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ABSTRACT
Thepurposeofthisstudywastoexaminetheeffectofemployeeturnoverontheorganizational
performanceofOromiaBank.Adescriptiveresearchdesignwithamixedresearchapproach
wasemployed.Proportionallystratifiedsamplingtechniques,simplerandom techniques,and
thepurposivesamplingtechniquewereusedtoselectsamplesfrom thetargetpopulation.Data
weregatheredusingasemi-structuredquestionnaireandsemi-structuredinterview from 244
sampledrespondentsandfourinterviewees,includingdirectors,chiefofficers,anddeputychief
officers.Additionally,primarydataweregatheredfrom differentdocuments.From inferential
statistics,independentsamplelinearregressionwasemployed,andfrom descriptivestatistics,
frequency,percentagemean,andstandarddeviationwereemployedtoanalyzethedata.The
findingsfrom bothquantitativeandqualitativesourcesconcomitantlyrevealedthatthereis
staffturnoverin Oromia Bankcaused byfactors like the search forbetteremployment
opportunity,careerdevelopment,compensation,andsalary,aswellaspoorgovernance,high
workpressure,andpoortraininganddevelopmentopportunities.Additionally,itisfoundthat
existingemployeeturnoverhasaffectedorganizationalperformance.From this,itisconcluded
thattheexistingstaffturnoverinOromiaBankiscausedbyuncompetitive careerdevelopment,
compensation,and salary,poorgovernance,high work pressure,and poortraining and
developmentopportunities.Additionally,itisconcludedthatemployeeturnoverhasaffected
organizationalperformance,resultingindeclinedservicedelivery,low productivity,andahigh
costofhiringnewemployees.Hence,itisrecommendedthatOromiaBankimproveitscareer
developmentopportunities,salaryandbenefitstatus,increaseitsworkforcetoreduceworkload,
providecontinuoustrainingforemployeedevelopment,andcreateaconducive,clean,and
stableworkenvironmenttoreduceemployeeturnover.Finally,toenhanceitsproductivity,
servicequality,anddeliverytimetomaximizeitsprofitability,OromiaBankisrecommendedto
retainitsexperiencedemployees.

Keywords;Turnover,organizationalperformance
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CHAPTERONEINTRODUCTION

Underthissectionabriefdescriptionofthetopicunderstudyismade.Accordingly,

backgroundofthestudy,statementoftheproblem,basicresearchquestionsguidingthe

study,objectivesofthestudy,significance,delimitation,andorganizationofthestudyis

presented.

1.1BACKGROUNDOFTHESTUDY

Employeeturnoverisdelineatedtoasituationinwhichemployeesdeparttheorganization

forseveralreasons,and thus,negativelyaffecttheorganization in termsofoverall

expenditureandtheabilitiestodistributetheminimum requiredservices(Yankeelovet.al.,

2008).Whenemployeesleavetheorganization,thismaynotonlyimpactonorganization

butalsoonworkforceitself.Duetoitsdepressingimpact,employeeturnoverhasbeen

considerabletopicforscholars,academicsandmanagers.

Interpersonalrelationshipamidthedifferentdepartmentshasasignificantimpacton

employee turnoverintention.When an organization ora departmenthave intricate

interpersonalrelationship,therearemanysectionsorsmallgroups,itmaybecomplicated

foremployeestodealwiththerelationshipwithcoworkersandmanagers,ortheworkers

are to spend a lotofenergyto have relationships within the organization orthe

department,theyareratherlikelytoleavethejob(Zhang,2016).

Trainingandlearningopportunitieswillalsohaveconsiderableeffectsonemployees

stayingintheorganization.Ifthecompanydoesnotprovidethem theopportunitytolearn,

theycannotimprovetheirskillsandabilities.Inotherwords,employeesaremostunlikely

togetself-realizationsothattheycannotcontinuetogrow inthecompany.Asaresult,

employeesmaytendtoquitthejob(Liuetal,2006).

PearceandMawson(2009)havedescribedcontradictoryeffectregardingthelowrateof

trainingintheorganization,leadingtopoorjobperformanceandhigherrateofemployee

turnover.On theotherhand,someorganizations,which provideappropriatetraining

program fortheiremployees’learningandskilldevelopment,achievethehighratioof

successandhelpingtominimizethelevelofemployeeturnover.Therefore,employees
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mighthavegreatercommitmentto theirjob and fullencouragementto stayin the

organization(Amosetal.,2008).

However,oneofthesignificanteffectsofturnoveristoincreasecostduetorecruitingand

training new employees.Itcosts businesses money to callforinterview and hire

candidates.Besides,itisacostlyprocessthatskilledworkersrarelyspendthetimeand

contributeinincome-generatingactivities,becausetheyprovidetrainingtonewworkers.

Inotherwords,experiencedworkersareresponsiblefortrainingnew employeessothat

theyarelessabletoconcentrateontheirnormaljobduties.Inasmallbusiness,theowner

himselfmighthaveto trainnew employees.Inaddition,thecombinedeffectofthe

negativescanresultfrom highturnover,leadingafirm togeneratelessprofit.Anything

thatleadstoincreasecostsorreduceproductivity,incomewilltendtoreduceprofit.

EvidenceforthisisprovidedbytheHarvardBusinessSchool,whenbusinessesexperience

higherturnover,theywillgetlowerprofitmargins(ZeynepandRobert,2008).Itoftentakes

monthsoryearsforanewbusinesstoachieveprofitabilityduetoincreaseofunexpected

costsashighturnoverandneedstostartnewventuretomakeaprofit.

Thirtyninecasesregardasjobsatisfactionshavebeenassessedinthepastfiftyyears

anditwasdiscoveredthatallbutfourstudiesdemonstratednegativerelationship(Firthet

al.,2007).Bycontrast,SimonandKristian(2007)opinethatjobsatisfactionisoneofthe

predictorsofturnoverintention.IntheperspectivesofWesternresearch,severalstudies

have found thatjobrelated factors are the key determinants ofjob satisfaction,

organizationalcommitmentandturnoverintentionsamongemployees.(Boxalletal.,2003,

Malhotraetal.,2007;MeyerandSmith,2000).Adifferentstudyillustratesthatbothlower

jobsatisfactionlevelandorganizationalcommitmentareassociatedwiththehigherrate

ofturnover(ZhaoandZhou,2008).However,Zuber(2001)statesthat“turnovermay

mattermoreinorganizationswherejobsarenotstandardizedandproceduresdonotexist

fortransmittingknowledgetonewmembers”.

Employeespossiblyexittheorganizationduetoeconomicreasons.Michaletal.(2001)

haveusedtheeconomicmodeltopredictlaborturnoverinthemarket.Somesocio-

economic factors such as economic developmentlevel,condition oflabormarket,

employment structure, job opportunities, property enterprise, transport and



3

communication,accommodation,educationandmedicalfacilities,livingcost,qualityof

lifeandsoonallhaveaninfluenceontheintentionofemployeeturnover(Huangand

Huang,2006).Economic growth,short supply of organization personnel,better

employmentopportunities increase willlead to turnoverintention.The nature of

organizationaffectstheintentionofemployeeturnover.Membersofstaffinstate-owned

organizationshavethehighestlevelofturnoverintention,thenextisworkersinprivate

organizations,andthefinalisstaffinforeignfundedorganizations.Generally,thesethree

typesofbusinessorganizationhavethehigherrateofturnoverintention,morethanthe

average.Toacertainextent,transportation,shelter,schoolingandhealthcarefacilitiesare

negatively interrelated to the employee turnover.Underthe circumstance ofhigh

expenditureofliving,inordertomakealiving,thelikelihoodofemployeeturnoverwill

reduce.Employeesarelikelytochoosetoquitthecurrentjobforgettingthechanceof

high-paidjobinpursuitofabetterqualityoflife(Zhaoetal.,2003).

Expertsalsohaveopinedthatoverallcorporatecultureofanorganizationaffectsthe

employeeturnover.However,themostimportantissuehereisthetrustinandrespectfor

themanagementteam.Iforganizationsappreciateemployees,treatthem withrespect,

andprovidecompensation,benefits,andperksthatdemonstraterespectandcaring,they

willstayintheorganization.Inotherwords,employeesappreciateaworkplaceinwhich

communicationistransparent,managementisaccessible,executivesareapproachable

andrespected,anddirectionisclearandunderstood(Huselid,1995).Inaddition,alackof

recognitionisoneofthesignificantfactorsthatmaycontributetoturnover.Organizations

mustprovidealotofgenuineappreciationandrecognitionasicingonthecakefor

employeeretention.Otherwise,thereisaprobabilitythatemployeestendtoleave.

Apartfrom thedebateofemployee’sturnover,manyresearchershaveattributedthe

theoriesofemployees’retentionasanimportanttopicofinquiry.Employeeretentionisan

effortbyabusinesstomaintainaworkingenvironment,whichsupportscurrentworkforce

inremainingwiththecompany.Retainingskilledemployeeswouldbeaseriousconcern

fororganizationsinthefaceofeverincreasinghighrateofemployeeturnoveratnational

andgloballevel(SamuelandChipunza,2009).Literaturehasoverwhelminglyprovedthat

valuableworkforceorfunctionalworkforceretentioncanplayasignificantroleforthe
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survivalofanorganization.Asaresult,thiscouldhaveadverseeffectonproductivityand

profitability(BogdanowiczandBailey,2002).

Manyexpertsagreethatemployees’retentionpoliciesareaimedataddressingthevarious

needsofemployeestoenhancetheirjobsatisfactionandreducethesubstantialcosts

involvedinhiringandtrainingnew staff.Itisessentialforanorganizationtomaintain

corporatestrategicadvantagebyretaining thehardworking and talented employees.

Hence,managersmustunderstandthedifferencebetweenavaluableemployeesandan

employeewhodoesnotcontributemuchtotheorganizationsothattheycandesign

appropriatestrategiestoretainthepotentialemployees.Thesestrategiesmayrangefrom

lucrativerewardingpackagestoinvolvingemployeesineverysphereofthefunctioningof

theorganization(MakandSockel,2001).

Previousempiricalstudieshaveobservedthatfactorssuchascompetitivesalary,friendly

working environment,good interpersonalrelationships and job securityare the key

motivationalvariablesthatcanleadtoretainthem intheorganizations(Samueland

Chipunza,2009;KinnearandSutherland,2000;MaertzandGriffeth,2004).Twofactor

theorypropoundedbyHerzbergetal.(1959)isanimportanttheorythatexplainswhat

satisfiesordissatisfiesemployeesand,hence,servesasanimportantframeworkfor

employeeretention.

Thepurposeofthestudyincreasestheemployee'sinterestinthejob,providefacilitiesto

employees,andreducetheemployee'sfairnesstowardthejob.Thepurposesfindoutthe

reasonforemployeeturnoverandidentifytheproblem ofemployeeturnoverinthebankof

Oromiaandproposesolutionstorealizetheachievementoftheorganization'sgoal.

1.2Backgroundoforganization

Thebankingindustryisoneofthefast-growingindustriesintheservicesectorswhich

contributetotheeconomicgrowthofthecountryEthiopia.Itcontainsaround18private

banksand2governmentownedbanks.Whichgiveseveralkindsofservicetotheir

customersallaroundthecountryincludingsavingmoney,mobilizingalltypesofDeposits,

ProminentMoneyTransferOperation(WesternUnion,MoneyGram,andExpressMoney),

CreditServices,andInternationalBankingServices,Mortgages,PersonalLoansandsoon
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Servicequalityhasnowbecomethemostimportantfactorinthebankingindustrysinceit

consistsofhighlycompetitiveenvironment.Thefirstbankin Ethiopia wasBankof

Abyssiniawhichwasaprivatebankestablishedintheyear1906,Feb15byEmperor

Menelik.Afterthatmany banks have been developed and now days,we have 2

governmentbanksand27privatebankswhicharefoundinAddisAbaba.Oromiabankis

oneoftheprivatebanksinEthiopia,thebankhave390branchesasatJune30,2022.The

totalemployeesoftheBankexcludingoutsourcedstaffstoodat5170asatJune30,2022.

Overallimprovementofemployee’sjobperformancehelpsorganizationkeepsubstantial

competitivebenefitsintheworldwidemarketingcompetition.Performanceisanimportant

criterionfororganizationaloutcomesandsuccess.

1.3Statementoftheproblem

Employeeturnoverisaseriousproblem formanyorganizationsaroundtheworld.Itisthe

headacheofmanyprivateandgovernmentalorganizationsinEthiopia.Turnoveristhe

biggestcostforemployersandownersofmanyorganizationsto replaceanexiting

employee.Humanresourcemanagersfaceproblemsintoday’sworkingenvironment.

Therefore,theresearcherhadseentheeffectofemployeeturnoverontheorganizational

performanceofbanksinthebankingindustrythataffectsjobsatisfactionandencouraged

managers to develop appropriate measures to avoid factors that lead to job

dissatisfactionorretention.Ontheotherside,theproblem waswhenwell-experiencedand

valuable employees leftthe organization.Organizations make investments in their

employeesbytraininganddevelopingthem,motivatingthem,andexpectingareturnthat

addsvaluetotheorganization'sperformance.However,theresearcherknowswhenthe

employeesleave,theorganizationwillsufferalossandotherdifficultiesinachievingits

goalsandobjectives.Turnovermattersarecostlyandaffectbusinessperformance.This

makesthecompetitiveenvironmentmoreintensethanitalreadyis.Turnoveraffectsthese

organizationsintheindustrybothinfinancialandnon-financialterms.

Withregardtofinancialtermsthebankswasincurringdirectandindirectexpenses,which

include the costofadvertising,headhunting fees,human resource costs,loss of

productivity,new hiretraining,andcustomerretentionthatmeanstheymusthaveto

replaceanemployeethiswillhaveanegativeimpactontheperformanceofthisbanksin
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achievingtheirgoalsPriorliterature(HackmanandPisano2006;Shawetal.2005a,2005b,

2009;SiebenandZubanov2009)indicatesthatthesameemployeeturnovercanimpact

organizations differently.Researchertried to relate mostly due to differentfactors

depending on the quality ofthe staffleaving the organization forexample,costs

associatedwiththerecruitmentandselectionofthereplacingemployeeturnoverforthe

organizations.Thisstudyistoanalyzetheeffectofemployeeturnoverontheperformance

oforganizations.Thisstudytriestoaddfortheexistingempiricalliteratureandleadtoa

conclusive decision on the effectof employee turnover on the performance of

organizationespeciallyinOromiabank.Besideslossofproductivity,moneyandtime,the

organizationalsolossesintermsofsomedirectcostssuchaslow moraleofexiting

employees thatmay occurdue to increased work load ordue to the arousing

dissatisfactionwithorganization.OromiaBankS.Chavebeenexperiencinghighturnover

ratewhichgetshighereveryyearandtherearealotofstudiesregardingthisbutthe

problem hasn’tresolvedyet.Theresearchhasassessedthegapintheeffectofemployee

turnoveronorganizationalperformance.Mysourcesofevidenceformakingthiscomment

arethe2013E.Cannualgeneralreportanduncoordinatedinformationfrom employees.

Thisstudywillsupporttheindustrialbanktoachieveitsgoalsbyhavingitsemployees

withsufficientefficiencyandskills.Isupporttheidentificationofthecausesofthe

problem andthedirectionofsolutions.Whatsetsthisstudyapartfrom otherstudiesis

thatitnow focusesonthebanksofOromia.Becauseitistheproblem thatthebankis

currentlyfacing.Theresultsofthisstudywillidentifythecausesofemployeeturnoverand

setthedirectionforsolutions.Somesolutiondirectionsplayamajorroleforsenior

managers.

1.4ResearchObjectives

1.4.1 GeneralObjective

Themainobjectiveofthisstudyistoexaminetheeffectofemployeeturnoveron

organizationalperformanceofOromiaBank.

1.4.2 SpecificObjectives

Thisresearchisintendedtohavethefollowingobjectives:
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 TodeterminethefactorsthatleadshighemployeeturnoverinOromiaBankS.C.

 Toidentifiestheimpactofturnoveronperformanceandsetthesolutiondirectionin

OromiaBankS.C.

 Toevaluatethereductionofemployeeturnover.

1.5ResearchQuestion

 WhatarethemajorfactorsthatleadshighemployeeturnoverinOromiaBankS.C?

 Whatistheeffectofemployeeturnoveronorganizationalperformance?

 Howtoreduceemployeeturnover?

1.6Delimitationofthestudy

Thestudywouldbedelimitedconceptually,geographicallyaswellasmethodologically.

Thus,thestudywouldtrytoexaminethefactorsthataffectemployee’sturnoveron

organizationperformanceoftheOromiaBankS.C.Thisstudyshouldbeundertakenat

HeadQuartersofOromiaBankS.ClocatedinAddisAbabaCity.Bytakingintoaccount

theresearchobjectives,mixedresearchapproachwouldbeused.Toanalyzethefindings,

bothdescriptiveandexplanatoryresearchdesignshouldbeemployed.Thescopeofmy

researchwasdelimitedtotheheadofficeofthebankbecauseIdidn’thaveenoughtime

andmoneytodothisresearch.Iam notcomfortablewiththeworkingenvironmentandI

wouldfocusonlyontheheadofficewithinthescopeofmyresearch.Inaddition,the

coronavirussituationisalsoabitworrying.TheresearchsitewasboleroadAfrica

revenuenexttotheGetuCommercialCenter.ThestudywillbecompletedbyDecember

30th.

1.7Significanceofthestudy

ThefindingsofthestudywouldindicatetherelationshipbetweenEmployeeturnoverand

the Performance ofbanks in OB byanalyzing the primarydata collected from the

employees.Thus,thestudyshallcontributetocomeupwithabetterrecommendationto

improvetheemployeepolicy.Theconsequenceoftheresearchhelpstoparticipatea

significantideainmakingnewpoliciesandproceduresforemployeesanditcanbeused

asareferenceforfurtherstudy.
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1.8LimitationoftheStudy

Inview oftheoreticalandpracticalevidences,therearemanyfactorsthataffectthe

employmentturnoverofOB.However,thisstudywillbeconcentratedonlimitedvariables

ofHRM.

Besides,specificationofthestudytoonlyonebankdelimitingtoAddisAbabacityhead

quartercanbethelimitationofthisstudy.

Thestudywillbefocusedonthefactorsmentionedinthescopeofthestudysection

however;thereareothervariablesthathavebeenusedinliteraturesasdeterminantof

banklikevolumeofcapital,earningvolatility,tangibility,companysize,retentionratio,

expenseratio,assetqualityandsoforth.

1.9DefinitionofTerms

Bankis aninstitutionthatdealsinmoneyanditssubstitutesandprovidesothermoney-

relatedservices.Initsroleasafinancialintermediary,abankacceptsdepositsandmakes

loans.

Humanresourcemanagement(HRM)is thepracticeofrecruiting,hiring,deployingand

managing an organization's employees.HRM is often referred to simplyas human

resources(HR).

Humanresourcesarethesetofpeoplewhomakeuptheworkforceofanorganization,

business sector,industry,oreconomy.A narrowerconceptis human capital,the

knowledgeandskillswhichtheindividualscommand.Similartermsincludemanpower,

labor,personnel,associatesorsimply.

Employeeturnoverrefersto thetotalnumberofworkerswholeaveacompanyovera

certaintimeperiod.Itincludesthosewhoexitvoluntarilyaswellasemployeeswhoare

firedorlaidoff—thatis,involuntaryturnover.

1.10 Organizationofthepaper

Thisresearchshouldbeorganizedintofivechapters.Thefirstchapterwillintroduce

thebackgroundofthestudy,statementoftheproblem,objectives,significanceand

scope ofthe study.The second chapterwillfocus on the on related literature

(theoretical,empiricalandconceptual).Theresearchmethodologyofthisstudywillbe

presentedinchapterthree.Thepresentationofmajorfindingsanddiscussionshallbe

madeinchapterfour.Finally,thesummary,conclusionsandpossiblerecommendations

willbepresentedunderchapterfive.
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CHAPTERTWOLITERATUREREVIEW

2.1 Introduction

Thischaptercontainsliteraturereview asderivedfrom researchandworksbyother

researchersobtainedfrom journals,manuals,magazinesandtheinternet.Italsocontains

theoreticalreview,criticalreviewaswellastheconceptualframework.Itaimsatassisting

intheproblem definition,andmakesitpossibletounderstandwhatotherresearchersand

writershavedoneorcontributedtothetopic.

2.2 TheoreticalLiterature

2.2.1 DefinitionofEmployeeTurnover

Employeeturnoverreferstopeoplecomingintoandpeoplemovingoutofanorganization,

thatis,astherateofchangeintheworkingstaffofanorganizationduringadefined

period(SHRM 2016).Usually,theterm referstowhatissometimescalledvoluntary

employeeturnoverwhichisthenormalturnoverasopposedtopeoplebeingfiredin

unusualsituations(Mattsson&Saraste,2002).Similarly,Rossano(1985)definedturnover

asvoluntarydecisiontoleaveorterminationofparticipationinemploymentfrom an

organization,excludingretirementorpressuredvoluntarywithdrawal,byanindividualwho

received monetary compensation from the organization.Hope and Mackin (2007)
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supportedthisideabydefiningemployeeturnoveraspartofnormalbusinessactivitythat

implies employees join the organization orthe employerand separate from the

organizationastheirlifesituationschange.

Abassietal.(2000)alsoexplainedturnoverastherotationofworkersaroundthelabour

market;betweenfirms,jobsandoccupations;andbetweenthestatesofemploymentand

unemployment.Besides,Clifford (2012),brieflystatesthatturnoverisanydeparture

beyondorganizationalboundaries.Thisindicatethattheseparationofemployeefrom the

employerbyanymeans.

Theterm “turnover”isdefinedbyPrice(1977)as:theratioofthenumberoforganizational

memberswhohaveleftduringtheperiodbeingconsidereddividedbytheaveragenumber

ofpeopleinthatorganizationduringtheperiod.DeepaandStella(2012),supportedthis

definitionbydefiningtheterm as“employeeturnoverisaratiocomparisonofthenumber

ofemployeesacompanymustreplaceinagiventimeperiodtotheaveragenumberof

totalemployees”.Itmeansthattheassessmentofthenumberofworkersanorganization

shouldsubstituteduringagiventimeperiodtotheexistingnumberofworkersinan

organization.Ingeneral,employeeturnoveriscommonlydefinedastheentryandexitof

individualsintoandoutoftheworkingforceoftheorganizationoveraspecificperiodof

time.

2.2.2 TypesofTurnover

There are a few generallyaccepted forms ofemployee turnover.The firsttype of

employeeturnoverisVoluntaryand InvoluntaryTurnover.When employeesleavean

organizationattheirowndiscretion,itisreferredtoasvoluntaryturnover(Curran,2012).

Accordingtothisdefinitiontheturnoverisinitiatedbythechoiceoftheemployee.It

meanstheemployeehashisownchoicetoquitoroccurrencesofturnoverstartedatthe

choiceofemployees.Katamba(2011),Ronra&Chaisawat(2009)alsoexplainedVoluntary

turnoverasemployeedecidestoendorstoptherelationshipwiththeemployerfor

personalorprofessionalreasonsorunsatisfiedwiththecircumstancesofcurrentjoband

havingattractivealternativefrom otherorganization.Thusitisavoluntaryphenomenon,

whichshowstoanindividual’sself-initiatedandpermanentterminationofmembershipin

anorganization.SimilarlythisideaisalsosupportedbyReiche(2008),Nawaz,Rahman
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andSiraji(2009)presentingthat,voluntaryemployeeturnoverasemployeeleavesthe

companywithhisownintensionduetobetterjobopportunity,existingjobdissatisfaction,

badworkingconditionsornegativebehaviorofsupervisor.Thisindicatesthatvoluntary

turnoveris caused by betterjob opportunity in otherorganizations,existing job

dissatisfactionsduetodifferentfactorsinthecurrentorganization,likebadworking

conditionandunenthusiasticbehaviorofmanagerinthecurrentorganization(AdugnaTuji,

2013).

PhillipsandLisaR.(2009)listedoutsomeofthereasonswhyemployeesleavingtheirjob

voluntarily.Thesearepersonaldissatisfactionwiththejob,employer,hours,orworking

conditions,security,careermove;relationships with manager/team leaderorwith

colleagues ,paymentetc.,employee's personallife mayinclude familyobligations,

education,health,ormovingtoanewlocation;GettinghiredatanewjobfortheReasons

betterworkingconditions,betterhours,ashorterdistancetowork,betterpay,career

progressionorpreparationforentryintoanew career,oracareerchange;Fearedor

anticipatedinvoluntarytermination.

InvoluntaryTurnoverontheotherhandissomehowoppositetovoluntaryturnover.Mathis,

J.E.andD.M.Jackson(2004),Allen,D.G.,L.M.Shore&R.W.Griffeth(2003)andCurran

(2012),explainedthatthistypeofturnoveroccurswhenmanageroftheorganization

decidestoterminatetherelationshipbetweenemployeeandemployercomestoanend

andisinitiatedbytheemployer.Inthiscaseemployeeshavenochoiceintheirtermination

(Abdali,2011).Thereasonmaybebecauseoforganizationalbankruptcyorapoorfit

betweentheemployeeandtheorganization,desirestodecreasecosts,introductionof

newtechnology,andorganizationalrestructure.(RonraandChaisawat,2009).

InrelationtothisNikunjPatel(2010)presentedtherearetwobasictypesofinvoluntary

termination:“dismissal"and"layoff."Dismissalreferswhentheemployer'schoicetolet

theemployeeleave,generallyforareasonwhichisthefaultoftheemployee;andlayoffis

usuallynotstrictlyrelatedtopersonalperformance,butinsteadduetoeconomiccyclesor

thecompany'sneedtorestructureitself,thefirm itselfisgoingoutofbusiness,orduetoa

changeinthefunctionoftheemployer(SonthyaVanichvatana,2010).Thiskindofturnover

includesretirement,death,anddismissal,aswellasresigningtotakecareofalethallyill
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familymemberormovementofaspousetoanotherarea(Boxall,P.&J.Purcell,2003)

Theotherkindofemployeeturnoverisavoidableandunavoidableturnover.MurrayR.

BarrickandRyanD.Zimmerman(2005)explainedAvoidableTurnoverasitisakindof

turnoverthathappens in avoidable circumstances;here the organization firstofall

understandsthecausesoftheturnoverthencantakecorrectiveactiontoavoidit.With

regard to this kind ofturnoverorganizations can preventbyhiring,evaluating and

motivatingtheiremployeesmoreeffectively(RiiaO'Donnell,2019).Forexample,ifthe

reasonoftheturnoverispoorworkingprocedure,themanagementoftheorganizationcan

avoidtheturnoverbyimprovingtheworkingprocedures.Ontheotherhandaturnoverthat

happensinunavoidablecircumstancesiscalled‘UnavoidableTurnover.Itresultsfrom life

decisionsthatextendbeyondanemployer'scontrol,suchasadecisiontomovetoanew

areaorajobtransferforaspouse,death,permanentdisability,andregularretirements

andlikes(AnanthaRajA.Arokiasamy2013).Thesekindsofturnovercannotbecontrolled

bythemanagementoftheorganization(Curran,2012).

Functionaland DysfunctionalTurnoverisalso the othertype ofemployee turnover.

AccordingtoAbdali(2011),aturnoverinwhichpoorperformersleaveisexplainedas

functionalturnoverwhile a turnoverin which good performers leave is known as

dysfunctionalturnover.Incaseoffunctionalturnoverthepoorperformeremployeecan

leavetheorganizationinanymeansandthisisbecause,thepoorperformeremployees

canbeinvaluablefortheorganization(AbebeTechan,2016).Whenthesepoorperformer

employeesleavetheorganization,thecompanycanbenefitedbycuttingunnecessary

coststhatincurredforthatpoorperformeremployees.But,incaseofdysfunctional

turnover,whengoodperformeremployeesleavetheorganizationitnegativelyinfluences

theorganizationbylosingemployeeswhobenefitthatorganization(BlenAsegid,2018).

Theothertypeofclassificationis‘internalor‘external’typeofturnover.Whenemployees

oftheorganizationmovefrom onepositiontoanotherpositionorfrom onedepartmentto

anotherdepartmentorwithinthesameorganization,theemployeeleavesthepositionor

thedepartmentandthemovementisknownasinternalturnover(SarahK.Yazinski,2009).

Itisrelatedwiththeinternalrecruitmentwhereorganizationsfillingthevacantpositionby

theiremployee,employeessend-offtheircurrentpositionandgettinganew position
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withinthesameorganization.Ontheotherhand,externalturnoverisdefinedasthe

separationofemployeesandemployeranditcanbevoluntaryorinvoluntary(AnanthaRaj

A.Arokiasamy,2013).

Turnoveralsoclassifiedasskilledandunskilledturnover.Inrelationtothisclassification,

when inexperienced, unqualified, inexpert, and untalented employees leave the

organization,theturnoveristermedasunskilledturnover(AyantuShiferaw,2018).Incase

ofunskilled turnover,withoutthe organization orbusiness incurring any loss of

performance,employeescangenerallybereplacedandthepositionsoftenfacehigh

turnoverrate(SiddharthaSarkar,2014).Employersdonotworryaboutunskilledemployee

turnoverbecauseoftheeaseofhiringnewones(C.M.AtiqurRahman.2017).

Skilled turnoveron the otherhand refers to the situation ofskilled and educated

professionalsleavetheorganization(Abdali,2011).Itmaycreatearisktotheorganization

whileleavingemployees.Highturnoverofskilledemployeesposearisktothebusiness

andultimatelyintheorganizationintheform ofhumancapitallostandleadsforincurring

replacementcostsaswellascompetitivedisadvantageofthebusiness(Emekaand

Ikemefuna,2012).

2.2.3 CausesandInfluencingFactorsThatContributeToEmployeeTurnover

Therearevariousreasonsforwhichemployeesresigntheirengagementsinorganizations.

Thesecanbeclassifiedas:pullfactors(theattractionofanewjobinotherorganizations)

andpushfactors(maybedissatisfactionwiththepresentjobthatmotivatesanemployee

toseekalternativeemploymentelsewhere)(KaylaWeaver,2016).Inthisstudyfocused

andexploresomeofthefactorsthatcontributetoemployeeturnoverinmoredetailbelow.

Thefirstfactorthatcontributestoemployeeturnoverisdemographicfactor.Studieshave

validated thatturnoveris associated in particularsituations with demographic and

personnelcharacteristicsofworkerssuchasage,gender,qualification,maritalstatus,

experienceandtenure(Abdali,2011).Inrelationtothisfactor,ParkerandSkitmore(2003)

clarifiedtopperformingfemaleshaveturnoverratesthatare2.5timesthoseoftheirmale

counterpartsanditfemalemanagersaremorelikelytoleavetheirorganizationswhenthey

perceivealackofcareeropportunitieswithintheirorganizations.Besides,employees
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morequalifiedintheirprofessionalism tendtoleavetheircurrentorganizationbecause

they have more opportunity to gain betterwork than employees who have less

qualification(SunitaDodaniandRonaldELaPorte,2005).

Inaddition,employeeswhohavemarried,havechildrenandstabilizedfamilylifesituation,

prefertostayinorganizationthattheystabilizedtheirfamilylife.Thisshowsthefactthat

maritalstatushasgreatinfluenceonemployees’turnover(HailemichaelMulie,2018).

Conversely,employeeswhodonotmarriedandfreetomovefrom placetoplacecanhave

morechancetoexerciseturnover.Inaddition,Nawaz,RahmanandSiraji,(2009)explained

thatemployeewhohavemoreworkexperiencecanleavethecurrentorganizationsince

theyhavemoreopportunitytogainbetterworkthanemployeeswhohavelesswork

experience.

The second factorthatcontributes to employee turnoveris lackofopportunityfor

advancementorgrowth.Thisreferstolackofpromotionoradvancementwhichmean

absenceofassignmentofanemployeetoahigherleveljobwithinanorganization’(Masri,

2009).Ifthejobisbasicallyadead-endproposition,thisshouldbeexplainedbeforehiring

soasnottomisleadtheemployeeandraisingfalsehopesforgrowthandadvancementin

theposition(BaselAlSayyed,2015).Whenemployeesperceivenogrowthforfutureor

desiretoadvancewithinthesystem,theyhavenoreasontoremaininthecurrentwork

situation.Ifemployeesarenotproperlypromoted,theywillleavetheorganization.

JobSatisfactionistheotherfactorthatpaystoemployeeturnover.Here,Jobsatisfaction

referstothepleasurableemotionalstateresultingfrom theappraisalofone’sjobas

achievingorfacilitatingtheachievementofone’sjobvalues(PingHe,2008).Aziri(2011),

Hulling and Dalai,(2009),also explained thatitisamulti-dimensionalpsychological

responses to one’s job thathave cognitive and emotionalcomponents revealed by

outward (verbalized)and inward (felt)emotionalresponses.The multi-dimensional

responsescanberangedalonggoodorbad,positiveornegativephenomenon.Thus,high

jobsatisfactionleadstolowerturnover,whilelow satisfactionleadstohigherturnover

Randhawa(2007).Thus,Jobsatisfactionisthemostimportantvariabletounderstand

employee’sintenttoleavetheorganization.Asthisexplanation,dissatisfiedemployeehas

moreintentiontoleavethejobNawaz,RahmanandSiraji(2009).
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Further,Compensation(MonetaryRewards)isimportantfactortodealwithJobemployee

turnover.Employeesdemandanappropriatelevelofcompensationfortheireffortthat

maybeofferedinmonetary(direct)reward,suchassalaryandbonus,orbundledwith

othernonmonetary (indirect)reward such as medicalinsurance and transportation

services(UtLonIM,2010).Monetaryrewardhasbeendefinedinsuchawaylikecashor

equivalent(includes fringe benefits,medicalfacilities and providentfund)thatan

employeereceivesagainsthisservicesfrom theemployerhelpstoraisejobsatisfaction

andlikewisesuiteforminimizingtheintenttoleavethejob(Naas,RamanandSiraji,2009).

AsAbdali(2011)described,compensationplaysanimportantroletoretainingemployees.

Poorcompensationiswidelyknownasoneoftheproblemsintheorganizationthatleads

toemployeeturnover.Besides,employershouldcompensateitsemployeesinequitable

manner.This leads to reduction in employee turnover.This is because making

discriminationduringofferingcompensationmaycauseemployeeturnover(Abdali,2011).

Faircompensationpolicyisveryimportantforbothemployerandemployees.

Besides,accordingtoShamsuzzoha(2003),oneofthemostcommonreasonsgivenfor

leavingthejobistheavailabilityofhigherpayingjobs.Thisimpliesthatemployeeleaves

thecurrentorganizationto gainbetterpaymentfrom otherorganization.Inaddition,

unequalorsubstandardwagestructuresareseriousreasonsgivenforleavingthejob.

Thisinequityinpaystructuresorlowpayisgreatcausesofdissatisfactionandcandrive

someemployeestoquit(kansiimeRonald,2014).Leadership(Supervision)Stylesisalso

crucialreasonsgivenforleavingthejob.AccordingtoRosse(2010),thecoordination

betweenmanagersorsupervisorswiththeirsubordinatesmaycreateimpactonemployee

turnover.Itdependsontheemployee’ssatisfactionwiththeirsupervisorsandalsothe

communication skills of supervisors to handle their subordinates (Abdali,

2011).Employeesaretrustedinhow theymanagetheirowntimeandoutputsandthey

haveaccessto partsofthebusinesspreviouslyreserved formanagementsuch as

strategic,tacticalinformation,andprofit.

PeerGroupRelationshipisalsoraisedasreasonsgivenforleavingthejobbyemployees.

AccordingtoAbdali(2011),theemployeeturnovercanbeseriouslyeffectinthatthe

strongrelationamongtheworkgroup,integration,andsatisfactionwiththecoworkers
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decreasedturnover.Thus,well-builtpeergrouprelationsaredistantcauseofturnoverand

alsoasourceofjobsatisfactionthattheorganizationcanreduceturnover.

Inadditiontotheaboveraisedfactorsworkingenvironmentisalsoreasonsforleavingthe

job.Employeeswanttostaywithintheorganizationsjusthaveofcleanandhealthy

environment.Sinceemployeesprefertoworkinenvironmentwhichsuitablefortheirlive,

workingenvironmentisoneofthemaincausesthatinfluenceemployeestodecideon

whetherto continue orto leave the organization (Martin,2014).Therefore,working

conditionsplayvitalroletoincreasejobsatisfactionandorganizationalcommitmentin

thelaborforcecommunity.

StudiesalsoshowthatJobscope(workassignment)isareasonforleavingthejob.Job

Scopereferstothedensityofthejobandchallengesofthejobcontentsandwhenitis

large and complex,itleads to high satisfaction ofemployees in thatorganization

(NonoAyiviGuédéhoussou.2016).Inthissense,whenemployeesaresatisfiedwiththe

worksoftheorganization,itresultedinthereductionofturnoverintention.So,Job

involvementmaydiscourageemployeetoexit.Logically,employeeswhoconsiderengage

intheirjobs,psychologically,acknowledgedwiththeirjobs,mayfeelboundtojobs(Abdali,

2011).Thisimpliesthatwhenemployeesareassignedtothepositionaccordingtotheir

professionandspecification,theyaremoreinterestedandsatisfiedwiththeirwork,and

the working environment becomes clear for employees to accomplish intended

organizationalobjectivesandobjectiveaccomplishmentleadtojobsatisfaction(Ovidiu-

IliutaDobre,2013).Besides,abad matchbetweentheemployee'sskillsand thejob

underutilizedmaybecomediscouragedandquitthejob.

Similarly,thecharacteristicsofthejobarealsoareasonforemployeesturnoverinan

organization.Some jobs are intrinsically more attractive than others.According to

ManishaPurohit(2016),ajob'sattractivenesswillbeaffectedbymanycharacteristics,

includingitsrepetitiveness,challenges,danger,perceivedimportanceandcapacitytoelicit

asenseofaccomplishment.Inthisregard,Curran(2012)explainsthatIndividualswillbe

satisfiedwiththejobwhentheirexpertise,abilities,knowledgeandskillsarefairlyutilized

bytheorganizationandwhentheorganizationgrantsopportunities.



17

Further,ifworkingconditionsareinferiorortheworkplacelacksimportantfacilitiessuch

asproperlighting,furniture,restroomsandotherhealthandsafetyprovisions,employees

willnotbewillingtoputupwiththeinconvenienceforlongtime(JBurton,2009).

Inaddition,anemployeeneedstobeappreciated.Sinceemployeesgenerallywanttodoa

goodjob,itfollowsthattheyalsowanttobeappreciatedandrecognizedfortheirworks

(BennettConlin,2019).Otherwiseifemployee’sfeelingsofnotbeingappreciated,they

could wantto leave the job.Togetherwith this factor,inadequate oruninspiring

supervisionandtrainingisalsoareasonforleavingajob.Employeesneedguidanceand

direction.Newemployeesmayneedextrahelpinlearninganunfamiliarjob.Similarly,the

absence ofa training program maycause workers to fallbehind in theirlevelof

performanceandfeelthattheirabilitiesarelacking(ChristineMuiruri,2012).

Itisknownthatemployeeturnoverisexpensivefrom theviewoftheorganizationandhas

somesignificanteffectsonorganizations(CantrellandSaranakhsh,1991;DykeandStrick,

1990;DeMiccoandGiridharan,1987;DenvirandMcmahon,1992).Inrelationtoitseffect,

itisobservedthatintheUnitedStatesestimatedat$40billionayear,inCanada$12billion

andinGermanyDM 60billionandSouthAfricanorganizationsmillionsofRendsisStaff

turnovercostingindecreasedefficiency(Robbins,2003).

Inrelationtothis,Page(2001)alsoillustratedthat;amajorconcernforbusinessesisthe

increaseintherateoflabourturnoverwhichisaffectingorganizationalperformance.

Gardner(2009)furtherasserts its devastating effects on service rendered by the

organization and these maybring deficits in meeting customerdemand leading to

customerirritationandincreaseincomplaints.Staffturnoveriscostlythatitreducesthe

outputanddisruptive(Steers,2002).Thisistrueinbankingindustryasstaffturnover

causestheorganizationtolosealotofmoney.

Laborturnoverrepresentsamigration ofhuman capitalfrom organizationsand the

subsequentreplacementprocessentailsmanifoldcosts(Fair,1992).Replacementcosts

includesearchoftheexternallabormarketforapossiblesubstitute,selectionbetween

competing substitutes,induction ofthe chosen substitute,and formaland informal

trainingofthesubstituteuntilheorsheattainsperformancelevelsequivalenttothe
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individualwhoquit(John2000).Thecostsofrecruitingandengagingnew membersof

staffaffectsthedirectcostslikeadvertising,agencyfees,paperworkandinterviewtime

(Mullins2005).Turnoverhasmanyhiddenorinvisiblecostsandtheseinvisiblecostsare

resultofincomingemployees,co-workerscloselyassociatedwithincomingemployees

and withdeparting employeesand positionbeing filled whilevacant(Philips,1990).

BesidestheissuealsoarticulatedbyRobbinsandDecenzo(2001)ashiddenorindirect

costs,liketheexpensesincurredintrainingandsupervisingnewentrants,aswellasthose

theyarereplacingandovertimethatmayhavetobepaidduringstaffshortages.In

additiontothesereplacementcosts,outputwouldbeaffectedtosomeextendoroutput

wouldbemaintainedatthecostofovertimepayment.Increasedwastageandlossesalso

aretheothercostswhilenewstaffsettlesin.

Theeffectofturnoveroncustomerserviceandsatisfactionmightbeadelayofservice

deliverywhile waiting forthe replacementstaffto arrive (Kemaletal.,2002).This

supportedbytheexplanationofZielandAntointette(2003)thattheremightbeproduction

losses while assigning and employing replacement staff.Often the organization

experiencesawasteoftimeduetoinexperiencedreplacementofstaff.

Theeffectofemployeeturnoverresultsinanextraworkloadfortheremainingstaff

member’sperformanceandonorganizationaleffectiveness(VuyisileMabindisa,2013).

Themoraleofstaffmaybeloweredbecauseworkoverload,overtimework,substitute

personnelandworkingwithfewerstaffthanrequiredisproblematic(LydiaOongeMokaya,

2014).Thiscausesanincreaseinerrorsduringtheperformanceofactivitiesandresultsin

poorservice.Thatmightleadtolostrevenuefrom salesnotmade,thelossofcustomers

whofledtocompetitorsforbetterservice(Page2001).Theincreasedworkloadleadsto

low morale and high levelsofstresswhich in turn leadsto absenteeism amongst

employees.WithregardtothisNeo,Hollenbeck,GerhartandWright,(2006)explainedthat

itcanhaveanegativeimpactonotheremployeesbydisruptinggroupsocialization

processesandincreasinginternalconflict.Manyresearchersargueturnovershouldbe

managedproperlytoavoidthenegativeeffectsonremainingemployees’morale,which

mayinfluencethem to leaveand ontheprofitabilityoforganizations(Hogan,1992;

WasmuthandDavis,1993;Barrows,1990).
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Inaddition,staffturnoverratesfurther,de-motivatedemployeesortobedefensiveintheir

workandfeelisolatedfrom theircolleagues,whichcreateahostileandanunworkable

environment(AyalkbetAmdemariam,2013).Asaresultofitsemployeesbecomeselfish

andfocusontheirneedsandnotthoseoftheircolleaguesorcustomers.

Ingeneral,Nel,etal.(2004)listedoutsomeofthefactorsthatimpactonstaffturnover

andorganizationaleffectivenessasincreasedcustomercomplaintsabouttheservice;the

qualityofserviceisdecreasingbecauseofstaffshortage,thereplacementstaffmaybe

unfamiliarwiththeunitandtaskordutiestobeperformed;thereforeinefficiencyand

errorsmayresult.Therefore,ifemployeeturnoverisnotmanagedproperlyitwouldaffect

theorganizationadverselyintermsofpersonnelcostsandinthelongrunitwouldaffect

itsliquidityposition(HOngori,2007).

Tosum-up,LpdnvFlorea(2013)listedouteffectsonemployersdirectrecruitmentcostsas

follows.Thatare recruitmentadministration,Selection costs(traveling expensesfor

candidates,psychometric testing staffs time in interviewing orrunning assessment

centers,checkingreferences);developmentcosts(trainingthenewemployeeusingformal

andinformaldevelopmentmethods,inductiontraining);administrativecostsassociated

with resignations(pay-rollarrangements,calculation ofholidayentitlements,pension

transfers,conducting exitinterviews),administrative cost,costassociated with new

starters(contractwriting,medicals,sendingoutdocumentation,issuinguniforms,parking

permits,identity badges,company cars etc,relocation expenses fornew starter),

Inefficiencyinproductionorserviceprovision(resultingfrom slacknessonthepartofthe

resigned,inexperienceofthereplacementemployeeandinefficienciesresultingfrom a

periodinwhichthevacancyisunfilled).Further,overtimeandcostsofhiringtemporary

workers(duringtheperiodbetweenresignationandthehiringofanewmemberofstaffs),

theteam spritamongtheworkersisdistributedduetohighstaffsturnoverasnewly

recruited veryoften.In addition themarketreputation oftheemployerisadversely

affectedduetohighstaffsturnoverandMaynotbeabletomeetcustomerordersand

expectationsontimelymanner.ThesecostsalsoappreciatedbyStephen(2004).

Therearewaystomeasuretheeffectsofturnoveronorganizationperformance.The

broadorganizationalperformancemeasures,viz.organizational,operationalandfinancial
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performance,showcorrelationswithturnoverrate.Operationalandfinancialperformance

showdifferentcorrelationswithtotalemployeeturnoverrate(R.Rijamampianina,2015).

2.2.4 MitigatingStrategiesofReducingEmployees’Turnover

Thesedaysstrategiesonhowtominimizeemployeeturnoverischallengedwithproblems

ofemployeeturnover.Asaresult,organizationsidentifyandsuggestpossiblemitigating

strategiesofreducingturnoverofemployees’intheirorganization.Todealwiththisissue,

oneofthelargestfactorsthatdetermineemployeeturnoverratesistheworkplace

atmosphere(Linda,2002).Providingastimulatingworkplaceenvironment,whichfosters

happy,motivatedandempoweredindividuals,lowersemployeeturnoverandabsentee

rates.Itisvitalpromotingaworkenvironmentthatfosterspersonalandprofessional

growthpromotesharmonyandencouragementinalllevelsoforganization(Martin,2005).

Trainingistheotherfactorthatdeterminesemployeeturnoverandisimportantproviding

theindividualwiththenecessaryskillstoperform theirjobbeginningonthefirstdayof

work.Inrelationtothis,Robert(2006)suggestedthatcontinualtrainingandreinforcement

developsaworkforcethatiscompetent,consistent,competitive,effectiveandefficient.

Fredrick(2010)alsoaddsthatbeforethefirstday,itisimportanttheinterviewandhiring

processexposenewhirestoanexplanationofthecompany,soindividualsknowwhether

the job is theirbestchoice.Johnston,(1997)argued thatorganization thatis not

committedtoemployeesskillsdevelopmentdiscouragesexposureofemployeestocareer

developmentprogramsandthiscontributestorealizationofincreasedstaffturnover.

Thus,employerscankeeptheiremployeesinformedandinvolvedbyincludingthem in

futureplans,newpurchases,policychanges,aswellasintroducingnewemployeestothe

employeeswhohavegoneaboveandbeyondinmeetings(RNyaga,2015).Takingthetime

tolistentoemployeesandmakingthem feelinvolvedwillcreateloyalty,inturnreducing

turnoverallowingforgrowth.

Theotherimportantdeterminantisremunerationwhichisthemostcommoncauseofthe

employeeturnoverratebeingsohigh.Companiesthatdonotoffergoodsalaries,tendto

face the highestturnover.To avoid this scenario,companies should strive to be

competitiveenoughinordertoretainqualifiedandtalentedpersonnel.Abraham (2009)

andGupta(2008)affirmedthatemployeesalwaysdrovetocompanieswhooffermore
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benefits.Thus,theemployersneedtoreducetheirbureaucraticproceduresinorderforthe

employeestoreceivethebestavailablebenefitswithoutanydifficulty.Theyshouldmake

anoteofwhatallbenefitsotherorganizationsareproviding,whichmayattracttheir

currentemployees(Gupta,2008).

AstudybyNelson(2009)foundoutthatsalaryscaleisthemostcommoncauseofthe

highemployeeturnoverrateinmanyinstitutions.So,theemployersshouldmakeitapoint

tooffersalariesthatwouldbecompetitiveenoughtoretainandattractwell-qualifiedand

talented personnel.In addition,the companies need to evaluate and modify their

promotionpoliciesinafairwaywhichwouldenablepromotionsforcandidatesonlyonthe

basisofemployeeperformance(Richard2008).

Besidescommunicationistheotherfactorthatdeterminestaffturnover.Accordingto

AyshaSadia(2016),theinterpersonalbondthatisdevelopedbetweenemployeesiscentral

tothecommunicationpatternsthatarecharacteristicanduniquetoanyorganization.

Peoplegrowprofessionallyandpersonally,andgoodemployersareabletoaccommodate

thesechangesin thecircumstance(L.Brewer,2013).Employerswho communicate

regularlywithemployeeslessentheriskofcreatingaworkforcethatfeelsundervalued

andunappreciated.RobinsonandAlexMartin(2018)explainedthatkeepingemployees

informedaboutorganizationalchanges,staffingplansandfluctuatingbusinessdemands

isonewaytoensureemployeesremainwiththecompany.Neglectingemployeeconcerns

aboutjob security through lack ofcommunication orexcluding employees from

discussionsthatcanaffecttheirjobperformance,suchaspolicyorproceduralchanges,

negativelyimpactsthewayemployeesview theiremployer(Miguel,2008).Knowledge

accessibility,theextentoftheorganization’scooperativenessanditscapacityformaking

knowledgeandideaswidelyavailabletoemployees,wouldmakeemployeestostayinthe

organization.Sharingofinformationshouldbemadeatalllevelsofmanagement(H.El-

Farr,2019).Thisaccessibilityofinformationwouldleadtostrongperformancefrom the

employees and creating strong corporate culture Meaghan etal.(2002).Therefore;

informationaccessibilitywouldmakeemployeesfeelthattheyareappreciatedfortheir

effortandchancesofleavingtheorganizationareminimal.Allthesemakesemployeesto

becommittedtotheorganizationandchancesofquittingareminimal.
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2.3 EmpiricalLiteratureReview

AresearchwasdonebyTilahunA.andDesalegnK(2019)on“TheEffectofEmployee

TurnoverontheEfficiencyofPharmaceuticalFundandSupplyAgency(PFSA)”withan

objectiveofassessingtheeffectofstaffturnoveronorganizational(PFSA)efficiency.

They applied Methods ofcross-sectionaldescriptive study and Using sample size

determinationformula96respondentswereobtainedfrom 478permanentemployeesof

targetpopulationintheirresearch.Theycollecteddatathroughstructuredquestionnaires

andwereanalyzedusingtheversion20SPSS.Descriptivestatistics(mean,standard

deviation,variance,andpercentage)wascomputedandsummaryresultswerepresent

usingtablesandgraphs.Chi-squaretestwascomputetoseetheassociationandproven

theresearchhypothesis.Result:Atotalof96respondentswereparticipated.Theresult

showedthatmajority90(93.8%)oftherespondentswererespondedPFSAhasexperience

ofemployeeturnover.Ameanof4.05,4.00ofrespondentsagreedthatlackofincentives

andpoorwages,lowlevelofemployeemotivation,werethereasonsofemployeeturnover

respectively.Eventhough50(52.1%)oftherespondentsAresearchwasdonebyTilahun

A.andDesalegnK (2019)on“TheEffectofEmployeeTurnoverontheEfficiencyof

PharmaceuticalFundandSupplyAgency(PFSA)”withanobjectiveofassessingtheeffect

ofstaffturnoveronorganizational(PFSA)efficiency.TheyappliedMethodsofcross-

sectionaldescriptivestudyandUsingsamplesizedeterminationformula96respondents

wereobtainedfrom 478permanentemployeesoftargetpopulationintheirresearch.They

collecteddatathroughstructuredquestionnairesandwereanalyzedusingtheversion20

SPSS.Descriptivestatistics(mean,standarddeviation,variance,andpercentage)was

computedandsummaryresultswerepresentusingtablesandgraphs.Chi-squaretest

wascomputetoseetheassociationandproventheresearchhypothesis.Result:Atotalof

96respondentswereparticipated.Theresultshowedthatmajority90(93.8%)ofthe

respondentswererespondedPFSAhasexperienceofemployeeturnover.Ameanof4.05,

4.00ofrespondentsagreedthatlackofincentivesandpoorwages,lowlevelofemployee

motivation,werethereasonsofemployeeturnoverrespectively.Eventhough50(52.1%)

oftherespondents

TheotherresearchwasonebyNellyAnzazi(2016)ontheimpactofhighstaffturnoveron

productivity:acaseofTelkom Kenyalimitedseekingtodeterminethefactorsbehindthe
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exceptionallyhighemployeeturnoverratesatTelkom KenyaLimited.Todothis,the

researcherwasfocusongettingvitalinsightsfrom pastemployeesatTelkom Kenya

Limitedandalsoincorporatesacomprehensivereviewofpastliteratureonthistopic.The

quantitativeresearchmethodwasutilizedinthisresearchtohelpfurthercomprehendthe

researchquestion.Thisprojectfinallyidentifythreefactorsweredeterminedtocausethe

high employee turnoverrates in this sector.Theyinclude;low levels ofemployee

motivation,inadequatewagesandfinally,work-lifebalancethathavetobeadequately

addressedtoboosttheemployeeretentionratesatTelkom KenyaLimited.Theresearch

projecthasoutlinedavarietyofrecommendationsincluding,regularperiodictraining,

betterwages,employeerecognitionandmuchmore.

ResearchdonebyZeeshanAhmedetal.,(2016)onImpactofemployeeturnoveron

organizationaleffectiveness in Tele Communication sectorofPakistan.The target

population forthisresearch studywastheemployeesoftelecom sectorofdistrict

D.G.KhanandMultan.Forthisstudy,surveymethodwasadoptedbyfloatingquestionnaire

whichservedasatoolforcollectingresearchdata.Theresultsofthisstudyhaverevealed

thatemployeeturnoverdependinguponfactorssuchas(firm stability,paylevel,industry,

work situation,training and supervision)have significantimpacton organizational

effectiveness;thesefactorsarecorrelatedwitheachotheraswell.

P.AmpomahandS.K.Cudjor(2015)conductedaresearchstudyfocusedontheeffectof

employeeturnoveronorganizationswithreferencetotheElectricityCompanyofGhana

(ECG).Theresearchdesignusedinthisstudywasthequantitativeapproach,which

allowedtheresearchertousestructuredquestionnairesincollectingdata.Thesimple

random samplingtechniquewasusedto selectfortyrespondentsfrom alllevelsof

managementinthecompany.A highresponserateof95% wasobtainedusingthe

personalmethodofdatacollection,basedonwhichtheanalysiswasmadeusingthe

frequencytables.Thestudyfoundthatlackofpromotionwastheprimarycauseof

employeeturnoverin ECG.Turnover,however,had dualeffectson theorganization;

positiveandnegativeeffects.Whilesemployeeturnoverintroducednew ideasandskill

intothecompany;it’salsoledtodifficultiesinattractingnewstaff.Toreducetherateof

turnover,managementshouldreviewconditionofserviceforemployees;andalsoensure
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thattheworkingenvironmentisconducive.

AstudyconductedbyRasoava(2015)inSouthAfricaon“Employeeturnoverrateand

organizationalperformance in South Africa”,yields a betterunderstanding ofthe

implicationsofemployeeturnoveronorganizationalperformance.Throughtheknowledge

and understanding of the impact of employee turnover rates on organizational

performance,a multidisciplinary approach to human capitalmanagementcan be

advantageous to manage a shift in human resources to benefit organizational

performance.Also,thedevelopmentofemployeevaluepropositions,retentionstrategies

andinitiativestoaddressdysfunctionalvoluntaryemployeeturnoverratesshouldtake

cognizanceofthefactthatanyshiftinemployeeturnoverrateaffectsorganizational

(financial)performance.

TheotherimportantstudyconductedbyLejarasPaulLemuna(2014)wasthe“effectof

employeeturnoveronperformanceofOrganizations”onTobaccoKenyalimited.The

purposeofthisstudywastoinvestigatetheeffectsofemployeeturnoveronperformance

inanorganizationwithreferencetoMastermindtobaccoKenyaLimited.Theresearcher

usedbothprimaryandsecondarydata.Theresearcherusedprimarydatacollectedusing

self-administeredquestionnaireswithbothopenandcloseendedquestions.Thedatawas

putinappropriatetablesfirstbeforebeingusedindescriptivestatisticalgraphs.Thedata

waspresentedintablesandgraphssinceitisavisualwaytolookatthedataandsee

whathappensandmakeinterpretation.

Themajorfindingsofthestudyrevealedthatemployeeturnoveraffectsthegeneral

performance ofthe Mastermind tobacco Kenya Limited,thatthere isa relationship

betweenemployeeturnoverandrecruitmentcost,thattheeffectsofemployeeturnoverin

termsoftrainingcostsprovedtobenegativeontheorganization'sperformanceandfinally

thatthere is a relationship between employee turnoverand employee morale.The

researcherrecommendedforminimizationofemployeeturnoverowingtothefactthatit

willsavetheorganizationonthetimeandmoneyspentonrecruitingandtrainingofnew

employeeshencethiswillgivethemanagementhumbletimetoconcentrateonthecore

businessoftheentityforexampleonresearchanddevelopmentoftheemployees.
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SabaSattar(2014)conductedastudyonFactorsEffectingEmployeeTurnoverinBanking

Sector.Thisstudycamewiththeconclusionthatemployeeshavetriedtoworkwith

energy,capabilityandpurposeeveniftheyarenotprovidedwiththesupport;theyneedto

achievetheirtaskswithmorality.Theyaremoreintensivetoavoidedstressandattheir

work place reduce directlyaffects theirperformance.Ifavoided then turn-overare

extraordinarilyhighandinthisfeasiblebusinessworldoftoday,ifsuchbetheratioof

employeeturn-overthenorganizationscouldlet-down.Thisfinallyindicatestoincrease

the working situations and the working relationships among employees in the

organizations.Iftheemployeesbecomingslightlystressthroughthejob,theydesiredto

leave forfew days and taking restathome.The relation with the employees and

Supervisorshouldbepositive,closeandgood.Itisimperativeforthefirmstodeliver

friendly environment for holding and developing the employees.Development of

employeesistheultimatedevelopmentofOrganization.

A studydonebyMaryam FaridMote(2014)wasintendedtoassesstheimpactof

employeeturnoveronorganizationperformanceatBarclaysbankTanzaniaLimitedin

DaresSalaam region.Theobjectivesofthisstudywasassessingtheimpactofemployee

turnoveronorganizationperformanceandinvestigatingthecausesofstaffturnoverin

BarclaysbankTanzaniaLimitedandfinallyrecommendingstrategiesthatcanbeusedto

reducethehighlevelofemployeeTurnoverinBarclaysbankTanzaniaLimited.Inthis

studytheresearchercollecteddatathroughQuestionnaires,Interviewsanddocumentary

Review.Theresearchdesignusedinthisstudywasthequantitativeapproach,which

allowed the researcherto use structured questionnaires when collecting data.The

targetedpopulationwastheemployeesacrossDaressalaam brancheswhichconsisteda

samplesizeof100employeesandhewasusedsimplerandom sampling.

Thefindingsofthisresearchhighlightedthathighstaffturnoverincreasesworkloadto

thepresentemployeesinBarclaysbankTanzaniaLimitedanditalsocausesreductionin

effectiveservicedeliveryto thecustomersand reflectspoorlyon theimageofthe

BarclaysbankTanzaniaLimited.Thefindingsrecommendedthattopmanagementshould

payamarketablesalarytoemployeesandtheemployeesmustberewardediftheyhave

achievedtheirgoalsalsodevelopopportunitiesforcareeradvancementinBarclaysbank
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TanzaniaLimited.Thestudyconcludeswithdirectionforfutureresearch

AresearchconductedbyAkeke,NiyiIsrealetal.,(2013)ontheeffectofLabourturnoveron

PerformanceinNigerianBankingIndustry(A CaseofAdo-EkitiMetropolis,EkitiState)

aimingthattoexaminelabourturnoverrelationshipwiththeperformanceofNigerian

bankingindustry.Inthisstudy,surveymethodwasused;thepopulationofthestudy

comprisedtheentirecommercialbanksinthethreesenatorialdistrictsofEkiti-State,

Nigeria.Samplesizeof34officersofcurrentemployeesoutoftotalpopulationof51

officerswasusedwhile51outoftotalpopulationof68ex-employeeswereused.The

finding showsthatretrenchment,unrealistictarget,leadership style,training and job

insecurityhaveapositiverelationshipwithperformancewhileexcessiveworkloadshows

negativerelationshipwiththeperformance.

A research by Amare T/Tsdik (2013)on “causes ofturnoverand its effecton

organizationalperformancethecaseofNibInsuranceS.C”foundthatthebasicpositive

effectofturnoveraredisplacementofpoorperformerandinductionofnew knowledge

andontheotherhanddecreasingperformance,highcostofreplacement,trainingand

developmentofnew employeesandunfulfilleddailyfunctionsandworkloadonthe

existing employees are the basic negative effects ofemployee turnover.The basic

solution to minimize employee turnoverin the companywhich is recommended by

respondentsareincreasingsalaryscale,andreduceworkloadofemployeesinsome

departments.Inhisfindingheconcludesthatapartfrom itscostimplicationslabor

turnovercanbedisastrousifnotwellcontrolled.Thepositiveeffectofcontrolledturnover

aredisplacementofpoorperformerandinductionofnewknowledgeononehandandon

theotherhandifturnoverisoutofcontrolithasnegativeeffectssuchasdecreasing

performance,highcostofreplacement,highcostoftraininganddevelopmentofnew

employeesandlowerproductivityduetoworkloadontheremainingemployees.

Aresearchon“AQualitativeStudyonCausesandEffectsofEmployeeTurnoverinthe

PrivateSectorin”byAnanthaRajA.Arokiasamy(2013)concludedthatEmployeesarethe

backbone ofany organization,they need to be motivated and maintained in an

organizationatallcosttoaidtheorganizationtobegloballycompetitiveintermsof

providing qualityproducts and services to the society.We need to emphasize the
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importanceofemployeeretentionandthattheimpactontheorganization.

D.Rajan(2013)undertakenresearchwiththeobjectivesofanalyzingimpactofturnoverof

nursesonorganizationperformanceandofferingsuitablesuggestionstocontroland

preventturnoverofnurses.Itwassurveybaseddescriptiveresearchworkandadopted

bothconvenientandjudgmentsamplingmethodsandsampled30administratorsfrom 30

leadingprivatemultispecialtyhospitalsinTirunelvelicity,Tamilnadu,India.Primarydata

havebeencollectedbyaconstructedquestionnairealongwithpersonaldiscussion.The

research has found excessive work load forremaining staff,delayin dailyroutine

procedures,poorpatientsatisfactionandcomplaintsfrom patientsareforemostimpact

ofturnoverofnursesinprivatehospitals.

In addition ,a research focusing on the impactofstaffturnoveron organizational

effectivenessand employeeperformancein theDepartmentofHomeAffairsin the

EasternCapeProvincedonebyVuyisileMabindisa(2013).Theresearchdesignusedinthis

studywasthequantitativeapproach,whichallowedtheresearchertousestructured

questionnaireswhencollectingdata.Apilotstudywasconductedtotestthequestionnaire

andsurveymethodwasusedinthisstudybecausethetargetpopulationonlycomposed

of100employees.Thefindingshighlightedthathighstaffturnoverincreasesworkloadto

thepresentemployeesinthedepartment.Anditalsocausesreductionineffectiveservice

deliverytothecustomersandreflectspoorlyontheimageoftheDepartment.Other

findingssuggestedthatunhealthyworkingrelationshipmayalsobethecauseofstaff

turnoverinthedepartment.

TheotherresearchwasdonebyOvidiu-IliutaDobre(2013)onemployeemotivationand

organizationalperformanceaimingtoanalyzethedriversofemployeemotivationtohigh

levelsoforganizationalperformance.Herosethatmotivationandperformanceofthe

employeesareessentialtoolsforthesuccessofanyorganizationinthelongrun.Onthe

one hand,measuring performance is criticalto organization’s management,as it

highlightstheevolutionandachievementoftheorganization.Healsoargues,thereisa

positive relationship between employee motivation and organizationaleffectiveness,

reflectedinnumerousstudies.Iftheempowermentandrecognitionofemployeesis

increased,theirmotivationtoworkwillalsoimprove,aswellastheiraccomplishments
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andtheorganizationalperformance.Nevertheless,employeedissatisfactionscausedby

monotonous jobs and pressure from clients,might weaken the organizational

performance.Therefore,jobsabsenteeism ratesmayincreaseandemployeesmightleave

the organization to jointcompetitors thatofferbetterwork conditions and higher

incentives.

ResearchdonebyMilanzi(2008)onAssessmentofthecausesandeffectsoflabour

turnoveronbankingindustry,thecasestudydesignsampled82respondentstorepresent

apopulationofTanzaniaInvestmentBankstaff,shefoundoutthattheturnoverwas

mainlycausedbylowremunerationpackages,unequaltreatmentamongemployeesand

lackofcommunicationbetweenthemanagementandstaffofotherdepartment.She

recommendsthatpromotionandsalaryincrementsshouldbeclearandopentoevery

employee.Employeesshouldbeencouragedtoreadandunderstandhumanresources

policy.Alsoallmembersofstaffneedtohaveinformationaboutorganizationproduction,

itscustomers,itsperformancecomparedtothecompetitors,thestrategytowinthe

marketandtheirbenefits.Theresearchershavetriedtofindoutthereasonsforemployee

turnoverinwhichtheirconclusionbasedonthejobsatisfaction.However,theydidnot

indicatetheeffectsofemployeeturnover.

MekonnenNegash(2004)conductedaresearchontheeffectsofjobsatisfactionon

employees’turnoverintentioninAddisAbababranches;themainpurposeofhispaper

wastoexaminetheeffectsofjobsatisfactiononemployees’turnoverintentioninAddis

Abababranch.InhisstudyhighstaffturnoverinBankisaconcernaslargeas7.16%.

Majorityofthesewerefrom theoperationalareaswhosereleaseimpactonthebank’s

profitability.Thestudywasdonebasedonprimaryandsecondarydatasources.Partly

descriptiveandpartlycausalorexplanatoryresearchdesignwasfollowedandapplied

mixedresearchmethod.Thecollecteddatawereanalyzedusingdescriptivestatisticsand

multiple regressions.The result revealed that only satisfaction from promotion

opportunityhasnegativelyandsignificantlyrelatedtointentionofemployees’turnover.

Thestudyrecommendsthatthemanagementshouldexamineandimprovetheexisting

HRpolicyandprocedureonpromotionopportunitywhichcanguaranteetransparencyand

fairnesstotheemployeesofthebanktokeepthem satisfiedontheirjobandretainedin



29

thebank

2.4 ConceptualFrameworkoftheStudy

Thefollowingproposedconceptualmodelservesasabaseforthisresearchstudy.The

mainthemeofthisresearchistoshowtherelationshipbetweenemployeeturnover,which

isthemainindependentvariableandorganizationperformanceisthedependentvariable.

Byusingthisconceptualframeworkdifferentpossiblehypotheseshavebeendevelopedto

check the important relationships between employee turnover and organization

performancebelow.

Figure1.ConceptualframeworkConceptualframework

OB
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CHAPTERTHREERESEARCHDESIGNANDMETHODOLOGY

3.1.Introduction

Thechapterfocusedonthefollowingsub-sections:researchdesign,targetpopulation,

sample and sampling techniques,data collection procedures,data analysis and

presentation,ethicalconsiderations,andfinally,achaptersummary.

3.2.DescriptionoftheStudyArea

ThestudywouldbeconductedinAddisAbabaCityontheOB.OromiaBankS.Cbegan

operationon25October2008G.C.WithitsheadquarterslocatedinfrontofDembelCity

Centre,nearGetuCommercialCenterinitsown13storybuildingonAfricaAvenue(Bole

Road).Establishedwiththecommercialbankingbusinessobjectives,OBisundertakinga

universalcommercialbankingservicessuchasdepositmobilization,lendingofmoney,

remittanceservice,andinternationalbankingservicesandinterestfreebanking.TheBank

hasnowlaunchedElectronicbankingsystemssuchasCardbankingknownasOro-Card

(ATM and POS),MobileBanking named asOro-Cash,AgentBanking-Oro Agentand

InternetbankingnamelyOro-Click.ThenumberofOBHOhasnowreached225throughout

Ethiopia allconnected bycorebanking system.TheBankisnow oneofthemost

influentialandpopularprivatebanksinEthiopiaandalsoknownforpioneeringInterest

freebankingservices.

3.3.ResearchDesign

Researchdesignedshowsthedetailedplanofhowtheresearchworkwillbeconducted.

Forthepurposeofthisstudymixedresearchapproachwithconvergentparallelmethod

wasemployedtocreatefullunderstandingofthetopicunderstudy. Itisbecausemixed

researchmethodenablestoworkcreativelybycollecting,bothquantitativeandqualitative

datasimultaneously,mergethedata,andcombiningbothquantitativeandqualitative

methodsinawaysthatutilizethestrengthsofeachandminimizeweaknessesofone

approachwithinasinglestudytocreatean in-depthunderstandingofthetopicunder
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study(Ary,D.Jacobs,L.C.Sorensen,C.&Razavieh,A.2010;Creswell,2014).

Thestudyadoptedbothadescriptiveresearchdesign.Thisisbecausesincethestudy

intendedstogatherquantitativeandqualitativedatathatdescribesandexplainthenature

andcharacteristicsoftheeffectsofemployeeturnoveronorganizationperformance.

3.4.ResearchApproach

Thereisatendencytodivideresearchintoquantitative,qualitativeandmixedbasedon

typeofdatautilizedasthecriterionforclassification.Quantitativeapproachuses

statisticalmethodsindescribingpatternsofbehaviorandgeneralizingfindingsfrom

samples to population ofinterest,and employs strategies ofinquiry such as

experiments and surveys.On the otherhand,qualitative a research technique is

appropriatewhentheneedtocaptureaccurateandin-depthinsightsisnecessitated

(CreswellJ.W,2009).Thus,inordertohavebetterfindings,mixedresearchapproach

willbeappliedinthisstudytogetinsighttothenuancesoftheprocessforbest

selectionofmethodologytoolsthatfittedbesttotherespectivestagesundertaken

alongtheresearchprocess.Itisasystematicandscientificinvestigationofquantitative

andqualitativeproperties,andtheirrelationships.

3.5.Targetpopulation

A population can be defined as allpeople oritems (unitofanalysis)with the

characteristicsthatonewishestostudy,itmaybeaperson,individual,organization,

country,object,oranyotherentitythatresearcherswishtodraw scientificinferences

about(Kelley,Clark,Brown&Sitzia,2003).AccordingtoOromiaBank2021annual

report,thetotalnumberofemployeesworkingintheorganizationis6129.However,

givenbothtimeandresourceslimitationsitisfoundappropriatetoreducetarget

populationtospecificmanageablearea. Accordingly,thetargetpopulationsofthe

study,inthisregard,wereemployeesofOromiaBankS.CworkingatHeadOffice.

Besides,reasonforselectingHeadofficestaffasarespondentemanatesfrom thefact

that,overapast3yearstherewashigherturnoverratethanthatofregisteredatdistrict

andbranchlevel.
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3.6.SamplingTechnique

Inthisstudy,theresearcheremployedbothprobabilityandnon-probabilitysampling

techniques.From probabilitysampling techniques proportionalstratified sampling

techniqueswasemployedselectrespondentsfrom staffotherthantopmanagerial

positions because this sampling technique gives more representative sample than

simplerandom samplingforpopulationineachdirectorateanddepartmentandenables

theresearchertostudythedifferencesthatmightexistbetweenvarioussubgroups(Ary

etal,2010).

Additionallysimplerandom samplingwithlotterymethodwasemployedtoselectstaff

from eachdirectorateanddepartment.PurposivesamplingtechniquebasedonMaxwell

(1996)statementcitedinHamedTaherdoost(2016)isastrategyinwhichparticular

settings persons orevents are selected deliberatelyin orderto provide important

informationthatcannotbeobtainedfrom otherchoices.Besides,MaDoloresC.Tongco

(2007)assertedthatpurposivesamplingtechniqueisapplicabletobothqualitativeand

quantitativeresearch,costeffective,convenientandnottimeconsumingwhichinturns

isfavorableforeffectivecompletionofthestudy.Inthisregard,toplevelmanagerial

staffsweredeliberatelyselectedtoobtainreliabledataastheyarekeyinformant.These

includePresident,Vicepresidentsandchiefexecutiveofficers.

3.7.SampleSizeDetermination

Asageneralrule,thesamplemustbeofanoptimum sizei.e.itshouldneitherbe

excessivelylargenortoosmall(Kothari,2004).Samplesizecanbedeterminedusing

certain formula in the case ofquantitative study,whereas,in qualitative study,

determiningsamplesizeisentirelyamatterofjudgment,therearenosetrules(Cohen,

Manion,andMorrison,2000).

Basedonthedataobtainedfrom theOromiaBankS.C,thereare625totalemployeesat

HeadofficeservingatdifferentechelonalongOrganizationalhierarchy.

SamplesizeofteacherswasdeterminedusingYamaneformula.AccordingtoIsrael,G.

D.(1992)Yamaneformulaprovidesasimplifiedproceduretocalculatesamplesizes.

Todothisa95%confidencelevelandprecisionlevelofP=.05wasassumedbecause
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inthesocialresearcha5%marginoferrorisassumedacceptableand95%(0.05:aZ

valueequalto1.96levelsofconfidencecanbetypicallyused(Taherdoost,2017).

Accordinglytheformulaemployedforcalculatingsampleofinstructorswas;

n=
N

1+N(e)2

Where n is sample size ofrespondents,N represents totaltargetpopulation of

respondentsandeisalevelofprecision.Applyingtheformulatotheabovesample

n= =243.90roundedupto244respondents.
625

1+625(0.05)2

Table3.1SummaryofSampleSizeandSamplingTechniques

SN Department

P
o

p
u

la
ti

o
n

S
a

m
p

le
S

iz
e

Sampling
Techniques

1.  
    

Chiefriskmanagement 66 25
SimpleRandom
Sampling

2.  
    

InternalAudit 82 32
SimpleRandom
Sampling

3.  
    

Legal 20 8
SimpleRandom
Sampling

4.  
    

Chiefofficercorporatestrategy&
transformationmanagement

68 27
SimpleRandom
Sampling

5.  
    

Deputychiefofficermarketing&partnership 35 14
SimpleRandom
Sampling

6.  
    

Deputychiefofficercorporateservices 41 16
SimpleRandom
Sampling

7.  
    

DeputychiefofficerHumanResources 61 24
SimpleRandom
Sampling

8.  
    

ChiefofficerITInfrastructure&Services 71 27
SimpleRandom
Sampling

9.  
    

ChiefOfficerIFB 30 12
SimpleRandom
Sampling



35

10.
  

DeputychiefofficerCreditoperation
management

24 9
SimpleRandom
Sampling

11.
  

ChiefOfficerCorporatebanking&
InternationalTrade

102 40
SimpleRandom
Sampling

12.
  

ChiefofficerRetail&CRM Banking 25 10
SimpleRandom
Sampling

Total 625 244

Accordingly244(39.04%)wereselectedandthesamplesizeof39.04%isacceptableas

thesamplesizeof10% from largepopulationisrecommendedadequatebyMugenda

and Mugenda(Mugendaand Mugendacited in Nyakomitta,2015).Hence,to keep

proportionality,from eachDirectorate39.04% respondentswereselectedusingsimple

random sampling specificallylotterymethod.Adding on to this,HR Managerwas

selectedpurposivelyastheywereinformationrichrespondents.Thusthetotalsample

sizeforthisstudywas244(39.04%)respondents.

3.8.DataSourcesandTypes

Toanswerthebasicresearchquestionbothprimarysourcesofdataweregatheredand

analyzed.Thefirsthanddatawasgatheredusingquestionnaireandinterviewfrom Oromia

Bank staffs such as ChiefOfficers,and directors departmentand Division heads.

Additionallyprimarydatawasgatheredbyreviewingdifferentrelevantdocumentssuchas

nationalOBproclamation,directives,manualsandGuideline,strategicdocuments,and

activityreports.Moreoverresearchworkofscholarswasusedas1sthandsourceof

informationtocomparetheresultofthisstudywiththefindingofothers. 

3.9.DataCollectionInstrumentsandProcedure

AccordingtoHairetal.(2003)citedinK.Braunsberger,R.Gates,D.J.Ortinau,(2003),

there are a variety ofdata collection methods available to researchers forthe

acquisitionofprimarydata,butself-administeredquestionnairesremainamongthe

mostpopularmethods.Duetothisfact,thestudyshallemployprimarydatawhich

would be collected through self-administrated questionnaire from the sampled

respondentsandunstructuredquestionnairesfrom selectivemanagementmembers
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whohasfamiliaritywithfinancialconcerns.Beforeusinginstrumentsforactualdata

gatheringpilottestwasconductedtocheckreliabilityandvalidityofinstruments.

Thequestionnairewaspreparedinlinewiththeobjectivesofthestudytoobtaining

somedemographicandgeneraldataabouttherespondentsandthebank,investigate

thefactorsaffectingthecompany’sturnoverandfocusontheemployee’sturnover

measurements.Thequestionsweresemi-structuredhavingbothclose-endedandopen

endedtogetdetailedinformationontheissueunderstudy.Theunstructuredinterview

wasprepared to gatherinformation from selected top managementofthebank.

Unstructuredtypeofinterviewquestionispreparedtoenablerespondentsafreedom to

expresstheirfeelingabouteachquestion.

3.9.1.ReliabilityandValidityofInstruments

A.Reliability

Reliabilityistheextentto whichameasurementprocedureyieldsthesameanswer

howeverand wheneveritis carried out.Reliabilitywas invented bySamuelTaylor

Coleridge.To ensurethereliabilityoftheinstrumentin thiscaseofstudyand the

researcherhastestedthereliabilityusingCronbach'sAlpha(α).Cronbach’sCoefficient(α)

iscalculatedtoestimatetheinternalconsistencyofreliabilityofameasurementscale.

Cronbach’salphacoefficientsshouldfallwithinarangeof0.70to1.00.(Sun,Chou,Stacy,

Ma,UngerandGallaher,2007).Accordingly,thevariablecoefficientslessthan0.6are

consideredpoor,coefficientsgreaterthan0.6butlessthan0.8areconsideredacceptable

andcoefficientsgreaterthan0.8areconsideredgood(KirkandMiller,1986).

Cronbach’salphacoefficientsarecalculatedtoestimatethereliabilityofthequestionnaire

inproducingconsistentresultifadministeredatdifferenttime.Additionallyitisusedto

checkhowfaritemsundereachvariablehaveinternalconsistencytoproduceappropriate

results.From thesummaryoftestresultpresentedinthetablebelow,theresultforitems

undercausereliabilityresultofCronbachα.923ishighandimpliesitemsareinternally

consistentandappropriateifadministeredforactualdatagathering.Similarlyresultof

itemsunderEffectsofCronbachα.961impliesthereishighinternalconsistencyamong

itemsandthequestionnaireisappropriateforgatheringdata.
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Table3.1SummaryofReliabilitytestresultofQuestionnaire

 Variables

 

ReliabilityStatistics

Cronbach'sAlphaBasedonStandardizedItems NofItems

ItemsunderCause .923 9

ItemsunderEffects .961 10

Validity

“Validityreferstotheextenttowhichatestmeasureswhatweactuallywishtomeasure”

(Kothari,2004).Validityisthestrengthofourconclusions,inferencesorpropositions.It

involvesthedegreetowhichyouaremeasuringwhatyouaresupposedto,moresimply,

theaccuracyofyourmeasurement.Itisbelievedthatvalidityismoreimportantthan

reliabilitybecauseifaninstrumentdoesnotaccuratelymeasurewhatitissupposedto,

thereisnoreasontouseitevenifitmeasuresconsistently.Tocheckthevaliditytheinitial

questionnairehasbeengiventoagroupofrefereestojudgeitsvalidityaccordingtoits

content,clearnessofitsmeaning,appropriatenesstoavoidanymisunderstandingandto

assureitslinkagewiththestudyobjectives.

First,the researcherexamine thatthe underling theoryofthe studyhas a strong

conceptualbasisandbebasedonwell-validatedconstructs.Consultingsubjectmatter

expertsinthearealikeresearchadvisorandcourseinstructorsandFeedbackcollected

from theselectedfriendsbythesampleofquestionnairedistributedtocheckthevalidity.

Inthisresearchcontent,theresearchwasquestionnairesthattheirvalidityischeckedand

modifiedaccordingtothespecifictopic.Priortotheactualdatacollection,pilottestwas

triedtoconductbydistributingsamplequestionnairesto30respondentsinthebank.

3.10.DataAnalysisMethods

Theprimarydatato becollectedthroughself-administratedquestionnairewasbe

analyzed using both descriptive and inferentialstatisticalanalysis.So,Statistical

PackageforSocialSciences(SPSS)softwareversion25wasapplied.

Descriptivestatisticswasmainlyusedtoorganizeandsummarizethedemographic

and generaldata ofthe respondents and the companyin terms ofpercentage,



38

frequency,mean,andstandarddeviation.While,inferentialstatisticswasusedtotest

the effect of independent variable on dependent variable. Accordingly,linear

regressionsofwasemployed.Theresultofquantitativedataanalysiswaspresentedin

theform oftablesandinnarrationeinordertomakeallthedatareadableand

understandable. Qualitative data obtained from interview, questionnaire nand

documentswereanalyzedthematicallyusingnarration.Accordingly,narrativeanalysis

thatinvolvesthereformulationofstoriespresentedbyrespondentstakingintoaccount

contextofeachcaseanddifferentexperiencesofeachrespondentwillbeemployed.

3.11.EthicalConsiderations

Asthestudydependshighlyonpersonalinformationoftherespondent,ethicalprinciples

were considered all the way through research activitiesandeffortwasmadetoensurethe

confidentialityofthedatatosafeguardtheirprivacythroughmaintaininganonymityofthe

participants,byremovalofnamesanddetailsfrom quotesanddescriptionsthatmay

revealtheidentityofanindividual. Moreover,coverletterofquestionnairedescribingthe

purposeofstudy,voluntarynatureoftheirparticipation,theirrighttowithdrawatanytime

andconfidentialityoftheirresponseswasprepared.  

CHAPTERFOURDATAPRESENTATION,ANALYSIS&INTERPRETATION

4.1 Introduction

Thischaptergivesdetailsontheintroduction,thepresentation,andthefindingsasper

theresearchobjectives,andfinallythechaptersummary,acasestudyofOromiaBank.

4.2 DataPresentation

Thischapterfocusesonthepresentationofdataobtainedfrom thequestionnairegiven

tothesampledstaffmembersofOromiaBankS.Crespondentswiththeintentionof

examiningtheimpactofemployeeturnoveronorganizationalperformanceinOromia

BankSC.Theanalysisanddiscussionoftheresultsareofferedinthischapter.The

results from the questionnaires thatfollowed the respondents'insights into the

questionnairesareshowninfullbelow.Additionally,theoutcomeoftheinterviewwith

the bank's top managementis presented.Thatsuggests thatthe analysis and
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discussioninthischapterarebasedontherepliestoresearchquestionnaires,interview

questions,andsecondarydatathatweregatheredfrom thebank.

4.1.1.SurveyResponsesRateoftherespondents

Thisresearchstudyintendedtoassesstheeffectsofstaffturnoverontheperformance

ofOromiaBankS.CwithafocusontheAddisAbebaheadquarters.Employeeturnover

isacostlyproblem formanybusinesses,includingthisbank.Simplerandom selection

andstratifiedsamplingmethodswereusedtoselecttheHOemployee.Asaresult,244

surveyformsweredistributedtostaffmembersattheOromiaBankSCheadquartersin

AddisAbeba.

4.1.2.DemographicCharacteristicsoftherespondents

Bank’sexcellenceandprofitabilitydependsonthequalityandquantityofstaffwhichcan

be described using demographic characteristics such as sex,age,educational

qualification,academicrankandposition. Thedemographicaspectsofrespondents

consideredhereincludesex,age,andeducationalqualification,andyearofservices.

Thesedemographiccharacteristicsinfluenceturnoverstatusandneedstobeconsidered.

ConfirmingthisC.M.Agyeman,&V.M.Ponniah(2014)statedthat“retentionfactorsare

stronglyassociatedtodifferentdemographiccharacteristicsofgender,age,maritalstatus,

qualification,income,andyearsofservice.”

Thus,thetableaboveshowsgenderpercentagesofrespondents,theresearchwantedto

identifythegenderofthesamplerespondents.

Table4.1ResponseswithGeneralDemographicDetails

DemographicCharacteristics
Frequenc
y

Percentage
(%)

Gender
Male 136 55.70%

Female 108 44.30%

Age 18-25years 16 6.60%

26-35years 160 65.60%

36-45years 64 26.20%
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46-55years 4 1.60%

56andabove 0 0.00%

MaritalStatus

Married 81 33.20%

Single 157 64.30%

divorced/
separated

5 2.00%

windowed 1 0.40%

Educationalstatusorqualification

12Complete 12 4.90%

Diploma
holder

33 13.50%

firstdegree 170 69.70%

seconddegree 29 11.90%

  0 0.00%

workedinthisorganization,lengthof
serviceyears

1-5years 161 66.30%

6-10years 67 27.60%

11-15years 7 2.90%

16-20years 4 1.60%

21andabove 4 1.60%

Withregardedtothegenderdistributionoftherespondent136(55.7%)ofthem weremales

and108 (44.3%)ofthem werefemalerespondentswhichshowedafairrepresentationof

bothgenders.AsgenderhasimpactonemployeeturnoverconfirmedbyLuekensetal.(2004)

whosuggestedthatmostclearlythatretainedemployeesaremorelikelytobemalethan

female,proportionalrepresentationofbothgendermakesthefindingofthisstudytobe

reliable.

Asillustratedintheabovetable,thebreakdownoftheagerepresentationofthesample

respondentsusedinthisresearchshowsthat26-35represented160(65.6%)from thetotal

respondentsthatisthe majorityfollowed byage groupsbetween in the age of36-45

accountingtoabout64(26.2%).Inaddition,thosebetween18-25yearsofagerepresented16

(6.6%)andfinally4(1.6%)oftherespondentswereattheagesbetween46-55years.Age

determinesthelevelofturnoverwhichisconfirmedbyBormanandDowling(2008)whofound

thatindicatedthatthosewhoare51yearsofageorolderaremorelikelytoquitthanyounger.

Forthisstudythisimpliesthat,astherearehighyoungagegroups,theturnoverneedstobe

low.
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Concerningtheeducationalstatusoftherespondentsisconcerned;thestudywantedto

determinethehighesteducationlevelheldbytherespondentsandhencerequestedthe

respondentstoindicatetheirhighestlevelofeducationqualification.Thus,themajorityof

employees170(69.7%)haveFirstDegreelevelofeducation whereas29 (11.9%)ofthe

respondentshadSeconddegreelevelofeducation.Respondentsaccountingto33(13.5%)

hadcollegeDiplomalevelofeducation.Thisindicatesthatmostoftherespondentswere

academicallyqualifiedintheirrespectivejobundertakings.AccordingtoC.M.Agyeman,&V.M.

Ponniah(2014)themoreeducatedemployeesare,themorelikelytheyaretoquittheirjoband

asmajorityofemployeesofthebankhasdegreeandabovehencethereisturnoverintention.

Asobservedfrom theabovetable,thesurveyresultindicatedthatatotalof161(66.3%)of

therespondentsparticipatedinthisresearchwerebetween1to5yearsofservice,followed

by36%oftheemployeeswhichhad6to10years’serviceintheirorganizations.Besides,a

totalof6.1%oftherespondentshadworkedintheirorganizationsbetween11to15yearsin

theirBank.Thisindicatedthatmostoftherespondentshadalongworkingexperienceandhad

experiencedtheimpactsofemployeeturnoveronorganizationalperformance.Distributionof

respondentsbymaritalstatusistheotherimportantaspectintheanalysisofemployturnover

issues.Regardingtothemaritalstatusofinterviewedsamplerespondents,outofthetotal

respondentstaffsinsamplepopulation,33.2percentaremarried,64.3percentnevergot

married leaving (single)and 2 percentare divorced.This implies thatmajorityofthe

respondentsaresingle.

4.2. AnalysisoftheFindingsoftheStudy

4.2.1.TheExistenceandRateofLaborTurnoverintheStudyArea

Respondentswerequestionedaboutthepresenceofstaffturnoverintheirorganizations

inordertogaugetheextentofturnoverinthebank.

Table4.2.1RateofturnoverintheBank

 Item AgreementLevel Frequency Percentage%
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feelthat there is employee
turnoverinyourbank

strongdisagree 3 1.20%

Disagree 1 0.40%

Neutral 8 3.30%

Agree 194 79.50%

strongagree 38 15.60%

Ascanbeseenfrom theabovetablewithregardtoperceivedfeelingofwhetherthereis

employeeturnoverrespondentsstatedthattheybelievetheircompanyexperiencesstaff

turnover.Figuratively,participantsinthissurveywereaskedtocommentonthetopicof

turnoverrate.Themajorityofsamplerespondentsaccountingtoabout194(79.5%)ofthe

respondentssaidtheyagreedwiththestatementthatthereisaveryhighrateofturnover,

whereas38(15.6%)stronglyagreed.Contrarytotheaboverespondentsaccountingabout

8(3.3%)remainedneutralwhereasrespondentsaccountingtoaboutremaining1(1.20%)

and1(0.40%)stronglydisagreedanddisagreedrespectively.

Besidesthequantitativedata,theresearcheralsogathereddatafrom interview and

documentreview.Therefore,theHRmanagers'reactionwasthatlaborturnoveroccursin

allorganizationsandtheycitedthebank'sreporttoshowhowmanyemployeesactually

leftthebankinthepreviousfiveyears.From Humanresourcereport(2021)therateof

employeeturnoverinthebankis2.3%whichishigh.

4.1.1.RespondentsResponseonCausesofEmployeesTurnover

Confirmingthatthereexistemployeeturnoverfrom theabovequestionandasemployee

turnovercan’thappenwithoutanyreason,underthispartwhatcausedforturnoveris

intendedtobeidentified.Accordingly,underthisparttheanalysisofdataobtainedfrom

244respondentsandtheinterviewwiththeToplevelManagersregardingtheeffectsof

employee’sturnoveronorganizationperformanceisanalyzedasfollows.

Table4.3MeanSummaryfortheCauseofemployeeTurnover

Items N Mean
Std.

Deviation

SeekofbetterjobopportunityandJob
Dissatisfaction

244 4.05 0.55

Forbettersalaryandbenefits 244 4.72 0.82
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Absenceofcarrierdevelopmentfortheemployeesin
thebankandextendtheirtenure

244 3.86 0.76

lackofcleanliness,instable,inappropriateandlack
ofcomfortintheworkplaceofthebankemployee

244 4.39 1.14

Poorgovernanceofthebank,thereisalackof
efficiencyinemployingstaff

244 4.52 0.99

PoorCompensationSystem (Rewardsandoutcomes
areweak)tomotivatetheemployee

244 4.61 0.91

Increasedworkpressure,stress,lackofemployee
freedom,andbehavioraldifferences

244 4.36 1.16

LowEmployeessocialandinterpersonalrelationship 244 4.31 1.22

PoorTraininganddevelopmentopportunityfor
employeesandmanagers

244 4.41 1.13

AggregatedMean 244 4.36 0.96

AfiveLikertscalemeasurementusedrangedfrom 1=StronglyDisagree,2=Disagree,
3=Neutral,4=Agreeand5=StronglyAgree)

Source;Datafrom FieldSurvey,2022
Asitcanbeseenfrom theabovetableallitemsspecifiedasacauseforturnoverwas

perceivedbyrespondentsasacontributingfactorforstaffturnoveratOromiaBankS.C.

Morespecifically,EmployeeofOBS.Cleaveanorganizationtogetbettersalaryratedwith

(M=4.72,SD=0.55),duetoanexistingpoorcompensationsystem andpoorgovernance

andlackofefficiencyinemployingstaffratePoorTraininganddevelopmentopportunity

foremployeesand managers(M=4.61,SD=0.91;M=4.52,SD=0.99;M=4.41,SD=1.13)

respectivelywhichwereratedabovetheaggregatemeanvalue.Thisimpliesthat,these

factors were the more contributing factors foremployee turnoveras perceived by

respondents.Notonlyhavethese,theotherfactorsstatedabovesuchasincreasedwork

pressure,stress,lackofemployeefreedom,andbehavioraldifferences(M=4.36,SD=1.16),

lowEmployeessocialandinterpersonalrelationship(M=4.31,SD=1.22),Seekofbetterjob

opportunity and Job dissatisfaction (M=4.05,SD=0.55) and absence of carrier

developmentfortheemployeesinthebankandextendtheirtenure(M=3.86,SD=0.76)

were also perceived ascontributing factor.The high mean value and low standard

deviationfoundfrom theaboveanalysisimpliesthatmajorityoftherespondentsagreed

withtheirresponseconvergingaroundsimilarpointofview,thatallspecifiedcausesof

employeeturnoverwereamongthecausesleadingtoemployeetoleavethefirm.

Concurrentlydatagatheredfrom qualitativesourcessuchasfrom employeeresignation
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letter,interview with higher officials and report altogether depicted that,better

employmentopportunityofferfrom competitorfirm predominantlyBankswithhighsalary,

benefit,compensationandcareerdevelopmentopportunitywerethemajorfactorfor

employeetoleaveOromiaBank.Thebankofferingbetteremploymenthasbeenattracting

employeesofOromiaBank.

4.1.1.Respondents’responseontheeffectsofemployees’turnoveron

organizationperformance

Thedepartureofmoreseniorandwelladaptedemployeefrom anorganizationisnota

positive contributorto organization’s productivity.To know an extentto which

organizationalperformanceisaffectedbyemployeeturnoveritemsweredevelopedand

ratedbelow.Inthisparttheanalysisofdataobtainedfrom 244respondentsandthe

interviewwiththeToplevelManagersregardingtheeffectsofemployee’sturnoveron

organizationperformanceisanalyzedasfollows.

Table4.4MeanSummaryfortheeffectofemployeeTurnoveronorganizations

performance

 Items N
Mea

n
Std.

Deviation

Serviceprovidedresultsinlossofcustomers.
24

4
4.59 0.89

Staffturnovercausesadeclineinservicesprovision(disrupts
servicedelivery)

24
3

4.64 0.87

IncreasingWorkLoadforeachEmployee
24

4
4.57 0.93

Highstaffturnovercausesreductioninworkproductivityor
Performance

24
4

4.64 0.85

Highstaffturnovercausestoomuchwastageofresourceswhen
newstaffsettlesin.

24
4

4.73 0.73

Highstaffturnovercauseemployeenottomeettheirdeadlines
orUnfulfilledDailyFunctions

24
4

4.6 0.79

Highstaffturnovercausesreductioninthequalityofproduct
produced.

24
4

4.65 0.82

Highcostofreplacementandfortraininganddevelopmentof
thenewworker

24
4

4.72 0.78

Replacementofpoorperformers
24

4
4.6 0.87

Infusionofnewknowledgeintheorganization
24

4
4.52 0.98
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AggregatedMean
24

3
4.63

0.851‬‬‬
‬‬‬‬‬‬

AfiveLikertscalemeasurementusedrangedfrom 1=StronglyDisagree,2=Disagree,
3=Neutral,4=Agreeand5=StronglyAgree)

Source;Datafrom FieldSurvey,2022
From theabovethetable,themajorityofrespondent’sresponserevealsthat,staff

turnoverhasaneffectonorganizationalperformance.Morespecifically,respondents

alleged that,staffturnovercaused forhigh costforreplacementand training and

developmentof the new worker rated with mean value and standard deviation

(M=4.72,SD=0.78),reduction in the quality ofproductproduced (M=4.65,SD=0.82),

reduction in workproductivity(M=64,SD=0.85),and a decline in services provision

(M=4.64,SD=0.87)to greaterextentwhich israted above aggregate mean M=4.63.

Additionallymajorityofrespondentswereinagreementasthemeanvalueforotheritems

liketurnovercausedemployeenottomeettheirdeadlinesorunfulfilleddailyfunctions,

(M=4.6,SD=0.79),increaseworkloadonanexistingemployee(M=4.57,SD=0.93)Service

providedresultsinlossofcustomers(M=4.59,SD=0.89)liesbetween4and5showing

theiragreementleveltobehigh.

Generallyfrom tableabove,wemayinferthattheresponseobtainedfrom employees

indicatesthatthemajorityofrespondentsadmittedtheexistenceofturnoveranditseffect

onorganizationalperformancetobesignificant.

Concomitantly,data gathered from qualitative source also revealed that,employee

turnoverhasaffectedorganizationalperformanceinmanyways.Accordingtointerview

responsefrom oneamonghigherofficial,employeeturncreatedjoboverloadathead

office,costfornew employment,andtraining,dearthofsuccessorformiddle,andtop

levelManagementaswellasdelayintheservicedelivery.

Ingeneralitisfoundthat,employeeturnoverhaseffectoforganizationalperformanceof

theBank.ThisfindingisinagreementwiththefindingofRahmanandNas(2013)who

identifiedthat,whenorganizationhirenew employeeastofillvacantpostcreatedby

turnover,ittakestimefornewemployeetogetnecessaryskillandknowledgeforthejob

whichtakesthem longperiodoftimetomeettheexpectationofcustomerwhichfinally

affectoverallperformanceandcompetitivenessofthecompany.
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Moreover,the finding byE.S.Asamoah,F.Doe and H.Amegbe (2014)asserted that

employee departure affectorganization in terms ofmeasurable financialcostand

intangibleknowledgebasedandproductivitycostwhichisalsoinagreementwiththis

finding.

4.1.2.Regressionanalysisofemployeeturnoverandorganizational

performance

Table4.2.4SummaryofRegressionAnalysisResults

Simple

Linear

regression was calculated to predictthe how faremployee turnovercould predict

organizationalperformance.As can be seen from the above table the Correlation

coefficientofr=.829revealsthatthereishighdegreeofnegativecorrelationbetweenthe

variables.Thevaluer2 =.868confirmsthemodeliseffectiveenoughtodeterminethe

relationshipbetweenthevariablesandindicatesthat86% ofvarianceinorganizational

performancewaspredictablefrom alevelofemployeeturnover.

Theabovetablerevealsthat,alevelincreaseinpredictorvariable(turnover)causes

decreaseinoutcomevariable(organizationalperformanceand themodelisfitfor

predictingtherelationshipbetweenthetwovariable.Here, p <0.000,whichislessthan

0.05,andindicatesthat,overall,theregressionmodelstatisticallysignificantlypredicts

theoutcomevariable(i.e.,itisagoodfitforthedata).From thetable,aunitincreasein

turnoverwillreduceorganizationalperformanceby82%andorganizationalperformance

isdependentonturnoverrate.

Model r r2 Std.ErroroftheEstimate

1 -.829a 0.686 0.41196

a.Predictors:(Constant),cause

Variable B 95.0%CI β t Sign.(ρ)

(Constant) 1.29
[0.999

1.58]
  8.754 0.00

Organization
al
Performance

-0.765 [0.70.831] -0.829 -23.02 0.00
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CHAPTERFIVESUMMARY,CONCLUSIONANDRECOMMENDATIONS

4.2. INTRODUCTION

Thischapterconsistsofabriefsummaryoffindings,aconclusionforthestudybased

onfindings,andrecommendationsmadebytheresearcherfrom thefindingsofthe

study.

4.3. SUMMARY

The purpose ofthis studywas to examine the effectofemployee turnoveron

organizationalperformanceofOromiaBank.Descriptiveresearchdesignwithmixed

researchapproachwasemployed.Dataweregatheredandevaluatedusingprimary
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data from 244 samplerespondentsatthebank'sAddisAbaba headquartersand

interviewswiththebank'sHRmanager,aswellassecondarydata.Threebasicresearch

questionswereraisedandanswered.Thesewere;

 WhatarethemajorfactorsthatleadshighemployeeturnoverinOromiaBankS.C?

 Whatistheeffectofemployeeturnoveronorganizationalperformance?

 Howtoreduceemployeeturnover?

From thedatagathereditwasfoundthat,employeeturnoverwascausedbybetter

opportunities,suchashighersalaries,andopportunitiesforcareergrowth,lackof

traininganddevelopment,duetoanexistingpoorcompensationsystem,increased

workpressure,lackofemployeefreedom,andbehavioraldifferences.Additionally,one

ofthemainreasonsforstaffturnoverintheirbankwasalackofcontentmentwiththe

working environmentand alackofemployeeinputinto decision-making.Lackof

programsforthesepersonneltoupgradetheirabilitieswasanothersignificantissue.

Additionally,theydidnotvaluetheemployees'inputanddidnotappropriatelyreward

theireffortswithrewardsthatwouldhaveimprovedemployeeperformance.These

issuesmotivatedemployeestoleavethebank.

Withregardtotheeffectofemployeeturnoveronorganizationalperformance,majority

ofrespondentsresponseagreedasitleadstolossofthemosttalentedandseasoned

personnel,declinedservicequalityanddeliverytimecausedemployeenottomeettheir

deadlinesorunfulfilleddailyfunctions,andincreaseworkloadonanexistingemployee.

Thuslinearregressionmodelresultrevealedthatemployeeturnover

Inaddition,thestudyfoundthefollowingconsequencesatthisbank,amongothers:

impairtheoverallproductivityofacompany,reductioninthequalityofgoodsproduced,

wastageofresources.Moreover,workisnotcompleted in atimelymannerwith

sufficientquality,whichslowsdownjobperformance.Thismakesitchallengingto

serve consumers with an efficientand properservice,which lowers customer

satisfactionwithbankservicesandultimatelyresultsinalossofclients.Additionally,it

hasincreasedtheworkloadfortheexistingworkers.
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Anyorganization'sabilitytosucceedisgreatlyinfluencedbyitspersonnel,technology,

and resources.Theperformanceoftheseindividualsiscrucialto anycompany's

successorfailure.Employeeturnoverisnow abigissuesinceithasanegative

financialandmoralimpactontheorganization'slimitedresourcesandunderminesits

overallsuccess.Sincehighlyqualifiedandexperiencedtalentdepartsthepositionthey

held,highstaffturnoverhasbecomeaconcernforallorganizationsingeneraland

banksinparticular.Duetoemployeeturnover,bankstodayhadtroublekeepingholdof

talented,seasoned,andwell-trainedpersonnel.

Thebanklosesitsabilityandisunabletoachieveitsgoalandobjective,whichhasan

impactonitscontinuedexistence.Becauseofthis,caremustbetakentominimizeor

lowerturnoverrate.Therefore,adjustingsalariesandbenefitspackagesaswellas

providingpossibilitiesforcareerprogressioniscrucialstepsthebankshouldtaketo

lowerthedegreeofturnover.Additionally,ifapromotionisavailableandtheworkplace

iscomfortable,peoplearemorelikelytostayonthejob.

4.4. CONCLUSION

Basedonthedatagatheredfrom bothquantitativeandqualitativesourcesthefollowing

conclusionismade.

 ThereishighemployeeturnoverinOromiaBankS.Ccausedby bettersalary

offerfrom othersimilarcompany,anexistingpoorcompensationsystem inthe

bank,lackofgoodgovernance,poortraininganddevelopmentopportunityfor

employeesandmanagers,increasedworkpressure,lackofemployeefreedom,

and behavioraldifferences,and absence of carrierdevelopmentforthe

employeesinthebank.

 Employeeturnoverhasaneffectonorganizationalperformancemanifestedin

theform ofincreasedcostreductioninthequality,weakeninginservicesinability

tomeettheirdeadlines.

4.5. RECOMMENDATION

Forthesignificantconclusionslistedabove,theresearchsuggeststhatthebankmust

addressthefollowing.Inordertogivemanagementtimetofocusonthecorebusiness
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oftheentityandavoidtheimpactofturnoverontheorganization'sperformance,the

researcherfirstadvocated forminimizing employee turnover.This willsave the

organizationtimeandmoneyspentonrecruitingandtrainingnewemployees.Thus,the

bank:

 Inthisorganization,incentives,salaries,andperkpackagesarethemainreasons

foremployeeturnover.Employeeturnoverisacommonoccurrencewhenabank

doesnotprovidecompetitivepayandbenefits,whichhasanimpactonthe

bank's success.The bank needs a merit-based compensation strategy to

addressthisissue,aswellaswagesandbenefitsthataresufficientlyattractive

tohighly-qualifiedandexperiencedworkersincomparisontothoseofferedby

otherbusinessesinthesamelabormarket.

 Theprimaryreasonthatmanyprofessionalemployeesquittheorganizationis

foradvancementandpromotion.Careerdevelopmentisthereforethemost

crucial retention element because providing workers with great career

developmentpossibilitiesnotonlykeepsthem from leavingthebankbutalso

positively influences their loyalty to the institution.Therefore,the bank

managementshouldfocusontheworkers'professionaldevelopment.Tokeep

theirknowledge and abilities current,they should getpropertraining and

development programs on a regular basis. Providing personnel with

opportunities for career progression may aid in their development as

professionalsandincreasetheirlevelofjobsatisfaction,bothofwhichhavea

favorableeffectonthebank'sperformance.

 Peoplemaynotremaininacompanysolelyforthemoney;rather,theymaydoso

foravarietyofreasons,includingadvancementopportunitiesandperksthat

draw inmoreworkers.Asaresult,thebankshouldimplementavarietyof

employeemotivationstrategies,suchasinstitutingrewardsfordiligentworkers

andfrequentlypraisingemployees'contributionsandeffortsinordertospur

them ontogreaterproductivity.Bydoingthis,thebankisabletolessenthe

detrimentaleffectsofturnoveronitsperformance.Additionally,employeeswant

toworkinanenvironmentthatiscomfortableforthem.So,thebankshouldwork

onofferingallessentialcomfortandconveniencetoperform thejobtothe

employeestoretainitscompetentandexperiencedstaff.
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Appendices

AppendixI

STMARY’SUNIVERSITY

SCHOOLOFGRADUATESTUDIES

DEPARTMENTOFBUSINESSADMISTRATIONGRADUATEPROGRAM

QuestionnairestobefilledbyOromiaBankvisitorsofAddisAbabaCityHeadOffice

DearRespondents,

Thepurposeofthisquestionnaireistocollectprimarydataforconductingastudy

onthetopic“TheeffectofEmployeeturnoveronOrganisationperformanceinthe

caseofOromiaBank”asapartialfulfilmenttothecompletionofMastersofArtin

businessadministration

NB.

 Noneedofwritingyourname.

 Encircletheletterofyourchoiceandput

the[P]markintheboxprovided.

 Pleaserespondasaccuratelyaspossible

andatyourearliestpossibletime.



Thankyouforyourcooperation!

BACKGROUNDINFORMATION

Part-I:SectionA:Demographicfactors

1.Gender:Gender

a)Male

b)Female

2.AgeYear
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a)18-25years

b)26-35years

c)36-45years

d)46-55years

e)56andabove



3.Maritalstatus

 Married

 Single C.Divorced/Separated D.Widowed

4.Educationalstatusorqualification

A.12Complete

B.Diplomaholder

C.FirstDegree

D.SeconddegreeE.PH.D

5.Howlonghaveyouworkedinthisorganization,lengthofserviceyears

a)1-5years

b)6-10years

c)11-15years

d)16-20years

e)21andabove

Part-II:IssuesRelatedtoEmployeeTurnover

1. Doyoufeelthatthereisemployeeturnoverinyourbank?

Pleaseencircletheletterofyourchoice.

5=Strongagree,4=Agree3=Neutral2=disagreeand1=Strongdisagree

2. How doyouratetheturnoverinyourorganization?Pleaseencirclethe
letterofyourchoice.



A.StronglyagreethereisVeryhighLaborreturn

B.IagreethereisHighLaborturnover

E.Istronglydisagree
3. In relation to laborturnover,are the following issues are possible causes for

employees to leave their organization? Please indicate your level of
agreement/disagreementbyticking[√]inthetableforyourexactfeelingbasedonthe
scalebelow.
5=Strongagree,4=Agree3=Neutral2=disagreeand1=Strongdisagree

Possiblecausesofemployeeturnover 5 4 3 2 1

1 Seekofbetterjobopportunity
AndJobDissatisfaction

2 Forbettersalaryandbenefits

3 Absenceofcarrierdevelopmentfortheemployeesin
thebankandextendtheirtenure

4 lackofcleanliness,instable,inappropriateandlack

ofcomfortintheworkplaceofthebankemployee

5 Poorgoodgovernanceandsupervisionof
thebank,thereisalackofefficiencyin
employingstaff

6 PoorCompensationSystem (Rewardsandoutcomes
areweak)tomotivatetheemployee

7 Increased workpressure,stress,lackofemployee

freedom,andbehavioraldifferences

8 LowEmployeessocialandinterpersonalrelationship

9 PoorTraininganddevelopmentopportunityfor
employeesandmanagers

6.

Please indicate your response regarding the effect of employee turnover

organizational performance in Oromia Bank. Please indicate your level of

agreement/disagreementbyticking[√]inthetableforyourexactfeelingbasedon

thescalebelow.

5=Strongagree,4=Agree3=Neutral2=disagreeand1=Strongdisagree

Possible effect of employee turnover
organizationalperformance

5 4 3 2 1

1 Serviceprovidedresultsinlossofcustomers.

2 Staffturnovercauses a decline in services
provision.(disruptsservicedelivery)

3 IncreasingWorkLoadforeachEmployee



4 High staffturnovercauses reduction in work
productivityorPerformance

5 Highstaffturnovercausestoomuchwastageof
resourceswhennewstaffsettlesin.

6 Highstaffturnovercauseemployeenottomeet
theirdeadlinesorUnfulfilledDailyFunctions

7 Highstaffturnovercausesreductioninthequality
ofproductproduced.

8 Highcostofreplacementandfortrainingand
developmentofthenewworker

9 Replacementofpoorperformers

1
0

Infusionofnewknowledgeintheorganization

Part-IIIGeneralQuestions

1.In youropinion,are there any othereffects ofemployee’s turnoverin your
organizationperformance?

______________________________________________________________________________________

______________________________________________________________________________________

______________________________________________________________________________________

__________________________

2.Inyourviewwhatshouldbedonetoreducethelaborturnover(possiblemitigating
strategies)?
___________________________________________________________________________________
___________________________________________________________________________________
___________________________________________________________________________________
___________________________________

3.Ifyouhaveanycommentyouwouldliketoaddpleaseusethespacebelow

______________________________________________________________________________________

______________________________________________________________________________________

______________________________________________________________________________________

____________________________

Thanksforyourparticipationinthisstudy



AppendixII

SaintMaryuniversitydepartmentofBusinessAdministration

InterviewQuestionstoOromiaBankHRManager

DearRespondent
Thefollowingaretheinterviewquestionstobeaskedintendingtocollectdatabasing
onthefollowingtopic:Assessmentofemployeeturnoverandorganizationperformance:
thecaseofOromiaBank.Youarerequestedtoassistinrespondingquestionsasyou
knowthem.Theinformationobtainedinthisinterviewsessionwillbeconfidential,and
onlyforresearchpurposesIanticipatemygratitudetoyourassistance

SECTIONA:GENERALINFORMATION(Optional)
CodeofInterviewee...............
Positionofrespondent……….

SECTIONB:INTERVIEW QUESTIONS.

1.Istherelaborturnoverinyourbankandwhatdoyouunderstandbyemployee
turnoverrate?
___________________________________________________________________________________

___________________________________________________________________________________

___________________________________________________________________________________

___________________________________

2.Inyouropinion,whatdoyouthinkthereasonswhyemployeeschoosetoleavethis
organization?
___________________________________________________________________________________
___________________________________________________________________________________
___________________________________________________________________________________
___________________________________

3.Whataretheeffectsofemployee’sturnover?Andhow doyouthinkemployee
turnover has affected the bank?
___________________________________________________________________________________
___________________________________________________________________________________
___________________________________________________________________________________
___________________________________

Whatmeasuredoesthemanagementtaketoreducethelevelofturnoverinthis
organization?
______________________________________________________________________________________
________________________________________________________________


