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Integrative Summary

Small to Medium Business Enterprises (SME’s) are widely recognised as the driver of
economic growth. SME's are responsible for employing large sections of the working
population and, in doing so, facilitate the development of skills for many thousands of
workers. Whilst SME's may differ (according to various definition criteria such as size or
turnover) from other types of organisation, they share one common denominator across all
organisations: their overall effectiveness depends largely on the individual and collective
people that make up the organisation — their employees. In this context the central question

relevant to the research is *how do SME's retain their valued employee managers?”

A quantitative research method was applied in the research. Data was collected by way of a
structured self-administered survey questionnaire designed from a post positivist paradigm.
The survey was constricted by way of modifying and adapting previous surveys designed to
investigate factors that influence staff retention, to be relevant to managers employed by
SME's. The sample consisted of 35 managers employed by SME's in and around East

London in the Eastern Cape, South Africa.

The results of the research give rise to a number of clear indicators on the key retention
factors of employee managers. Based on the research resuits SME’s that want to have the
best chance of retaining their employee managers need strong and effective leadership
within the organisation, must address soft organisational factors that are conducive to an
open and trusted working environment and the roles of managers must have inherent job
factors that allow a sense of freedom to plan and execute tasks autonomously. Economic
factors such as pay and financial benefits were identified through the research as being the
least important factor when it came to manager retention. These conclusions provide SME
owners and senior managers with insight into the factors that are most likely to influence

their ability to retain employee managers.
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Table 2.3: Estimated distribution of private sector employment by class size, 2002

Sector Survivalist | Micro Micro Very | Small | Medium | Large | Total

{0)% (1-4)% |small | % % % %
%

Agriculture, 6.7 12.9 15.3 12.7 |16.3 176 18.5 | 100

forestry and

fishing

Mining and 0.9 0.7 3.4 45 |69 |49 78.7 | 100

quarrying

Manufacturing | 11.2 7.4 6.8 3.1 |93 [144 44.8 | 100

Construction 18.7 10.8 20.5 10.1 | 12.7 [12.0 15.2 | 100

Wholesale trade | 7.9 9.6 15.7 16.4 |17.1 53 28.0 | 100

Retail trade 28.5 21.1 15.1 93 |83 7.2 10.5 | 100

(including

motor trade)

Catering and 1.2 2.5 8.1 149 | 351 |14.8 23.4 | 100

accommaodation

Transport, 14.5 14.0 12.8 56 |75 |11.2 344 | 100

storage and

communication

Finance and 13.0 6.6 11.0 104 [ 135 |14.9 30.6 | 100

business

services

Community, 7.2 5.8 8.8 9.3 |16.6 |207 31.6 | 100

social and other

personal

services, and

finance and

business

services

Total 10.9 9.1 11.7 99 (143 (123 :31.8 | 100

(Source: Malgas, 2003)
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2.3 Management and managers

To navigate businesses effectively in today's turbulent environment requires managers to
have various skills and qualities (Robbins et af, 2001). “The field of management is
undergoing a revolution that requires managers to achieve even more with less, to engage
employees, to see change rather than stability as the nature of things and to process visual
and cultural values that allow people to create a truly collaborative work place”. (Brevis,

2008: 117).
2.3.1 The role of managers and management within organisations

Managers work in organisations (Cronje, 2007). An organisation is a consciously
coordinated social unit, composed of two or more people that functions on a relatively
continuous basis to achieve a common goal or set of goals (Robbins et al, 2001). The
business world in which organisations exist and compete is a complex system of individuals
and businesses, which, in a market economy, transforms limited resources into products and

services in order to meet the unlimited needs and wants of people (Brevis, 2008).

Organisations do not achieve their goals automatically. In addition to the people, physical,
financial and knowledge resources there is a further indispensable element necessary to
direct all these resources effectively towards its goals. That indispensable element is
management (Cronje et al, 2006). Management is the process, facilitated by managers,
whereby human, financial, physical and information resources are employed in order to
reach the goals of an organisation (Cronje et al, 2006). Organisations that are well managed

develop a loyal customer base, grow and prosper (Robbins and Coulter, 2003).
2.3.2 Who is a manager?

The answer to the question “who is a manager?” depends not upon the tasks undertaken but

upon an individual's social position in the organisations hierarchy (Willmot, 1984).
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Looking at the retention of employees and managers holistically eight key retention factors

have been identified through the works of Riggs and Rantz (2001} and adapted from the

works of Nompula (2007). These eight retention factors include: hard organisational factors,

soft organisational factors, relational factors, leadership factors, economic factors, individual

factors, personal development factors, and job factors (Amos et al, 2008).

Table 2.10: The eight key retention factors.

Organisation factors (Hard)

Open, flexible & fiat
organisational structure
Equitable HRM policies
Low levels of bureaucracy
Efficient, user-friendly &
performance orientated
systems and processes

Organisation factors (Soft)

Inclusive development
and performance-
orientated
organisational culture
Supportive climate
Open, two-way
communication

Relational factors

Positive organisational
reputation

Collegiality and team work
Partnerships with other
organisations

Good customer refationships
and loyalty

Economic factors

Competitive salaries &
benefits

Pay for performance
Contribution-reward equity

Leadership

Effective strategic leadership
Effective and supportive
supervision

Participative decision making

Individual factors

Work-life balance
Quality of life

Personal circumstances
Personai mobility

Personal development factors

Opportunities for
leamning and
development
Opportunities for career
development and
growth

Coaching and
mentoring

Constructive feedback
on performance

Job factors

Absence of role stress and
conflict

Ciear job expectations
Chalienging work
Enriched jobs

Availability of new
technology

{Source: Riggs and Rantz, 2001, adapted by Nompula, 2007).
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Personal mobiiity (willingness to adapt
to a changing environment)

19

Opportunities for training,
development and career progression

| Freedom to plan and execute work

independently

Management and business structure/s
that is/are efficient.

‘Recognitlon for contribution to
organjsational goals

Treated with courtesy and respect by
colleagues

20

Sufficient benefits and reward
packages

21

Management/Supervisors listen and
respond to employees’ ideas

22

23

24

25

Sense of achievement (individual
achievements recognised)

Opportunities for feedhack, self-
improvement and career advancement

-Freedom and autonomy to assume

more responsibility on work
assignments

Freedom from bureaucracy

26

Oppertunity to innovate and improve-
systems

27

Positive relations and team work
amongst colleagues

28

Premium remuneration for specialist
skills and knowledge

29
30 |
31

32

Participative decision-making by
Management and staff

‘Oppertunity to achieve personal and
professional goals

lob enrichmant, rotation and
eniargement

Balanced workload that matches
‘competence level and time
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Fair and reasonable HR and work
policies

34

Coaching and mentoring (skills transfer
and knowledge sharing is easily
facilitated)

35

Favourable organisational reputation

36

Indirect compensation (e.g. car
allowance, medical aid and penslon
fund)

37

Management that values individuals'
contributions and fully utilises their
skills

38

Scope to balance work and life pursuits

—

39

Public exposure through presentations
at conferences and publications for the
general public and specific audiences

40

Control over work assignments (clear
job expectations}
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