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ABSTRACT

Development of the country is linked to the state of its citizen being employed and hence involved in the production which contributes much to the economy. However, many employment opportunities are largely created in the informal sector whose rate of growth may be higher than that of the formal sector. In recent years, the private sector in general has faced the challenge of employees’ turnover while administering good payment system, benefits, good working environment, institutes motivation and attraction. This study aims at identifying the factors influencing employees’ turnover in the private schools, with St. Mary’s. International schools as a case study. The specific objectives of the study aimed at determining the factors influencing employees’ turnover at St. Mary’s International schools, to determine the rate of turnover and lastly to assess the strategies employed to reduce or cut down the staff turnover. The data collection employed in this study includes the use of questionnaires, interviews, document review from the firm (secondary data) have been used to get the relevant information about the study. The findings revealed that salary, job dissatisfaction, lack of motivation, poor working environment and other related factors are the most influencing factor leading to employees’ turnover in private schools. The, rate of turnover in 2010 was 7% and has been increasing since then until a rate of 44% for the year 2014. This means the rate grows by 3 to 10% every year which is the serious problem towards the growth of schools. Serious strategies should be adopted in order to reduce the incidence of labor turnover such as restructuring salary scales, motivating high performing employees, as well as ensure all staffs are well paid.
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[bookmark: _Toc430096395][bookmark: _Toc317922003]CHAPTER ONE
[bookmark: _Toc430096396][bookmark: _Toc317922004]INTRODUCTION AND BACKGROUND OF THE STUDY

[bookmark: _Toc400376327][bookmark: _Toc430096397][bookmark: _Toc317922005]1.1	General Introduction
The majority of private sectors have been experiencing serious labor turnover. Various efforts have been taken by the private sector to curb the incident, however, the rate of employees who quit the organizations keep on increasing year after year. The issue of employees’ turnover is one among the common incidences facing many Government and private organizations although the factors associated to employees’ turnover differ from one organization to the other. Turnover, or employee withdrawal, is a variable often included in organizational research. Considering the number of studies including turnover as a variable, it is surprising to note how little systematic knowledge is available about its causes or antecedents.

An employee can be defined as any person who is hired to work or perform a job or a business or firm etc in return for payment under a contract of service with an employer whether as a manual labor, clerical work or otherwise and whether the contract is expressed or implied or is oral or written (EESA, 2002). Labor turnover is the rate at which an employer gains and losses employees. Labor turnover may be measured for individual companies and for their industries as a whole (Benedict, 2012). Moreover turnover may be referred as a rate at which employees leave the factory or company (Hornby, 1996). All in all, there is no single definition of the term turnover; the meaning depends of how the term is used. 

It has been reported and recognized that small firms are important generators of employment (Braun, 1995; Hobbs, 2000). Hughes (2000) in interpreting the job-generating role of the small enterprises emphasizes the extreme sleekness and volatility of the individual small business growth patterns, and the low quality and sustainability of the many jobs created by the mass microenterprises. He observed that a relatively few firms exhibiting rapid and sustained growers account for the bulk of sustained job generation in small firms. Those small enterprises that are better placed to access resources including information and technology thrive and offer sustained jobs while their disadvantaged contemporaries fizzle out. Today organizations make huge efforts to attract handfuls of employees and sustain them in the organization. In business situation, only high salary and designation is not significant for employees to retain them in the organization, According to (Smith, 2001); money brings the workers in the organization but not necessary to keep them, but others factors also play important role in their retention. 

The lack of factors such as career development, leave policy, leadership style, work environment, remuneration and rewards, Organization Justice, and performance appraisal may in one way or another influence employees turnover. St. Mary’s International schools are Private Sector established and registered since 1996, under the Company Ordinance Cap. 212 of 1954 in the Ministry of Commerce and Industry. The company has managed to open 18 schools of which 8 are Ordinary level to High level schools (Form one to Form Six), four (4) teachers college and others are Nursery and primary schools, whereby the medium of instructions are English to all levels. 

However, the schools are also running a Bridging Course established especially to meet the demand for the candidates whose pass are not suitable to join Form Five. Up to date the company has employed 300 teaching staff for secondary school specialized in Mathematics, Physics, Chemistry, Biology, Geography, Civics, History, English, French, Kiswahili, Book Keeping, Commerce, Dignity and Computer Studies. Also company is on the process of operating international schools in Bujumbura Burundi and Kigali Rwanda. 
[bookmark: _Toc400376339]
[bookmark: _Toc430096398][bookmark: _Toc317922006]1.2	Statement of the Problem
The development of private sector in the recent years under the globalization trend has played a significant role in generating new employment opportunity to the community, where the payments and working conditions has been improved as compared to the government sectors. The St.Mary’s International Schools as a private sector, generates employment opportunities to teachers as well as other staff who supports the schools. The company has managed to offer employment opportunities to local staff as well as expatriate staff in a creative way, good packages and other rewarding systems have been administered so far to ensure employees are satisfied with their work as well as other facilities. Despite all these, the staff turnover is negatively affecting the schools to achieve their desired goals and performances. No study has been carried out to determine or assess the turnover and reasons or factors associated with the turnover at the St. Mary schools. Likewise, less has been done to assess the situation in private sectors in Tanzania. 

Therefore, this study was purposively undertaken to assess labor turnover at St. Mary’s international schools in order to solve or reduce the problem as well identifying its rates at large. The information generated to a large extent added up to the literature available in Tanzania and thus assist in implementation of strategies that will be effective in assisting the organizations to achieve good performances. 

[bookmark: _Toc430096399][bookmark: _Toc317922007][bookmark: _Toc400376341]1.3	Research Objectives
[bookmark: _Toc430096400][bookmark: _Toc317922008]1.3.1	General Objective
The major objective of this study is to identify the factors influencing employees’ turnover in private schools in Tanzania.
[bookmark: _Toc400376342]
[bookmark: _Toc430096401][bookmark: _Toc317922009]1.3.2	Specific Objectives
(i) To identify the factors influencing employees turnover.
(ii) To determine the rate of turnover













[bookmark: _Toc317922010]CHAPTER TWO
[bookmark: _Toc430096403][bookmark: _Toc317922011]LITERATURE REVIEW

[bookmark: _Toc400376349][bookmark: _Toc430096404][bookmark: _Toc317922012]2.1	General Information
This chapter reviews the literature of the following areas of the study: - The first part reviews and makes some theoretical reflection of the study. The second part explores the empirical literature review of the study. The third part provides the literature gaps to be covered by the study. The fourth part provides conceptual framework, which guide this study.

[bookmark: _Toc430096405][bookmark: _Toc317922013]2.1.1 Definition of the Key Terms
There is general consensus that, there is no single statutory definition of the term employee, according to Employment and labor relation act of 2004 defined employee as an individual who has entered into a contract of employment; or has entered into any other contract under which the individual undertakes to work personally for the other party to the contract. 

On the other hand labor relations act defines an employee as a person employed by an employer, and includes a dependent contractor, but does not include a person who, in the board’s opinion, performs functions of a manager or superintendent or is employed in confidential capacity in matters relating to labor relations of personnel (Albright, 2003). In addition the term employee can refers to ‘any person who is hired to work or perform a job or for a business, firm in return for payment under a contract of service with an employer whether as a manual labor, clerical work or otherwise and whether the contract is expressed or implied or is oral or written (Chuwa, 2013).
The term employee turnover can entail “the rates at which employees leave the factory or company” (Hornby, 1996). This term is commonly used to refer to the wastage or the number of employees leaving, it’s usually calculated by taking the number of leavers in a specific period mostly a year as a percentage of number employed during the specific time “a ratio comparison of the number of employees a company must replace in a given time period to the average number of total employees” (Shukla, 2013) on the other hand “turnover refers to the amount of movement of employees in and out of the organization normally present in terms of turnover rate” (Ibid, 2013). In addition employee’s turnover refers to the movement of employees, in and out of a business.It’s commonly known as crude wastage or separation rate (Gupta, 2007).

[bookmark: _Toc430096406][bookmark: _Toc317922014]2.2 	Theoretical Framework
Most of employees factors influencing employees to leave are basically categorized into four; such as outside factors which is  associated with the reasons that’s are not related to the work, for example partners reallocations, family issues, illness, long ambition to travel and other related factors. The second category of factors necessitated to employees’ turnover is personal factors, some of factors associated with this category include family problems, social status, health problems, unrealistic expectations, children’s education, behavior of bosses are among few out of multiple factor under this category (Khan, 2012).

The third category comprises of functional factors that may be forms of resignations which in some incidence may influence employees turnover that is welcomed by both the employer and employee for example failure to fit with organizational culture, individuals poor working performance, poor engineered change in management schemes. The main solution is to improve recruitment and selection procedures so that fewer people employed fit the in the category (Torrington, 2005).

The fourth factor, pull factors or uncontrolled factors that may result to employees turnover, Pull factors are factors associated to career advancement, salary, job security, good location of the organization, more freedom, value, job security and the like (Khan, 2012). On the other hand push factors are the factors associated with the problem of dissatisfaction, It may includes factors such as ineffective supervision, in sufficient development opportunities, poor level of employees’ involvement in decision making process, for any successful organization to strive it should pick out all signs of dissatisfaction (Taylor, 2002). Therefore the employees’ decision to leave is associated with number of multiple factors some stated above, although these factors vary from one organization to another but they have a very significant role in determining the employees’ decision to leave.

According to dual factor theory, there are two factors, which are commonly known as dual factors, this theory argues that satisfiers are related to the nature of the work itself and the rewards that flow directly from the performance of that work. The work related factors, which influence employees’ satisfaction are achievement, recognition, work itself, responsibility, salary, status, benefits and advancement. Failure to attain satisfaction factors the employees may be influenced to quit. The management should set mechanism to reduce dissatisfies. Hygiene factors are needed to ensure employees are not dissatisfied (House, 1967) Employees may stay long time in an organization if they are well paid and motivated (Gunu, 2008).
Moreover employees want to feel as if they are being adequately rewarded for the job they are performing in a company. Employers who offer the most attractive reward packages have lower attrition rates than those who pay poorly (Gomez-Mejia and Balkin, 1992). Its commonly known that organization in which particular incentives such as staff discounts, holiday entitlements and private healthcare schemes are practiced, are more likely to have a low staff turnover than those which simply pay higher base wages. 
[bookmark: _Toc400376354]	
Once the employees join the organization, they have some expectations about their needs, and once these deeds will not be attained the employees may be attracted to leave. According to expectancy theory which is actually based on four assumptions; first, people join organizations with expectations about their needs, motivations, and past experiences. These influence how individuals react to the organization. Among the expectations may include huge salaries, bonuses, recognition, appreciation and once these needs not attained the employees may quit. Second assumption is that an individual’s behavior is a result of conscious choice. That is, people are free to choose those behaviors suggested by their own expectancy calculations. A third assumption is that people want different things from the organization like salary, advancement, job security, and challenge.  A fourth assumption is that people will choose among alternatives so as to optimize outcomes for them personally. 

A person is motivated to the degree that he or she believes that his or her effort will lead to acceptable performance (expectancy), his or her performance will be rewarded (instrumentality), and lastly the value of the rewards is highly positive (valence). Failure to acquire these expectations may however influence employees’ turnover at the firm (Lunenburg, 2011). The unfolding model: Terence unfolding model paths are actually explaining the four paths that individuals may take before leaving the organization. 

Many people thought about leaving in response to some particular events and we call that particular event a “shock to the system” some cited shocks observed in a literary work includes mergers, unsolicited job offers, friends leaving, having baby, spouse relocation, a poor performance appraisal and other administrative changes (Terence, 2001). Normally when shock occurs employees starts thinking about leaving the organization.

[bookmark: _Toc400376356][bookmark: _Toc430096407][bookmark: _Toc317922015]2.3 	Empirical Literature Review
The majority of literature considers compensation is one of the largest factor for the retention of employees. Compensation plays significant role in attracting and retaining good employees, especially those employees who give outstanding performance or unique skill, which is indispensable to the organization because company invest heavy amount on their training and orientation. According to (Lawler, 1990); company adopt the strategy of low wages if the work is simple and requires little training and companies competing in high labor markets, adopt the high wages strategy. Some researchers argue that competitive compensation package is the only strong commitment and also build strong commitment on the workers side. 

However, the contribution of compensation towards retention, help in retention of employee irrespective of their skill and contribution to the company and it likely affect both turnovers desirable and undesirable. The total amount of compensation offered by other companies also affects the turnover. Organization who offers high compensation package compared to others would a large number of candidates applying for induction and have lower turnover rate. Moreover, the high compensation package, the organizations would create culture of excellence.

Mokaya (2008) on his study studied on factors that influence labor turnover of aircraft maintenance engineers in Kenya, a case of Kenya airways. The study aimed at investigating factors influencing labor turnover of engineers in Kenyan Airways. To establish the influence of rewards on labor turnover of engineers in Kenya airways, determine the extent to which poaching and competition, leadership style and working conditions on labor turnover of engineers in Kenya Airways. The findings revealed that 70% of the respondent felt that the rate of turnover of engineers at Kenya Airways was generally high, with the situation not likely to slow down as there were no immediate remedial plans. The findings revealed that low salary was the main cause of high turnover of engineers at Kenya Airways whereby 65% of the respondents indicated that the salaries paid to engineers was not attractive.

Westland (2008) wrote on retaining talent by assessing job satisfaction facets most significantly related to software developer turnover intentions. They argued that retaining information technology employees had been a problem in many organizations for decades. When key software developers quit, they depart with critical knowledge of business processes and systems that are essential for maintaining a competitive advantage. The primary aim of their study was to assess facets of job satisfaction that are most significantly correlated with software developer turnover intentions. The results indicated a significant predicting relationship between the software developers’ turnover intentions and nine facets of job satisfaction. Also they found that there was a significant negative relationship between satisfaction with the nature of work and turnover intentions when controlling for the effects of the other independent variables.

Shamsuzzoba et al (2007) studied on employee turnover a study of its causes and effects to different industries in Bangladesh, the main objectives of the study was to identify the actual reasons of turnover, One of the most common reasons raised by respondents given for leaving their job is the availability of higher paying jobs that means they normally leave simply because they receive the offer with high payment, some workers were reported to leave one job to another that pays 50cents an hour more than the current job this shows directly that most of the people leave because they get offer with high payments. 

Ologunde et al (2003) studied on labour turnover among university teachers in south western Nigeria, the main objectives was to ascertain the level of voluntary quits in the universities under review, to identify the various motivational strategies available for academic staff in the universities, to examine the adequacy or otherwise of these motivational variables with view to reduce labour turnover in Nigerian universities. The findings of the study revealed that the majority of respondents around (78%) who were recently employed showed that the most of the old hands have left simply because of poor motivation, thus failure of proper motivation of staff may influence labour turnover. 
Another study was conducted by Khatri (2001) in his study he examined that there is a death of research studies examining the issue of turnover in Asian countries as well as either developing countries, he finally reported that there is a very few reports of the study undertaken examining the issue of employees turnover in Asia context and most of investigations realized that a limited number of a sample were used which resulted to generalization. 

Maertz and Griffeth, (2004) have, however revealed that extrinsic factors such as competitive salary, good interpersonal relationships, friendly working environment, and job security were cited by employees as key motivational variables that influenced their retention in the organizations. The implication of this therefore is that management should not rely only on intrinsic variables to influence employee retention; rather, a combination of both intrinsic and extrinsic variables should be considered as an effective retention strategy.

In addition, Hong (2008) studied about the relationship between organizational climate, employees’ personality and intention to leave aimed at exploring the relationship between organizational climate, employee personality and their intention to leave. Among four organizational climate dimensions were selected for the study which includes rewards, responsibility, structure and support.

Personality dimensions selected includes sociability and dominance and therefore its effects were on the relationship between intention to leave and organizational climate. The final results realized that organizational climate have a significance role on employees intention to leave. Other four organizational climates had negative significance on employees’ intention to leave. Thus sociability and dominance personalities were witnessed as having significance in moderating the relationship between organizational climate and employees’ intention to leave.

Furthermore, Bitsch (2004) conducted a study on problem of retention, components of satisfaction of a job at green industry employees. The study revealed that satisfaction may be associated with achievement, work itself, recognition, supervision, job security, working conditions, family issues, interpersonal relationships, compensation, safety at workplace and other related factors, when these factors are maintained they may influence employees retention and when are not available may influence  their decision to leave.

[bookmark: _Toc430096408][bookmark: _Toc317922016]2.4 	Research Questions
The following research questions are designed to guide the attainment of the objectives of the study.
(i) What are the factors leading to employees’ turnover at St. Mary’s International schools? 
(ii) What is the rate of employees’ turnover at St. Mary’s International schools over the last five years’ 

[bookmark: _Toc430096409][bookmark: _Toc317922017]2.5 	Conceptual Framework of the Study
Several studies on employee’s turnover have been conducted in Tanzania, East Africa, Africa and the world in general. There are several theories derived from the reviewed literatures, which are relevant to this study and their implications. The studies have been critically analyzed and the gaps identified forms the basis for this study.

This study focused on the employees’ turnover as the result of dissatisfaction brought by a number of factors leading to a decision to quit. The factors introduced by the researcher depicts that salary and other incentives packages, motivation, good working conditions; employees’ participation in decision making process, absence of discrimination at workplace may lead to employees’ satisfaction and reduce the labor turnover rate. The researcher believes that data collected from the study will be supportive to this framework.
Salary and other incentives pay
Motivation
Good working conditions 






Employees’ participation
Discrimination at work place


Enhance employees’ satisfaction and commitment to work



Enhance employees’ satisfaction
Reduce employees’ turnover

[bookmark: _Toc413234995][bookmark: _Toc429823946]


[bookmark: _Toc317922351]
Figure 2.1:Employees’ Turnover Conceptual Framework of the Study
Source: Researcher, (2015)

[bookmark: _Toc430096410][bookmark: _Toc317922018]2.6 	Strategies to Reduce or Curb Labor Turnover
In every organization there are positive factors which in one way or another may reduce employees turnover, those strategies may includes; policies of the company, transparency, keeping up of promises made during hiring, orientation of new employees, working conditions, job expectations, support from the fellow employees, management support, flexibility and freedom in work, technology, sufficient training opportunities, job satisfaction, salary and benefits, opportunities for personal growth, opportunities to explain feedback and concerns, timely recognition of performance, performance evaluation system, empowerment, transport facilities, medical facilities, option to work from home (Zachariah, 2012), and other related factors not mentioned but contribute directly to the employees stay.

Retaining employees is one among the biggest challenge especially in the current world of competition and diversification of economy and this is the biggest research gap influenced the researcher to conduct this research, despite good rewards especially in the private schools still employees quit and looks for better opportunities. 

Retirement strategic plans should be there in order to create confidence to employees about their future financial status, employees always seek out the employer who will offer a pension or retirement plan for their future (Taylor, 2000). Good rewarding plans should be there in order to influence employees retention. Employers should be aware of what other employers reward their employees and establish a comparable package that can create an equiriblium as well as making sure they are satisfied with what they get.



[bookmark: _Toc317922019]CHAPTER THREE
[bookmark: _Toc400609009][bookmark: _Toc430096412][bookmark: _Toc317922020]RESEARCH DESIGN AND METHODOLOGY

[bookmark: _Toc400376362][bookmark: _Toc430096413][bookmark: _Toc317922021]3.1	Introduction
Basically this chapter describes the methodology employed in this study. It details on the research design, population, sampling techniques, research instruments, data collection procedures, analysis and research limitations are presented.

[bookmark: _Toc400376363][bookmark: _Toc430096414][bookmark: _Toc317922022]3.2	Research Design
Generally research design helps the researcher to attain the study objectives.  It is the structure that specifies the kind of information to be collected, the sources of data and the data collection procedure. The primary data were collected direct from the employees and specifically from the human resource department from the Schools.
[bookmark: _Toc400376364]
[bookmark: _Toc430096415][bookmark: _Toc317922023]3.3	Study Population and Sample Size
The study population consisted of selected employees at St. Mary Schools. The targeted respondents were staffs from St. Mary’s International schools, Directors as well as administrative officers since its them who works with employees information starting from recruitment to when the employee leaves the company and therefore own relevant data on the number of employees employed and left the company within the 5 years period, in additional to the other data were accessed from the records of the human resource office. Furthermore, the study population comprised 8 head masters, 2 Directors and 10 teachers and 10 other supporting staffs from other different schools. However, 30 people were involved as the study as a sample.
[bookmark: _Toc308199990][bookmark: _Toc307230487][bookmark: _Toc307123129][bookmark: _Toc307123050][bookmark: _Toc305666101]The management including the directors were interviewed to identify the factors necessities to employee’s turnover at that sector. Few employees were interviewed also to get their opinion and perception towards the turnover and suggest ways to reduce the problem.

The research conducted consisting of three major groups of staff at St. Mary Schools. The first group consisted of employee’s management that is administration department, which involved head masters and head mistresses, the second group comprised the Directors of St. Mary’s international schools and the third group involved is the employees such as teachers and other supporting staffs. Both random and non random sampling technique were used in this research, the employees were randomly selected with regards to their sex, age and departmental sections such as department of history, geography, English and other related departments, directors and other managerial personnel’s were selected based on purposive random sampling technique. The employees were randomly selected and clustered according to their age, sex and departments. 

[bookmark: _Toc400376366][bookmark: _Toc430096416][bookmark: _Toc317922024]3.4	Data Collection Tools
The researcher collected data from thirty (30) people in the selected schools including both the managerial and non- managerial cadre. 10 respondents were teachers who were given questionnaires both structured and unstructured questionnaires, two (2) Directors were interviewed, 8 head masters who were purposively be selected to get their views on the issues of labor turnover were given questionnaires to fill as well as interviewed to get their views on issue of employee’s turnover, and lastly 10 supporting staffs were given questionnaires. The questionnaire prepared involved both structured and unstructured questionnaire. Document review especially exits reports at HR or directors offices were part of the important ones. 

[bookmark: _Toc400376367][bookmark: _Toc430096417][bookmark: _Toc317922025]3.5	Data Analysis
Data were analyzed in order to reach the decision. The findings were presented in different formats such as tables, graphs and pie charts. Where possible, statistics were done to in order to compare or correlate some facts. The analysis was drawn from respondents views derived from interviews and questionnaires which were conducted to head masters, directors, supporting staffs as well as teachers. 














[bookmark: _Toc400609016][bookmark: _Toc430096418][bookmark: _Toc317922026]CHAPTER FOUR
[bookmark: _Toc430096419][bookmark: _Toc317922027]RESULTS AND DISCUSSIONS

[bookmark: _Toc317922028]4.1 	Introduction
This chapter presents the research findings with the view of understanding the problem of labor turnover in the private schools specifically at St. Mary Schools. The study focuses on identifying factors leading to labor turnover at St. Mary Schools, the rate of labor turnover at St. Mary Schools over the last five years and also investigates the strategies employed to reduce or cut down the staff turnover rate. 

Basically the information presented in this chapter relied heavily on interviews, questionnaires administered to employees (teachers and other supporting staffs) and administrative staffs (head masters), directors as well as various documents from the organizational documents. All observations and findings are actually related to literature review.

[bookmark: _Toc400376371][bookmark: _Toc400609019][bookmark: _Toc430096420][bookmark: _Toc317922029]4.2	General Information about the Respondents
This part details the demographic characteristics of respondents in terms of age, gender and their departmental section.  The average levels of respondents were from the age of 20-40 mainly dominated by males’ respondents whereby 19 respondents were male and 11 respondents were female. 

This scenario show that despite the various measures taken by the government to initiate equality in the working sectors still the problem of gender inequality persists. Table 4.1 and Table 4.2 show the total number of respondents by sex and age as well as the cadre they are coming from respectively.

[bookmark: _Toc317922250]Table 4.1: Respondents by Age and Sex
	S/N
	Years
	Male
	Female

	1.
	20-30
	8
	4

	2.
	31-40
	3
	5

	3.
	41-50
	5
	1

	4.
	51-Above
	3
	1

	Total
	19
	11


Source: Field Data (2015)

[bookmark: _Toc400376373][bookmark: _Toc400452352][bookmark: _Toc400611496][bookmark: _Toc429823574][bookmark: _Toc317922251]Table 4.2: Respondents by Cadre
	SN
	Respondents By Job Title
	Total Number of Respondents

	1.
	Head master/Mistress
	8

	2.
	Directors
	2

	3.
	Teachers
	10

	4.
	Other supporting staffs
	10

	 Total
	30


[bookmark: _Toc400376380][bookmark: _Toc400609021][bookmark: _Toc400376374][bookmark: _Toc400609020]Source: Field Data (2015)

[bookmark: _Toc430096421][bookmark: _Toc317922030]4.3	Factors Influencing Employees Turnover
Respondents were asked to explain the factors that may influence their’ turnover at the St. Mary’s international schools. The responses recorded are presented in Figure 4.1.

[bookmark: _Toc317922390]Figure 4.1: Factors Influencing Employees Turnover

(i) Salary and other incentives packages
Salary and other incentives packages like housing, transport facilities, mileage allowance, health facilities and other packages are among the pull factors which may influence the employees decision to leave and seems to be of high priority to almost all respondents, the data collected provided clear picture that salary is one among the major factor influencing the employees turnover at the firm, when employees join an organization they join with high expectations but later they become de-motivated by the packages they receive, about 40% of the respondents ( see Figure 4.1) agreed on this assertion. The data collected from the management also show the salary packages of employees are the first contributing factors of employees’ turnover. Many authors agreed that other incentives packages rather than rewards are useful pull factors that may be used as an alternative way to retain favorable employees at the firm, if that is not enough the data collected from the management level show that lack of incentives packages are the second factors contributing to employees layoffs at the firm. Apart from the salary the employees also proposed to be given the below allowance in order to enhance their efficiency and effectiveness at work.

(ii) Job Satisfaction
One of the question asked to respondents was whether they are satisfied by their work or otherwise the data collected was categorized in terms of age in order to know how much percentage from the age group are satisfied by their work. As discussed in the literature review job dissatisfaction is directly affects the labor commitment to their work and it may influence employees’ decision to quit.

The analysis in Table 4.3 show that the employees range from 20-40 years are dissatisfied by their job, 3% of 9 respondents argued that they are dissatisfied by their work, 1.2% of 4 respondents agreed to be satisfied by their work. The respondents ranges from 41-50 years seems to be satisfied by their work where by2.4% of 8 respondents agreed to be satisfied by their job, 2.1 of 7 respondents admitted to be dissatisfied by their job. 

Finally the group ranging from 41-50 years and 51- above seems to be satisfied with the work rather than the groups from the rest. Therefore from the above analysis job dissatisfaction as one among the push factor which influence labor turnover should be taken into consideration by the management towards reducing the level of dissatisfaction. 
[bookmark: _Toc400376382][bookmark: _Toc400452361][bookmark: _Toc400611502][bookmark: _Toc429823575][bookmark: _Toc317922252]Table 4.3: Respondents Satisfaction by Age
	Age
	Yes
	No
	Total

	20-40 Years
	4
	10
	14

	41-50 Years
	5
	5
	10

	Above 51 Years
	1
	5
	6

	Total
	10
	20
	30


Source: Field Data (2015)

[bookmark: _Toc400376383][bookmark: _Toc400452362][bookmark: _Toc400611503][bookmark: _Toc429823576][bookmark: _Toc317922253]Table 4.4: Respondents Satisfaction by Departmental Sections
	Departments
	Yes
	No
	Total

	Directors
	2
	1
	3

	Teachers
	4
	7
	11

	Head Masters
	4
	9
	13

	Finance Department
	2
	-
	2

	Other Supporting Staffs
	-
	1
	1

	            Total
	12
	18
	30


Source: Field Data (2015)

The analysis from Table 4.4 shows that the directors, teachers and head masters seems to be satisfied with their work, most of directors seems to be satisfied while others seems to be unsatisfied that means 75% of the respondents admit to be satisfied with their job while 25% prove to be dissatisfied, this figure shows that the employees from administrative cadre are more satisfied rather than being dissatisfied. Again the analysis shows that most of supporting staffs seems to be unsatisfied with their work, the responses proves that most of staffs are satisfied although some of them admits to be dissatisfied.
The respondents go further by providing the satisfying factors that may reduce employees turnover at St. Mary’s international schools, the factors are shown in the Figure 4.2.

[bookmark: _Toc400376384][bookmark: _Toc400452363][bookmark: _Toc400611957]
[bookmark: _Toc429823948][bookmark: _Toc317922391]Figure 4.2: Respondents Views on Factors Influencing Employees’ Satisfaction
Source: Field Data (2015)
(iii) Motivation
Most of employers focus on making benefits rather than taking the employees’ as the most valuable resources, which needs to be maintained. Motivation is said to be psychological process that cause the arousal, direction and persistence of voluntary actions that are goal directed. People are unlikely to change their behavior or do something until they are motivated to do so. Motivation can be of different forms such as financial incentives, job rotation, job enrichment, pensions, commissions, certificate of recognitions and other forms of motivation. The findings realized that the majority of employees are on need of being recognized and motivated on their performance, 9% of the respondents admits that motivation is one of the key factor influencing employees retention.

[bookmark: _Toc400611959][bookmark: _Toc429823949][bookmark: _Toc317922392]Figure 4.3: Respondent’s Awareness of Motivation
Source: Field Data (2015)

(iv)	Unsatisfactory working environment
Under this situation the respondents admits that poor working environment is one among the factor influencing their decision to leave. The respondents were asked whether working condition can influence their decision to leave or not the findings proves that 51% of 30 respondents agreed that poor working condition can influence the employees decision to leave the organization. 

[bookmark: _Toc400376385][bookmark: _Toc400452364]The findings in Figure 4.2 realized that most of the employees are not aware of working conditions 28% only agreed to be aware of working conditions the 72% proved to be unaware of working condition, the Figure 4.4 explain the above rate in figure.

[bookmark: _Toc400611958][bookmark: _Toc429823950][bookmark: _Toc317922393]Figure 4.4: The Respondents Awareness of Working Condition
Source: Field Data (2015)

(v)  Employees’ Discrimination at Work Place
The findings from the respondents realized that some of the employees do face some discriminatory practices, some of the mentioned practices includes; being forced to work beyond their limit, harsh words from their supervisors, forced to wear special uniforms which are shorts and t-shirts that are not conducive for factory setting, salary deductions during absence even if informed, working beyond the hours agreed in employment contract, racial discrimination especially to local staffs, favoritism especially to expatriate staffs. 

According to their views this may influence their decision to find better opportunity from other companies. The figure 6 explain the respondents view on discrimination at workplace where by 80% of respondents agreed that there is discriminatory practices at the firm. The remaining 20% disagree with this view.

[bookmark: _Toc400376388][bookmark: _Toc400452367][bookmark: _Toc400611960][bookmark: _Toc429823951][bookmark: _Toc317922394]Figure 4.5: Respondents Views on Discrimination at Work Place
Source: Field Data (2015)

(vi) Poor Supervision
Respondents were asked whether supervision can be one among the reason influencing employees turnover, 3% of all respondents agreed that lack of supervision may in one way or another influence employee turnover, its true supervision is one among the contributing factor to turnover it’s there to ensure employees work in disciplinary level and accomplish company goals and objectives, although it’s not among the serious issue but more attentions and mechanisms should be there towards addressing it in future.

[bookmark: _Toc400452368][bookmark: _Toc400611961][bookmark: _Toc429823952][bookmark: _Toc317922395]Figure 4.6:	Respondents Views on Supervision as a Factor Contributing to Labor Turnover
Source: Field Data (2015)
(vii) Family issues
Family is one among the basic social unit, which may influence negatively or positively to individual performance. The respondents were asked whether family issues like spouse or partner reallocation, sickness of your children’s, parents problems and other outside factors may influence labor turnover. The findings from respondents realized that only 3% of respondents agreed to that view, that means family matters is not a serious reason that may influence labor turnover but mechanisms should be there to ensure the employees are retained in future time.

[bookmark: _Toc400611962][bookmark: _Toc429823953][bookmark: _Toc317922396]Figure 4.7:	Respondents Views on Family Issues as a Factor Contributing to Labor Turnover
Source: Field Data (2015)

[bookmark: _Toc430096422][bookmark: _Toc317922031]4.3	Turnover Rate at St. Mary’s International Schools
The five years data were collected from the institution named St. Mary Schools for the purpose of assessing the issue of labor turnover. The study findings realized that employee’s turnover rate differs from year to year within St. Mary Schools and the rate tends to increase as the time goes on. Table 4.5 shows the rate of employees turn over from year to year.
[bookmark: _Toc400376375][bookmark: _Toc400452354][bookmark: _Toc400611497][bookmark: _Toc429823577][bookmark: _Toc317922254]Table 4.5: Employees Turnover Rate by the Year 2010
	S/N
	Gender
	No. Of Employees
	No. Of Leavers
	Rate Of Leavers

	1.
	Male
	88
	20
	17%

	2.
	Female
	40
	6
	2%

	
	Total
	128
	26
	19%


 Source: Field Data (2015)

Table 4.5 shows the rate of employees’ turnover at St. Mary Schools during the year of 2010. The table indicates in details the total number of employees hired were 60 employees who consist of both male and females, male employees were 41 and female employees were 19 which at last make the total of 60 employees. The total numbers of leavers for both male and females were 18 employees, which is equivalent to 7% of all employees.

[bookmark: _Toc400376376][bookmark: _Toc400452355][bookmark: _Toc400611498][bookmark: _Toc429823578][bookmark: _Toc317922255]Table 4.6: Employees Turnover Rate by the Year 2011
	S/N
	Gender
	No. Of Employees
	No. Of Leavers
	Rate Of Leavers

	1.
	Male
	92
	20
	18%

	2.
	Female
	44
	15
	7%

	
	Total
	136
	22
	25%


Source: Field Data 2015

[bookmark: _Toc400376377][bookmark: _Toc400452356]The turnover rate of the year 2010 differs from the rate indicated in the year 2011 by 4% as indicated in Table 4.6, during the year of 2010 the total number of employees were 128 staffs, which comprised 88 males and 40females. The total number of leavers during the year 2010 was 26 leavers, which is equal to 19% percentage of leavers. The findings realized that as the time goes on the rate of employees’ turnover also grow very fast which is the indicator of poor retention policy and strategy at the firm. 

[bookmark: _Toc400611499][bookmark: _Toc429823579][bookmark: _Toc317922256]Table 4.7: Employees Turnover Rate by the Year 2012
	S/N
	Gender
	No. Of Employees
	No. Of Leavers
	Rate of Leavers

	1.
	Male
	95
	24
	22%

	2.
	Female
	50
	17
	9%

	
	Total
	145
	41
	31%


Source: Field Data 2015

The findings realized in the year 2012 the rate of turnover expanded by 5%, as indicated in Table 4.7, the total number of employees employed during the year of 2012 were 145 employees, the employees who leave their job were 41 employees which is equal to 31% of employees who left the job, the rate turnover were high compared to female employees this shows how much the females employees are committed to their work.
[bookmark: _Toc400376378]
[bookmark: _Toc400452357][bookmark: _Toc400611500][bookmark: _Toc429823580][bookmark: _Toc317922257]Table 4.8: Employees Turnover Rate by the Year 2013
	S/N
	Gender
	No. Of Employees
	No. Of Leavers
	Rate of Leavers

	
	Male
	94
	22
	21%

	
	Female
	60
	20
	12%

	
	Total
	154
	42
	33%


Source: Field Data (2015)

The rate of turnover during the year 2013 increased by 2% this is according to Table 4.8, the total number of employees hired in the specific year were 154 consisting of 94 males and 60 females. The numbers of leavers were 22 males which is equal to 21% and 20 females which is equivalent to 12% percent. The total rates of leavers were 33% percent compared to the year of 2012 this comprised only 31% of leavers annually. 

[bookmark: _Toc400376379][bookmark: _Toc400452358][bookmark: _Toc400611501][bookmark: _Toc429823581][bookmark: _Toc317922258]Table 4.9: Employees Turnover Rate by the Year 2014
	S/N
	Gender
	No. Of Employees
	No. Of Leavers
	Rate of Leavers

	1.
	Male
	98
	27
	26%

	2.
	Female
	70
	25
	18%

	
	Total
	168
	52
	44%


Source: Field Data (2015)

The findings during the year 2014 indicated the total number of employees hired was 168 which consisted 98 males and 70 females as shown in Table 4.9, the total number of leavers annually were 52 leavers which is equal to 44% of leavers. The rate of labor turnover in the year 2014 increased by 11% which is higher compared to the year 2013 were by only 2% of leavers were increased.

With reference to Table 4.5 up to Table 4.9 the rate of employees’ turnover seems to grow very fast year-to-year over the all five years span. But important point which needs to be noted is that the level of turnover expands year to year as the number of employees’ increases and most of the employees who quit are normally males thus mechanisms should be set to free the situation in future. There is a general agreement that the higher the rate of labour turnover the lower the growth of the firm in terms of economic growth. The rate of labour turnover at St. Mary’s international schools was analysed over the five years period, the analysis revealed that as the times goes on the rate of turnover also increase. During the year of 2010 the total numbers of employees hired were 128 employees annually the total number of leavers were 26 employees which is equivalent to 19% of the total number of employees. 

Furthermore during the year 2011 the total numbers of employees hired were 136 staffs the leavers were 22 leavers which is equivalent to 25% of leavers annually. In the year of 2012 the total number of employees hired were 145, the total number of leavers were 41 leavers which is equivalent to 35% of the total number of employees. Moreover in the year 2013 the total number of employees hired was 154 whereby 42 staffs quit which equivalent is to 33% of all leavers annually. The rate increased in the year 2014 whereby 168 employees were hired annually, 52 employees leave the job which is equivalent to 44% of all leavers annually. 

According to above data the rate and trend of labor turnover grow very fast year-to-year at the firm. Although it’s in a medium level the respondents felt that the level of turnover among employees will generally be high in future since there are no immediate remedial plans to rescue the situation. In the 5years span ranging from (2010-2014) turnover showed an increasing trend of turnover rate, with this growing trend the organisation is likely to experience shortage of staffs and therefore unnecessary recruitment costs in the next few years should be there if the trend is not checked and contained. 

[bookmark: _Toc305666124][bookmark: _Toc307123081][bookmark: _Toc307123160][bookmark: _Toc400376391][bookmark: _Toc400609023][bookmark: _Toc430096424][bookmark: _Toc317922032]4.4	Strategies to Reduce Employees’ Turnover
[bookmark: _Toc400376392][bookmark: _Toc400609024](i) 	Improvement of salary and other incentive packages
Basically salary and other incentive packages are said to be the main aspect in retaining employees at the firm. Good salary scales and structures may positively influence employees’ retention at the firm but when poorly structured may in one way or another have serious impacts to employees’ turnover, in the findings the respondents were asked to list some factors which may influence labour turnover, the findings realised that salary and other incentive packages may influence labour turnover. The findings statistics show that 32% of the respondents view agreed that salary and other incentive packages may influence labour turnover. Moreover salaries seem to have a great role in influencing labour turnover at the firm. The findings reflect the findings revealed by a study conducted by Gomez 1992 argues that employers who offer the most attractive reward packages have lower attrition rates than those who pay poorly (Gomez-Mejia and Balkin, 1992). Its commonly known that organization in which particular incentives such as staff discounts, holiday entitlements and private healthcare schemes are practiced, are more likely to have a low staff turnover than those which simply pay higher base wages. 

On the other hand Mokaya (2008) on his study who studied on factors that influence labor turnover of aircraft maintenance engineers in Kenya, a case of Kenya airways. The study aimed at investigating factors influencing labor turnover of engineers in Kenyan Airways. To establish the influence of rewards on labor turnover of engineers in Kenya airways, determine the extent to which poaching and competition, leadership style and working conditions on labor turnover of engineers in Kenya Airways. 

The findings revealed that 70% of the respondent felt that the rate of turnover of engineers at Kenya Airways was generally high, with the situation not likely to slow down as there were no immediate remedial plans. The findings revealed that low salary was the main cause of high turnover of engineers at Kenya Airways whereby 65% of the respondents indicated that the salaries paid to engineers was not attractive.

Again these findings reflects the findings observed in the study done by Shamsuzzoba et al (2007)whowrote about employee turnover a study of its causes and effects to different industries in Bangladesh, the main objectives of the study was to identify the actual reasons of turnover, to analyse how turnover affects productivity on organisations, as well as finding the possible solutions of reducing the turnover. One of the most common reasons raised by respondents given for leaving their job is the availability of higher paying jobs that means they normally leave simply because they receive the offer with high payment which is the factor related to salary and other incentives packages, some workers were reported to leave one job to another that pays 50cents an hour more than the current job this shows directly that most of the people leave because they get offer with high payments. 

In addition Maertz and Griffeth, (2004) have, however revealed that extrinsic factors such as competitive salary, good interpersonal relationships, friendly working environment, and job security were cited by employees as key motivational variables that influenced their retention in the organizations. The implication of this therefore is that management should not rely only on intrinsic variables to influence employee retention; rather, a combination of both intrinsic and extrinsic variables should be considered as an effective retention strategy.
[bookmark: _Toc400376393][bookmark: _Toc400609025](ii) 	Job satisfaction
Job dissatisfaction is said to be the most prominent factor influencing labor turnover apart from salary and other incentive packages. In the findings the respondents were asked to list the factors that may influence their decision to leave the organization the analysis realized that 19% of all respondents agreed that job dissatisfaction may influence labor turnover. The age group is said to have a greater influence under this scenario, the age group which ranges from 20-40 agreed to be dissatisfied with their current job even though not all of them. The age group which ranged from 41-60 seems to be satisfied with the current employment, this gives the clear picture that age group may in one way or another have huge influence of the employees decision to leave or stay with the same employer. This finding reflects the findings conducted by Westland (2008) wrote on retaining talent by assessing job satisfaction facets most significantly related to software developer turnover intentions. They argued that retaining information technology employees had been a problem in many organizations for decades. When key software developers quit, they depart with critical knowledge of business processes and systems that are essential for maintaining a competitive advantage. 

The primary aim of their study was to assess facets of job satisfaction that are most significantly correlated with software developer turnover intentions. They used surveys to collect from a sample of software developers across the United States. Correlations were assessed through multiple linear regression and parametric measures of association. The results indicated a significant predicting relationship between the software developers’ turnover intentions and nine facets of job satisfaction. Also they found that there was a significant negative relationship between satisfaction with the nature of work and turnover intentions when controlling for the effects of the other independent variables. Again these findings reflects the findings done by Bitsch (2004) who conducted a study focused on problem of retention, components of satisfaction of a job at green industry employees. 

The study comprised fourteen businessman who fully participated in the case of management of labor practices, other fifteen non-supervisory cadre were interviewed and managed to analyze the components of job satisfaction, they argued that job satisfaction may be associated with achievement, work itself, recognition, supervision, job security, working conditions, family issues, interpersonal relationships, compensation, safety at workplace and other related factors, he argued when these factors are maintained they may influence employees retention.

Moreover the findings reflects the findings realized by Nelson (1999) in his study he argues in most times turnover in the organizations is almost the result of dissatisfaction, dissatisfaction can be resulted from multiple factors such as remuneration, lack of conducive climate within the organization, psychological fulfillment in the particular job. Normally dissatisfaction can influence the employees decision to leave thus result to significant cost of recruiting new personnel’s in the organization where by skilled individuals will be lost, inappropriate replacements may occur this may result to difficultness in employing new employees because of the departure of former employees. The employees might think of get engaged to similar organizations, which offer better remunerations and offer suitable working environment better than the current organization and this may result to failure to ensure the employees are retained.

[bookmark: _Toc400376394][bookmark: _Toc400609026](iii)	Motivation
For the prosperity of any company motivation is inevitable, one of the key issues the company should consider in order to grow is taking into consideration on how staffs can highly be motivated. These findings reflects the findings revealed by Ologunde et al (2003) who conducted a study on labour turnover among university teachers in south western Nigeria, the main objectives was to ascertain the level of voluntary quits in the universities under review, to identify the various motivational strategies available for academic staff in the universities, to examine the adequacy or otherwise of these motivational variables with view to reduce labour turnover in Nigerian universities. The findings of the study revealed that the majority of respondents around (78%) who were recently employed showed that the most of the old hands have left simply because of poor motivation, thus failure of proper motivation of staff may influence labour turnover. 
[bookmark: _Toc400376397][bookmark: _Toc400609028]
Basically the study was interested in understanding the factors and rate of labor turnover in the private schools. The interview questions and the key informants were used to get relevant information on factors influencing employees’ decision to leave. During the interview process most of the respondents pointed out that salaries and other incentives packages are serious problems that may affect the employees’ retention. There is a need for these schools to re-restructure salary scales and if possible to review and amend all policies on pays in order to reduce the problem of labor turnover at the firm. The government should initiate strategies towards auditing on how employees are paid in the private sector in order to reduce inefficiency at working places as well as increasing employees’ morale to their job. Likewise the study findings replicate the study done by Mokaya (2008) who conducted a study on factors that influence labor turnover of aircraft maintenance engineers in Kenya, a case of Kenya airways. 

The study aimed at investigating factors influencing labor turnover of engineers in Kenyan Airways. To establish the influence of rewards on labor turnover of engineers in Kenya airways, determine the extent to which poaching and competition, leadership style and working conditions on labor turnover of engineers in Kenya Airways. The findings revealed that 70% of the respondent felt that the rate of turnover of engineers at Kenya Airways was generally high, with the situation not likely to slow down as there were no immediate remedial plans. The findings revealed that low salary was the main cause of high turnover of engineers at Kenya Airways whereby 65% of the respondents indicated that the salaries paid to engineers was not attractive therefore immediate remedial plans should be adopted to rescue the situation.

Serious mechanisms should be adopted to ensure workers are satisfied with the current working environment. Important satisfiers includes achievement, recognition, work itself, responsibility, salary, status, benefits and advancement should be there, failure to offer satisfiers may reduce employees commitment to work and adding employees morale to leave. The respondents were asked to mention the important satisfiers some of the mentioned satisfiers includes good salary 40%, motivation 10%, promotions 10%, good working condition 5%, employees’ involvement in decision making process 23%, training 9%, the firm should initiate serious mechanisms in order to ensure the satisfiers are available towards increasing employees’ commitment. Taylor (2002) argued that dissatisfaction is one among the factor, which may influence employees to seek alternative places for better enjoyment; it’s the responsibility of the firm to ensure the employees are satisfied with their work.

















[bookmark: _Toc400609029][bookmark: _Toc317922033]CHAPTER FIVE
[bookmark: _Toc400376399][bookmark: _Toc400609030][bookmark: _Toc430096425][bookmark: _Toc317922034][bookmark: _Toc400013719][bookmark: _Toc400016225][bookmark: _Toc400096654]CONCLUSION AND RECOMMENDATIONS

[bookmark: _Toc317922035]5.1	Introduction
[bookmark: _Toc400376400][bookmark: _Toc400381210][bookmark: _Toc400452380]The employees’ turnover in the private schools has become a serious subject in the current years, the above discussions are mere assessment of the labor turnover in the private schools particularly St. Mary’s international schools as well as the recommendations on how to rescue the current situation. The following are the summary of analysis of the findings in general.

[bookmark: _Toc400376401][bookmark: _Toc400609031][bookmark: _Toc430096426][bookmark: _Toc317922036]5.2	Conclusion
The findings show that the major factors influencing employees turnover is that, the majority of employees in private schools particularly St. Mary’s international schools are uncomfortable with their salaries administered to them as well as other attractive packages in general this is to a large extent influence their decision to quit.

The result also show that the employees are not satisfied with their work and this is caused by salary, supervision, poor working conditions, and lack of motivation which influence them to quit at the earlier stage and reduce commitment to work. Lack of scheme of service as well as strategic training programs at St.Mary’s International schools influence their decision to leave.

The rate of employee’s turnover is growing very fast from year to year; in 2010 the rate was 19% while in 2014 the increased very fast up to 44% which is a bad mark towards the growth of these schools.
Factors associated to pull factors such as poor involvement of employees in decision making, career advancement, lack of supervision, are some issues caused by poor leadership which have significant influence in employees’ turnover. The views from non-managerial cadre confirmed that they are not involved in the decision making process.

Employees’ satisfaction is said to be one among the significant tool towards enhancing the employees’ commitment to their job. Lack of motivation to employees limit commitment to their job and hence may result to employees turnover. The issue of lack of motivation was also raised in this study.

The comparison of payment from one private sector to another is also one among the factor influencing employees’ turnover at St.Mary’s international schools. The employees quit simply because they compare their salary with other staffs from another company.

The findings exposed that the rate and trend of labour turnover is growing very fast year to year at the firm. Although it’s in a medium level there is a need of immediate plans to rescue the situation in future. 

[bookmark: _Toc400376402][bookmark: _Toc400609032][bookmark: _Toc430096427][bookmark: _Toc317922037]5.2	Recommendations
Based on the analysis made in previous chapters and discussion as well as conclusion the following recommendations are highly proposed:
(i) There is a need for St.Mary’s international schools to re-restructure salary scales and if possible to review and make them competitive as well as amend all policies on pays in order to reduce the problem of labor turnover at the schools. The government should initiate strategies towards auditing on how employees are paid in the private sector in order to reduce inefficiency at working places as well as increasing employees’ morale to their job.
(ii) Special efforts should be adopted to ensure employees are satisfied with their work, good packages should be administered, motivation, recognition of performance, job security, and career advancements should be adopted to ensure employees are satisfied.
(iii) Strategic measures should be undertaken to ensure appropriate motivation and career advancement plans are implemented to ensure workers satisfaction. Having sustainable measures will attract competent workers to remain and highly qualified personnel’s to join the schools.
(iv) The special effort should be made in order to improve employees working condition, the schools should initiate alternative ways to create good and conducive working environment for all employees, there should be a clear mechanism to investigate how poor working environment impacts to employees’ performance and hence establish strategic ways to ensure employees are comfortable with the current working condition. 
(v) Special mechanisms should be initiated in order to reduce the rate of turnover at St.Mary’s such as insuring all staffs are well satisfied with their work as well as creating conducive environment to attract staffs remaining in the same schools.
(vi) [bookmark: _Toc400376368][bookmark: _Toc400376403]The schools should initiate training programs that will enhance workers competent and commitment, if that is not enough there should be a clear scheme of service at St. Mary’s to attract employees’ retention.
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STUDY ON ASSESSMENT OF FACTORS INFLUENCING EMPLOYEES TURNOVER IN THE PRIVATE SECTOR: A CASE OF ST.MARY’S INTERNATIONAL SCHOOLS

This questionnaire is administered to facilitate data collection of the title named “assessment of factors influencing employees’ turnover in private sector. A case of St.Mary’s international schools”. The research findings will be helpful to justify the reasons of the incidence as well as it will be helpful to suggest a conducive solution towards the problem. 

Your response to this questions will be helpful to come up with clear suggestions towards solving the problem, your kindly asked to provide appropriate answers without mentioning your name, the information collected will be confidential and no any information provided will be revealed.

SECTION A 
CIRCLE WHERE APPROPRIATE
QUESTIONNAIRE FOR HEAD MASTERS
1. Your designation……………………………
2. List of employment cadre
	
	Male
	Female
	Total

	Managerial
	
	
	

	Professional
	
	
	

	Technical
	
	
	

	Skilled
	
	
	

	Unskilled
	
	
	



3.  Your sex   (circle where appropriate) (a)    Male    (b) Female
4. Age (circle where appropriate)
(a) 20-30
(b) 31-40
(c) 41-50
(d) 51-60
(e) More than 60

SECTION B
1. Tick the frequency of leavers in your organization annually. (Circle where appropriate)
(a) High
(b) Medium
(c) Low

2.	 Which factors according to your understanding contributes to employees’ turnover? (Rank the factors according to priority)
(a) Job dissatisfaction (………)
(b) Salary/other incentives pay (……….)
(c) Unfavorable working condition (…..…)
(d) No motivation (………..)
(e) Cooperation from fellow members (………...)
(f) Family issues (………..)
(g)  Supervision (………..)
(h) Lack of career growth (………..)
(i) No training opportunities (………..)
Others………………………………………………………………….…………..

3. 	What action plans should be employed to ensure employees are retained? (Circle where appropriate)
(a) Restructuring salary scales
(b) Improving working conditions
(c) Enhancing employees motivation
(d) High emphasis on career growth
(e) Initiating guidance and cancelling programs at workplace
(f) Others? .............................................................

4. 	Justify strategies in which management can use to retain employees
(i) …………………………………………………….………………………..
(ii) …………………………………………………..……………………………
(iii) …….………………………………………………………………………….

5. 	State the total number of leavers per year. (Circle where appropriate)
(a) 2011 ………………..
(b) 2012 ………………..
(c) 2013 ……………….
(d) 2014 ……………….
















[bookmark: _Toc317922467]Appendix  2: Questionnaires for Teachers/Supporting Staffs

STUDY ON ASSESSMENT OF FACTORS INFLUENCING EMPLOYEES TURNOVER IN THE PRIVATE SECTOR: A CASE OF ST.MARY’S INTERNATIONAL SCHOOLS.

This questionnaire is administered to facilitate data collection of the title named “Assessment of factors influencing employees’ turnover in private sector: A case of St. Mary’s international schools. The research findings will be helpful to justify the rate of the problem as well as it will be helpful to suggest a conducive solution towards the problem. The data will be collected from Steps entertainment limited.

Your response to this questions will be helpful to come up with clear suggestions towards solving the problem, your kindly asked to provide appropriate answers without mentioning your name, the information collected will be confidential and no any information provided will be revealed.

SECTION A:
BACK GROUND INFORMATION (TICK WHERE APPROPRIATE)
QUESTIONNAIRES FOR TEACHERS/SUPPORTING STAFFS

PERSONAL INFORMATION (circle where appropriate)
1. 	State your age
(a) 20-30
(b) 31-40
(c) 41-50
(d) 51-60
(e) Above 61…………..
2. Gender?  a. Male    b. Female
3. Your designation? ..............................................................................................
4. Employment period with the current employer? ...............................................

SECTION B.
1. What is the rate of employees’ turnover at St. Mary’s international schools? (Circle where appropriate)
(a) High
(b) Moderate
(c) Low 

2. 	States the reasons that may influence you to leave the organization. (Circle where appropriate)
(a) Poor salary/ incentive pay
(b) Supervision
(c) Lack of career advancement
(d) Job insecurity
(e) Job dissatisfaction
(f) Poor working environment
(g) Family issues
(h) Motivation
(i) Staff training
Others.......................................................................................................................

3. Suggest strategies that should be employed to ensure employees are retained.
(i) ………………………………………………………..………………………
(ii) ……………………………………………………..…………………………
(iii) …………………………………………………..……………………………
(iv) …………………………………………………..……………………………
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1. How many employees leave annually?
2. What are the factors influencing their decision to leave?
3. Is there serious action plans/strategies that has been implemented to ensure the employees are retained?
4. What are the strategies forward to reduce the problem of turnover at the firm?
5. Are employees supported by the company in matters pertaining their social wellbeing?
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Appendix  4: Interview Guide for Headmasters

1. What do you think are the factors influencing labor turnover at St. Mary’s international schools?
2. What is the rate of employees’ turnover at St. Mary’s international schools?
3. According to your understanding, what strategies should be done to reduce the problem of turnover at St. Mary’s international schools?
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Table 1: Research Budget
	Item
	Unit Cost
	Total Costs in Tsh.

	Proposal development and data collection and analysis
	800,000/-
	800,000/-

	Research assistant
	300,000/-
	300,000/-

	Travelling cost
	200,000/-
	200,000/-

	Communication cost
	50,000/-
	50,000/-

	Printing and binding
	25,000/-
	25,000/-

	Note book
	10,000/-
	10,000/-

	Pens
	5,000/
	5,000/-

	Total
	1,390,000/-
	1,390,000/-

	GRAND TOTAL
	1,390,000/-
	



BUDGET JUSTIFICATION
The proposal development cost and data analysis is estimated to be Tshs 800,000/=. This includes the cost of none free full text literature accessibility from various search engines (200,000/=), the printing cost from the first draft to the last draft of proposal for ethical clearance (300,000/=), consultation and statistician during proposal development and data analysis (300,000/=).

Two Research assistants will be paid 300,000/= for both of them the whole duration of the study. They will help provide accurate information and aid in filling the questionnaires and analysis of the study results.Traveling and communication costs will include the cost of communications between a researcher, supervisor and the two research assistants. It also includes the cost of traveling to and from the data collecting centers for both the researcher and the two research assistants. A total of 200,000/= is estimated to be spent. Communication allowance will be 50,000/-, printing and binding cost will be 25,000/-, note book 10,000/-, pen 5,000/-, the total cost shall be 1,390,000/-
[bookmark: _Toc400376405]
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[bookmark: _Toc403480327]Table  2: Time schedule of activities	
	
ACTIVITY
	Year 2014


	
	Feb
	Mar
	Apr
	May
	Jun
	Jul
	Aug
	Sep
	Oct
	Nov
	Dec

	Proposal development and ethical clearance.
	
	
	
	
	
	
	
	
	
	
	

	Data 
Collection
	
	
	
	
	
	
	
	
	
	
	

	Data analysis and Report writing
	
	
	
	
	
	
	
	
	
	
	

	Submission of dissertation
	
	
	
	
	
	
	
	
	
	
	







REASONS INFLUENCING EMPLOYEES TURNOVER	Salary  40%
Job dissatisfaction 22%
Lack of career advancement 17%
Job insecurity, 23%
Motivation, 10%
supervision 20%
Poor working environment 5%
Family issues, 5%
Salary / incentives packages	Job dissatisfaction	Working condition	Lack of employees participation	Job insecurity	Motivation	supervision	Discrimination at work place	Family issues	5.2	3.2	1.6	1.2	0.5	1.5	1.3	1.5	0.5	Respondents views on factors influencing employees satisfaction.	Good salary packages
40%
Motivation
10%
Good working conditions
5%
Training
9%
Promotions
10%
 Participation in decision making process
23%

Good salary packages	Motivation	Good working conditions	Training	Promotions	 Participation in decision making process	8.2000000000000011	2.2000000000000002	1.8	1.2	2.2000000000000002	1.2	Awareness of motivation.	Yes	No	0.84	0.16	Series 2	Yes	No	Series 3	Yes	No	

Respondents awareness of working conditions.	No -72%	Yes -28%	8.2000000000000011	3.2	Respondents  views on discrimination at workplace	Yes	No	0.8	0.2	Yes	No	Yes	No	RESPONDENTS VIEWS ON SUPERVISION AS A CONTRIBUTING FACTOR TO LABOR TURNOVER	No	Yes	0.97	0.03	Respondents views on family issues as a factor contributing to labor turnover	No	Yes	0.97	0.03	

