5.1.2.3 Treatment of staff by those in leadership positions

Treatment of staff by those in leadership positioas be detrimental, sometimes resulting
in ineffective implementation of organizational iggland conflict between employees and
supervisors. The use of a performance managemeaténsycan be used to discipline
employees and/or as a future developmental tocsterff (Nelet al., 2006). Ongori (2007)
emphasized that poor personnel policy, recruitnpaticies, and poor grievance handling
resulted in high labour turnover. Unacceptabletineat of staff by supervisors and those in
leadership positions leads to labour turnover wilenquality of supervision becomes bad
in certain sections or divisions (Victoria, 2008his observation has also been supported
by earlier research which linked voluntary turnowath conflict with supervisors (Mobley,
1982b). Such conflicts can arise during assessnfi@ngerformance bonuses or it can result
from personal conflicts that are not work-relataat laffect relationships at work. The
relationship between an employee and a supervisovital for the achievement of
organizational goals and when such relationshipskes due to a lack of trust then job
dissatisfaction, stress and absenteeism start velaje which will ultimately lead to
turnover (Dileep, 2006).
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2.5.1.3 Economic dimension

The economic dimension involves compensation ofleyggs and this can be in the form
of cash benefits or non-cash benefits. Compensaticgmployees and impact on labour
turnover will be examined in this section. Studiesducted will be critically analysed to

determine the influence of compensation of emplsyeeelation to labour turnover.

2.5.1.3.1 Compensation

According to Heathfield (2010:1) compensation idirde as “the total amount of the
monetary and non-monetary pay provided to an enggldyy an employer in return for
work performed as required. It also includes manyetpayments such as bonuses,
recognition rewards and checks, and sales commissid hon-monetary payments such as
a company-paid car, company-paid housing”. Varistiglies have been conducted on
compensation and its relationship with turnover dne results were positive. Mobley
(1982a) has revealed that there is a strong rektip between labour turnover rate and
compensation, but a combination of other variablesuild also be examined. Lower salaries
also contribute to high labour turnover as manyppeaannot afford to meet all the
demands associated with their current living stasglabut this alone does not necessary
lead to high turnover. Research has shown, howevet low-paying industries are
adversely affected by high turnover (McQueen, 2004)guments put forward by
Gustafson (2002) support the results of studieprorate clubs in the USA, which linked
low compensation to high turnover. If correctly iepented, linking rewards to
performance has been shown to reduce labour turnawé to contribute towards the
commitment of employees to organizations (Huangylenand Lei, 2007). Adidam (2006)
found lower turnover rates in companies that agsigndividual targets to their staff. This
is consistent with earlier research, conductedhvénrhanufacturing industry, where turnover

was found to be highest in low-paying industries.

With regard to salary pay structures and incenfitles structuring of the salary package
requires the attention of employers. Recent rekeanccompensation has shown that the
absence of adequate benefits contributes to lalaumover (Priceet al., 2007).
Restructuring salary benefits motivates staff bus tdiffers between age groups: older
employees appreciate greater benefits while thimisalways the case for newly-appointed
graduates, who may want to explore opportunitie®timer organizations, particularly if
promotion opportunities are scarce within the orgation of their current employment
(Numerof, 2004). In conclusion, a lower salary doestribute to the loss of productivity to
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the organization if left unattended for a long tiraed all the literature reviewed has

strongly linked poor compensation with labour tureio

2.5.1.4 Individual

Amongst a number of factors that influence empleyeeleave, research has shown that
labour turnover is also linked to stress, tensind eonflict in the job and lack of career
development.

2.5.1.4.1 Lack of career development

In some organizations career development is a ceglearea and this was confirmed by
research on nurses in Australia. Results indicttatia lack of career development within
the organization was the main factor that resuitechigh turnover among nurses at

management level (Johnstone, 2003).

2.5.1.4.2 Work-related stress, tension and conflict within the job

Stress, tension and conflict are a major problepesgnced by most workers and it affects
their performance within organizations. Stresshis abnormal reaction that occurs when
someone is faced with pressure that is beyond érisgfbping ability (Leka, Griffiths and
CBE, 2003; McVicar, 2003; Edwards, 2006). There mx@ny factors that cause work-
related stress and they vary from one individuahnother. These include the following:
work overload, repetitive work, long working hownsd inflexible work schedules, and job
insecurity (Lekaet al., 2003; Edwards, 2006). These factors affect tlevidual and the
organization. Empirical evidence has shown thatklead, leadership management style,
and professional conflict are the main sourcesisifess to many employees, and can lead
to depression, headaches and sleepless nights ¢&ic\2003; Lekaet al., 2003). These
individual effects are transmitted to the organaatin the form of increased leave of
absence, poor work performance due to lack of gunaton, less work commitment and,
ultimately, to high turnover (Leket al., 2003). In other research, which examined the
effect of the balance between work and family dotslin relation to stress, results
indicated that the level of stress to IT employkas increased due to the distance they
travel from one service centre to another (Ahujayddbba, Kacmar, McKnight and George,
2007). Recent findings on effects of stress onviddals have been consistent with earlier
research which stressed lower performance in iddals (Mobley 1982a). In conclusion,

the causes and effects of work-related stressioreiasd conflict have not changed over the
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years and this confirms that stress should be giadaguate attention in the near future by

many organizations.

2.6  Factors influencing the decision to stay

2.6.1 Pull factors

This section discusses the factors that influeheedecision to stay called ‘Pull factors’, as
defined at the beginning of this section. The fooosv will be on the analysis of Pull
factors with regard to influence to stay. Theretare main factors that will be discussed in
this section, namely:

1) Job dimension, and

2) Hygiene dimension.

These are not the only factors that attract emgeye the organization but the focus will

be on these two main factors.

2.6.1.1Job dimension

Full-time employees spend more time at work thath wheir families at home and, based
on this, they expect to be happy at work. Thediigre has revealed a number of factors that
would help to retain employees and will be furtliéscussed in detail in this section,
namely:

1) Use of discretion in handling customers,

2) Challenging work,

3) Job engagement,

4) Job satisfaction and commitment,

5) Impact of their work on society,

6) Job knowledge, and

7) Multi-tasking.

2.6.1.1.1 Use of discretion in handling customers

The use of discretion in handling customers inspgelf confidence in the employee at
work, but this has got limits in the way that itdene. Empirical evidence has indicated a
positive correlation between increased discretiod eesponsibility, therefore indicating

that HR policies and practices must be designesugh way that will increase employee
discretion and responsibility, thereby attractingople to the organization (Buck and

Watson, 2002). This evidence corroborates withldkesst research which indicates that the

use of discretion is more important at manageeatll where most of the problems arise. If
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managers feel that their contribution is being getped, this leads to increased motivation
and production, thus lowering turnover intentionsoagst them (Booth and Hamer, 2006).
The disadvantage with the use of discretion isithaty dent the image of the organization
if it is wrongly used by people to push their owgeadas at the expense of the organization.
Codes of conduct can, however, be used to preweht avents from happening. The use of

discretion also encourages employees to evaluaieithmpact on society.

2.6.1.1.2 Challenging work

The majority of hard working employees get discgedh when required to do
unchallenging monotonous work for long periods iofiet Challenging work increases
employee commitment, thus reducing the intentionqtot (Brewer, 1996). Empirical
research has revealed that skills utilization ancbaraging the investment of more effort
into tasks results in more knowledgeable employeas, gain experience from challenging
work, as well as encouraging them to move to setkgbs of increasing challenge and
responsibility (Brewer, 1996; Pricgt al., 2007). The move to more challenging jobs is
closely related to the benefits of getting feedb&iokn performing well in difficult tasks,
which is also associated with good rewards. Theirfigs of earlier research on challenging
work have been consistent with recent researchltsesuhich linked the influence of
challenging work with the intention to stay withetemployer (Kinnear, 1999; Prieeal.,
2007). Challenging work does not necessary incréaseintention to stay as this also
depends on other factors such as competitive esalaand benefits and other job
opportunities that become available within the argation (Priceet al., 2007). Challenging
work can be complementary to job engagement.

2.6.1.1.3 Job engagement

Job engagement refers to positive attitudes displdyy employees towards organizations
through showing their enthusiasm and willingnesswiark to help their organization
succeed by providing discretionary effort on a awstble basis (Markos, 2007). For this to
happen, the organization should show a strong sangerpose, be creative, value respect,
and involve each employee in decision making so tiw@r employees can feel trusted,
valued and empowered (DeVita, 2007). This also dépen job design and the level of
commitment and leadership support shown to empoydeen encouraging them to stay
(Ongori, 2007).
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According to Soldati (2007), larger companies axpeeted to engage more of their
employees than is the case for smaller companidsthas is attributed to the size of the
employers and employees. There is strong evidemggesting that highly engaged
employees stay longer and perform better thandegaged employees (Emmens and Parry,
2006). This evidence is corroborated with similadings which have revealed a noticeable
decline in turnover amongst highly engaged emplsy@aidam, 2006). In conclusion,
there is strong evidence which correlates highlleengagement with retention.

2.6.1.1.4 Job satisfaction and organizational commitment

A lot of research has been done on job satisfactind organizational commitment.
Empirical evidence, which links the relationshiptbése two factors to labour retention,
will be critically examined. Job satisfaction cae Bimply described as the state of
happiness of the employee in his/her work enviramnand this can be attributed to a
number of factors, namely: the work itself, weligpgobs, benefits, good relationships with
supervisors and co-workers, performance bonusesjleoging work, and growth
opportunities (Stanz, 2009; Williams, 2004). Knodge on job satisfaction relating to
current staff is important for assessing the stdtenorale of employees in relation to
intention to quit (Williams, 2004). Knowledge orbjsatisfaction can be further explained
by three theories, namely: a) equity, b) expectamaey c) content theories (Winterton,
2004). Equity theory proposes links between inputput and reward (Winterton, 2004).
Expectancy theory proposes a balance between effidrreward received. Content theory
further emphasises adequate rewards for employeesnd¢ourage them to stay in the
organization. The implication of these theoriethi management of the organization is that
there is a need for improved working conditiongmaployees to stay and to discourage job
dissatisfaction in the medium and longer term. &bksatisfaction occurs when the
employee shows signs of decline in morale and aysplunacceptable behaviour.
Organizational commitment is “defined as the sttengf the individual's identification
with and involvement in a particular organizationdacharacterised by strong belief in
organizational goals and values, willingness tortegensiderable effort on behalf of the
organization, and desire to maintain organizatiom&mbership” (Mobley, 1982a:508).
Organizational commitment consists of three comptmaamely: 1) affective commitment,
2) continuance commitment, and 3) normative comtim(\Winterton, 2004). “Affective
commitment refers to an employee’s attachment, tifigation and involvement in the

organization. Continuance commitment refers to amass of costs associated with leaving
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the organization. Normative commitment indicates teeling and obligation to continue

working for the same employer” (Winterton, 2004:378

Empirical evidence has shown that there is a diglationship between employee turnover
and organizational commitment (Mobley, 1982b). Thmre employees show their
commitment to the organization, the lower the laliamover. According to Abdullaét al.
(2007), satisfied employees are more committechéir torganizations than less satisfied
employees. The level of satisfaction is relatethtosupervisory style, competitive pay, and
fringe benefits (Shore and Martin, 1989; Min, 2007hese authors further revealed that
committed employees show better performance whein performance is measured: if no
performance measurement tools are in place, coeungmployees become discouraged
and this may lead to an intention to quit. The iocgilon to management is to ensure that
organizational policies support performance measargd and HR must make sure that

performance measurement tools are in place.

Research has shown that when an employee’s pergoad correspond with the values
and policies of the organizations, this leads to gatisfaction (Abdullatet al., 2007). Big
work loads, poor supervision and lack of suppaotrfrco-workers lowers an employee’s
commitment to the job (Abdullaét al., 2007). The relationship between job satisfactio
and affective commitment was further examined betwilaree professional groups and the
results have indicated a negative association wuttmover intentions (Carmeli and
Weisberg, 2006). In an effort to retain staff, tiedationship of training and normative
commitment was also investigated and results shoaeatkgative correlation between
training efforts and normative commitment, i.e.tthggh level of general training led to
decreased motivation of employees to stay in ogarozation (Buck and Watson, 2002).
The emphasis should therefore be on job trainingp@sosed to general training. The
empirical evidence suggests that on-job trainirgydqpposed to general training) increases
the level of organizational commitment and encoesagmployees to stay (Benson, 2006).
In short, job satisfaction does not always haveirect influence on organizational
commitment the tendency of employees to stay. Abemof other variables that underlie
job satisfaction and organizational commitment ninestonsidered as well before reaching
a conclusion. The reality is that a decline in lsva commitment leads to labour turnover
and therefore HR polices and practices must begdediin such a way as to attract people

and to influence them to stay in the organization.
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2.6.1.1.9mpact of the job on society and people’s lives

The impact of a job on society is related to thkei@ements of an employee in his work.
For achievements to be attained, the employee rhastsatisfied with the working
environment and value the work that he/she does iangturn, will get recognition from
the society if their expectations have been meexaeeded (Allen and Griffeth, 1999).
Changing the lives of people requires satisfactioth the job itself and that contributes
towards improved job performances. Empirical rededras shown that job performance

has a moderating effect on job satisfaction anddakurnover (Orpen, 1986).

2.6.1.1.6Job knowledge

Job knowledge “demonstrates an understanding ofvlauge specific to a technical,
professional, or administrative field of work thgiuthe application of related procedures,
principles, theories or concepts and the abilityupmlate job knowledge and effectively
utilize available resources and technology” (Yorkiwgrsity Dictionary, undated:1). Lack
of job knowledge affects the performance of the leyges both new and old. Job
knowledge is closely related to the length of ssvihe longer the employee stays in the
organization the lower the intentions to leave,le/kiie new employee with less knowledge

has been associated with an early exit if the gatmi contract (Allen and Griffteth, 1999).

2.6.1.1.7Multi-tasking

There is not much research on multi-tasking inliteeature but in some organizations there
is clear evidence of multi-tasking practises. Irgéaorganizations there is little research
indicating the existence of multi-tasking, while small organizations which include the
retail industry, especially supermarkets and infarmmarkets there is clear evidence of
multi-tasking practises. There are two ways in Whigulti-tasking can be defined in this
paper. Firstly, multi-tasking refers to “variougiaities performed by one person with the
intention to gain more knowledge and accept respitg from the supervisor” (Arndt,
Arnold and Landry, 2006:319). Secondly, multi-tagkcan be defined as “switching from
one task to another, when necessary, as the joardisth(Flaten, 2009:6). Multi-tasking in
an organization is caused by multi-skilling of marsel, to avoid employing more people,
and it enhances job performance thereby incregsioductivity. The routine job does not
enhance knowledge in the long run and can influemcemployee’s decision to leave if the
job is no longer challenging (Arnét al., 2006). Multi-tasking has a moderating effects on
turnover because, by making people do differerstas promotes flexibility in the working

environment, especially when down-sizing employ@eadt et al., 2006; Dzuback, 2008).
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2.6.1.2Hygiene Dimension

The creation of a conducive working environmenphldb improve staff retention (Capko,
2001) and contributes to job satisfaction but,gihared, can lead to job dissatisfaction
(Mobley et al., 1979). To enhance the understanding of job satisin, Herzberg hygiene
theory has been revisited. Hygiene theory refer$atctors that can cause dissatisfaction if
ignored but do not necessarily motivate employdesdreased” (Hertzberg, 1968:1).
Hertzberg hygiene theory comprises the followingtdes: 1) company policies and
administration, 2) supervision, 3) working conditp 4) interpersonal relations, 5) salary,
6) job security and status, and 7) health and watandards at work (Hertzberg, 1968:1). In
the present study, only two main factors will béically analysed in relation to labour
retention, namely working conditions and health saféty standards at work. Some aspects
of this have already been covered in the previassection that described pull and push

factors.

2.6.1.2.1 Working conditions

Working conditions refers to “factors that involdlee physical environment of the job:

amount of work, facilities for performing work, hg tools, temperature, space, ventilation,
and the general appearance of the work place”(Hertz 2003:86). Only a few important

factors need to be discussed under working comdifinpamely, 1) resource availability and

latest technology to perform work, and 2) healttl aafety standards at work.

2.6.1.2.1.1Resource availability and latest technology to pedrm work

Resource availability and latest technology reterthe tools to be used by an employee to
execute his/her task as job demands and thesedean office space, office furniture,
transport, computer facilities, internet etc. These often called enablers. Without these
tools it will be difficult to meet the targets setthe agreement between the supervisor and
the subordinate. With regard to the availabilitytlod latest technology, empirical evidence
conducted in the health care sector shows thaffdbter has a positive impact on nursing
retention because the introduction of suitable netigy reduces the time required to
process reports compared to the previous situatfeen manual systems were used (Kanter,
2001;Russell, 2008). This research has corroboraadier research, which linked
employee retention to improved working conditionsthe nursing profession. Improved
working condition encompasses the availability afhktechnology equipment for

specialised services (Newman, Maylor and Chansa?kér?2).
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2.6.1.2.2 Health and safety standards at work

Health and safety standards at work can be descialsethe procedures used to protect
employees against hazardous conditions in the vptake. The improvement of health
standards is compulsory in the working environmantl has been gazetted in the
Occupational Safety and Healthy Act 85 of 1993 autB Africa (Van Wyk, 2002). This
Act seeks to promote safe working environmentsalibremployees. Unhealthy working
conditions result in high labour turnover acrosk mbfessions (Mobley, 1982a). The
knowledge among employees that working conditions below standard creates a
tendency to look for alternative employment oppoitias, due to job dissatisfaction
(Gupta-Sunderji, 2004). Empirical evidence suggektt improved working conditions
prolong the stay of the employees while a failwwertaintain standards shortens service

periods of employees (Cottini, Kato and NielserQ®0

2.7 External factors that may influence decisions tteave organizations

Service delivery and economic development takeepiaall needy areas of the country in
order to improve the standard of living and quality of the people and to reduce urban
migration. In an effort to bridge the developmemaps in the remote areas, the placement
of professional and support staff becomes esseR@hote areas are considered to be areas
that are rural in nature and characterised by uiedelopment (World Health Organization,
2009). In recent years recruitment and labour twenan remote areas has been problematic.
Empirical research revealed a number of factorsdbatribute to this and they are external

to the organization.

The objective of this section is to critically aysé¢ these external factors in relation to
intention to leave the organization, namely:

1) Geographic location of the business and labaunotver,

2) Infrastructural investment,

3) Expectations of finding alternative employment,

4) Availability of health facilities,

5) Education, and

6) Availability of sport and recreation facilities.

2.7.1 Geographic location of the business
The location of the business has been found to itextly related to labour turnover.
Research carried out by Ramlall (2003), identifited location of companies as being
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associated with reasons for people quitting, dudealistances to be traveled, and time and
money to be spent to reach one’s workplace. Thaedegs are consistent with results from
research conducted by Griffith University on hoéelcommodation in Australia. Brown
(2006) identified labour turnover to be greatestregional and remote areas across all
employment categories, as compared to the situationner city areas (Central Business
District) and suburbs and that the reason for mamagand operational turnover was
voluntary resignation followed by internal transféfhese findings indicated a direct
relationship between internal transfers and theotemess of the area. There is little
information available in this area and further egsh is needed to link the remoteness of
the organization and intended transfers. Interratsfers result in high vacancies after
employees leave for personal reasons such as h&akhorganization may not have any
control over this situation which necessitates itligation of new recruitment processes.
Similar research was conducted in Queensland, Alisstand results highlighted the factors
that influence employees to leave, namely: 1) pearking communication due to lack of
telecommunication infrastructure, 2) emotional dedsaof work due to staff shortages, and
3) family responsibilities caused by distance tmifg members. Labour turnover will
remain a challenge in rural areas and this has lmeafirmed by empirical research

conducted in various areas.

2.7.2 Lack of infrastructural development

South Africa is characterized by high poverty lsy@inemployment, low economic growth
underdevelopment especially in rural areas, it risthat context that infrastructure
investment is needed to address these problems. aba construction of rural roads in
remote areas does not only have positive effectgrowth, but also increases access to
schools, improving the human capital in the reg{®ourie, 2006). This also attracts
employees working in another sectors or departmaentstay in the remote areas. The
growing connection of Telkom telephone lines anel alscomputer facility provides better
means of communication between the business tméssiand from business to customers
and from customers to customers thereby makingnbases easier to reach out to their
customers and lowering transaction cost (Roller Wal’erman, 2001). In remote areas
where these facilities are not present employeesledo move to bigger cities where all
these facilities are available and then affectiserdelivery particularly to the poor in the
underdeveloped areas. There is enough evidencehwieiates lack of infrastructural
facilities in remote areas to turnover intentiong do poorly maintained rural roads and use

of unreliable public and private transport systérmurie, 2006).
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2.7.3 Expectations of finding an alternative employment

Expectations of finding alternative employment alesely linked to turnover (Mobley,
1982a). There is evidence that an employee showiggs of searching for other
employment is enough to indicate his/her intentitlm leave. Finding alternative
employment could be caused by dissatisfaction With current position. This is closely
linked to lack of opportunities for promotion inetlcurrent job. Research conducted in the
correctional services has shown that promotionapodpnities linked to creating
challenging jobs, career development and promaimgloyee participation will reduce the
intentions to leave the organization (Price, Kieddluand Theis, 2007). Structural changes
in the economy contribute to the development of riems that attract scarce skills in
labour markets (Sloman, 2003). Organizations tequire scarce skills professionals such
as accountants, engineers, managers, veterinarniarsgs, and medical doctors are highly
affected by labour turnover. Research conducteteasons for quitting, in order to search
for alternative employment, revealed that females lass likely to quit than their male
counterparts, while individuals in better-rewardeusitions are also more likely to quit
(Sutherland, 2002).

2.7.4 Health

The availability of health facilities remains thegdest challenge in remote areas and this
might be constrained by the available budget ferglovision of adequate heath facilities.
The lack of adequate health facilities directlyeaté health professionals and indirectly
affects patients. Health facilities include equipmné be used by health professionals.
Drummond and Pang (2001) emphasized that the uUabildy of specialized diagnostic
facilities, which varies from one location to arathaffects the administration of medicine
to the respective areas and this leads to frusirati health professionals. Dissatisfied
employees tend to leave if their expectations atemet and are influenced to leave by poor
working environments. In addition to the unavaili#piof essential equipment, distance to
their families, poor communication, and high cadskivang have been found to be the main
reasons for leaving (McQueen, 2004). Recent stumiaducted in Queensland confirm the
reasons given in earlier research (Hegney, McCaRwogers-Clark, Gorman, 2009). The
absence of health professionals in rural areasahdisect influence on the health status of
the people that live in these areas. Hence manyogegs working in remote areas tend to
leave due to the absence of health facilities, sthil urban areas both private and public

health facilities are available (Drummond and P2@§1).
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2.7.5 Education

In today’s environment many people want quality eadion for their children and this
motivates them to migrate from rural to urban ar@a®& cause for migration to urban areas
in professional employees is due to poor qualitycation in remote areas, which forces
them to commute to their work. In the case of Sdhitiica there is poor quality education
in public schools due to urban migration by teashter the cities and unavailability of
school facilities, such as laboratories and lilgsufor children, which influences teachers to
leave. Efforts have been made by the state to owerdhese challenges but there have been
no improvements to matric results from students Vis®in rural areas compared to those
that live in urban areas (Van der Berg, 2006). pber quality of teaching leads to urban
migration by parents that work in rural areas. Vhitye research has been done on this

topic.

2.7.6 Availability of sport and recreation facilities

For some employees the availability of good spad eecreational facilities is important.
The lack of these facilities in close proximity mafluence an employee’s decision to
leave a place of employment. The rate of labourauer tends to be higher in remote areas
where the level of economic and infrastructuraledepgment is lower and such facilities
lacking (Van Dormael, Dugas, Kone, Coulibay, Sy,rtfhal and Desplats, 2008). People
originally from urban areas may find it difficulb twork in rural areas where there are no

recreation facilities and many such employees ternéave rural areas (WHO, 20009.

The role played by external factors in influenclagour turnover should be monitored by
the organization in order to review the recruitmpalicies and design retention strategies
that will attract and retain employees in the reamad urban areas. The identification of
labour turnover factors in itself is not completat lIsomething must be done by the

organization to manage labour turnover and staénteon.

2.8 Managing labour turnover and staff retention

The objective of this section is to outline thetical steps in reducing labour turnover and
managing retention. Reducing staff turnover angkegexisting staff happy is not easy but
the benefits of doing this are high compared to tbsts incurred. It also helps the
organization to know its employees better. Retgrmpaople is preferable than letting them
leave the organization because it is not always d¢asget them back, in that case

experience, knowledge and scarce skills will bé (d¢&aldman and Arora, 2004). Reducing
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labour turnover requires extra effort, which in@sdime and accuracy in record keeping by
people responsible for monitoring labour turnovends. Action is required to attract new
employees and to retain existing employees in tigarozation so as to maintain stability.

This requires an attraction and retention policyoltprovides direction.

2.8.1 Managing turnover and retention

Staff turnover can be managed by first collectihg exit interview data. In managing
people who are leaving, an exit interview dataemibn method such as a questionnaire is
essential to provide information for use in futusdjustments of the organizational
recruitment and selection polici¢Brake Whitepaper, 2004Drake Whitepaper (2004:2)
defines “an ‘exit interview’ as the interview withdeparting employee conducted by his or
her manager, by another manager or, preferably thyrd party, in which the employee is
asked to discuss the reasons for departure aneéview his or her history with the

organization”.

In the case of managing staff retention, the follmysteps have been suggested (DPSA
retention guide 2006:15).

* Analysing staff mobility and turnover trends,

» Identifying the skills for which training is rege,

» Designing appropriate interventions to retain stafid

e Monitoring and evaluation.

Managing turnover and retention requires a condegttort between the employer and the

employee and this requires the formulation of #tention strategy which requires the input

of both the employer and employee and the detail®@/covered in the next section.

2.8.2 Retention strategies

This section discusses on four retention stratetpi@scan help in reducing labour turnover
and these can be more but for now the discussithtelimited to four, namely:

» Flexible working practice

* Reward

e Support

* Training and Development
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2.8.2.1Flexible working practice

Flexible working practice refers to the workingargements that enable employees to work
for an agreed number of hours which could be eibleepart-time, fixed term contacts, flexi-
time, and job sharing (Papalexandris and Krama&@y7L9There are three main reasons that
encourage most of the organisations today to affiexible working practice: firstly, is to
cut down labour costs; secondly, to meet labouratehand finally, to balance work life
and family life (Papalexandris and Kramar, 1997 pl$o further allows an opportunity for
people to relax especially if they are involvedaitigh-demand job (Ramlall, 2003). This
may differ according to the nature of the work. edtatively shift hours can be used
because inflexible hours can be the source of stagsl ultimately lead to high labour
turnover (Ramlall, 2003). Active employee partitipa in designing schedules lowers
labour turnover intentions (Mobley, 1982a). Theeach has shown that flexible working
practice helps in attracting and retaining skilladd experienced employees to the

organisation and thus contributes in reducing lalbaunover (O’Brien and Hayden, 2008).

Flexible working practice alone can be complementeth descent rewards for good

performers.

2.8.2.2Reward

Recognition is a motivating factor that encouragesple to stay. The acknowledgement of
good work in the form of reward, which can be ifoan of cash or non-cash, is essential to
motivate employees (Pricgt al., 2007) and makes them feel important and parthef t

organization. In some organizations the lengtheo¥ise for a specified period is recognised
through awarding certificates of excellence to wate staff but this may differ between age
groups. This topic has been covered in the seammemography and the influence of
turnover (see above). Lack of appreciation can l@ad to an intention to quit in the longer

term. Empirical research suggests that apprecidtongood performance is related to

employee commitment (Mobley, 1982b; Benson, 208&search has shown that linking

organizational values to those of individuals igs thest approach to reward outstanding

performers (Benson, 2006).

2.8.2.2.1 The current performance management system of the ganization
A performance management system is defined ad ased by management to measure the
desired outcomes of the organizational activittesugh setting targets to be achieved by

an employee, in agreement with the supervisor (ECZA6). The expected target set will
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be evaluated quarterly and annually to determieegtialification for performance bonuses
and to identify areas for future development. Remfmce management systems (PMS)
have advantages and disadvantages. The main adgamta PMS is to encourage
understanding between supervisors and subordinaléist on the other hand it can destroy
such relationships (Helm, 2007). Healthy relatiopsipromote a culture of trust and belief,
which assists in achieving organizational goalsnfi@ between the supervisor and
subordinate is caused by disagreement with scor@san lead to higher labour turnover if
there is no immediate remedial action to the pmoblBifficulties in using PMS have been
confirmed in the assessment of a balance score symtg#m against strategic outcomes
(Nankervis and Compton, 2006). Under these contitithe individual high performers
who work ‘the extra mile’ and are perceived to Ighly skilled and knowledgeable can be

adversely affected.

Previous research has indicated that turnovertisatated to performance (Mobley, 1982b).
Recent research has, however, shown that knowlbtigaad experienced employees tend
to leave organizations if their achievements areac&nowledged (Gupta-Sunderji, 2004).
In the case of South Africa, research has showintlieae is high demand for highly skilled
employees in the management, engineering and aticguields compared to demands for
other professions. Ease of movement is high inethestegories of employment and
therefore performance management can be used tgumethe performance archived
against the targets. Performance management respensibility of the supervisee and the
supervisor, who need to review and agree on thyetsuset. Managing the performance is a
two-way communication process where constructivedifack on the areas that need
development should be given and clearly communicdte previous research, results did
not clearly explain the relationship between penfance and turnover and, as a result, more

research needs to be conducted on this topic.

Helm (2007) proposed linking performance and payachieve desired outcomes that could
mitigate the intention to quit. The linking of penfnance with pay does not apply in certain
industries in the manufacturing sector where peeydek on the assembly line. In such
cases the linking of pay with team performanceh@athan individual performance) will be
appropriate for building team cohesion (Whetten @adheron, 1998). Research has shown
that, pay and performance have a moderating effectirnover (McQueen, 2004). Linking
performance with pay is not enough but solicitireedback has been encouraged to

influence employees to stay (Capko, 2001). Resdaashshown that linking performance
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with reward becomes eroded in the long-term as mpesple tend to be committed to their

supervisors as opposed to the organization (Abdletlal., 2007). A conclusive statement

cannot be based on this information alone; othaabkes such as effective communication
and effective supervision must also be considerée. reward for achieving set targets is
strongly associated with good supervision (Cook dadgers, 2005 and Sutherland and
Jordaan, 2004).

2.8.2.3Support

Support is needed for building a smooth runninfgative organization.

2.8.2.3.1 Leadership support

For an organization to attain its goals and obyestigood leadership is needed. Effective
leadership gives direction, and motivates and mespiconfidence in its employees to
encourage them to stay in the organization (Mobl&g82b). This must be accompanied
with improved working conditions and optimal utdtron of skills. The quality of
supervision which an employee receives is critic@mployee retention (Cook and Jaggers,
2005). The expectation of the employee from hisflugrervisor and what is expected from
him/her in the job needs clear communication am@toon of a conducive environment to
freely express opinions is essential. The standastipervision, which includes monitoring
and recognizing work done, encourages job satisfaegimongst employees (Abdullahal.,
2007). Empirical research has shown that suppeengio an employee and praise for good
work done motivates employees to work harder (Mpbl®82b). It also reduces the level
of stress even when the employee is faced with I[yaprioblems which affect his/her
performance at work. There are a number of roleyegal by the supervisor which can
contribute to staff retention, such as communicgtmpaching, mentoring, facilitating the
attainment of tasks, and creating a conducive enmient by providing feedback, and
removing obstacles to performance (Mobley, 1982a).

2.8.2.3.2 Review of HR policy and practises

HR strategies play a significant role in reduciafpdur turnover. Research conducted in
thirty four schools has shown that HR strategy aiact commitment and reduce labour
turnover (Buck and Watson, 2002).
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2.8.2.3.2.1Recruitment and selection policy

Recruitment and selection policy are used for siglgthe right person for the job. Changes
in the labour market and government legislatioriugrice policy changes and compel
organizations to review their policies. Empiricaldence has shown that recruitment of the
right people influences the decision to stay in shert term and reduces labour turnover
(Mobley, 1982b). Research has shown that newly iapgub employees tend to have high
labour turnover rates compared to older employddsbley, 1982a:57). This research

corroborates earlier research on occupational categ(Arthur, 1981). Many factors lead

to high turnover of newly appointed staff and theaey from one organization to another.

2.8.2.3.3 Improving promotion opportunities.

The available promotion opportunities in an orgation motivate people to stay provided
they are linked to recognition of achievement (@Geunderji, 2004). The availability of
realistic opportunities encourages people to stayswthe lack of promotion opportunities
increases the tendency of staff to leave (Peica., 2007). An increase in labour turnover
as a result of a lack of opportunity for promotioocurs across all professional groups
(Mobley, 1982a). To address the problem of labawndver resulting from a lack of
promotional opportunities, organizations need toseetheir HR policies on promotion and
create challenging positions for all people thdt priovide opportunities to learn new skills
(Ramlall, 2003). This will differ from one industtg another and the strategic direction of

the organization.

2.8.2.4Training and Development

The re-skilling and continuous assessment of pafsdevelopment plans helps to bridge
developmental gaps and motivates employees tqoéet of the organization. There are
positive and negative impacts relating to the prioomoof career development to employees.
Re-skilling of employees reduces the intentiongave amongst employees and increases
labour productivity, provided other variables, likempetitive fringe benefits and salaries,
are taken into consideration (Prieeal., 2007). Empirical study has shown that “there is
strong positive correlation between increased &l employee training and decreased
turnover” (Gustafson, 2002:4). This means that, leyge training motivates staff to stay in
the organization. On the other hand, there is rarantee that employees will stay for a
long period. Research has shown that career dawelojpdoes not only increase labour
productivity but also exposes employees to new lehging work and increased

responsibilities (Hertberg, 2003). In contrast &rlier research on career development,
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which regarded training and development of the eyg®#s as a waste of time, the new
challenge faced by South African organizations past of the globalised world) is
increased competition, which requires efficiencyarr. 2007). It is in this context that

career development not only reduces labour turndgralso increases labour productivity.

The creation of developmental opportunities dodsomdy empower individual employees
but also builds the core competence of the orgénizaspecially to frontline employees.
Most organizations encourage on-job training aritbtureimbursement as part of retaining
their employees in their organizations and sometingsue bursaries to help employees
obtain formal qualifications, but this has its oalmallenges. Empirical research into on-job
training and tuition reimbursement in a high tedbgg firm in Texas has shown that, “on-
job training has been positively related to orgatianal commitment and negatively to
turnover intention, while participation in tuiticeimbursement has been positively related

to turnover intentions” (Benson, 2006:173)

2.9 Conclusion

The literature researched has provided a betteerstahding on factors that can be
identified as labour turnover factors. The literathas further shown that labour turnover
can be affected by external factors to the orgaiozédut does not show enough evidence
on the link between of the external factors andiduer intentions since it has an indirect
effect. The empirical evidence has also shown labur turnover can be mitigated but

cannot be completely wiped out. In reducing labtunover, attraction and retention

strategies must be in place to avoid cost of tueno€arefully monitoring of the trends on

labour turnover is the best way of reducing thedewcts of labour turnover.
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Chapter 3: Research Methodology

3.1lIntroduction

The aim of this chapter is to describe the metheeduo gather data for the research on
labour turnover and retention factors, with thesimiton of analyzing and validating the

results. The first stage was to consult literattoeobtain various dimensions of staff

turnover and retention factors in both the pubhid @rivate sectors and then to develop a
guestionnaire to be used in a survey. The survethadewas used to assess employee
perceptions at DOA Ukhahlamba District and was atered to selected employees
representing all sections. Results were analyzedtgatively and qualitatively to achieve

the main objectives listed below.

3.2 Research aims and goals

The aim of this research was to understand the faators that explain the turnover and

retention at DOA Ukhahlamba District and recommeadthe District and Provincial

management the appropriate strategy to minimiz& stanover. The following five

objectives were formulated:

(1) Analyze recent staff turnover trends;

(2) Identify the primary turnover factors;

(3) Further analyze priority turnover factors byaexning their relationship with relevant
demography variables;

(4) Identify the primary retention factors;

(5) Further analyze priority retention factors xamnining their relationship with relevant
demography variables;

(6) Recommend possible methods of retaining staff.

3.3 Delimitations and limitations

The data collected and techniques used in analybmglata for the research to achieve the
set objectives have got their limitations and itingportant to highlight some of the
challenges. The DOA did not have exit interviewadttr the period 2004 to 2007, which
would have proved useful for analyzing the reasgimen by people for leaving their work.
Exit interview data for this period would have bestuable, as 2004 was the year in which
the Ukhahlamba District was established. It woulsbehave been useful to be able to

correlate the factors given during exit interviewgh turnover factors given from the
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survey in order to validate the results and mak@r@piate recommendations to
management and further areas of academic resefinehturnover data found in annual
reports of DPSA and DOA was based on quarterly @amaual reports in all six DOA
districts. This has prompted the DPSA, which marakesector departments, to introduce
an exit interview template, in late 2006, to bedusy all provinces. This came after
research had shown a high turnover of highly skikenployees (Levin, 2006). The exit
interview process was effectively implemented i®20n all six DOA districts. Although
attempts have been made by national governmemistare effective implementation of exit
interview data collection, not all departments witthe Eastern Cape Province and in the
districts have updated their exit interview datasKalleck (2007) has emphasized that the
use of exit interviews can help to reduce labounduer. But the interview data alone will
not serve any purpose if the people who took parthis process have already left the
organization, because it becomes difficult to reswth people, especially as some of them
have changed their contact details. The other ingpifactor that might compromise the
quality of information is that if the respondemntserviewed are still working for the DOA
they may be afraid to divulge sensitive informati@ven though it was stressed that

information obtained from the questionnaire wouddchnfidential.

3.4 Ethical considerations

Ethics in research can be defined as the moratiptes and values that the researcher
should uphold in order that the outcome of thearseshould include honesty and integrity
(Ghauri and Gronhaug, 2002). When this researchimtated, all key members of top
management were informed of the purpose of theystacconducting the research at DOA,
the Chief Director for Human Resource Managemerd inéormed of the purpose of the
research in order to access organizational repan$ exit interview data. The top
management for the DOA Ukhahlamba District was at$ormed, as most of their staff
members took part in the data collection. The fellg factors were taken into
consideration as they could influence the outcomthe research (Ghauri and Gronhaug,
2002).

1. Research funding: the research was self fundedhe use of organizational funding
could compromise the outcomes of the research.

2. Researcher's own interest: the researcher is ggdathe management team at DOA
Ukhahlamba and is also interested in the outcomimefiindings as this would assist the

organization to achieve internal stability as faustaff management is concerned.
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3. Research participants: the respondents were askedbltintarily participate in the
research. They were also informed of the purpoghefttudy, that the information would
be kept confidential, and that no names should b&ew on the questionnaires. The
researcher did not influence the decision of tepeadents as this would cause bias in the
research findings.

4. Government regulations: there is no governmegislation that regulates this type of
research. Such research should add to the bodgaflkdge required by the DOA in the
formulation of a retention strategy. The researdbeaware of the importance of ethical

considerations in conducting research as this condpromise the quality of the outcomes.

3.5 Research Design

3.5.1 Research paradigm

This research adopted the post-positivist appreatththe aim of understanding the nature
of the factors that cause labour turnover at DOAUkhahlamba District (Guba and
Lincoln, 1994). The positivist paradigm “acknowledghat the subjects being studied have
their own reality that the researcher must depiist &s accurately as possible” (Denzin and
Lincoln, 1994). The researcher aims to understanidaald to the body of knowledge and to

link it with previous research.

3.5.2 Research method

The purpose of the study was to try to understaedfactors that could influence staff to
stay or leave the DOA, through exploring their mations. The survey method used in this
research was considered to be appropriate bedagsgpinions, experience and perceptions
could be easily captured. The nature of the stedyired the surveys to be conducted to
capture biographical details, which describe thesea of labour turnover and retention, by
looking at their distribution levels. Previous rasm# conducted on labour turnover and
retention made use of survey methods to collate. ddte same survey methods can be used
at different times, to facilitate comparison of ramt results and previous findings. The
survey method was used to obtain data and quedtaind quantitative data analysis was
undertaken as this facilitates understanding of nh&ure of the problem (Ghauri and
Gronhaug, 2002). Surveys also take the following &#ributes into consideration: “1)
behavior, 2) attitudes/beliefs/opinions, 3) mar#tatus, 4) knowledge, 5) self classification,
and 6) expectations” (Neumann, 1997:228). Suchrimédion can not be obtained from
research methods that involve experimentation, cdgdies, or evaluation and action

research. However, the survey method, like anyrotesearch method, has its own
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shortcomings, such as slow return of questionnairesnail and postage are used, and it is

a time-consuming method.

3.5.3 Data collection

The objective of this section is to describe théhme of collecting data used in this survey.
The first phase of this survey was to compile aedetbp the questionnaire to collect data.
The questionnaire was developed after undertakirigrature search.

3.5.3.1 Questionnaire
A questionnaire is a useful instrument for collegtidata for surveys (Neuman, 1997).
Questionnaire construction is a critical step ie tlollection of data for the purpose of
answering a research problem (Willemse, 2007). rékearcher is aware of the challenges
that may be encountered if the questionnaire coctsdn has not been properly done.
Important characteristics of the questionnaireliated below.
1) All questions were properly simplified so thia¢ respondents could answer all questions
properly.
2) The first page of the questionnaire fully expdal the purpose of the study and the
instructions were clarified in each section.
3) The gquestionnaire was made up of two main sestidivided into sections A and B.
» Section A covered all biographic details;
» Section B covered both retention and turnover facto
4) Section B was further subdivided into sections B ang 4 Thethree main areascovered
in Section Bvere as follows:

 B1. Turnover and retention factors: the respondemése asked to rate the
importance of a wide range of push factors (peeskito increase intentions to
leave) and pull factors (perceived to increasenti@s to stay on).

* B, Management factors: the respondents were askestedhe perceived value of
a number of possible management interventions aaheetaining them.

* Bas. External factors: which could influence the dexigo leave the organization?

* B, Intention to quit: the respondents were askeait® the likelihood/ applicability
of a number of factors that could become a reasantliem to leave the
organization.

5) Section B comprised 104 questions with an iratieseale of 0 to 10 and a negative 1 to

negative 10.
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After the construction of the questionnaire was plated, decisions were taken concerning

the most appropriate statistical methods to usedta analysis.

3.5.4 Data analysis

This subsection describes the techniques used alyzandata and the methods used to
display the information. The following two technggiwere used in analyzing data, namely:
quantitative and qualitative techniqudsarstly, the qualitative technique was used to
describe the turnover trends of DPSA and DOA udh® turnover data collected from

annual reports. The qualitative technigue was alsed to describe the frequency
distribution of demographic variables and in théectgon and analyses of the top ten

turnover and retention variables in the sample.

The turnover factors include both internal and ek factors. Turnover and retention
factors were further analyzed using average meah iapact scores to determine the
importance and impact levels of the top ten andihope factors. From the top ten turnover
and retention factors, the top three factors welected, using the impact scores, and

further analyzed using statistical methods.

Secondly quantitative techniques used in analyzing thettope turnover and retention
variables are Chi-square and Pearson correlatidhade using Moon stats software. The
Chi-square test was used for the top three turnwaelbles to determine the level of
independence, and Pearson correlation method vk tastest the significance level and
strength of retention factors between the groupdi€ivse, 2007). Pearson product-moment
correlation indicates the strength of the relatmmsbetween two continuous variables
(Willemse, 2007). It is suitable for use if it che assumed that the variables are normally
distributed.

Lastly, the methods used to display information were fregyetables, bar charts,
histogram graphs and graphs to display informatioturnover, retention and demographic

variables.

3.6 Research procedures
This section describes the procedures used inatioiedata, analysis of data, and how the
sampling was done. It will further consider the ggdures employed to achieve quality

results.
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The following steps were followed, namely:
1) Data collection and analysis procedures,
2) Sampling, and

3) Quality.

3.6.1 Data collection and analysis
The First Phaseof data collection was to look for annual repofts, both the DPSA and
the DOA, from 2004 to 2007 in order to analyze tbheover pattern from DOA and

compare it with DPSA turnover rates.

In the Second Phasgethe questionnaire was self administered and seeare distributed to
respective offices through supervisors and the fadpn. It was decided that

questionnaires should be delivered through hanttpasach office to speed up the process.

3.6.2 Sampling

The non probability sampling method was choser &sa convenient sampling method. A
sample size of 50 respondents from a populatiori5#, using convenience sampling
techniques, was conducted. All functions and gkillprofessionals (i.e. engineers,
researchers etc) were targeted and had a charim®ngf selected. The researcher is aware
of the limitations of this technique, so all prafemal categories have been included in this
research. Fifty six questionnaires were deliveredlt divisions and each division was
given sevenThe total number of questionnaires returned, byC&tober 2008, was 41.
They were all entered into the computer using aceEgpreadsheet. For easy recording and
analysis, the biographic variables were coded. &tset number of questionnaires has not
yet been established because some respondents \eawd three or more questions
unanswered in certain section. The following grapmbiography were found to be suitable
for describing the sample: age, location by towd arunicipality, race, gender, years of
experience, current service to the employer, edutatand years since previous

employment.

3.6.2.1Description of the samples selected for the study

3.6.2.1.1Age

The majority of employees that filled the questiam@ were in the age ranges of 25-34 yrs
(37.5%), followed by 45-54yrs (32,5%), 35—44yrs.522), with 5% above 55 yrs and 2,5%
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below 25 yrs (Figure 1). The sample was thus madeofua number of age groups,

including young and middle-aged employees.

Age
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Figure 1. Age distribution of the sample

3.6.2.1.2 ocation by Municipality
The majority of the respondents in the sample céom the following local municipal

areas, which make up the Ukhahlamba District, ngm8enqu (33.33%), Maletswai
(33.33%), Elundini (30.56%) and the Gariep are& \{2t78%) (Figure 2).

Location by Municipality
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Figure 2. Distribution location by municipality.

In terms of location by towns, the majority of resdents came from Aliwal North

(40.43%) (District head office), Sterkspruit (25%)lount Fletcher (15.63%), Maclear
(9.38%), Lady Grey (6.25%) and Barkley East (3.13F4gure 3). The whole Ukhahlamba
District was represented in the sample in termisadtions by local municipality and towns.
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Figure 3. lllustrating distribution by current towns

3.6.2.1.3Marital status
In terms of marital status, the majority of peofd8.85%) were married and 46.15% were

unmarried (Figure 4). Almost 85% of staff at Ukkahba District did not live in the area,
as indicated by the distance that they travellegetao work.

Marital status
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Figure 4. lllustrating marital status
3.6.2.1.4Race

The sample was made up of the following racial geouBlack (80%), White (15%),

Coloured (5%) and Asian (nil) (Figure 5).
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Figure 5. lllustrating racial distribution

3.6.2.1.5Grades
The majority of the respondents in the sample cdmom the following departments:

technical (51.43%), supervision (17.14%), non-suger (14.29%), middle management

(14.29) and top management (2.85%) (Figure 6).
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Figure 6. lllustrating distribution by grades

3.6.2.1.6Education
Most of the respondents in the sample had a diplgt6a884%), or a B-degree (21.95%),

followed by those who had a grade lower than GrEI€17.07%), Honours (9.76%), and
Grade 12 (4.88%). None had attained a Mastersfopadilon (Figure 7).
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Figure 7. lllustrating distribution in terms of educatiavels

3.6.2.1.7Gender
The majority of the respondents in the sample weraes (61.76%) with females

comprising 38.24% (Figure 8).
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Figure 8. lllustrating distribution by gender

3.6.2.1.8Division
The sample represented all sections, comprisingrsitn (38.89%), Finance (13.89%),

Admin (19.44), Veterinary Services (8.33%), ecommniengineers and supply chain
management (5.56%) and lastly HR (2.78%) (Figure 9)
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Figure 9. lllustrating the distribution by divisions

3.6.2.1.9Distance

The majority of the respondents (between 39.47%5R6%) had to travel some distance
to work (Figure 10). This included the followingtegories: above 100 km (39.47%), n/a
(31.58%), 5-99 km (15.79%)), less than 5 km (7.888@) 50-99 km (5.26%).
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Figure 10. lllustrating the distribution by distance

3.6.2.1.1CPrevious employers
The majority had previously worked for between 0Soemployers with the highest

percentage having worked for few employers and sehwehad worked for two employers

(26.32%) (Figure 11).

50



Employers changed before
30.00 26-32 26:32
25.00 - 21.05
>
& 20.00
o 13.16 13.16
qg)_ 15.00 +——
£ 10.00 +— —
NS
5.00 0.00 —
0.00 ‘ ‘ ‘ ‘
0 1 2 3 4 5
Number of employers

Figure 11 lllustrating employers that have worked before

3.6.2.1.11Total work experience
The majority of people had the following levelswbrk experience: less than 79 months

(31.58%), 240-319 months (28.95%), 160-239 montt&42%), and 80-159 months
(10.53%). The work experience of the remaining oesients (5.26%) ranged between 320

and 479 months (Figure 12).
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Figure 12 lllustrating distribution of total work experieac

3.6.2.1.12Service months to the current employer
The majority of the employees (46.15%) had worked léss than 79 months for their

current employer. In the case of the rest of eng#gy the following percentages of staff
relating to time spent with current employers wasefollows: 23.08%: 160-239 months;
20.51%: 240-319 months; 5.15%: 80—159 months, &&P2Z 320-479 months (Figure 13).
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Figure 13. lllustrating distribution of service months to tterrent employer

3.7 Quality and Reliability

The questionnaire constructed was drawn from tkeealiure and this addressed the question
of reliability and quality. The researcher main&nobjectivity in the answering of
questionnaires and had no personal involvemenhenfiting out of questionnaires. The

recordings of the data were cross checked to ersargacy after it was entered.

3.8 Conclusion

It has been argued that the methods of collecteit@ dnd the sampling procedures used
were properly selected and applied in this resesuchey. While there are various ways of
collecting data, combining questionnaire and erierview data was appropriate here
(Neuman, 1997). Furthermore, the analysis of tharagtteristics of the sample has shown
that it covers all key functions and is widely distited throughout the Ukhahlamba District.
Lastly, the results from both quantitative and daaVve analysis techniques should be

interpreted with caution since there are limitasiomentioned from this study.
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Chapter 4 Results of the research

4.1 Introduction

The purpose of this chapter is to present the relse@sults on turnover and retention
factors identified during the survey and to furte&plore the primary factors that influence
people to stay or to leave the Department of Adfice (Eastern Cape). The following five
objectives were formulated and will be used asracsire for this chapter, namely to: (1)
Analyze recent staff turnover trends, (2) Identife ten top primary turnover factors, (3)
Further analyze priority turnover factors by examgnthe relationship with relevant
biographic variables, (4) Identify the primary mien factors, and (5) Further analyze
priority retention factors by examining the strdrggof relationships. In addition to primary
turnover factors identified, the external factatentified and factors given by respondents
for leaving previous employment will also be prasdrand described.

4.2 Turnover trends

The first objective was to analyze recent staffitwer trends at DPSA and DOA. To gain a
better understanding of the status of turnoversraiethe Department of Agriculture, the
past trends in this department, as well as thoshenDepartment of Public Service and
Administration (DPSA), were analyzed. The DPSA digrwhich include all departments in
the public service, serve as a useful comparisaimadarends in the DOA. Data has been
drawn from annual reports from 2004 to 2007. Thends will be drawn from four
categories, namely: 1) Annual total turnover rdg, Turnover rate by occupation, 3)
Resignations as a percentage of total employmeanit,4 Resignations as a percentage of

total terminations.

4.2.1 Annual turnover rate

In order to depict the trends in the DPSA and th@AD Figure 14 and Figure 15,
respectively, illustrate the total turnover in théw/o departments between 2004 and 2007.
These results do not indicate clear trends of drmuaover during the past four years. The
results from the DPSA (Figure 14) indicate an iaseein total turnover rate from 2004 to
2006, at a higher rate than that indicated in tBAQFigure 15) and thereafter a decline to
2007. DOA results (Figure 15), on the other hand,rit follow the same pattern: form
2004 to 2005 the turnover rate increased, but dserkfrom 2005 to 2006 and increased
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from 2006 to 2007. Total turnover rates in bothesadid not show clear trends of increases

over the four year period and DOA turnover rate gaserally lower than that of the DPSA.

DPSA Total turnover rate
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Figure 14. DPSA total turnover rate
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Figure 15 DOA total turnover rate

4.2.2 Turnover by occupation
The turnover rate by occupation/grades consistnari-supervisory (levels 1-8) and
supervisory (levels 9-12, SMS A, B, C, and D).

With regard to non-supervisory staff the only ttehat is clear is that levels 3-5 of skilled
employees in the DPSA showed an increase in turn@ate from 10.3% to 22% between
2004 to 2007 (Figure 16) whilst the same level wad show a clear trend in the DOA
(Figure 17). The only category under supervisoat ghowed an increase in the turnover
rate in the DOA is in the highly skilled supervigglevel 9-12), where turnover rose from
4% to 5.8% between 2006 and 2007, and category Senior Management Members
(SMS) in the DPSA where turnover rose from 33.3%180% between 2005 and 2007.
There is no clear trend of turnover under superyisevels over a four year period. In both

DPSA and DOA cases, there was no significant irs@@aturnover rate between grades but
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one cannot conclude that the turnover trends disgdlan Figures 16 and 17 show normal
turnover. The turnover trends discussed above decinvoluntary turnover data (death,
dismissals, transfers and other) but it is difficid separate them between occupational
categories since it was compiled from the annyadnts. To simplify this, a further analysis
on resignation as a percentage of total employnaemnt,resignation as a percentage of total
termination, are displayed in Figures 18 and 19 Rigdres 20 and 21. In all these graphs,
turnover levels in the DOA are lower than thoséhenDPSA.
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Figure 16. DPSA turnover rate by occupation

DOA Turnover rate by occupation
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Figure 17. DOA turnover rate by occupation

4.2.3 Resignation as a percentage of total employnie
The DPSA results (Figure 18) have shown an increapercentage resignations over total
employment from 2004 to 2006. DOA results (Figué Have shown increases from 2004
to 2007 but the rate of increase is lower than finand in the DPSA. These two graphs do
not show the biographic distribution of these reatgpns.
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Figure 18 DPSA resignations as a % employment

DOA Resignation as a % of total employment
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Figure 19 DOA resignations as a % employment

4.2.4 Resignations as a percentage of total termithi@ns

This leads to further analysis of resignation agseecentage of total terminations in the
DPSA and DOA, illustrated in Figures 20 and 21pessively.

Results for the DPSA (Figure 20) do not show ardiesnd of resignation percentages over

time, whereas results for the DOA (Figure 21) iatkca trend that started to emerge in the
year 2005 and increased from 2005 to 2007.
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DPSA Resignation as a % total terminations
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Figure 20. DPSA resignations as a % total termination

DOA Resignation as % of total termination
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Figure 21.DOA resignations as a % total termination

In summary, the graphs revealed that voluntary awen occurred in the DOA, if
resignation percentages are taken into considerabiot the turnover data does not show
clear trends with regard to its distribution levbisoccupation. The changes in patterns of
turnover in the DPSA do not follow the same patean those in the DOA. Compared to
the DPSA, the DOA did not have a turnover problehemlooking at the turnover trends.
The high turnover levels in the DPSA (Figure 20Ject low numbers at that level. The
focus now will be what DOA is doing to retain itaff and which factors in the survey have

been identified as turnover factors.

4.3 Primary turnover factors

The second objective was to identify the ten prim&urnover factors identified by
employees of the organization. There are two caiegof turnover factors to be presented
in this section, namely; 1) top ten primary fact@nsd 2) top three turnover factors. The top
ten factors were selected on the basis of the levélequency percentage, while the top

three factors were selected from the top ten, baedtie level of impact scores. The reason
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for selecting the top ten priority factors was ok at the most important factors identified

by the employees and secondly to look at theingtte

4.3.1 Top ten turnover factors

The results are displayed in Table 1, below, wlieeetop ten turnover factors have been
identified from the survey and are ranked accordmgheir frequency percentage scores,
from the highest frequency of 50% to the lowestgdiency of 33.33%. With regard to
frequency distribution results, the following fato were identified, namely:
communication (50%), stress, tension and conflif),( lack of participation (42.5%),
leadership and management support (37.5%), orgamaé culture and behaviour (37,5%),
red tape and bureaucracy in the organization (36)8érganizational structure (35,9%),
low salary package (35%), treatment by those iddeship (34.15%), and size of salary
package (33.33%). Although these turnover fact@eehbeen identified as the ones that
frequently occur in this study, their percentages two low. Even if one ranks them
according to their means in order to assess theal bf importance, the results will differ in
terms of ranks: leadership support (37.5%) woultk rrst followed by communication
(50%) and salary package (33.33%), which is abtiteom of the list. Ranking these factors
according to their means was not the best optithreeiHence, from the beginning, it was
decided that the use of frequency and the levehphct was the best option. The next step
was to calculate the impact scores of all the éopttirnover factors to identify the top three

turnover factors.

Table 1. Summary of top ten primary turnover fegto

Rank Question description## Question no  Sub- Freq% Mean+ | Impact
*kkk # sample *%*
size *

The amount and timing of communications
regarding plans, events and developments in the

1 organization 12 20 50 7.50 3.75
The amount of stress, tension and conflict |

4 experience in my job 40 20 50 5.35 2.68
The amount of participation in decision making

3 in the organization 15 17 42.5 6.88 2.92
The way the organization is being led by top

2 management 14 15 375 8.00 3.00
How things are done around here, and how

5 people generally behave at work 11 15 37.5 7.07 2.65

The level of “red tape”, bureaucracy or
standardized operating procedures in the

8 organization 9 14 36.84 6.43 2.37
10 Organizational structure 10 14 35.9 5.64 2.02
The way my pay package is structured in terms
of its benefits (medical, pension, allowances) and 31 14 35 6.86 2.40
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6 incentives (e.g. performance bonus)

The way people are treated by those in

9 leadership positions 18 14 34.15 6.36 2.17
7 Size of my pay package 30 13 33.33 7.15 2.38
## Question number: full description of question

*Sub sample size: number of ratings by oesients

** Frequency %: Total of positives count&dtal respondents

+ Mean: Total of positivesf of negatives counted

*** Ranking: Impact score ranking=requency% x Mean

4.3.1.1 Top three turnover factors

Results of impact scores show that the top threeouer factors were: 1) communication
within the organization, 2) administration of thegyanization by top management, and 3)
participative decision making in the organizatidalgle 2).

In terms of the impact score, the amount and tindthgommunications regarding plans,
events and developments in the organization reddive highest ranking, followed by the
way in which the organization is led by top managetmParticipative decision making in
the organization was ranked third. Although the amoof stress, tension and conflict
experienced in the job was ranked second in terintheo frequency percentage, it was
ranked fourth in terms of impact scores. Basedhis @évidence, it can be concluded that
this factor had less impact than the first of tbp three turnover factors. To assess the
distribution levels of these factors, the top thteenover factors need to be further

examined, using biographic variables.

Table 2 Summary of the top three impact factortuomover

Question Description of
no. Score | %frequency | Mean | Impact | factors
A B (axb)
12 20 50 7.50 3.75 Communication within the organization
14 15 37.5 8.00 3.00 Leadership and organization
15 17 42.5 6.88 2.92  Participation in decision making

4.3.1.1.1 Analysis of priority turnover factors andbiographic variables

The third objective was to further analyze the ttaq@e turnover factors by examining their
relationship with relevant biographic variablese$a include,

1) Communication within the organization,

2) Patrticipative decision making, and

3) Organization administration by top managemeéntview of the above-mentioned results

on turnover trends, which do not show a clear trendurnover in DPSA and DOA, it
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won't be necessary to look at all of the top thfaetors. The focus will only be on
communication within the organization. The reasothat 50% of respondents regard this
to be the most important turnover factor, with aamaverage of 7.50 and an impact score
of 3.75 (on a scale of 1 to 10), while the othentwer factors had percentage frequencies
of below 50%. Based on this evidence, communicatighin the organization is regarded
as the most important factor that requires furthealysis by means of examining
biographic factors. These results will be testethgushe Chi-square test to assess the

significant level between the two variables.

4.3.1.1.11 Communication within the organization

Communication problems within the organization gcecutwo ways: 1) organization and
employees problems: issues related to shared iattwm on vision, and other issues
concerning workers (salary increments and otheetfitsh, and 2) personal communication
between supervisors and subordinates: issue®delatperformance management system
and feedback, promotion and day-to-day activitiesvark. Empirical research has shown
that conflict between the supervisor and the subatd is an important factor that
influences most employees to leave, even if theleyep is paid a good salary. This
problem is often linked to performance managemgstesms and a lack of openness or
transparency (Pricet al., 2007; Gupta-Sunderji, 2004). In the case ofiffhail (Price et

al., 2007), employee turnover was found to be sigaifity related to a lack of
communication concerning issues of genuine intedegmployees. Since labour turnover
has been strongly related to problems that occtwdsn the supervisors and employees, it
becomes important to use grade variables to finetidr the problem of communication is
linked to supervisory or organizational problemb this study communication will be

analyzed by grades, location, division, and race.

4.3.1.1.1.1.1 Communication by grades

Communication is essential for the execution eksa especially in the implementation of

projects, which is the main focus of the DOA. Rexjents were asked to specify whether
the amount and timing of communications regardilagp$ events and developments in the
organization would influence them to leave or sfélye results of turnover by grade are

displayed in Table 3 below, with P = 0.05 significa level as acceptable. If the P value
from the results is greater than the 5% then thel lef independence between the variables

Is not statistically independent. To find out wteeththere is any significant difference
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between these variables, a hypothesis is formulathth is then tested by the Chi-square
test.

Ho:  No relationship exists between grades and cancation turnover factor

Ha: Arelationship does exist between grades anthmanication as a turnover factor

Table 3. lllustrates the distribution by grades

Communication by grades
Supervisor Non Supervisor Totals

Turnover 7 11 18

39% 61% 53%

Retention 4 12 16

25% 75% 47%

100%

Totals 11 23 34
Chi-square Degree of freedom P — Value
24.10 16 P = 0.0873

Here the probability value P is larger than 0.06jclwv means that there is no statistically
significant relationship. The quantitative analysés shown that grades and communication

are not statistically significantly related.

4.3.1.1.1.1.2 Communication by location

To find out whether there is a relationship betweemmunication problems and location, a
comparison was made between employees living iwallNorth (which is head office of
the District) and those not living in Aliwal Nortithe results, displayed in Table 4 below,
have shown that 53% of the people not living inwall North identified communication as
a turnover factor whilst 47% of those living in Wil North identified it as a retention
factor. Based on these results, the difference dmtwpeople living in Aliwal North and
those not living in Aliwal North is small. To findut whether there is any significant
difference between these variables, a hypothesisfaranulated, which was then tested by
the Chi-square test.

Ho:  No relationship exists between location and memication as a turnover factor

Ha: There is a relationship that exists betweeatlon and communication as a

turnover factor
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Table 4 lllustrating communication by location

Communication by location
Aliwal north Not Aliwal north Total
Turnover 8 9 17
47% 53% 46%
Retention 7 13 20
35% 65% 54%
Total 15 22 37
Chi-square Degree of freedom P — Value
23.52 17 0.1332

The results indicate that the probability valuesParger than 0.05, which means that there
is no statistically significant relationship betwetcation (Town) and communication.
Based on the findings of communication by locatitrese results have shown that the
location of these non-supervisors not in Aliwal thois not significant and therefore it can
be concluded that the communication problem issigtificant between these groups. This
therefore requires further analysis by division.

4.3.1.1.1.1.3 Communication by division

This section describes whether a relationship eximttween divisions with regard to
communication problems within the organization. Tavain divisions exist: those made up
of support (HR, Supply, Finance, and Administraticand technical (Vet services,

Engineering, Economics & Resource planning, Extarsi The support function deals
mostly with internal customers while the technidahction deals more with external

customers. The sharing of information, at DOA, lesw divisions is critically important for

the effective functioning of teams and speedingofiservice delivery, while a lack of

communication delays service delivery. The resdisplayed in the Table 5 below have
shown that 59% of technical staff and 41% from supptaff intend to leave, because of
communication problems. These results indicate th@tcommunication problem differs

between divisions, with technical staff having moeenmunication problems than those of

support staff. This can be statistically testedhgishe chi-square test.
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To find out whether this problem is significantj-slquare results are displayed below.

Ho:  No relationship exists between division and oamication as a turnover factor

Ha: There is relationship that exists betweemsoin and communication as a turnover
factor.

Table 5 lllustrates communication by division

Communication by division
Support Technical Total
Turnover 7 10 17
41% 59% 50%
Retention 5 12 17
29% 71% 50%
100%
Total 12 22 34
Chi-square Degree of freedom P — Value
15.03 16 0.5228

Results show that the probability value P is latgan 0.05, which means that there is no
statistically significant relationship between diein and communication within the

organization. This has been further analyzed bg.rac

4.3.1.1.1.1.4 Communication by race

DOA at Ukhahlamba District is a multicultural orgeation consisting of non-white and
white employees who speak different languages, sischAfrikaans, English, Sesotho and
Xhosa. The researcher wanted to find out whethennaonication problems were
experienced by different racial groups. The resales displayed in the Table 6 below,
which categorizes racial groups as ‘Black’ and ‘Mglack’. ‘Non-blacks’ include Whites,
Coloureds, Indians and Asians; the reason theygamaped under one category is to
simplify the task, as blacks are in the majorityhie organisational structure in the District.

The results collected from racial groups are diggdain Figure 5 (on racial distribution).

To find out whether this problem is significantj-slquare results are displayed below.
Ho:  No relationship exists between race and comoatioin as a turnover factor
Ha: There is a relationship that exists betweea sax communication as a

turnover factor
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Table 6 lllustrates communication by race

Communication by race

Black Non-Black Total
Turnover 14 5 19

74% 26% 49%
Retention 17 3 20

85% 15% 51%
Total 31 8 39
Chi-square Degree of freedom P — Value
27.24 16 0.0388

The results indicate a probability value P thanmsaller than 0.05, which means that there is
a 95% probability that there is a statisticallyrsfigant relationship and that race and

communication are statistically significantly reldtat the 5% level.

In summary, the chi-square results have shownct@imunication within the organization
is not statistically significant for grades, diwies, and location, but is significant between
Blacks and non-Blacks racial groups. To mitigats,th task team has been set up handle

the communication problem.

4.3.2 External factors that influence people to lese

The reasons that influence people to leave areonbt internal to the organisation, as
analyzed above, but are also external to the asgtan. The objective of this section is to
identify the external factors and rank them acaaydo their magnitude of importance. The
results are displayed in the Table 7 below, whicbwss that poor quality health services
and infrastructure development (78.5%) are groupgdther and their level of importance
is the same. The second grouping is the level ohecrand people that live in the

neighbourhood (75.61%). There are only three fadioat do not group together according
to their level of importance, namely: inadequaterspnd recreation facilities, geographic
location, and lack of quality education for emplegeand children. Interestingly, the

geographic location has been ranked last in adireat factors, which indicates that it is not
strongly important compared to other factors, gittenlocation of the District as described
in Chapter 1. These results confirm the resultpref/ious research on nurses working in
remote areas, which revealed that poor working itiomd lead to increases in labour
turnover (WHO, 2009).
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Table 7. Summary of external factors that influepeeple to leave

Rank | Factor description Magnitude
of
order :
importance
1. The availability and quality of health services 78.5%
The level of infrastructural development (e.g. datod of
. : 78.5%
roads, public transport system, shopping centres)
2.
The availability of sport and recreational facégi 28.05%
3. The level of crime in the area 75.61%
The people who live in my neighbourhood 75.61%
4, The quality of education available for my family 73.17%

The geographic location of my place of employmenairural| 70.73%
or urban area.

In summary, although internal and external factdes influence people to leave, the
empirical research has revealed that their magaitafl importance differs from one
organization to another. In some organizationgriatefactors are more important, while in
others external factors are more important. It|g amportant to look at the retention

factors to find mediating variables that affectdabturnover.

4.3.3 Factors that led to turnover (from previous mployment)

The factors displayed in Figure 22 were given by tespondents under biography. The
reasons for including them in the labour turnovection are twofold. Firstly, to find
whether there are any new factors that lead touahonover, which are different from the
ones drawn from the literature, as well as theuelleof frequency. Secondly, to draw
conclusions and make informed recommendations bagsegrevious history and future
expectations of employees. Mobley (1982a) emphdsikre importance of taking future
expectations of employees into consideration whealyaing turnover in the organization.
The factors given by the respondents were as fatl@y contract/job security (41.67%), b)
working conditions (20.83%), pay increases (12.5%¢k of promotion (8.33%), new
environment (8.33%), career development (4.17%g,castance from home (4.17%).
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Reasons for leaving previous employment
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Figure 22 Indicating reasons for leaving previous employtnen

4.4  Primary retention factors

The second objective is to identify the ten primaatention factors identified by employees

of the organization. There are two tables of reventactors to be presented in this section,
namely; 1) top ten primary and 2) top three retantiactors. The top ten factors were

selected on the basis of level of frequency peeggntwhile the top three factors were

selected from the top ten, based on the level phohscores. The reason for selecting the
top ten priority factors was to look at the mospartant factors identified by the employees

and, secondly, to look at their strength.

4.4.1 Top ten retention factors

The results are displayed in Table 8, which summearthe top ten retention factors.

The research results identified the following tep factors that influence people to stay,
namely: 1) resource availability to perform work,u8e of discretion in handling customers,
3) impact of job on society, 4) availability of ést technology, 5) job satisfaction, 6) job
engagement, 7) total job satisfaction, 8) multitagk9) health and safety at work, and 10)
job knowledge. These results also revealed thatures availability is at the top of the most
important factors and job knowledge at the bottdnthe list. This also confirms that the
smaller the organization, the happier its employbesause it can provide enough resources

for the staff to work and to have an impact to etci
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Table 8. Summary of the top ten primary retentactdrs

Rank

*k*k

Question description ##

#

Questions

n&ub-sample size

*

> Freq %

*%

Mean

Impact

The availability of technology, equipment,
resources and tools to perform my work
(Resource availability to perform work)

63

38

95.0

7.66

7.28

The scope or discretion | have available to redpg
to client or customer needs
(Use of discretion in handling customers)

58

36

90.0

7.17

6.45

The level of significance or importance of my.job
The extent to which the results of my work affect
the lives and well-being of other people.
(Impact of my job to the society)

52

36

90.0

7.00

6.30

The extent to which the latest technology is
available or not.
(Availability of the latest technology)

62

35

87.5

6.97

6.10

The level of challenge and excitement of work
assignments in my area of expertise
(Job satisfaction)

57

34

87.2

6.76

5.90

My level of engagement and involvement with my
job
(Job engagement)

56

33

86.8

7.09

6.16

Theoverall level of job satisfactior that | am
experiencing at the moment
(Total job satisfaction)

59

33

84.6

6.88

5.82

10

The amount of variety in my job. That is théeex
to which | am required to do many different things
at work, using a variety of skills and talents.
(Multitasking)

50

33

82.5

6.45

5.33

The level of health and safety at the workplace
(Health and safety standards at work)

64

33

82.5

7.09

5.85

The degree to which | know what is expected of|me

in my job
(Job knowledge)

48

32

80.0

7.66

6.13

** Erequency %:
+ Mean:

*** Ranking:

## Question number: full description of question
*Sub sample size: Number of ratings by oesfents

Total of positives count&dtal respondents

Total of positivesl of negatives counted

Impact score ranking=requency% x Mean

4.4.1.1 Top three retention factors

The importance of these factors alone can not greugh information regarding the

strength of these factors: the impact scores atsmw o be considered. In assessing the

strength of these factors, the impact scores haea balculated for all ten factors and the

top three factors identified. The top three facemes displayed in the Table 9 below.

Table 9. Summary of top three retention factors

Question % Description of
no. Score frequency Mean | Impact | factors
a b (axhb)
63 39 97.5 7.46 7.27  Resource availability to perform the job
58 37 92.5 6.97 6.45  Discretion in handling customers
52 37 92.5 6.81 6.30 Job Importance &impact peoples lives
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The results on impact show that the top three tieterfactors were (1) the availability of
technology, equipment, resources and tools to parfihe work, (2) use of discretion to
respond to customer or client needs, andh@)importance of my job and its impact on
society In terms of the impact score there are no chatoyése top three retention factors in
terms of their rankings: they follow the same pattas their level of importance. These
factors will be further tested, using correlatiaralysis to describe the degree of strength

and using Pearson product-moment correlation.

4.4.1.1.1 Analysis of retention factors

The fifth objective further analyzes retention @ast by examining the relationship with

relevant biographic variables. The results, dispthiyn Table 6 above, have shown that all
top ten retention factors have high retention paages and further analyses will show the
strength of these variables. Further analysis le&s lwone to find the relationship of the

first three retention factors and this will be dissed in the next section.

4.4.1.1.1.1 Analysis of the group of retention faots

The top three retention factors will be further lsgmed to find out whether the relationship
amongst them does exist, namely: 1) availabilityesiources to perform the job; 2) use of
discretion in handling customers, and 3) the imgase of the job and its impact on society.

4.4.1.1.1.1.1 Analysis of resource availability ands impact on job performance and
society

The objective of this section is to analyze thesrggth of the relationship of resource
availability and its impact on job performance gsPearson product-moment correlation.
Willemse (2007:86) refers to Pearson product-moneentelation as a technique used to
“show the strength of the relationship between temtinuous variables using r and p
values”. An r of -1 is a perfect negative corraafian r of +1 is a perfect positive
correlation; an r of 0 means there is no corretatibhe pvalue indicates the level of
statistical significance. In the case of RESOURCEARABILITY and IMPACT ON JOB
PERFORMANCE, the correlation results are furtheptiiyed in the histogram and scatter
plot graph in figure 23 to 25 which shows positoa@relation. The results show that the r
value is 0.98, which can be considered a very gtamrrelation and the p value is 0.000,

which means that the correlation is statisticailiygicant at 1%.
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The results are further displayed in the two histaggraphs (Figures 23 and 24) that show
that the increase in resource availability doesehan impact on job performance of an
individual.

Frequency histogram for RESOURCES
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Figure 23.lllustrate the job impact to the individual

Frequency histogram for JOBIMPACT
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Figure 24. lllustrate importance of resource use

These results are further displayed in the scattetr (Figure 25), which illustrates the

relationship between these variables, indicatipgstive relationship.

Scatterplot of JOBIMPACT and RESOURCES
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Note that each dot is slightly offset fromits true position to avoid excessive overlap.

Figure 25 Displays the relationship of resource availapiland the impact on job
performance.
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4.4.1.1.1.1.2 Analyzing the resource availabilityral discretion in handling clients and

customers

The objective of this section is to further analylze resource use in relation to the use of
discretion in handling customers or clients. Paangroduct moment correlation revealed

the following results:

r (x,y) = 0.96
n =37
p =0.000

In this case the value of r is 0.96, which can tmestered a very strong correlation. The p
value is 0.000 which means that the correlatiostagistically significant. DISCRETION
and RESOURCES are statistically significantly clatexd at the 1% level. These results are
displayed in the graph below (Figure 26).

Scatterplot of DISRETION and RESOURCES
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Note that each dot is slightly offset from its true position to avoid excessive overlap.

Figure 26. Scatter plot graph showing the relationship &otgce use and discretion in

serving customers or clients.

The results displayed in the scatter plot graptigare 26 show that there is a strong

relationship between the resource use and useafetion in handling customers or clients.

4.4.1.1.1.1.3 Analyzing the use of discretion anthpact on job performance
The objective of this section is to analyze the abaliscretion and the impact on job

performance using Pearson correlation. The reshitsv that a Pearson product-moment
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correlation indicates that the value of r is 0.@8ich can be considered a very strong
correlation. The p value is 0.000 which means thatcorrelation is statistically significant
and therefore can be concluded that JOBIMACT an@dRETION are statistically
significantly correlated at the 1% level. Theseaulssare further displayed below in figure
27.

Scatterplot of DISRETION and JOBIMPACT
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Figure 27. The scatter plot graph shows the relationshipvéen use of discretion and

impact on job performance.

The scatter plot graph shows a positive correldbemveen discretion and job impact.

4.5 Conclusion

The results of the research have shown that tlser® iclear trend on labour turnover at
DOA and DPSA. Further analysis showed that extefianabrs had a greater influence on
labour turnover than internal factors. Communigatias been highlighted as a key problem
and is significantly related to race, suggestingt ttine different race groups have very
different experiences of communication. This magodiave negative implications for the

organization in as far as service delivery is coned. A diversity management course or
workshop can be used to mitigate this problem. Ghallenge is to deal with external

factors such as education, health, and infrastractievelopment. This requires leadership

support and the provision of resources.
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Chapter 5: Discussion and Conclusion

5.1 Introduction

The aim of this research was to understand the mmgeirtant factors that explain turnover
and retention at DOA Ukhahlamba District and taremend to the District and Provincial
management the appropriate strategy for retainiaff. SThe purpose of this chapter is to
discuss the results, as presented in Chapter 4amaalgze them in the light of the theory
outlined in Chapter 2. The following five objects/evere formulated and will be used as a
framework in discussing the reported results, ngmgl) turnover trends, (2) primary
turnover factors, (3) external turnover factors) @imary retention factors, and (5)
conclusion and recommendations.

5.2 Turnover trends

The results have shown that during the past foarsye the South African public sector,
there is no clear trend in total turnover rate®BBA and DOA “Eastern Cape Province”.
This was revealed from the analysis of DPSA’s af@ADannual reports between 2004 -
2007and results are displayed in figures 1 to & fighest turnover rate achieved due to
resignation was 8,2% in 2006 and the lowest wa% 492004 with the total number of
employees ranging between 226 to 300 employeestbaeperiod. CIPD (2006:1) argued
that labour turnover trends are not always constadt“there is little evidence of any long
term trend towards higher staff turnover”. There ames when staff turnover is high and
low due to structural factors in the industry amaikbility of job opportunities. Meiring
(2004) proposed limits to be set for turnover agl@rrto acceptable level of 10% turnover
and higher than that to be regarded unacceptabke.empirical evidence provided above
does show that both trends and highest percentgbaur turnover can be used as the
measures of determining the acceptable levels bbuia turnover. In addition, the
monitoring and analyzing the costs associated laltbur turnover can be used to track the
changes in labour turnover costs and the highercdtisés, the more attention must be put
into such organization by the management (Chartdrestitute of Personnel and
Development, 2008). A number of most important eanar factors have been identified by
various researchers and their importance diffenfome organization to another (Booth and
Hammer, 2006). In the case of DOA Ukhahlamba a rexrnob turnover factors have been

identified and are discussed in the following s&tti
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5.3 Primary turnover factors

The primary turnover factors were identified at DQ&khahlamba District and these are
sub-divided into two namely: a) top ten turnovestéas and b) top three turnover factors.
The results have shown that the top ten primaryower factors identified are:

1) Communication with organization,

2) Stress and job experience,

3) Participative decision making,

4) Organizational culture,

5) Organizational administration,

6) Treatment of employees by leadership,

7) Organizational structure,

8) Bureaucracy in the organization,

9) Salary package and

10) Size of the package.

The research results revealed a frequency pereertéghe primary turnover factors
identified to be low and further grouped them tp three turnover factors. With regard to
top three turnover factors, the following factoravé been identified, namely: 1)
communication within the organization, 2) parti¢ipa decision making and 3)
organization administration by top management.igwwof the high percentage frequency
distribution and being ranked first to the top thtarnover factors, communication within
the organisation has been chosen for further aisadyxording to grades, location, division

and race.

Firstly, the results have shown that grades andnoamication are not statistically
significantly related, because the P value is latgan 0.05, with chi-square (24.10) and
Degree of freedom (16). The empirical research ftbmn literature has shown that the
conflict between the supervisor and subordinates douence most of the employees to
leave even if the employee is paid good salary e&ndinked in many times with
performance management system and lack of opermndssnsparency (Priogt al., 2007;
Gupta-Sunderji, 2004). In the case of sheriff jalnployee turnover found to be
significantly related to lack of communicating tissues of genuine interest to employees
(Priceet al., 2007) In view of the above results and empireatience from the literature,
communication problem within the organisation id atways related to supervisor and

subordinate and therefore has a moderating eftetirnover. This research demonstrates
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the importance of looking at other variables that be linked to communication problem

within the organisation.

Secondly, the research results between locatiorcammunication within the organization
indicate P value which is larger than 0.05, Chiesgu23.52), and degree of freedom (17),
and therefore mean that there is no statisticaipificant relationship between location
(Town) and communication within the organisation. McQueen (2004) cited poor
communication in the geographic location to be teslato lack of telecommunication
infrastructure. The lack of communication infrastire does not necessary influence
people to leave as there is no net work connectiorthis case, the results show no
significant relationship between location and comioation within the organisation and
therefore hypothesis A will be rejected as locatisn not significantly related to
communication within the organisation. In conclusithe labour turnover is not linked to

location of the employee and communication withi@ brganisation.

Thirdly, research results revealed that commurooatwithin the organisation is
significantly related to race, with P value smallean 0.05, which means that there is a
95% or better probability, but location, divisiondagrades did not. The earlier research
results have shown no consistence evidence whigh “lliversity itself with increased
turnover but has revealed the isolation from cowmsland from customers being associated
with high labour turnover” (Leonard and Levine, BOI). The language barrier and ability
to communicate with the staff lead to unnecessamyflict which then contributes to
negative attitude that develops between the sugmmrand the subordinate and is related to
race (McQueen, 2004). The recent results have prdhat diversity does influence
employees to leave and is consistent with previmangs on labour turnover with regard
to communication within the organisation and therefit can be concluded that diversity
does influence labour turnover if it is linked tonemunication because of language
barrier, different cultures, religious beliefs eitie employees are more likely to stay if the

race and communication within the organisationtaken seriously by the management.

5.4. External turnover factors

The factors that influence labour turnover are ordy internal but are also external to the
orgnanisation. The following factors have indiredtuence to labour turnover and were
found to be the most important factors at DOA Ukaatba District, namely: 1) lack of

quality health service and infrastructural develepin 2) lack of availability sport and
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recreational activities, 3) geographic locationJabk of quality education, and 5) level of
crime and neighborhood. There is consistent evieldrmm the literature which strongly
relate these external factors to intention to lelayestaff that stays at DOA Ukhahlamba
District. The percentage frequency for all factmlsntified is above 70%. The location of
DOA Ukhahlamba District in the remote area has rd#tuénce on labour turnover. The
findings of this research found the labour turnoserDOA Ukhahlamba District to be
caused more by external factors than internal fadad to mitigate this, needs the review
of the HR policies in issues regarding compensatfoemployees and reward of benefits to

attract people to work in the rural areas.

5.5 Primary retention factors

There are ten top priority retention factors idigedi namely:

1) Resource availability to perform work,

2) Use of discretion in handling customers,

3) Impact of job to the society,

4) Availability of latest technology,

5) Job satisfaction,

6) Job engagement,

7) Total job satisfaction,

8) Multitasking,

9) Health and safety at work and

10) Job knowledge.

All ten retention factors have been strongly relate intention to stay and have high

percentage frequency in contrast to primary turndéaetors. The impact of these factors on
intention to stay is not the same and thereforthéurexamination of the top three factors
was done. The research results identified theatig top three retention factors, namely:

1) resource availability to perform work, 2) useda$cretion in handling customers and 3)
impact of job to the society. The results have show changes in terms of ranking these
three factors according to frequency distributiod ampact scores. These factors were
further analysed using Pearson’s correlation.

Firstly, the results have shown resource availgbdnd impact on job performance to the
society to be strongly correlated with r value Ce®@® p value of 0.000 which is statistically

significant at 1%.The resource availability and jotpact to the society are positively

correlated. These results are consistent with ipuev research which suggest the

availability of resource and latest technology &fprm job to have a positive impact in
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staff retention because it enables one to do has Within the reasonable time and thus
contribute to improve job performance which wiliveaa positive impact to the society due
to improve working conditions (Cottini, Kato anddisen, 2009; Russell, 2008). Improved
working conditions have been proved to have a naiogy impact on job satisfaction and
labour turnover (Orpen, 1986). This research hasribmted to the body of knowledge by
revealing that improved working conditions is thesnimportant factor which contributes
to turnover in to days working environment compatedearlier research which had
insufficient evidence on the role played workingnditions. The improved working

conditions have been regarded as the most impdgetar by the employees working in the
remote areas regardless of the type of the org#omsa he following sectors are concerned
about improved working conditions, namely: Healtacter employees, Agricultural

employees, Municipal employees, Non Governmentgjaf@isations etc (Russell, 2008;
WHO, 2006). In the earlier research there was filtsent evidence that link job

satisfaction with working conditions (Mobley, 1982)

Secondly, the results have shown the use of disorand resource availability to perform
the job to be very strongly correlated with r vabfe).96 and p value of 0.000 at statistical
significance level of 1%. These results demonstthte the use of available necessary
resources combine with use of discretion enhajateperformance because the employee
can do the job freely and deliver the expectedltegBuck and Watson, 2002; Cottini,
Kato and Nielsen, 2009). The increase in levelashmitment as a result of job satisfaction

has a moderating effect to labour turnover.

Finally, the results on the use of discretion astalimpact to the society shows very strong
correlation with r value of 0.99 and p value of@t statically significantly correlation of
1%. Use of discretion and job impact to the socistgositively correlated. The impact of
job to the society is the result of efforts puumift the standard of living of the clients and
that requires use of discretion as a way of gaimmge experience and learns more about
the job itself. The results of this research aras@ient with previous results on use of
discretion in handling customers by employees akwdhich find positive correlation with
increased use of discretion and responsibility ({Bared Watson, 2002). The new evidence
which contribute to the body of knowledge is the tise of discretion is no more limited to
managerial or supervisory levels but now can aégmarded important across all levels.
Booth and Hamer (2007) found the use of discretiiohe more useful at managerial level

where decisions are taken in addressing problertts the staff. The use of discretion
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promotes commitment to the employees and improvksperformance in all levels and

thereby influences people to stay.

5.6 Recommendations and Conclusion

5.6.1 Recommendations

5.6.1.1 Recommendations for Management: Particulaattention should be paid to the
factors listed below.

* Turnover trends: the turnover trends are low at DExstern Cape Province and there
are no clear trends of high turnover for now butcsal attention should be given in
periodic update of the resignation reports so tihey reflect the real situation in all six
Districts, currently it is difficult to get a congtated reports in other Districts which
correspond with the provincial reports. This alequires further training to the officer
responsible for this task.

* Primary turnover factors: The communication witkile organisation between the race
groups has been found to the problematic areaifehtn the study and this needs a
diversity management course to create awarenessgatiitie employees and encourage
the acceptance of ones culture, language and eteutlce culture of respect amongst the
employees and breaks the stereotypes. This has bege done in this District since it
was established in 2004. There are further threemnenendations to this: Firstly, is to
ensure that the training on communication skillsstrhe organised to all supervisors to
reduce communication problem within the organisatas this would affect service
delivery. Secondly, arrange a managing a crosuralltmanagement workshop to
address communication problems between the racemube it can be more cultural
oriented or a diversity management course stadtnganagerial levels to lower ranks.
Finally, recommend the introduction of team perfante bonus to complement
individual bonuses to break the cultural barrierthie work place.

« External factors: To deal with the external facttivs following recommendations are
suggested. Firstly, this will include the review tife recruitment, selection and
compensation policy of the employees to mitigatdemal factors. (a), targeted
admission of people with rural background can bekdéol at and built in the
advertisement of the posts. (b), compensation gfl@yees in remote areas must be
given high attention and this includes “allowant®sattract scarce skills in remote areas,

structuring of wage benefits and increase in allmeagrant for family education.
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Secondly, supportive supervision for staff. Thitddypport for continuous development

and career development.

Primary retention factors: The following retentifaictors have been identified and the
management must be aware as they all contribugtatbretention at DOA Ukhahlamba,
namely: 1) resource availability to perform work), @se of discretion in handling
customers, 3) impact of job to the society, 4) kamlity of latest technology, 5) job
satisfaction, 6) job engagement, 7) total job &atiton, 8) multitasking, 9) health and
safety at work and 10) job knowledge. With regardhe top three factors identified,
the use of discretion in handling customers andachpf job to the society must be
given adequate attention and it is recommended te@y must be built into the
performance agreement of the individual and linkhwperformance bonus. It is
recommended that the use of discretion be assassdelr generic competence on
initiatives and be given high weight. Other recoemahations are suggested to
strengthen the leadership support to the DOA Uldmabh staff, namely: 1) allow
participation in decision making, 2) Provide on jalaining, 3) Improve personal
communication, and 4) Improve staff grievance hizugd|

There are many lessens that can be learnt by athganisations from DOA
Ukhahlamba like the provision of adequate supporthe staff in terms of resource
requirements, allow staff to use the discretiommoourage them to have that sense of

belonging to the organisation.

5.6.1.2 Recommendation for future research

The researcher has contributed to the body of kedgé by looking both labour
turnover and retention across functional structtivere is no research done at DOA on
retention and this will be used as a useful guidestention strategy in the Organisation.
The retention factors identified are generalizagadd there was enough evidence to
support the claims made by other researchers. Xteenal labour turnover factors have
been identified and can be applicable to all orgmions that operate in remote areas.
On labour turnover and retention, an academic reBes needed in the area of
identifying more external factors to the organsatiand links them with retention
factors to find a way of mitigating them and idéngxactly which retention factors can

mitigate as a specific external turnover factor.
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* To overcome the limitation of the study and extesmonsor is required to fund the
similar project or a research team be set up té& mber factors of turnover in the
remote areas. There is less information in SouticAfcompared to other countries such
as Australia

5.6.2 Conclusion

In conclusion, overall the results show that labtunnover is not a major problem at
Ukhahlamba, which compares favourable to intermafiarends where labour turnover of
20% is typical. Key factors that may influence eoygles to leave are related to the
economic and infrastructural development in theaar€hese development challenges
should be discussed in the Inter Governmentaliogist(IGR) forum for the district so that

the responsible departments can attend to them.
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APPENDICES

Appendix A

June 2008
Dear Colleague
RESEARCH INVESTIGATING FACTORS THAT INFLUENCE THE RETENTION OF STAFF

Attached is a questionnaire designed to gain Ilmsigto what influences employees to stay workiong the Department of
Agriculture. It is aimed at a cross section of emgpkes in the SECTIONS and has been approved by THREOTOR OF
HUMAN RESOURCES.

The aim of the research is to get your views ontwhauld influence your decision to stay or leave #mployment of
Department of Agriculture. It also aims to estdblite practices Department of Agriculture couldlgghat would positively
affect the retention of its employees. The resuitisbe used mainly for academic purposes and itted feport will be available
on the Rhodes University Intranet for your inforinat A copy of the results will also be made auaiato the management of
Department of Agriculture, and may be used by menmmt to reconsider Department of Agriculture’s lanResource
Management policy and practises. However, thesidigged in this questionnaire are derived from litezature and should not

be misinterpreted as ideas that are already paiggfartment of Agriculture plans, or as ideas wilitdefinitely be adopted.

This is an anonymous questionnaire and therefore wii not be personally identified in the repogirf the results. The
guestionnaire is divided into five sections and ptating it should take about 20 to 30 minutes. duld be appreciated it if you
would complete and return it to THE OFFICE by 7 20@8.

If you have any queries concerning the questiorngiease contact me at 082 950 7618.
Tel. (W) 051 603 0280, Fax. 051 603 0280,
Email address: william.msomi@agr.ecprov.gov.za
Thank you for your participation.

Yours sincerely

Msomi M.W.
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SECTION A: BIOGRAPHIC DETAILS OF THE RESPONDENT

Please complete Section A in full. Please notetthiatinformation will be used to make group conigams only and your questionnaire will not be amedl/or reported on an individual basis. Either fill
in the detail required or place a cross (X) overnlamber that best describes you.

QUESTION ANSWER

1 Race: 1 = Black, 2 =White, 3 =Asian, 4 =“Coted"” 1 2 3 4

2 Age: 1= Less than 25, 2= 25 to less than 35, 3=038ds than 45, 4= 45 to less than 55, 5=55dmrol 1 2 3 4 5

3 Job Leve: 1 = Top management, 2 = Middle management, 3peisor, 4 = Professionally qualified staff, 5 ariNsupervisory 1 2 3 4 5

4 Length of service at your current employer years Monthg

5 Length oftotal working experience: years Monthg

6 Number of employers worked fo,, before being employed by your current employer Employers

7 Highesteducational qualification obtained: 1= Less than Matric or Grade 12, 2=rMatr Grade 12, 3= Diploma, 4= Bachelors Degrge,| 1 213 4] 5 6
Honours Degree, 6= Masters or Doctoral Degree

8 Gender:. 1=male, 2 =female 1 2

9 Division or section: 1= Administration, 2= HR, 3= Suppl= Finance, 5= Engineering , 6= Vet servicesExtension services, 8= 1 2 3| 4| 5/ 6|7 8
Economics

10 Distance: If you are married or in a serious relationship gour partner also works, please indidade far away their place of work is from| 1 2 3 4 5
yours. 1= Not applicable, 2= Less than 5 km, 3g E$s than 50km, 4= 50 to 100km, 5= more than dD0k

11 Please indicate your usual and main wayasfelling to work: 1= walk or bicycle, 2= train, 3= bus or taxi, dwn transport (e.g. car, 1 2 3 4 5
motorcycle), 5= Other Specify

12 Marital status: 1= Not married nor in a serious relationship Narried or living with a partner 1 2

13 Name of previous employer and place of work. (igtrict/ Town)

14 Main reason for leaving previous place of emplegt

15 Name of current employer and place of waokv()

16 Do you own or rent the home that you stay inwj@u commute to and from work during the week®iwn, 2= Rent 1 2

17 Employment status of spouse or piner: 1= Not applicable, 2= Unemployed, 3= Employed giare or in a half day job, 4= Employed ful| 1 2 3 4 5
time, 5= Self-employed in own business

18 Please indicate the number of people under 4&ya age who live with you in the week. People

19 Location (i.e. Municipality) : 1= Senqu , 2= Maletswai, 3= Gariep, 4= Elundsri,Ukhahlamba district office 1 p B |4 5
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SECTION B

This section of the questionnaire examines isselesed to staff retention and turnover. It is @m@mn questionnaire and as such there are no dgktrong answers. You are simply requested to
answer as honestly as possible, expressing youioopon the scale provided. It is important thati yshow some differentiation in your responsesiticate which factors are more important than
others. Do not take too long in deciding on yowsveer to any of the items. Usually your first resge is accurate.

SECTION B1: FACTORS THAT INFLUENCE YOUR DECISION TO STAY OR LEAVE THE ORGANISATION

Please indicate the degree of importance of tHevioig factors in either influencing you to stay onleave the employment of your current employeplace of work. Place a cross (X) over the
corresponding number on the scale. A score of @@raneans that this factor is not important atdien it comes to influencing you to stay or ledwe organisation. A score of +10 means that this
factor is extremely important in retaining your dayment, while a score of -10 means that this fais@xtremely important in influencing you to cales leaving.

It is important to first be clear on what the faateeans for you and then decide on its influencg@mnstaying or leaving. For example, you may dec¢hat the public reputation of your employer is

very good, but compared to other factors, thisoiadbes not influence your decision to stay or ben a low positive score or even a score of nerald be appropriate. Another example is that you
may describe the organisational culture as vemp&brand regulated, and like this aspect of therasgdion. Then you may rate organisational culage positive influence on your staying, and may
give it a score of +6. On the other hand, you matylike the way the organisation is structurethatmoment and this is making you unhappy. Yould@robably then give this factor a high minus

score, maybe even -10 if you feel very stronglylalio

FACTOR Degree of importance
Important influence on me leaving Not important Importat influence on me staying
1. | The public reputation of the organization -1 ® 87 |6 ]|5(-4]-3]-2] -1]0 +1 | +2 | +3 | +4| +5| +6| +7[ +8 +9 +10

The relationship that the organisation has with eoth-10 9(8)|-7| 6| 5| 4| 3| -2 -1]0 +1 | +2 | +3 | +4| +5| +6| +7( +8 +9 +10
organizations

3. | The relationship that the organisation has withcitstomers| -10 9(8)|-7| 6| 5| 4| 3| -2 -110 +1 | 42 | +3 | +4| +5| +6| +7( +8 +9 +10
or clients

4. | The purpose or vision and mission of the orgarorati -10 9| 8| -7| 6| -5 4] -3 -2 -10 +1 | +2 | +3 | +4| +5| +6| +7[ +8 +9 +10

5. | The structure of the organization -1( L B q7 65 14 [-3|-2]-1]0 +1 | +2 [ +3 | +4| +5| +6| +7| +8 +9 +10

6. | The plans and changes that the organisation isimgahting -10 9] -8 -71 -6 -5 -4 -3J -2 -10 +1 | +2 | +3 | +4| +5| +6| +7| +8 +9 +10

7. | The organization’s policies, systems and processes -10 9 (8| -7 6| 5| 4] -3] -2 -1]0 +1 | +2 | +3 | +4| +5| +6| +7| +8 +9 +10

8. | The degree of fairness and consistency in the wayhich | -10 9(8)|-7| 6| 5| 4| 3| -2 -110 +1 | +2 | +3 | +4| +5| +6| +7( +8 +9 +10
policies are implemented

9. | The level of “red tape”, bureaucracy or standawliselO 9(8)|-7| 6| 5| 4| 3| -2 -110 +1 | 42 | +3 | +4| +5| +6| +7( +8 +9 +10

operating procedures in the organization

10. | The organisational culture -10 -9 -§ T - +1 | +2 | +3 | +4| +5| +6| +7| +8 +9 +10
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11. | How things are done around here, and how peoplergky | -10 9(8)|-7| 6| 5| 4| 3] -2 -110 +1 | +2 | +3 | +4| +5| +6| +7( +8 +9 +10
behave at work

12. | The amount and timing of communications regardifem® | -10 9(8)|-7| 6| 5| 4| 3| -2 -1]0 +1 | 42 | +3 | +4| +5| +6| +7( +8 +9 +10
events and developments in the organization

13. | The general climate or emotional state of peopieaak -10 9| -8 -7 6] 5| 4] -3] -2 -10 +1 | +2 | +3 | +4| +5| +6| +7[ +8 +9 +10

14. | The way the organisation is being led by top maneaye -10 9| 8| -7| -6 -5] -4 -3 -2 -340O +1 | +2 | +3 | +4| +5| +6| +7| +8 +9 +10

15. | The amount of participation in decision making time | -10 9(8)|-7| 6| 5| 4| 3| -2 -110 +1 | +2 | +3 | +4| +5| +6| +7( +8 +9 +10
organization

16. | The amount that the organisation either listensl@gs not| -10 9| -8 -7 -6 -5 -4 -3 y 10 +1 | +2 | +3 | +4| +5| +6| +7( +8 +9 +10

Q)
1
IN
1
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listen to the views and ideas of its employees

17. | The quality of my manager’s leadership and natiur¢he 8| -7 6| 5| -4 20 1 +1 | +2 | +3 | +4| +5| +6| +7( +8 +9 +10
relationship | have with him or her

18. | The way people are treated by those in leadersisjiipns 8| -7 6] 5[ -4 -2 10 +1 | +2 | +3 | +4| +5| +6| +7| +8 +9 +10

19. | The way problems are generally dealt with by marsage 8| -7 6| 5| -4 -2 -110 +1 | 42 | +3 | +4| +5| +6| +7( +8 +9 +10
the organization

20. | The learning environment of the organization 98 | -7 | 6 | -5 -4 21 -1]10 +1 | +2 | +3 | +4| +5| +6| +7[ +8 +9 +10

21. | Developing myself and gaining new knowledge andsski 8| -7 6| 5| -4 -2 -11 0 +1 | +2 | +3 | +4| +5| +6| +7( +8 +9 +10

22. | The degree to which | feel adequately trained tonggob 8| -7 6] 5] -4 22l 10 +1 | +2 [ +3 | +4| +5| +6| +7| +8 +9 +10

23. | The training and development opportunities avadabl 8| -7 6| 5] -4 2 -1 0 +1 | +2 | +3 | +4| +5| +6| +7[ +8 +9 +10

24. | The amount of coaching and mentoring received -8 [-7] 6| 5| 4 2| -110 +1 | +2 | +3 | +4| +5| +6| +7[ +8 +9 +10

25. | The amount of opportunity for personal career dgwelent 8| -7 6| 5| -4 22 -110 +1 | +2 | +3 | +4| +5| +6| +7( +8 +9 +10
and growth, including my promotion prospects

26. | The social environment at work - - - 5 4 21 -110 +1 | +2 | +3 | +4| +5| +6( +7| +8 +9 +10

27. | The quality of the relationships | have with cofjaas that | 8| -7 6| 5| -4 22 -110 +1 | +2 | +3 | +4| +5| +6| +7( +8 +9 +10
work with

28. | The way | am treated by my work colleagues 98 |--7 | 6 | -5 | -4 2| -110 +1 | +2 | +3 | +4| +5| +6| +7( +8 +9 +10

29. | The amount of support | receive from my manager 8| -7 6| -5 -4 20 1 +1 | +2 | +3 | +4| +5| +6| +7( +8 +9 +10
colleagues

30. | The size of my pay package - E 1 H 32 | -1 |0 +1 | +2 | +3 | +4| +5| +6| +7[ +8 +9 +10

31. | The way my pay package is structured in termssabénefits 8| -7 6| 5| -4 20 1 +1 | +2 | +3 | +4| +5| +6| +7( +8 +9 +10
(medical, pension, allowances) and incentives (
performance bonus)

32. | The degree to which | am fairly or unfairly rewaddier my 8| -7 6| -5 -4 20 1 +1 | +2 | +3 | +4| +5| +6| +7( +8 +9 +10
contribution

33. | The balance of work and my other life pursuits emdrests -8 -7 -6| -5 -4 -4 -] +1 | +2 | +3 | +4| +5| +6| +7| +8 +9 +10

34. | The size of my workload -8 -7 - -§ -4 B pP-1 |0 +1 | +2 | +3 | +4| +5| +6| +7[ +8 +9 +10

35. | The amount of overtime and weekend work that | hive 8| -7 6| -5 -4 20 1 +1 | +2 | +3 | +4| +5| +6| +7( +8 +9 +10
perform

36. | My regular working hours -8 -7 -6 -9 -4 8 2--11]0 +1 | +2 | +3 | +4| +5| +6| +7( +8 +9 +10

37. | The amount of time that | spend away from home tug¢ 8| -7 6| 5| -4 20 1 +1 | +2 | +3 | +4| +5| +6| +7( +8 +9 +10
work commitments and travelling each day

38. | The number of nights that | spend away from home tiu 8| -7 6| -5 -4 20 1 +1 | +2 | +3 | +4| +5| +6| +7( +8 +9 +10
work commitments and traveling

39. | The amount of flexibility | have in terms of whenvbrk and 8| -7 6| -5 -4 20 1 +1 | +2 | +3 | +4| +5| +6| +7( +8 +9 +10
where | work

40. | The amount of stress, tension and conflict | exgraxe in my 8| -7 6| 5| -4 20 1 +1 | +2 | +3 | +4| +5| +6| +7( +8 +9 +10
job

41. | The degree to which | feel | am doing a job thatssor does 8| -7 6| 5| -4 2 -1 +1 | 42 | +3 | +4| +5| +6| +7( +8 +9 +10
not suit who | am

42. | The degree to which the work environment is eig@rsitive 8| -7 6| 5| -4 20 1 +1 | +2 | +3 | +4| +5| +6| +7( +8 +9 +10
to or indifferent to my personal, family and heattlated
needs

43. | The current performance management system of -8 | -7 6| 5] -4 20 -1 +1 | +2 | +3 | +4| +5| +6| +7| +8 +9 +10
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organization
44. | Opportunities for feedback, self-improvement andeesn| -10 9(8)|-7| 6| 5| 4| 3] -2 -110 +1 | +2 | +3 | +4| +5| +6| +7( +8 +9 +10
advancement
45. | The degree to which | can achieve my personal [aritD 9(8)|-7| 6| 5| 4| 3| -2 -1]0 +1 | +2 | +3 | +4| +5| +6| +7( +8 +9 +10
professional goals
46. | The recognition | receive for what | do -10 9 B7-46|5]-4-3]-2]-1|0 +1 | +2 | +3 | +4| +5| +6| +7( +8 +9 +10
47. | The degree to which | believe | am performing welimy | -10 9(8)|-7| 6| 5| 4| 3| -2 -110 +1 | +2 | +3 | +4| +5| +6| +7( +8 +9 +10
current job
48. | The degree to which | know what is expected of meay job | -10 9| -8 -7] 6| 5| -4 -3 -22 -4o +1 | +2 | +3 | +4| +5| +6| +7| +8 +9 +10
49. | The high or low status of my job in the organisatio -10 918 -7 6| 5] 4 3] -2 -10 +1 | +2 | +3 | +4| +5| +6| +7| +8 +9 +10
50. | The amount of variety in my job. That is the extenwhich | -10 9(8)|-7| 6| 5| 4| 3| -2 -110 +1 | +2 | +3 | +4| +5| +6| +7( +8 +9 +10
I am required to do many different things at waukjng a
variety of skills and talents.
51. | The degree to which my job involves doing a “whoéeid | -10 9(8)|-7| 6| 5| 4| 3] -2 -1]0 +1 | +2 | +3 | +4| +5| +6| +7( +8 +9 +10
identifiable piece of work. That is, the extentvthich the
job is a complete piece of work that has an obvimginning
and end.
52. | The level of significance or importance of my jobThe | -10 9(8)|-7| 6| 5| 4| 3| -2 -110 +1 | +2 | +3 | +4| +5| +6| +7( +8 +9 +10
extent to which the results of my work affect tive$ and
well-being of other people.
53. | The level of autonomy that my job provides. Théeakto| -10 9(8)|-7| 6| 5| 4| 3] -2 -110 +1 | 42 | +3 | +4| +5| +6| +7( +8 +9 +10
which my job permits me to decide on how to go aloiming
my work
54. | The amount of information that the job itself pae$ me| -10 9(8)|-7| 6| 5| 4| 3| -2 -110 +1 | +2 | +3 | +4| +5| +6| +7( +8 +9 +10
with, about my work performance. The extent tochhihe
work itself provides clues about how well | am dpibesides
any feedback | get from my co-workers or supervisor
55. | The amount | can or cannot be innovative and aredt my | -10 9(8)|-7| 6| 5| 4| 3| -2 -1]0 +1 | 42 | +3 | +4| +5| +6| +7( +8 +9 +10
job
56. | My level of engagement and involvement with my job -10 9 (8| -7 6| 5| 4] -3] -2 -1]0 +1 | +2 | +3 | +4| +5| +6| +7| +8 +9 +10
57. | The level of challenge and excitement of work assignts in| -10 9(8)|-7| 6| 5| 4| 3| -2 -110 +1 | +2 | +3 | +4| +5| +6| +7( +8 +9 +10
my area of expertise
58. | The scope or discretion | have available to respondient | -10 9(8)|-7| 6| 5| 4| 3| -2 -1]0 +1 | 42 | +3 | +4| +5| +6| +7( +8 +9 +10
or customer needs
59. | The overall level of job satisfaction that | am expncing at| -10 9(8)|-7| 6| 5| 4| 3| -2 -110 +1 | +2 | +3 | +4| +5| +6| +7( +8 +9 +10
the moment
60. | The meaningfulness of job content and assignments -10 98| -7| 6| 5| 4| -3] -2 -1]0 +1 | +2 | +3 | +4| +5| +6| +7( +8 +9 +10
61. | The level of responsibility | have in my job -10 98 (-7 65| 4] 3[-2] -1]0 +1 | +2 | +3 | +4| +5| +6| +7| +8 +9 +10
62. | The extent to which the latest technology is atééar not. -10 9| 8| -7 -6] -5 -4 -3 -2 -10 +1 | +2 | +3 | +4| +5| +6| +7( +8 +9 +10
63. | The availability of technology, equipment, resosrcand| -10 9(8)|-7| 6| 5| 4| 3| -2 -110 +1 | +2 | +3 | +4| +5| +6| +7( +8 +9 +10
tools to perform my work
64. | The level of health and safety at the workplace 0-19|1-8(-7] 6| 5| 4] 3] -2] -1]0 +1 | +2 [ +3 | +4| +5| +6| +7| +8 +9 +10
65. | The quality of air and lighting, and the noise leve -10 918 -7 6| 5] 4 3] -2 -1]0 +1 | +2 | +3 | +4 | +5| +6| +7| +8 +9 +10
66. | The arrangement and layout of the work area -10 B |76 5]-4] 3] -2 -1]0 +1 | +2 | +3 | +4| +5| +6| +7| +8 +9 +10




SECTION B2: MANAGING STAFF RETENTION

Please provide your opinion of the degree of ingoare of the following possible management initedithat could be taken by your current employeetain you in employment. Place a cross (X)

over the corresponding number on the importande $odhe right. A score of 0 means that this fagmot important at all, while a score of 10 neé#mat this factor is extremely important.

FACTOR Degree of importance
Not important at all Very imprtant
67{ Clarify and communicate the organisation’s coreppse and guiding principles and values Of[1 |2 ]34 5] 6] 7] 8 9 10
68] Change human resource management policies schthatte more fair Of[1 2|3 4] 5] 6| 7| 8| 9 10
69] Change the organisation structure so that it tsefland more flexible Of[1 2|3 4] 5] 6| 7| 8| 9 10
70/ Improve organisation systems and processes O f[1 (2|34 5] 6| 7| 8 9 10
71] Communicate more with me about what is happenirigérorganisation O [1 2|34 5] 6| 7| 8 9 10
72| Communicate more with me about things that affegiob Of[1 2|3 4] 5] 6| 7| 8| 9 10
73] Improve the way in which staff grievances are reggmband handled Of[1 2|3 4] 5] 6| 7| 8| 9 10
74] Reduce the amount of bureaucracy or red tape O f[1 (2|34 5] 6| 7| 8 9 10
75 Allow me to participate more in decision making gmdblem solving within the organisation Of[1 213415 6] 7| 8 9 10
76] Change the person who | report to (i.e. my superyis O f[1 2|3 4] 5] 6| 7| 8| 9 10
77] Develop my manager so that he or she can manageameeffectively Of[1 2|3 4| 5] 6| 7| 8| 9 10
78] Move me to another section so that | work withetint people O [1 (2|34 5] 6| 7| 8 9 10
79] Organise more informal gatherings where staff canswocially O [1 2|34 5] 6| 7| 8 9 10
80/ Increase my pay by 25 percent 0 1 (2134 5] 6 7| 8 9 10
81] Pay me more, based on my performance or contriutio Of[1 2|3 4] 5] 6| 7| 8| 9 10
82| Improve the induction programme for new employeethat they can better adjust to their new workplac OjJ1] 2] 3 4| 5| 6] 7| 8 9 10
83] Revise the performance management system O [1 (2|34 5] 6| 7| 8 9 10
84/ Provide me with more training related to the jaiol Of[1 2|3 4| 5] 6| 7| 8 9 10
85/ Provide me with more opportunities to attend casirgkich develop me O f[1 2|3 4] 5] 6| 7| 8| 9 10
86/] Provide me with a clearer career development path o1 2|34 5] 6| 7| 8| 9 10
87] Provide me with a coach or mentor O [1 (2|34 5] 6| 7| 8] 9 10
88| Redesign the job that | do O f[1 (2|34 5] 6| 7| 8| 9 10
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SECTION B3: EXTERNAL FACTORS THAT MAY INFLUENCE YOU R DECISION TO LEAVE THE ORGANISATION

There are a number of reasons outside of the wgrdatvironment, which may influence a person to detineir place of employment. Please provide yqumion of the degree of importance of the
following factors to your remaining or leaving theea or your job. Place a cross (X) over the spoading number on the importance scale to thd.righscore of 0 means that this factor is not
important at all, while a score of 10 means thest fdctor is extremely important.

FACTOR Degree of importance
89] The geographic location of my place of employmard rural or urban area. Of[1 2|34 5] 6| 7| 8| 9 10
90/ The level of infrastructural development (e.g. dtind of roads, public transport system, shoppiegtees) 0| 1| 2| 3| 4| 5 6 7 g ¢ 1(
91] The availability of sport and recreational fac#gi O f[1 (2|34 5] 6| 7| 8 9 10
92| The level of crime in the area 0 112|134 5| 6 7 8 9 10
93] The quality of education available for my family O f[1 2|3 4] 5] 6| 7| 8| 9 10
94| The availability and quality of health services o1 2|3 4] 5] 6| 7| 8| 9 10
95/ The people who live in my neighbourhood O [1 2|34 5] 6| 7| 8 9 10
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SECTION B4: INTENTION TO QUIT

Finally, please give an indication of your intentito quit by placing a cross (X) to show the degmewhich you agree or disagree with the followstgtements, where 1= Strongly disagree and 7=
Strongly agree.

FACTOR Level of agreement

Strongly disagree Strgly agree
96. | | often think about quitting my job. 1 2 3 4 5 6 7
97. | I will probably look for a new job in the next year 1 2 3 4 5 6 7
98. | | never think about quitting my job. 1 2 3 4 5 6 7
99. [ | am thinking of leaving the country. 1 2 3 4 5 6 7
100.| | am thinking of leaving the Province | currentlpsk in. 1 2 3 4 5 6 7
101, I am thinking of leaving the town/city | currentiyork in. 1 2 3 4 5 6 7
102.| | am thinking of leaving the profession or linevadrk | am currently in 1 2 3 4 5 6 7
103.| | am thinking of leaving my place of work so asdcloser to my family and friends, or to be ablegend more time with them 1 2 3 4 5 6 7
104.| If | wanted to resign this month, | expect thabuld easily get another job 1 2 3 4 5 6 7

This is the end of the questionnaire.
Thank you for completing this questionnaire.
Please remember to return it to: 34 Botha street
Lady grey
9755
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Appendix B: Locality Map
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Source: Ukhahlamba LED strategy, 2009.
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