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ABSTRACT

The objective of this study is to elicit factorsiatn contribute to Labour Turnover in
African Banking Corporation (BancABC) Tanzania. Biong about these factors, the
study used the gquantitative and qualitative metlaplowhere qualitative was used to
facilitate patterns in the quantitative analysibeTquestionnaires were also used as
tools to get the primary data through purposive @arg where a number of
representatives from specific units, levels and legmpent status were selected to
represent the area of study. The findings obsetivat] the concerns regarding issues
which lead to labour turnover are Job descriptiorking environment, training
which was agreed by 78% and a sense of job sedwyi§6% of all staff showed they
are not secured. In analysing the internal factehich contribute to turnover in
BancABC the 12 ex-employees were interviewed wiBeoé them suggested Salaries
and career growth to require more attention. Thuggested the organization to widen
chance for career growth and provision of competittcompensations. On the
examination of staff perception towards labour éwer objective staff are positive
that the management was open and honest and thiagreed by 67% and its ability
to solve administrative problems by 78% this meaasagement is trusted. However,
87% of staff will be shifting to other organizat®if they get chances. The reasons for
this are motivation and Rewards 64% and careerthr@8%, job security 19%, work
environment 17 while exposure and Teamwork getting least at 4% and 3%

respectively
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CHAPTER ONE

INTRODUCTION AND BACKGROUND

1.1 Labour Turnover

The great competition among banks in Tanzania éd$d staff movement from one
bank to another. Banks have long desiring to wax ¢bmpetition through acquiring
competitive and ready- made staff who can add vaheeprofit to their banks, hence
most of the banks have experienced the impactblefiind by the turnover which
brings up a labour turn over subject among the ceroma banks in Tanzania to

which BancABC is not spared.

Ton and Huckman, (2008) define labour turnover tes riatio of a firm's human

resources that leaves during the course of a itgarings a discussion on how many
employees in an organization leave their positiares certain period. Labour turnover
is measured in a percentage of total employeesjsaacgopular standard method of

evaluating the of an organization's workforce ditgbi

Ramlal, (2003) proposes that labour Turnover care Haoth positive and negative
consequences in the organization. The consequenaes include increasing
recruitment and training costs as well as reflecpoor morale in human resources
that leads to low productivity levels while new wer struggling to settle in.
Positively, a firm experiencing labour turnover ddely be giving the chance for
new staff to bring fresh ideas and up to date theket knowledge together with other

staff with specialist knowledge or expertise rattig@n having to train up existing



lower skilled staff. Since the researcher didmtifany research done from BancABC
perspective towards this subject, this researchr@agal how BancABC Tanzania has

been impacted by its staff movement to other bamkisorganization.

1.2 Background of the Study

African Banking Corporation Tanzania Limited traglias BancABC is a subsidiary
of African Banking Corporation Holdings Limited (ABH), which has its head office
in South Africa. The amalgamation of regional antkinational businesses that had
been active in the sub-Sahara financial marketstier past 50 years led to the
creation of this group. This achievement came thinoa series of successful share
swaps to the shareholders in the former United ihga€ompany (ULC) regional
companies, First Merchant Bank Holdings (FMB), UniDominions Corporation

(UDC) Holdings and Bard Group of Companies (BancABQ15, ABCH, 2003).

In Tanzania, BancABC started its operations in 1896an asset finance institution
known as ULC Tanzania Limited under the joint ovalgp of CDC Capital Partners
(CDC), International Finance Corporation (IFC), Zania Development Finance
Limited (TDFL) and the Union Dominions CorporatigdDC). To date BancABC

has more than 140 staff and the annual turnovabofit Tanzania Shillings 27 billion

(BancABC 2016).

BancABC is one among the recognised and Bank ofdr@a (BOT) licensed banks.
According to the BOT Directory of Banks OperatimgTianzania (2015) on the list of

licensed banks, Tanzania has a total of thirty fbbeensed banks with different



capacities and in country coverage. Staff who weitk these banks have a tendency
to move from one bank to another this makes lahawover one of the challenges to

most of the banks in Tanzania, BancABC being ont@er.

Before 2013, the staff resignation pace at BancAB@zania was normal as it was
not a concern, however after mid 2013 it startebe@larming as the bank started to
lose certain professional skills and other suppteff (BancABC, 2013 & 2014)

which made retention of skilled staff to be of smieconcern to management in the

face of ever increasing high rate of employee tueno

Due to the fact that contemporary banking busiressronment has become very
competitive thus making skilled staff the major téacfor most organizations’
differentiation, it has brought a great challengehe bank because filling the gap of
the staff who have left is a very involving procedsich take a lot of time and high
financial implications. Mokaya (2008) emphasizeat thtome professions need a long
training time with enormous organizational resosreed loss of such professionals

most of the times has profound negative effecth@ndrganization.

In order to compete favourably, BancABC like othieancial institutions in Tanzania
depends on the expertise of their staff and indged competitive advantage in the
international market. To complement that Papani Bapania (2010) recommend
that employees are among important and scarce reesowhereby their knowledge

and experience lead to sustainability of organatind determine the organization’s



position in labour market, though many managerk &clear understanding of how

to set sustainability in their day-today decisiansl processes.

In their studies however, Samuel and Chipunza (R0@9e shown that retention of
highly skilled employees has become a difficulktes managers as this category of
employees are being attracted by more than onenizggeon at a time with various

kinds of incentives.

1.3 Statement of the Problem

Seibertet al, (2011:986) put emphasis on turnover by defintregs one of the most
important employment relations outcomes for bothpleyees and organizations.
Employees exiting an organization to face the uagdies of job search and potential
unemployment while organizations confront uncerteosts such as the costs of
operational disruption and replacement of humaitaieggainst the benefits of lower-
cost labour or of fresh skills with which to comgein innovation and the benefits

thereon.

BancABC'’s intention and target is to be the prefdrbanking partner in Africa by
offering world class financial solutions. This ishéeved by building profitable,
lifelong customer relationships through the prawisof a wide range of innovative
financial products and services to the benefit Ibstakeholders (BancABC 2016).
To achieve this goal one needs qualified, motivated experienced employees who
are retained for some time to perform effectiveid afficiently. However, despite the

wishes and the goal for the bank to be successhff,turnover have been a stumbling



block to these efforts as the concentration is ghmgnthe focus from production to
recruitment. Labour turnover at BancABC has cawsatf gaps in departments as it
can many times take longer time to get the righff4b fill these gaps. Also, the
remained staff experience it hard in terms of tleekload which tends to compromise
the quality of the services offered to customerachecan automatically have big

impact in the bank’s performance and income.

When the workload is bigger than the number off stfends to cause stress which
almost results to negative individual performanesutts due to absenteeism and
negative attitude. On the other hand the turnmsgrerienced, makes BancABC
spend its budget on recruitments in order to be abbet people who will support the
business and its continuity. Ingersoll and SmitB0O@ show that high levels of

employee turnover lead to low performance and @aiffeness in organizations, and

result in a huge number of costs and negative owtso

Currently BancABC is facing a challenge of retagnpersonnel. The attrition rate is
noted from 2014 where 20 staff which was equala® bf all staff left BancABC, of
which reasons were never systematically elucidai&s has been having negative
impact in different aspects within the company Igaor production due to shortages,
non-attendance to trainings hence the increasbsafleteness, increase in recruitment
costs, low staff morale etc. So, BancABC’s expeargemn the turnover and the
impacts that are coming as a result of such ineck#ise researchers desire to conduct

this study.



1.4 Research Objectives
1.4.1 Main Objective

The main objective of this study is to elicit factavhich contribute to labour turnover

in BancABC Tanzania.

1.4.2 Specific Objectives

The specific objectives of research are:

1. To identify issues which lead to labour turnoveBemcABC Tanzania

2. To analyse internal factors which contribute toolabturnover at BancABC
Tanzania

3. To examine how employee perceive labour turnov@ancABC Tanzania

1.5 Research Questions
1.5.1 Main Research Question

The main research question is “What are the factdngh contribute to labour

turnover in BancABC Tanzania?”

1.5.2 Specific Research Questions

In the context of this study, the researcher waskisg to answer the following

guestions;

1. What are the main issues which contribute to Labbumover in BancABC
Tanzania?

2. What are the internal factors which contribute dbdur turnover at BancABC

Tanzania



3. What is BancABC Tanzania employees’ perception tde/d.abour turnover in

BancABC Tanzania?

1.6 Significance of Study

A need to retain employees is important to any camgpwhich intends to stay
competitive and successful. The labour market ry dgnamic and competitive thus
examining reason for excessive staff turnover ipartant. This study will provide
knowledge and awareness of the labour Turnoverttamdactors contributed by it to

BancABC Tanzania.

It will also alert the institution of the reasonsat make people leave so as to
overcome the problem. Also by uncovering the saiotg¢urnover, the institution will
create and maintain its practice to make BancAB{aee where people wantto work
and stay. Since this study will systematically exelfactors that contribute to the
staff turnover with the focus to those who haveumtdrily decided to resign
(voluntary exit), it will look on total turnover me generally, neglecting involuntary
turnover in the form of dismissals. In the contefkthis study, dismissals is defined as
employer’s decisions to fire individual employeesther than decisions to cut costs
through mass layoffs, downsizing, early retiremdnmtyouts, or organizational

restructuring (Arokiasamy, 2013).

This study will help the researcher gain sound Kedge and understanding of the
issues and problems associated with staff turnoMerertheless, it will help the

researcher to develop her career and broaden nigiskound the subject.



1.7 Scope of the Study

The study is limited as it looks at the factors ethcontribute to the staff turnover
within BancABC Tanzania. BancABC is one among mdayks in the banking
industry in Tanzania, hence it holds enough emm@sy#or it to be understudy.
Accordingly, the analysis and conclusions are basethe period of BancABC since

its came into existence.

1.8 Limitation and Delimitations

To fulfil the purpose of this study, the followitignhitationswere consideration;

()  This study didn’t include all staff leaving the fiigtion or those who were still
in. Few purposely selected employees and few x-eyeplk were considered for
inclusion due to time frame and financial constrain

(i)  Representative of staff from all four BancABC lohes regardless of
geographical location were included so as to gdimerthe situation in a bank as
a whole in relation to research objectives.

(i)  The study is limited by time and finance hence @anwas limited to represent

a number of staff within BancABC



CHAPTER TWO
LITERATURE REVIEW

2.1 Introduction to Literature Review

This chapter discusses on the theoretical and eabieview of literature about staff
turnover and its effects in the organization. Parll Shaw (2013:268) state that if one
is to start pointing for future studies, it is wosthile to consider and summarize what
is empirically available in the literature whichll$eus about turnover rates and

organizational performance.

According to Arokiasamy (2013:1532), employee’'snaver can be defined as a
ratio between the number of members who have heftarganizational during the

period being considered and the average numbereaphbars in that organization

during the period or the entrance of new staff iatoorganization and departure of
existing staff from particular organization respesly. Managers refer turnover as an
ongoing process of filling a vacant position whareew employee must be hired and
trained each time a vacancy is vacated. The liuegdbund have written about labour

turn over and have given a picture of turnoveriffecent ways.

Park and Shaw, (2013) and Ton and Huckman, (200&)nent that employee

turnover has recently been a great concern of maggnizations, both academics and
managers as it contributes much in deceasing opeahtfperformance. The turnover
rate varies from one organization to another wileeeprivate sectors normally found
with highest level than in the public sectors. |#oavary from region to region such

that most of regions where unemployment rate istcand where it is easy for people
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to get alternative employment, the turnover rats weaund to be higher than regions

with higher employment level.

Ongori, (2007) emphasizes that organizations inwasth on employees’ induction
and training, developing, maintaining and retainingm, thus majority of managers
think it is very unfair for an employee to just Weaan organization without
considering the investment made on them. Dueif) thanagers are obliged to find
ways which ensure good recruiting system, trairang retraining, improve working
condition, establishing accountability and organareal rapport and put in place

retention strategies in their organization.

Dubeet al, (2010) and Gordon, (2008) disclose some of #gative implication of
turnover such as administrative costs of recruittneast of filling a vacant post
before recruitment, and training cost for the nempyee and that turnover affects
organizational performance negatively, sometimepleyee turnover can affect
organizations positively, for instance when a mskiled personnel replaces a poor
performer and when a retired employee replacedymuager and energetic one.
Turnover may happen for many reasons. Many timgd@ees are attracted to new
jobs which force them to leave the old jobs. Alsgpéoyees are pushed to leave jobs
due because they are not dissatisfied in theireptesorkplace, family reasons such
as when someone move to another place with thesspou partner, or a poor
relationship with the management. It is relativedye for people to leave jobs in

which they are happy even offered by higher sadtsgwhere (Medina, 2012).
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Around the same subject, Mobley proposes the faigwmodel of employee

dissatisfaction steps to turn over as adapted shofaillowing figure.

Job dissatisfaction can lead to start thinking about quitting
e, -
Al .
Evaluated the advantages for searching about another job
e, -
AL .
Taking mto consideration the cost of this gquit
L -
! .
Actual searchang for allernative job
-
! .
Emplovee start to secarch aboul altermative job evalualmyg s acceplability
. "y
Emplovee compares the alternatives with the current job
An mtention to quit and ultimate emplovee tunover

Figure 1: Mobley 1982 Model of Employee Dissatisféion Steps to Turn Over

(Albattat and Som, 2013:65)

Another major cause for voluntary turnover is laok proper training and
development plan. Employees have a selected pe®ffior security of their jobs and
their carrier excellence as the set employee’ssgeiél be done based on knowledge
and competence. Management can consider prevengasures that could minimize
turnovers including providing training to the linmanagers for an effective
supervision prior to appointing or upgrading thgmpviding security of jobs with

good working environment and formulating friendlynking atmosphere. Training
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and development enhance employee’s performancedltdting understanding to
employees. This makes tasks simpler and reduceshtireces of turnover caused by

job difficulties (Jehanzeb and Bashir, 2013).

Saeed and Shabir (2013) have shown this in theirduer model based on Training

and development as shown in figure 2 below.

Perceved
alternative
joh
ppportunities

Intent to

Enhancement s

Training and in employee’s
- —_— |
Development skills

L

Figure 2: Turn over Model Based on Training and Deelopment

Source: Saeed and Shabir, 2013:1033

Mabindisa (2013) and Shamsuzzoha and Shumon (65b4how that there may be
an offer for re-training the existing managers vgtaiggle to keep their staff happy
with their jobs thus being accountable for emploeaover in their teams. Managers
should be creative enough to maximize opportunifies their teams such as
accommodating individual preferences on working rBpuregular appraisals,
providing as much job security as possible can ékpiig in turnover reduction

strategies. Employee turnover can terribly destany company as it makes the
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employers difficult to maintain a steady and susfidperation. Management should
then reinforce their rating on employee turnovet areasurement on how this affects

organizations performance.

The retention by training model which was preseigdniset al, (2011) depicts the
importance of organization evolvement, training a@edelopment and compensation

to employee retention. The model is as shown béhdigure 3.

organizationl
envolmment
Employes
retantion
Training and /
davelopmant = compansation—|

Figure 3: Retention by Training Model

Source: Anist al, 2011:2682

Anis et al, (2011) continue to emphasize that allowing @lsirkey worker to leave
an organization can decrease the likelihood ofognamme’s success and can reduce
stakeholders’ trust in the firm, this affirm turrevto have a very close correlation
with job dissatisfaction and decreased employeesndoment to an organization.
When the feeling of dissatisfaction in one’s jobstsong, it is more likely one can

think of looking for alternative job. This persp@et on turnover emphasizes the role
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of emotions and attitudes as a precursor of bebhavivhen an employee leaves an
organization, various number of effects that ndy ampact on the organization, but
also the individual employee and the communityaagyé can occur. Turnover is a
crucial determinant for organization effectivenesmsg as such, it needs attention and
understanding from all stakeholders in the orgammna However information on

turnover can be used for planning, prediction amttrol of resources.

Albattat and Som, (2013) studied the relationst@wieen employee satisfaction and
turnover crisis and they came up with the desarpof the process as indicated in

figure 4 below.

Oregnizational Employes Magetive Turn Owver Intention
Justice Satisfaction
X .
, = Positive Turn Cwver Crisis
Wiork Stress
| v v
' - -~ =
Employee » Service Quality
Demographic 5
Erap Retention +
Factor ,
Customer
L Saustaction
Job v
Sausfaction Customer Loyalty

Figure 4: Relationship between Employee Satisfactioand Turnover Crises
Source : Albattat and Som, 2013:66

2.2 Definition of Terms
2.2.1 Attrition
According to Naila, (2012:1), Attrition is a normsituation where an organization

experience an uncontrollable reduction of a hunegources as a result of retirement,



15

death, sickness, and relocation. It is one wayedicing the size of staff without
management taking any noticeable actions. The disddge to reduction by attrition

is that reductions are often unpredictable andeave gaps in an organization.

2.2.2 Labour Turnover

According to Ongori (2007), labour turnover is thagio of the number of members in
an organization who have left during the periothpeconsidered, divided by the
average number of people in that organization duancertain periad Employees
may change jobs within organization or decidetwdethe organization for another

employer. Some people may also decide to changgplkeof job completely.

2.3 Theoretical Framework

Kuria and Ondigi, (2012) show that although extefieaces may influence labour

turnover, such as short supply of some occupatigraips; internal factors usually

have more significant effect. Organization interfedtors motivate staff and that
those reasons can influence staff's behaviour dwey tan cause turnover. Some
employees feel comfortable and increase morale wtiery see themselves

progressing well with their existing managers. Thesgl a sense of growth when they
move to another level or change job descriptiomfreithin, though sometimes they

can underperform if they find their expectationd neet. They also mention that

external factors can also influence staff's decigbout their jobs. Things like change
in policy, better pay from other organizations,ificdl and economic situation can

control the retention rate in a particular orgatiara
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Zeb et al, (2015) emphasise the Maslow’s motivation theayich argued that
people have a hierarchy of needs ranging from physieeds to self-fulfilment. In
this phenomenon need is defined as a deficiengyhysiological or psychological
state that a person feels the compulsion to satistythat need can create tensions
that influence employees working attitudes and biehas. Maslow theory proposes
that human beings are motivated by multiple neetk that these needs exist in a

hierarchical order where only an unsatisfied nesdinfluence behaviour.

In the other hand, research done by Tek-Hong andedéti(2011) and Stello (2011)
explain how Herzberg distinguished between motreti and hygienic factors.
Hygienic factors include organizational policiexbj security, salary, working
conditions, and quality of technical supervisiorhe$e factors do not motivate
employees, yet if they are missing, they can caissatisfaction. Simple things like
adding music to the workplace or a no-smoking polimplementation can make
employees less dissatisfied with their work. Matbva or Satisfiers which are the key
to job satisfaction and motivation include respbitisy, achievement, growing
opportunities and feelings of recognition. For amste, employers can understand
what people normally do in their jobs and improwerking environment such that to

increase job satisfaction which can improve pertonoe.

However, other scholars such as Malik and Naeem3PWho was also cited by
Mabindisa (2013) have criticized Herzberg with hmstivation-hygiene theory by
showing that though motivation-hygiene theory igopular among organizations but

it is a controversial theory of employee satistactivhere is debated that it focuses
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much on conceptual and methodological problems awolyresearchers claim that
Herzberg's theory is dead. They advise that it beag proper time to apply again the

Herzberg's theory.

In Mohamed and Nor (2013) report, McGregor sugg@gk#tat managers tend to treat
subordinates according to their own prejudices shah employees need to be ruled
and controlled (Theory X), or all employees can enaksignificant contribution if
encouraged (Theory Y). There may be other impbitsues in determining staff's
attitude towards their employment, however, it ngportant to study physical or

hygiene factors such as pay and working conditions.

Moscarini (2003) revised Boyan Jovanic (1979) joltching theory of turnover and
suggested that before developing the model, majpothesis of the job matching
approach to turnover must be summarized such tinaech employee a no generate
distribution of productivities exists across dif#at jobs. The second hypothesis
revised is that employers can contract with worl@rsan individual basis while the
third major hypothesis of the job-matching appro@hthat unsound information
exists on both sides of' the market about the eaetion of one's assignment to its

optimal level.

Adapted employee decision making process moddaburd 5 is presented by Kuria
and Ondigi (2012) to show the relationship of dife factors which lead to labour

turnover or labour shortage.
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Current Employer
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Figure 5: Employee Decision Making Process Model asdapted for Modification
from Mobley (1977
Source: Kuria and Ondigi 2012:313

The human resource management literature hasioraliy viewed labour turnover
in a negative perspective. Human capital theorfdstmour turnover point to loss of
firm, specifically to human and social capital vehibrganisational theories point to

disruptive changes in organisation (Dess and SB&a4, Dahl, 2010).
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Chenet al, (2014) supported this negative view by findinghhlabour turnover

negatively linked to labour productivity in therfis while Park and show (2013) and
Baronet al, (2001) found that turnover is disruptive andttihavas directly linked

with under performance and under productivity imaizations. However, many
literatures found have concentrated on quits amé fiaund that a negative impact of
quits on firm affects performance, thus, recontidia of job matching and human
capital theories of labour turnover is accommoddtedhe distinction between quits

and hires.

Luchak and Gellatly (2007) show the importance lkdvweng nonlinearities in the
impact of turnover. In the impact of turnover omqluctivity, a dichotomy was found
based on the type of human resource management )I3i&¢em in the organization.
Negative in high-commitment HRM systems characteridy intensive training,
performance-based rewards, employee participatask, diversity and job autonomy

in control of HRM systems.

Luchak and Gellatly (2007) further show that faéluto control differences in
management quality among the organizations, whieh défficult to observe, yet,
which influence both labour productivity and labowrnover may result in part
conflict in empirical evidence. Labour productiviyd variability of turnover rates
across organizations can be affected by the maragewithin narrowly defined
sectors of economy and their persistency in a goganization which indicate that

management practices in these organizations défleotir turnover.
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Enshasset al, (2007) and Gundecha (2012) assumed that wheagearent cannot
be observed, one of the solutions to the managebi@nproblem is to separate it into
the fixed effect. It is also argued that some marggre better than others at choosing
good matches and so can dissolve the bad onesmagit even thrive on high
turnover. Other managers and management practiegsn@ed low turnover. It is
possible therefore that confounding the impactsuafover itself and management
partly mediated through turnover conceals the tale of labour turnover in firm

performance.

2.4 Empirical Literature

Khan and Aleem (2014) mentioned about reasons t csmpetent employees quit
and join to other companies, of which some are g¢liencompetitors. Most of these
reasons are management based and can be avoideplayees do not want to be at

the other end of the bombardment of negativity.

According to Khan and Aleem (2014), employees’ tigdg may be due to the

following reasons:-

. Management demands that one person do the jobwafot more people,
resulting in longer days and weekend work.

. Management doesn't allow the rank and file to nad@sions about their work

. Management constantly reorganizes, shuffles pe@pteund and changes
direction constantly

. Management doesn't take the time to clarify theaisions
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. Management alienates staff by promoting someone latks training and /or

the necessary experience to supervise

Khan and Aleem (2014) and Dobre, (2013) furthergesythat good employees don't
leave good companies, they rather leave poor masnageor organizations to retain
valued or high performing staff, managers must emptrategic ways of maintaining
employees working for their organization. Investmgre money at employees is not
the answer to turnover issue and can be so cddily.more effective way to retain

talent employees is to deal with their importargéadegeand expectations.

Ongori (2007) also noted that managers’ attitude afiect employees’ behaviour
towards job depends on how they treat their em@eyPeople in this case can easily
leave managers, not companies they work for. Engaleywho are empowered, and
participate in delegation and decision making akely to have high degree of

attachment to the organization than employees usmderderly manager.

Gentryet al (2013) insist that organizations need to paynétia in retaining the best
and brightest employees, and understand what cdus@sto want to leave their jobs.
They also comment that ‘People don’t quit jobsytleit their bosses’. No matter
how sad this may sounds, is a true statement. @agams need to identify and get
rid of all the bad bosses if one need to retaint lmsployees. Organizations’
productivity becomes higher when staff are comfugaand have sense of belonging

to the organization than where staff don’t feebéopart of an organization.
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Mudor and Tooksoon (2011) suggest that key facitoitsencing the rate of staff
turnover in organizations are pay and working cbonds. Moreover, most of the
positive evaluation about working conditions anceea opportunities for personnel in
the enterprises comes from employers than what sdram employees. Xaba (2003)
suggests that an organization survival dependshenemployees who are serious
about the organization and its missions, and atenmmre concerned about their
personal interests. Some employees have very gogamitment to the organization
such that their consideration to leaving their p@zomes very costly, especially when
they take their roles as central to the definitodrtheir personality and self-identity.
Based on this argument, an organization with comtechiemployees is likely to be

productive than an organization whose employeesa@treommitted.

Muhoho, (2014:486) recommend that managers shaolldree their decision making
and leadership styles to ensure that work climatmproved so as to foster employee
loyalty and engagement at work and to the orgaioizat goals, vision and mission.
Contrarily, Amah (2009) argued that some employbase a tendency to quit
regardless of having a work environment designedatse their job satisfaction,
whereas other employees may be more likely to stan under less than ideal
circumstance. Managers should recognize that sangettifferent from the whole

work environment must be operating in the empldyeeover pathways.

Roy and Brunet (2005) suggested that personal riagitay a very big role in

pathways to employee turnover. It is importantnderstand that reasons for turnover
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among different groups of Banking Institutions a the same, thus, turnover is

something to be avoided in organizations at altsos

In research done in Nigeria by Oluwafemi (2013:ddljghten that it is supposed that
the accomplishment of crucial organizations’ ohbjexs can only be met through
effective management and retention of human ressurEffective management of
human resources of an organisation can be achiedezh managers manage to
identify and intervene upon factors that could miize employees’ intention to quit
and enhance their retention and performance flirieer suggested that maintaining a
health organization need managers to be able &rtdetnployee job dissatisfaction
and take remedial action after actual turnover lbadurred so as to maintain

organization standard.

Batt et al, (2014) show that labour turnover and low empéoyenure is a global

phenomenon in all organizations mostly especially moderately priced

organizations, where different organizations expeé substantial move of
employees to other disciplines. This research aksclthe costs of turnover in a
restaurant industries to be very high where thatscof turnover are $18,200 for an
establishment with 30 employees, $182,000 for ancled 10 restaurants, $1.82
million for a chain of 100 restaurants. In additiestablishments with lower turnover
have significantly better customer satisfactionpdoictivity, and revenue growth

compared to those with higher turnover.
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Minja (2011), Mbwana (2013), Muhoho (2014) and KegR014) have their views
around Tanzania where their contribution refer @nZania as among the many
countries that experiences great turnover effedt élrortage of employees for both
public and private sectors in recent years. Orofdpat employees want to work with
organizations which support personal success amdenthey feel their contribution is
valued; so when employees lack needs for motivatioey may find no reason to

keep working.

Based on government budget report 2011/2012, it wastioned that banking and
telecom companies in Tanzania got the highest adwaants over last few years and
they are among of highly disputable sectors. Howedwanking sector in Tanzania has
recently exposed to basic changes following banking other financial institutions

reforms which started in early 1990s.

Mbwana (2013) reports the case of National BankCommerce (NBC) from NBC
2011 annual report where the trend of employeasioiter show clearly that NBC
have very low retention where turnover rate hasbeereasing by 14.4% in 2009,
16% in 2010, and 17.8% in 2011 and 18.5% in 2012hesvn in a table below.
Unless management can explore the reasons to wjorityaf staff leave and find

ways to mitigate it, bank performance and proditgtimight be compromised.
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Table 1 Trend of Staff Turnover at NBC LTD

Year | Deceased [Resignation | Compulsory| Voluntary [Termination Absconding | End  of
retirement | retirement contract | Total

2 2 2 L] 2 2 L]

2 | 2le |22 |2 |2 |8 |2 |8 |2 |8 |2 |8

S22 2|2 (e |2 (2|2 | |2|2|2 |2
009 2|1 (% [4(2 2 |2 |1 |§ (6 [3 |1 [4 [3 |13
00 3|2 (47 [52 (3 1 |3 (b 139 (2 |0 |5 |1 144
w3 |2 (63 |5 |1 {3 0 (171 (2 |3 (1 |67
02 3 |0 (67 [46 |2 |2 |I o127 [t |0 (18 [14 |14
Total | 117 [2I5 |18 |6 |9 |5 (53 (35 |7 |3 [30 (20 |62

Source : Mbwana, 2013:3

According to Gonzaga (2003), the labour turnoveBiazil is revealed to be one of
the world highest where generally 3.4% of the fdrremployees are admitted,
however these employees leave their jobs every mmiaking an annual turnover of
40.8%. This high turnover rates is a big problemrmductivity as it might be causing
under-investment in human capital and be signalafdow commitment between
employers and employees. Very similar situatioreorted by Samuel and Chipunza

(2009) in South Africa and Mokaya (2008) in Kenya.

Kayuni and Tambulasi (2007) show a report from Malavhich is clearly
experiencing ridiculous employee turnover in teaghsector. Among many reasons

identified being pay, stress, envy for status, po@mastructure, unfair performance
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appraisal and loss of motivation. As a result af tarnover, Malawi education is in
shamble and relate it to a patient laid on a dtetin a resuscitation room in hospital
due to the fact that schools no longer have enaugtity teachers as majority leave

the industry for jobs that pay and give pride.

2.5 Conceptual Framework

One of the aims of this study is to elicit factarsich contribute to labour turnover at
BancABC Tanzania. While studying this there was iavplvement of different
theories which were explored through differentréitares within and outside the area
of study in order to experience what others comnmnissues which have direct
impact on the same. Therefore, the first goalht§ became to create a framework
that gives a description of the subject of the wtwthich included various concepts
encountered during the literature review relatimdabour turnover. (Mark, 2010). In
this study the conceptual framework comprises eftéto categories of views in terms
of Labour turnover and labour retention, where theth result from the presence or
absence of the same variables. There is a contibof different theorists towards

this.

Abraham Maslow presume that human beings desiszlfeactualized environment.

Due to this he pinpoints five basic needs that vatéi employees. These needs
include psychological, safety, love or belongingnessteem, and self-actualization
where human needs display themselves in hierardfiesscendance. This equals

saying, the impression of one need usually depemd¢he satisfaction of another
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more proponent need. This is important to be boremind because man is a

perpetually wanting animal (Zed al., 2015).

Ramlall, (2003) recommended that since staff tuemas the circulation of workers
around the labour market; between firms, jobs awdupations, and between
employment and unemployment conditions, there ttear support to the fact that
staff tend to hunt for what will put them to thetee level. This makes voluntary staff

turnover to be a subject understudy in many aspects

Mabindisa (2013) and Nadt al, (2004:185) add that when new employees join an
organization, both the employment contract and gsgchological contract is
instituted between employer and employee with aneégo what each should expect
of the other. This contract can create a dependbatyeen these two parties, where
the most likely to suffer in this relationship isetemployer as there is always an

alternative for the employee, hence turnover.

Nel et al, (2004) states that apart from expectations éx@dhin the theory of
hierarchy of need by Maslow, there are other itevhgch are key to make a staff
satisfied. These include training and developmemgognition, and working
environment. Continuous training is aimed at asgjsthe employee to keep up-to-
date with the current issues, increasing employesviedge and competence as part

of the staff development programme.
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The description of this speaks to the issues ofardwand benefits, career
development, job security, working environment golol description as shown and

depicted in the framework in figure 6.

Reward and Benefits
j lob
oo Career Development Satisfaction
Dissatisfaction
[
[
Training for the job
Job Security
Labour
Retention
Working Environment
Dependent Dependent
Variobles Job Description | Vorighles

Independent Varighies

Figure 6: Conceptual Framework to Turnover

Source: Partly Adopted from Net al,, 2004
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CHAPTER THREE
RESEARCH METHODOLOGY

3.1 Introduction to Research Methodology

This chapter will outline the methodological franewused by the researcher as well
as the research strategy. It describes the vasippsoaches that have been used in the
study including the description of the study aréee research design, population,
sample, sampling techniques, ethical consideratitypses of data and collection
methods for undertaking the study. Measures tak@msure validity and reliability of

this study is also discussed.

This research was conducted by using the questi@snas a tool to the top, middle
and lower level staff of BancABC to find out theusas of turnover in terms of

salaries, working environment and security of jobs.

3.2 Research Design Methods
The study was exploratory as it aimed at givingghisinto basic details, settings and

concerns in a well-established picture of the sitbuabeing developed.

Saunderset al, (2012) commented that exploratory research dgdn inquire into
the research questions and does not intend tofgigeand conclusive solutions to
existing problems so as to determine the natutbeproblem. This type of research
is not intended to dive evident conclusion, buhébps the researcher and BancABC

at large to have a better understanding of thelgnob
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The researcher used exploratory research becaiusdlekible and easy to adapt to
change, and its efficiency in setting the groundwtbat will lead to future studies as

well as the desire to save time and other resources

3.3 Research Approach

This study incorporated the qualitative and quantie methods so that appropriate
and accurate information could be obtained. Acewgydio Pannucci and Wilkins
(2011) and Sekaran (2003:87), qualitative reseascladministered in a natural
environment and involves a process of building m@ex and holistic picture of the
phenomenon of interest while quantitative rese&@n exploration into an identified
problem based on testing a theory, measured withbeus and analysed using
statistical approaches. For this reason the qadingt method is employed such that it
involves the use of numerical measurements andtstat analysis of measurements
to examine social phenomena. Both qualitative amahtjtative data were analysed

guantitatively.

3.4 Population and Sample

The population of the study included some of Ban€CA®aff and some of those who
left BancABC from 2014 until this study period. Tafore, only a small convenience
sample from the population was used. Non probglplitrposive sampling was used
because it was not important to generalize thereergopulation since there was
readiness in response to both existing and ex @@afhk, Van der Walt and Van

Rensburg, 2006).
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The sufficient number of responses was 36 anduagstipnnaires were responded and
returned. So, the response sample is 100%. Theoti@bhalysis was the individual
who responded to the survey.

Per BancABC Human Capital policy the job gradegsgatization is done as per the

Job band clusters and levels as shown in the ta¥av. The sample was taken from

each group.
Table 2: BancABC Tanzania Job Bands Classifications

HAY BANCABC BANCABC

Broad Band Clusters Levels
Grade 22-20 MD’S
Grade 19-18 Senior and Middle Management

Senior Level

Grade 17-16 Experienced Specialist
Grade 15-14 Junior Management Middle Level
Grade 13-12 Supervisory &  Technically

Qualified
Grade 11-10 Administrative
Grade 9-8 Clerical Junior Level
Grade 7 Skilled Support
Grade 6 Support
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3.5 Sampling Strategy

Sampling is part of statistical practice which dealith the selection of a few
individuals from within a population to yield sont@owledge about the whole
population, especially for the purposes of makimgdiztions based on statistical

reasoning.

Hancocket al, (2009) explain the main advantages of sampbnitpat the study cost
is low, data collection is faster and since theads#t is smaller, it is possible to
guarantee homogeneity and improve the accuracyqaatity of the data. In this
study, a non-probability purposive sampling wasdusgeéth the idea of including
respondents among staff within BancABC Tanzanihésample. It also intended to
include staffs who are working with BancABC in 4lbranches in order to get the full
picture of how staff members view BancABC practitiee researcher thought there is
a need to hear directly from them and the managéis are involved at different

levels of decision making.

3.6 Sample Size

Saunderset al, (2009) define population as the complete setades or group
members. Thus, in this study, the population wasseh from the BancABC where
the researcher collected the data. The researpeeifies the sample based on the

geographical location and the temporal boundarig®pulation.
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Strategically, the number of employees who comgléte questionnaire reflected the

sampling strategy. Senior level staffs being 4 @u20 employees, 10 Middle level

staff out of 50 and 10 junior level staff out of @@re included. The representation

stands for the ratio of 1:5 that makes 24 partidipaut of 120 employees and 12 ex-

employees who were placed in the sample as per jibkeigrades before leaving

BancABC. Therefore, the total number of particigantthis study were 36.

Apart from categorization as per the levels, ineortd get the right staff purposely the

researcher went through the departmental repragemt@ get the widespread vote

within BancABC. The table below describes the dangize which was captured

during this assessment.

Table 3: Sample Size Distribution

Wholesale Banking | Retail Support
(Corporate, TreasuryBanking (Credit, Legal, HC
and Busines$ (Head Office| Finance, Marketing
Development & Branche$ Audit & Operation$

Ex- employees 4 4 4

Senior level staff 1 1 2

Middle level staff 3 3 4

Junior level staff 3 3 4

TOTAL 11 11 14

3.7 Data Collection Tools

Self-developed Structured questionnaire with twotieas for exit employees and

existing employees (appendix 1) which comprise$5oand 14 questions respectively
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were used as the key data collection tool and weéneinistered by the researcher. The
guestionnaires comprised of demographic informatierwell as questions that are
directly linked to probe reason for employees’ awer. Majority of question were
open ended such that to give participants freedainopenness to express their views
against what is sought by the researcher. To mheebbjectives of this study, data
from both secondary and primary sources was useth wuman capital
documentation, policy documents and bank reportsigbéghe main sources of

information.

3.7.1 Secondary Data Sources

According to Hussey and Collis (2007:198), datdeodéd by the researcher in the
field of study is known as secondary data. Secondata is beneficial because much
of the background work needed has already beenedaout including literature
reviews, case studies, published texts, the inteamel accredited journals hence

saving time that would otherwise be used in dali@ciion.

Yingyi, (1994) emphasises that Secondary data dediboth raw and the data which
have been published in different media like bookewspapers, magazines and
journals.

In this study, the secondary data used constitaesource of data gathered from the
BancABC Tanzania’s records on HR reports and anraparts on staffing regarding

the Human Resource Management.
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3.7.2 Primary Data Sources

Yingyi, (1994) define primary data as the actualadthat is collected for the first
time for the purpose of present studies and cao hés used for future studies.
Questionnaire which was used in this study is dnthe tools used to get primary
data, thus, data was collected from all samplefd staking sure that inclusion of all
cadres and other staff from BancABC and ex-empleyiseconsidered. This was
accommodated by using questionnaire for the purmdsénding out information

which was not in BancABC records.

3.8 Data Collection and Logistics

Researcher communicated to the BancABC head ddfickin the respective branches
about the study, also with former employees throtgtir mobile phones to request
them to participate in the study by responding e tuestionnaires which were

provided to them.

The researcher gave the questionnaire by hand pawmicipants and waited for them
to complete the questionnaire and ask them to biribgck on sport. This was helpful
as the researcher had an opportunity to clarify drticipants areas that seemed not

to be understood as well as ensured high compli@vetin the study.

3.9 Data Analysis plan
3.9.1 Data Organizing
Kombo and Tromp, (2006) refer data organizationesearch as a process of putting

research data in order where data can be orgamteds systematic form. In this
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study therefore, data organization includes idmatiion where the required data was
gotten from the questionnaires used to the respundée data was well kept in a
secured place in order not to misplace any of thEney were then put in a digital
form where they were entered in a consistent fonmanhake them easy to identify
and use. For security purposes data was savegansanal computer and backed up
in the external drive. Corrections were done wltbege were errors and the same was

stored in a place where can be accessed easilgféoence and other future purposes.

3.9.2 Data Analysis

The descriptive statistical analysis was conductesthg data and information
collected from primary and secondary sources. Ideiorto guarantee logical
completeness and consistency of responses, tharchee administered the data
editing during data set presentation where idettifimistakes and data gaps were
corrected. When editing was complete, data wasysedl by a statistician, all
gualitative data were first analysed using contamlysis techniques (Gongera and

Okoth, 2012).

Quantitative analysis was then administered usiR§SS version 16 software using
mainly Friedman'’s test non parametric analysis,liogar modelling and analysis of

residuals.

3.10 Data Presentation
Data was presented by using a combination of deguns, statistical and graphical
techniqgues which included frequency distributioqse charts, histograms and

dispersion.
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3.11 Validity and Reliability

According to Aminet al., (2011) and Pannucci and Wilkins (2011), validisythe
extent to which the instruments used for collectiaga have managed to measure the
issues intended to be measured and that the rbs€ardiasness or subjective
judgment in the data collection process can affeetconclusion of the study. To
ensure validity, the questionnaires were self-dgwedl and checked (on editing) for
correctness that can be used to guide the procesde able to get administered.
Also, the questionnaires were administered to eglevespondents by the researcher

so that subjectivity in the data collection procasd bias is avoided.

On the other hand, reliability is the main concesrsocial researchers because the
measuring instruments used in their studies areelyrarcompletely valid.
Bialocerkowski and Bragge (2008) refers reliapiits the degree to which a data
collection tool contains variable errors which agpé¢o be inconsistent during
measurement attempt or that vary each time a givenhis measured by the same
instrument. Sampling of participant was purposebneal in order to boost the

reliability in the existing staff regarding the @lr turnover within BancABC.
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CHAPTER FOUR
FINDINGS

4.1 Introduction
This chapter explores and describes data assenfoledrespondents. Information
found is expected to fulfil the objectives of tmasearch which is to determine the
factors contributing to labour turn over in Afric&anking Corporation (BancABC)
Tanzania. Graphs, Tables and Texts are used tergree results quantitatively.
The results are as per the cross sectional inclusiwere different levels, departments
and business focus have been taken into consideraind associated with the

research objectives.

All questionnaires distributed were submitted te thsearcher as per the instruction

given to the respondents, close follow up and suppas given to the respondents

where they required assistance.

Table 4: Returned Questionnaires

28%
33%
20%
19%
100%
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4.2 Demographic Characteristics of the Respondents

Table 5: Demographic Information

Variables Categories Percent Number
Male 67% 24
Gender Female 33% 12
Total 100% 36
20-29 28% 10
30-39 67% 24
Age 40 — 49 3% 1
Above 50 3% 1
Total 100% 36
Diploma 6% 2
Level of Education Undergraduates 69% 25
Postgraduates 25% 9
Total 100% 36
Wholesale Banking 39% 14
Department Retail 42% 15
Support 20% 7
Total 100% 36
Below 1 year 6% 2
Between 1 and 4 years 47% 17
Working Years Between 5 and 8 years| 33% 12
Above 9 years 14% 5
Total 100% 36

Graphical Presentation of the Respondents’ Particualrs
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Table 6: Respondents by their Gender

Number of People Percentage
Male 24 67%
Female 12 33%
Total 36 100%

The representation in the above graph shows that ofahe BancABC respondents

were male with above 60% while women’s percentage above 30%.

Table 7: Respondents by their Department

Department Number of staff Percentage
Wholesale Banking 14 39%
Retail 15 42%
Support 7 20%
Total 36 100%

The questionnaires and interviews were done todpeesentatives of all departments,
the retail department had more representation dsadt more staff compared to

wholesale and support. Questionnaires were aldakdited with proportionality to

the number of staff in that specific department.
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Working Experience

50%

45%
40%
35%
30%
25%
20%
15%
10%

0%

M Below 1year  mBetweenland4years M Betweenb5 and 8 years Above 9 years

Figure 7: Respondents by Working Experience

There is a great number of staff in the period td 4 years by 47%; followed by 34%

of staff who are having between 5 and 8 years pésgnce, 14% is having more than
9 years of experience and 6% is having less than. yéis result assures us of the
presence of the majority number of staff who angegienced and have stayed longer
with the organization. So, BancABC will be losingf§ who are experienced as per
the composition one can see that majority are éxperd and have been with the

organization for some time.

Most of the staffs in BancABC are graduates, whabk 70% of the percentage of
the respondents, 3% are having diploma and abdut @bstaff with postgraduate
education. This can indicate that staff are wellaaded and the organization can

benefit from staff knowledge and contribution.
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4.3 Analysis Based on the Research Objectives

This part of the study presents findings based len research objectives using
descriptive methods of analysis where all positarel negative responses were
considered. The specific research objectives véllused in the arrangement of the

responses by considering the correlation betweetwh.

4.3.1 To identify issues which lead to labour turaver at BancABC Tanzania
4.3.1.1 Job Description for the Labour
The findings concerned give more clarification escription on the job when joining

the organization and for their current roles, #ygresentation is as shown below.

= Number ___
Mo
10

28%

Figure 8: Job Description for the Labour
Source : Field survey 2015

As a basic tool to performance the researcher wawotéind out if the Job description
is among the issues which make BancABC staff notfodtable of what they are

doing hence leaving the organization. The aboverdéigshows that 72% of the
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respondents agree that job was well described émtland only 28% of the
respondents job was not well described to thems Thplies that large number of
staff at BancABC had their jobs well described henh. They knew what they are
supposed to deliver and contribute to the orgaizatA few whom the job wasn't
well described, can experience problems and feejdh is a burden and appraisals a

problem.

4.3.1.2. Sufficient Training for the performance atBancABC
Training is key and if staff miss trainings theylivdecome obsolete and not able to
perform which can demoralize them. The researchemted to see if training is

considered an issue which make employee leavetlier organizations.

Figure 9: Sufficient Training for the Performance

The responses on this show that 78% of the resptsdgree that the orientation and
other trainings are sufficient for them to perfotheir duties and only 22% of the

respondents said that training is not sufficienttfttem to perform their day to day

duties. This implies that the training providedilitated the work of large number of

staff who worked at BancABC.

4.3.1.3 Working Relationship with Management

Relationship between staff and management can teastaff not being able to
perform, the question around this was asked byrésearcher to see if this is
considered an issue which make staff leave BancAB& results are as per the

below presentation.
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Table 8: Working relationship with management

Working relationship with management.
Scale Very Good | Good | Satisfactory = Poor | Total

Number of responses 2 11 21 2 36
Source: Field survey 2016

The chart above shows that large number of respusdeaid that there were
satisfactory and good working relationship betweg@mior workers and

management/senior workers by 21 and 11 respectwiile only 2 who showed was
very good and other 2 said was poor. As per ideasngby other researchers, if
employee have very good relationship with theidexa will be able to appreciate the

environment and stay longer.

4.3.1.4 Sense of Job Security to the Employee
Job security assures staff of their position withim organization and their future
ability to meet their future life obligations thrglu what they do. The researcher did a

purposeful inquiry to see if this is an issue whialises turnover of BancABC staff.

Table 9: Sense of job security to the employee

Sense of Job Security to the employee

0,
Yes 36 20 56%

No 16 44%
Source : Field survey 2015)
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In the above case implies that many workers of B& ,don’t feel that BancABC
offers a sense of job security by almost 56% wh#&b have no problem with job

security they had been offered by BancABC.

4.3.2 To analyse internal factors which contributeto Labour turnver at
BancABC Tanzania
Since all respondents worked for BancABC, the nedest aimed at getting a glimpse

to analyse about their view towards Labour turnoneelation to internal factors

4.3.2.1 Factors that Lead to the Labour Turnover orBancABC
The findings deals with the major factor that led the shifting of labour from

BancABC to other institutions.

Responses on factors affecting Labour turnover

0 0.5 1 1.5 2 2.5 3 3.5 4 4.5

Motivation  ® Salaries M Work environment M Career growth

Figure 10: Factors that lead to labour turnover inBancABC

Source : Field survey 2015
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The above table shows primary reasons for leauinig; question was specifically
asked to the staff who left the bank. It seems takeer growth and salaries
represented by 8 respondents among 12 who weral agkihe factors as shown
above. The work environment (4) and salaries (é)rs® be factors with great impact

on staff movement to other Banks and organizations.

4.3.1.5 Strategies for Reducing Employee Turnover
Based on the internal factors which contribute &bdur Turnover at BancABC, the
researcher analysed the responses from respondenvhat they think can be

considered to reduce internal factors which causever

Responses on proposed strategies to reduce turnover

Enhance employee relationship at work 15.80%

Widen chance for carrier growth

Provide competitive compensation

Maintain a conducive working environment 16.70%

Emphasize on training 14.90%

Figure 11: Strategies for Reducing Employee Turnove
Source: Field survey 2015
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The above table explain the strategies for reduemg@loyee turnover by number of
respondents corresponding to percentage but mdkeof they prefer that BancABC
should provide competitive compensation and widkance for carrier growth by
26.3%, maintain conducive working environment 16.7#nhance employee

relationship 15.8% and emphasis on training 14.9%.

4.3.2 To examine how employees perceive labour hover at BancABC
Tanzania
This looks at the perception of staff towardsetiét factors which they think they

contributo to Labour Turnover at BancABC Tanzania.

4.3.1.5 Open and Honest Management
The researcher wanted to know how staff at BancABfCeive management in terms

of openness and honesty when dealing with thailess

Figure 12: Open and Honest Management
Source : Field survey 2015
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The figure above represents 67% of the respondeimtssaid that the management
was open and honest in dealing with and 33% ofrélspondents disagree with the
fact that management is open and honest. This stiews is a divisive nature in the

trust towards management, this is not a good sighd leadership.

4.3.3.2 Top Three Reasons Looking for the New Job
The table explains the top three factors amongethuentioned that influence the

employee looking for new job hence labour turnover.

Salary and Security Team work caree growth working
rewards environment

Figure 13: Top Three Reasons for Looking for New Jo
Source : Field survey 2015

The staff who have been interviewed responded aarslin the above chart of what
they perceive the top three things that someone lbeajooking for new job are
Salary and rewards, carrier growth and working emrnent which took a lead by
being percived as top reason by more than 30 086 aftaff, while security and team

work were perceived low reasons by only 6 staff.
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4.3.3.4 Ability of Management to Solve Major Adminstrative Problems

= frequency

= frequency
Yes
23
78%

Figure 14: Ability of management
Source : Field survey 2015

The figure above represents 78% of respondentsaghee that the management is
capable to solve major administrative issues ary 2296 of the respondents said that

the management did not potray ability to solve magministrative problems.

4.3.3.5 Working Environment Satisfaction for Employee

BancABC working environment satisfaction is as preed in the below pie chart.

= Frequency
No
i
31%

Figure 15: Working environment satisfaction for empoyee
Source : Field survey 2015
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The chart above explains whether the working emwvirent was satisfactory or not.
Most of the respondent almost 69% are satisfiech \lile working environment
especially those who are still working at BancABQile 31% of the respondent

consider working environemnt not good enough fensone to continue to work in.

4.3.3.6 Shifting Opportunity to other Organizations
The respondents who are still employees at BancAl€: asked if there were any

opportunity of moving from BancABC to other banks.

= Frequency

No—\

3
13%

Figure 16: Shifting opportunity to other organizations
(Field survey 2015)

87% they are ready if they get opportunity and walhsider moving to other banks or

organisatio while only 13% will not.
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CHAPTER FIVE
DISCUSSION OF THE FINDINGS

Aiming at identifying the factors which contribute labour turn over in African
Banking Corporation (BancABC) Tanzania, a numberissiues are going to be
discussed in this chapter as it summarizes the fmalings to enable a conclusion to

be drawn concerning this study.

The respondents’ contribution that has been ginethé presented data gives picture
of the issues that the African Banking Corporat{@ancABC) Tanzania is facing

with regard to the Labour Turnover. The issues wiéad to labour turnover at Banc
ABC include low understand for some staff towardsatwthey are required to as a

result of missing clear job description.

Most of the respondents have appreciated the fettthey got to know what their
jobs entail through the job description and induttiknowing the organization and
your job can make someone comfortable and freeor @nd enjoy the environment.
Through the respondents’ responses, one can seetsa of them knew what they
were required to do and that their contributiothi® organization is clear to them and
to BancABC. Since some jobs are naturally moreeiitre than others, the responses
towards this are affected by many characteristich |1s its repetitiveness, challenges,
danger, perceived importance and capacity to ex&raense of accomplishment. So,
clear tasks to employees minimize the risk of peoplnning away from an

organization as they will be enjoying their jobs.
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To the few who didn't see that the description veésar it can cause problems
because they could feel that there was no clean thie organization and if the skills

they possess are highly required, they may bectgtiacsomewhere else by higher pay,
better benefits or better job growth potentialse Timpact of job not being described
well could course some perceptions to some staifiwban include feelings like there

is a bad match between their skills and / or campiain substandard equipment,
tools or facilities and no one can prove this. @Binsuch as purpose, duties,
responsibilities, scope of work and working corahis are said to be important

ingredients in job description (Mabindisa, 2013).

The job description is a critical document whichidgua staff on what they are
required to do. When a person does not understéiad i/ required of him, the person
can miss the goals and targets which are expetlteslcan make staff feeling that the

environment is not fair and would like to quit.

Those who did not get proper training representf stao are obsolete and lack

guidance to produce what is required. This mak# spend more time on fighting

with what the environment brings out of the progeitiat are required to be done. This
can result to stress which when not well managedoaase employee to quit and
move to somewhere, where life is easier and wellifated. Saeed and Shabir (2013)
contributed that training is used to close the fgajpween current performances and
expected future performance. If employee will hthegap which cannot be filled the

level of performance will go down both of themsehasd the organization.
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Respondents appreciated the learning that is pedviy the bank as employees need
guidance and direction. Trainings are importanbiganizations and can at a point
make the job easy and the environment convenibietv employees may need extra
help in learning an unfamiliar job. Similarly, sack of training program may cause
workers to straggle with their level of performarexed feel that their abilities are

lacking.

In BancABC perspective, the appreciation shows taekt of knowledge is not an
issue that can create a feeling that they do nohgebecause they are facilitated and
get updates on things. It can be otherwise to thds® have shown that there is no
sufficient training for their performance within B@ABC. Together with the Training
and job description employees have shown that tleeking relationship with
management needs to be improved. This will enhaineeemployees’ involvement

and feedback for anything that requires managesatteéntion.

Staff who have the demographic characteristichefrespondents show that most of
staff are men and this is shown by the number gffordent and their percentage in
the representation. The great numbers of stafbateeen generation X and Y, the
bank has a mixture of people with different ageeugh those aged 20 — 39 years are
many more that 90% of the population. This speakth¢ir life needs, family levels
and ambitions of the majority staff who have regfmh Respondents are mostly
graduates from universities few have diploma, this be interpreted most of them are
learned and know what they are doing both those eticand those who are within

the organization. The characteristics and the eaalronment shows job security is
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one among the key issues to this large group,ishikie to what they are facing and
are required to do by the society. The bank hasedclmw on providing for the job

security to its staff and this can lead to turnover

Zeb et al, (2015), emphasise the argument of the motivatieorists Maslow who
commented that people have a hierarchy of needshwhnge from physical needs to
self-fulfilment. Safety and protection needs halements like job security, order,
law, stability, freedom from fear whereby the firkiur levels are considered
deficiency or deprivation needs (D-needs); lacktledir satisfaction may cause a
deficiency that motivates people to meet those si€Buis is what can happen on the
side of employees at BancABC where staff has shaak of job security. They can

go out looking for where they can be more secured.

In analysing the internal factors which contribtitelabour turnover at BancABC,

respondents have shown their great need in thecehéom career growth, salaries
increases and improvements in the working conditionSalaries, benefits and
compensation speak to the BancABC staff satisfa@®the return of what they have
been contributing to the organization and the kyyaf the employer to them. This
study shows that employees at BancABC are not happshat they are paid and this
is one of the reasons of them quitting for otheyaoization. With the formality and

long-time experience in the Tanzanian market anches®f African countries,

BancABC has strong internal guides and policiesctvhtan be put together to
ameliorate the situation in order to deal with timternal factor. Albattat and Som

(2013) show that employee dissatisfaction on mdghe internal issues including
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compensation is attributed with issues like demplgi@ economic and social

responsibilities in the society, work stress arghaization justice.

Another internal factor considered by BancABC stfa concern is career growth.
Career growth as a house keeping issue in any iaagam is among the critical
things considered by individual employees when iloglat their impact in the future
it means one take up more responsibilities today tie did yesterday and continue to
do that at regular intervals. Career growth plagsugial role in the whole process of
retaining staff. If the job is basically a dead-erahcept, it should be explained to
new employees before hiring so that they don’t fessled. This might be a reason of
the percentage which have caused labour turnov&amcABC. The job should be
described precisely without raising false hopesdmwth and advancement in the

position.

There is a need for staff at BancABC to be awarba their career growth maps
and how they can be sure of their future. Since dtganization is having more
youngsters and recent generation blood, to thenfuuee is an agenda and would

more likely need to know their position.

Examining the employees’ perception to labour Tuemcat BancABC, it has been
revealed that management of BancABC seem to beettweith staff above average,
both in terms of transparency and ability. Whenffstep not have trust to the
leadership it means that the gap between the tdlobwivery big, this only can be

enough reason for staff to think of moving to othestitutions. However,
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management is required to do more by providinggibed working condition to the
staff as shown in the previous discussion on thedescussed internal factors which

lead to labour turnover at BancABC.

Employees at BancABC also have a perception thatdoce labour turn over at

BancABC there should be support from managemesiiafit

Their perception has been ranked on what they pereeore important for them not
to shift to other organizations. As the researgaeticipated in some organization exit
interviews to get this right, it seemed like mokthee respondents in those interviews
overstated the role of compensations and benefitateer growth which also took
equal importance in their ratings though it is tthat unequal pay structures or low
pay is great contributes much on dissatisfactiah@n cause some employees decide
to quit. There is a perception that staff will stagh BancABC if they will be more
motivated than what happens now. There is a pearepitat Good salaries paid to
employees can reduce staff leaving the bank, cayemwth, working environment
improvement, job security as well as exposure a&ff sthich include job enrichment

and rotations.

Despite the facts shown by the respondents and gibeteptions towards labour turn
over, they have also shown their clear desireaedeéhe bank if they get opportunities
in other banks and organization. This will make dabturnover persist as majority of
the respondents by 87% have put that to light. @hesults reflect that there are

factors specific to individuals that can influentcenover rates in BancABC apart
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from the factors mentioned known as personal aitiased factors. Personal factors
include changes in family situation, a desire tarnea new skill or trade, personal
conflicts and an unrequested job offers while t#baised factors are personality
features that are associated with turnover. Allffedors mentioned above have been
acknowledged during interviews and off questiommasituations during the study

time.

However, as this research is an exploratory stwdyan helps opening doors for
further more studies to take place that the prolbdambe revealed and concluded in

more details.
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CHAPTER SIX
CONCLUSION AND RECOMMENDATION

6.1 Introduction
This chapter presents a conclusion for this studynfthe findings and draws a
conclusion. It also gives recommendation basedemdsults and giving out areas for

further studies.

6.2 Conclusion

With its intention and target of being a preferb@ohking partner in Africa by offering

world class financial solutions, African Banking rgoration would need to have a
pace that will put it where it can do more in terofidhuman capital both in retaining

and developing the same.

As commented by Park and Shaw (2013), productiaitgn organization depends on
the skills and expertise of its workforce. A skillavorker is an asset for any
organization, so if a skilled personnel leaves mganization, the effects will be very
high. Unlikely, in case of a semiskilled or un-#al personnel, the effect will be less.
A vacant place of a skill labour may be filled kyother new worker, but production

may fall due to their differences skills and expede.

Per the findings of this study, BancABC Tanzaniadseto take into consideration a
new way to control turnover by dealing with factarbich contribute to the said
problem. This study has put to light the factorgpas the research done within the

organization.
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The results presented in this study support a ctmgenypothesis for considering
evidence of the factors contributing to labour Tauwer in BancABC. The sample was
desirable and enough to test the hypothesis camsigthe scope of what was aimed

to be covered with regards to research objectives.

High employee turnover defies organizations botliokn as by estimation, it can costs
over double of an employee’s salary to find anthteareplacement (Medina, 2012).
Similar case applies to BancABC as per the dembgeapf the respondents show
BancABC possessing staff with the good level ofcadion, young and ambitious.
Turnover can have a negative impact to the remgistaff as it damage morale
among them since the new comers will get opporguitnegotiate and require more
than what is provided to the existing staff forttlspecific level and it always take

time for one cope. This affects productivity paod aapability.

For this reason BancABC can adopt a policy that melp reduce turnover although
this position may be subject to several excepttbosigh most of the time, it is very
difficult to control the turnover rate within orgaations. Cheret al, (2014) suggest
that there are so many factors that affect turndvés obvious that satisfactory salary
structure helps to reduce turnover though job s$gcafso serve an important role,
however pay is not the only and always the solufmmemployees to stick in an
organization. Employees do not stay in an orgaimatnly for salary but for many
other reasons such as rearranging employees, doeminsrelation, better working

environment, preferable job location and sense rofagement (ownership) to an
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organization. Referring to the theoretical discossh this study, many solutions that

may help BancABC to reduce turnover has been dseclis

6.3 Recommendations

Recommendations by the researcher to rectify ttvatgdn regarding the factors that
contribute to labour turnover in BancABC Tanzanmaas discussed below.

First, the management should focus on proper cosgtiem to its staff by setting the
acceptable compensation and benefits in mannerctraéspond with the market
demand. The Human Capital department should exgphereurrent data on industry’s
pay packages and be creative with employees’ kenéixible work schedules and

bonus structures.

Result of this study Link with the contribution 8ger and Johnston (1998), where
job security and career growth have significantatieg influence on the employee’s
turnover at African Banking Corporation. The studives an alarm to the top
management that if they consider these factorg| lef/turnover of the professional

employees who are the best assets of the orgamaatil be minimized.

Second, BancABC management should create and peoapportunities for career

advancement in an organisation which may help staffecome more competent and
to enjoy their work even better. The bank needsutbine challenging and clear career
paths. The findings suggest that employees wakhdowv where they are heading and

how they can get there.
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Third, the management should provide benefits whithtattract the best employees to
remain in an organisation in order to maintain déad of service delivery. Setting
employee’s payments that correspond with employeesponsibilities will help in

motivating employees to improve their performance.

Fourth, Top management should recruit more skilegployees to close the gap left
by employees who quit the business in order togedvorkload to present employees
and to reduce overtime. Top management should eageueam work within the
organization to improve organizational effectivesieBrovision of training to new
staff members must be done timely in order to reduastage of resources when new
staff settles in and at the same time improve tuali service provided (Mabindisa,

2013).

Finally, management should work together with empés in a way that they can
understand them and be able to offer what is reduay their employees (Nedt al,

2004).
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APPENDICES

Appendix 1 : Questionnaire

Dear respondent,

Ms, Ellyjalia Mabiki is a Masters of Human Resowd#anagement student from the
Open University of Tanzania. As a requirement i@ fulfilment for her studies she is
conducting a research on factors contributing tddua Turnover in Financial

Institutions — Case of BancABC Tanzania

This questionnaire intends to deduce your opinioregard to the topic. The intention
is to collect your opinions regarding your expeces The information obtained from
you will only be used for academic purpose andBlancABC Tanzania improvement

and will be treated with utmost confidentiality.

Thank you in advance for your cooperation and Jakiime.
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QUESTIONNAIRE SECTION 1: For exit employees
GENDER: MALE / FEMALE

DESIGNATION: ... e

YEARS WORKING WITH BANCABC TANZANIA: ...,
HAY GRADE: ...............
Part One

Level of Education of the respondent

a. High school education ]

b. Certificate [ ]
C. Diploma [ ]
d. Undergraduate [ ]

e. Postgraduate Education [ |

Part Two

Determinants of Employee Turnover

1. Was your job well described to you before starting?

YESORNO .................

2. Was your Orientation sufficient to help you perfoyour duties? ..............
1 T TR YAV 0

3. Was management open and honest in dealing withigsues?
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YESORNO ............

GIVE TRASON ..ttt et et ettt e e et e e e e e e

4. Did management have the ability to solve major adfstriative problems?
YESORNO ...........

GIVE FTRASON ..ttt e et e et e e e et e e et

5. What was your primary reason for leaving?

7. What does your new employer offer that BancABC du@s

9. Tell me three things BancABC could do to betterveeits employees:

10.  Was the BancABC work environment satisfactory fer émployees?

YESORNO ...........

(C1AY R (=T= 110 ] o N

11. What do you think of the main working relationsliptween junior workers

and the management/ senior workers in BancABC?
a.  Verygood [ ]
b. Good E—
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C. satisfactory [ ]
d. poor I:l
12. What were the top three things you were looking farthe job of your
choice?
P
e e et e e e e
L

13. Do you feel that BancABC offers a sense of job ggcto its employees?

Yes ] No ]
Whether Yes or No, please explain your answer

14. What are your recommendations on approaches fouchegl employee
Turnover at BancABC?

(Please tick all that are relevant to you)

a. BancABC should emphasize on trainings

b. BancABC should maintain a conducive working envinemt
C. BancABC should provide competitive compensatiorkpges
d. BancABC should widen chances for career growth

e. BancABC should enhance employee relationships &t wo

15.  Please point out if you have any recommendations
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QUESTIONNAIRE SECTION 2: For Existing employees

GENDER: MALE / FEMALE

DESIGNATION: ... e

BRANCH/ DEPARTMENT : ..ot e e e e e
YEARS WORKING WITH BANCABC TANZANIA: ......coiiiiiiens
HAY GRADE: ...............

Part One

Level of Education of the respondent

a. High school education ]

b. Certificate [ ]
C. Diploma [ ]
d. Undergraduate [ ]

e.  Postgraduate Education [ |

Part Two

Determinants of Employee Turnover

1. Was your job well described to you before starting?
YESOrNO ..........en.

2. Was your Orientation sufficient to help you perfoyour duties? ..............
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If no, Why?

3. Was management open and honest in dealing withoyeplissues?

YES or NO ............

GIVE TRASON ..ttt e et e et e e e e e e et

4. Does management have the ability to solve majori@dtrative problems?
YES or NO ...........

GIVE FBASON ..ttt it e e e e e e et et e e e

5. If you get opportunity would you consider movingrr BancABC to another
bank or organization?

YES or NO ...........

6. What are the reasons that that may influence youingato other banks or

organizations?

Reasons/Factors




i

7. What could your immediate supervisor do to imprdwg/her management

5] 1Y (= PP

8. Tell me three things BancABC can do to better seitge employees:

9. Do you think the BancABC work environment satisagtfor the employees?

YES or NO ...........

(TN SN (= K10 R

10. What do you think of the main working relationsliptween junior workers

and the management/ senior workers in BancABC?

e. Very good [ ]
f. Good ]
g.  satisfactory [ ]
h. poor [ ]

11. Do you feel that BancABC offers a sense of job ggcto its employees?

Yes ] No ]
Whether Yes or No, please explain your answer
12. Do you always receive regular and genuine feedloaclour progress from

your superior?

Yes [ 1] No [ 1]
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13. Do you feel in house and external training prograsffsred by BancABC

would help reduce employee turnover?

Yes ] No [ 1]

14. What are your recommendations on approaches fouchegl employee
Turnover at BancABC?

(Please tick all that are relevant to you)

a. BancABC should emphasize on trainings

b. BancABC should maintain a conducive working envinemt
C. BancABC should provide competitive compensatiorkpges
d. BancABC should widen chances for career growth

e. BancABC should enhance employee relationships &t wo

f. Please point out if you have any recommendations
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Appendix 2 : Research Budget

Research budget.

ITEMS COSTS

Ream papers 5 packs @10,000 50,000

Internet and other sources of literature00,000

review

Secretarial services/work an@50,000

communication

Data storage devices 150,000

Others 100,000

Total 650,000




