PAGE  
xiii

DETERMINANTS OF EMPLOYEES TURNOVER IN NON-GOVERNMENT ORGANIZATIONS IN TANZANIA: A CASE STUDY OF MBEYA REGION

JULIANA KALIBOTI

A DISSERTATION SUBMITTED IN PARTIAL FULFILLMENT OF THE REQUIREMENTS FOR THE DEGREE OF MASTER OF HUMAN RESOURCES MANAGEMENT (MHRM)
DEPARTMENT OF LEADERSHIP AND GOVERNANCE
THE OPEN UNIVERSITY OF TANZANIA
2022

CERTIFICATION

The undersigned certifies that he has read and hereby recommends for acceptance by the Open University of Tanzania a dissertation titled: “Determinants of Employees Turnover in Non-Government Organizations in Tanzania: A Case Study of Caritas Organization in Mbeya Region” in partial fulfilment of the requirement for the degree of Masters of Human Resources Management (MHRM).

………………………….……

Dr. Chacha Matoka

(Supervisor)

…………………………….

Date

COPYRIGHT

No part of this Dissertation may be reproduced, stored in any retrieval system, or transmitted in any form by any means, electronic, mechanical, photocopying, recording or otherwise without prior written permission of the author or The Open University of Tanzania in that behalf.

DECLARATION

I, Juliana Kaliboti, declare that, the work presented in this dissertation is original.  It has never been presented to any other University or Institution.  Where other people’s works have been used, references have been provided.  It is in this regard that I declare this work as originally mine.  It is hereby presented in partial fulfillment of the requirement for the Degree of Master of Human Resources Management (MHRM).
………………………………
Signature

………………………….
Date

DEDICATION

I dedicate my dissertation work to my family & my friends.

ACKNOWLEDGEMENTS

The completion of this study could not have been possible without Almighty GOD who gives me strength and energy to move forward no matter all the challenges came across. 

I would like to extend my appreciation to the best supervisor Dr. Chacha Matoka for his constructive advice and support which made this work a reality and last thanks but not the least goes to CARITAS staff for being examiner during writing of this dissertation. Without all your guidance this dissertation could not have taken the present form.

ABSTRACT

The   study sought to establish the determinants of employee turnover in non-governmental organizations (NGO’s) in Tanzania. Specifically, it sought to determine the effect of organizational commitment on employee turnover in NGO’s in Tanzania, examine the effect of job satisfaction on employees’ turnover in NGO’s in Tanzania and assess the effect of job hoping on employees’ turnover in NGO’s in Tanzania. The sample size was 66 and it used explanatory research design. The study had employed descriptive statistics and Pearson correlation analysis to analyze the relationship between independent and dependent variables. The findings had revealed that, the results found that there is a strong and significant relationship between organization commitment, job satisfaction, and job hoping and employee turnover. The study   provides the following recommendations; Policies to be formulated to ensure that rewards systems are put in place clearly indicating conditions upon which the rewards are offered. Also, NGO’s should have strategies to ensure that their employees are satisfied with their job. This would ensure that the employees are committed to their job and the organization as well which would in turn prevent their turnover.
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CHAPTER ONE

INTRODUCTION

1.1
Overview

This chapter presents the research background to the research problem and justification to the study. The key concepts, definitions and variables are discussed. It presents the general aim and stated the specific objectives of the study, followed by research questions. Finally, the chapter describes the rationales of the study. 

1.2
Background of the Study

Employee is one of the important pillar and asset in making the organization alive. The importance of employees is highly acknowledged due to the fact that they play a central role in creating and sustaining competitive advantage (Njoroge et al., 2017). Employees are always at the forefront of business agendas and they ensure the competitive sustainability of the business. Thus, their talents must be well managed, developed and retained to ensure the organization is sustaining its competitive advantage (Cappelli, 2011, Lewis & Heckman, 2010). 

Employee turnover rates are always a concern for businesses; both small and large. It may lead to interruptions in service and customer dissatisfaction. Employee turnover has proven to be expensive to the organization in terms of recruiting, hiring and training new employees (Dess & Shaw, 2012). Organizations are therefore keen on keeping employee turnover in constant check by paying keen attention to how individuals can best be motivated through such means as career advancement, rewards, incentives, effective leadership and the context within which they carry out their work.

Employee turnover is the rotation of workers around the labour market; between firms, jobs and occupations; and between the states of employment and unemployment (Abassi & Hollman, 2011). Price (2013) defines turnover as the ratio of the number of organizational members that have left during the period under consideration divided by the average number of people in the organization during that period. This term is often utilized in efforts to measure relationships of employees in an organization as they leave, regardless of reason. Horn and Griffith (2014) developed a model that is based on a theory of decision making aspect of employee turnover, i.e. turnover as a decision to quit. The underlying premise of their model is that people leave organizations after they have analyzed the reasons for quitting (Beach, 2011).

Moreover, in a human resource context, employee turnover/staff turnover/labour turnover can be defined as the rate at which an employer gains and losses employees. Simply put, it is a measure of how long employees tend to stay. Each time a position is vacated, either voluntarily or involuntarily, a new employee must be hired. There are some factors that are, in part, beyond the control of management, such as the death or incapacity of a member of staff which contribute to involuntary turnover. Other factors have been classed as involuntary turnover in the past such as the need to provide care for children or aged relatives. The number of leavers that are included in employee turnover only includes natural turnover are resignations, termination, retirement etc. and does not reflect any redundancies.

Nevertheless, Igbaria and Greenhaus (2012) term employee turnover as one of the aspects most studied in organizational research. The stability of the organization is seen to have a high degree of correlation with low employee turnover and that employees are more likely to stay when there is a predictable and stable work environment (Ugboro, 2015). Organizations that have high level of inefficiency experience equally high levels of staff turnover.

Uncontrolled employee turnover has turned into a problem for many organizations globally (Koh & Goh, 2015). Organizations are constantly trying to maintain their highly-skilled employees and even encouraging them to improve their abilities. In addition, numerous corporations are now concerned about losing their experienced human capital due to the financial and operational implication that turnover brings to them. The lack of retention ability in any organization leads to the loss of skilled and experienced employees. Sell and Cleal (2011) add that employee turnover decreases customer service levels, lowers company profits and causes training and expatriation losses.

In UK and Denmark, perceived threat on job security is usually related to external factors events such as downsizing, new technologies, and industry changes (Shropshire & Kadlec, 2012). In addition, employees’ job security might be totally linked to the country economic conditions. In Palestine, the economy is surrounded with much uncertainty and therefore lacks an unemployment insurance system that would otherwise be convincible to pay attention for job security as an employee retention facet.

In Africa, the author and researcher, Njoroge (2009) did a survey of factors that influence employee retention in manufacturing firms in Nairobi. The study focused on employees who had been retained by their employer for more than 10 years. Career growth and opportunity, better compensation, structured induction programmes, performance management tools, equitable compensation packages, job satisfaction and good leadership skills were found to influence their decision to stay with their current employer. From the respondents, training was the least factor that would influence them to leave their current employment. Amamo (2013) carried out a survey of factors that attract and retain radio presenters in Kenya and observed that basic pay ranked highest among factors that employees would consider while moving to another organization.

In fact, Staff turnover from the authors point of view seem to be a problem for NGOs as evidenced by repeated advertisements in newspaper soliciting applicants. This is an indication that there could be some problems that need to be solved in order to sustain their contributions towards socio- economic development. Therefore, the research studies the factors which contribute to staff turnover and find out the possible strategies that should be employed to minimize the problem.

As nonprofit organizations perform an increasingly important role in delivering human services, there is also increased pressure for greater accountability and sustainability to donors and other stakeholders, including the public. While the number of NGOs in Tanzania is not known, they are estimated to be above four thousands (Emil, 2002). This implies that a significant number of workforces are employed by the NGO. It is estimated that in Tanzania, over 600,000 people are employed by civil societies compared with Kenya which employs 300,000 people through civil societies (Tanzania Bureau of Statistics, 2006). However, the NGOs face a crisis by not being able to retain staff for a long time; a factor that cost them by lacking long experience and expertise. NGOs are becoming spring boards by recruiting and training people who tend to work for short periods and leave in search of greener pastures. Thus this study focuses at investigating the determinants of employees turn over (job satisfaction, organization commitment and job-hopping) in NGO’s in Tanzania by using Herzberg's Motivation Hygiene Theory. 

1.3
Statement of the Problem

Employees are the backbone of any business success and therefore, they need to be motivated and maintained in organisation at all cost to aid the organisation to be globally competitive in terms of providing quality products and services to the society (Njoroge et al., 2017). In many of the NGO’s in the country, there has been prevalence of employee turnover for formal engagement in other organizations, rendering these NGO’s less effective in service delivery (Kibet, 2015). 

The persistent employee turnover has subjected managers to frequently advertise job opportunities in most of the NGO’s (Njoroge, et al., 2017). This is because employees are leaving from the NGO’s which signifies the lack of organizational commitment, job hoping and thus unsatisfied with the organization. NGOs face a crisis by not being able to retain staff for a long time; a factor that cost them operationally (Mubondo, 2013). Thus, NGOs are becoming spring boards by recruiting and training people who tend to work for short periods and leave in search of greener pastures. Nevertheless, staff turnover from the authors point of view seem to be a problem for NGOs as evidenced by repeated advertisements in newspaper soliciting applicants. This is an indication that there could be some problems of low commitment, hop and dissatisfaction among employees. Therefore, the research studies the factors which contribute to staff turnover and recommend how to minimize the problem.

Moreover, job-hopping is emerging as a major challenge to many organizations nowadays. As explained by Taylor and Zimmer in 1992, some of the causes of voluntary turnover or considered by companies are working overtime, insecurities, confusion, and downsizing. Lack of job growth opportunities, no training being offered, and no challenge in work offered by companies, leadership problems, co-workers not being treated well and being passed over for promotion are also reasons for the high rate of job-hopping (Dharmawansha & Thennakoon, 2016)

On the other hand, numerous empirical research studies (Ndunguru, 2020; Kilimtande, 2019; Calist, 2016; Mbwana, 2013; Njoroge et al., 2017; Taylor, 2010) focusing on employees’ turnover have been conducted in business organizations, public and private sector organizations in Tanzania and found that factors of tangible and intangible benefits and rewards, job satisfaction, salaries, peaceful working environment are the factors that influence employees to stay longer and committed to the organizations,  but there are limited studies that have been conducted on the context of Non-Profit Organizations (NGO’s) where experience indicates high turnover and NGOs have been searching for new recruits everyday (Author’s best knowledge). Thus this study wishes to fill this contextual gap by investigating the determinants of employees turn over (job satisfaction, organization commitment and job-hopping) in NGO’s in Tanzania by using Herzberg's Motivation Hygiene Theory. 
1.4
Research Objectives

 1.4.1 General Objective

The general objective of the study is to establish the determinants of employee turnover in non-governmental organizations (NGO’s) in Tanzania. 

1.4.2 Specific Research Objectives

i. To determine the effect of organizational commitment on employee turnover in NGO’s in Tanzania
ii. To examine the effect of job satisfaction on employees’ turnover in NGO’s in Tanzania

iii. To assess the effect of job hoping on employees’ turnover in NGO’s in Tanzania.
1.5
Research Questions

i. What is the effect of organizational commitment on employee turnover in NGO’s in Tanzania?

ii. What is the effect of job satisfaction on employees’ turnover in NGO’s in Tanzania?

iii. What is the effect of job hoping on employees’ turnover in NGO’s in Tanzania?

1.6
Significance of the Study

The study is expected to make contributions to the expanding literature on issues related to the employees turn over in non-Governmental organizations in Tanzania. Thus, the results of the study have substantial contributions in academia. The dissertation is important reference material to other academicians and researchers will use the research document for further reference. The future researchers will identify the research gaps that haven’t been addressed by this study and conduct more studies on the same topic of employees turn over. Furthermore, the study is expected to provide knowledge on the influence employees’ retention in Tanzanian non-governmental organizations. Similarly, the study will also benefit policy makers, civil society organizations and community based organizations in policy making process, formulation of HR retention strategies and overall management of human resources of the organization.

1.7 Scope of the Study

The study was conducted in Mbeya region of Tanzania. Mbeya has been chosen by this study because it is a city that has high population comprising of diverse number of people.  Mbeya has many NGO’s that serve to help the society attains the life welfare socially and economically inter alia. It is the region where the NGOs have been so indispensable to the community by serving people and communities of Mbeya and neighboring regions such as Songwe, Iringa, Njombe. Mbeya is surrounded by regions that seek assistance from Mbeya because it is the commercial city in Southern highlands zone of Tanzania.

1.8
Organization of the Study

The research proposal is organized into three chapters. Chapter one presents the background and statement of the problem, research objectives, research questions, significances and scope of the study. Chapter two reviews the literatures relevant to the study and chapter three presents research methodology with research budget and work plan.

CHAPTER TWO

LITERATURE REVIEW

2.1
Overview

This chapter reviews the literatures of previous studies. It is structured as follows: conceptual definitions of terms will start, followed by review of theories related to the study and thereafter empirical review of previous studies. The research gap followed and finally the conceptual framework was presented.

2.2 Conceptual Definitions of Terms

2.2.1 Employee Turnover

Employee turnover is the cause and effect of instability of employment, a measure of the motivation, moral and efficiency of employees in the organization (Mamoria, 2011). On the other hand, the author (Luecke, 2012) explains that employee turnover occurs more frequently not only when employee leaves the organization, but also when the employee is transferred or promoted to higher rank. However this study will adopt the definition of (Luecke, 2012) by looking at employees that leave away from the organization to seek for greener pastures or other reasons.  

2.2.2 Organizational Commitment

Organizational commitment is defined as the relative strength of an individual’s identification with and involvement in an organization. It is an important factor of organizational outcomes and performance (Islam, et al., 2013). Also, Organizational commitment has been defined as the magnitude of an employee’s relationship with a company. Many times, it is related to various factors such as the employee’s belief in the organization’s goals and values, the employee’s attitude in giving effort for the company and the desire to remain with the company.

2.2.3 Job Satisfaction

Job satisfaction is the extent to which people like (satisfaction) or dislike (dissatisfaction) their jobs (Spector, 2011). On the other hand, the authors Ellickson & Logsdon (2012) further elaborate that job satisfaction may indicate how workers or employees appreciate or dislike their jobs or occupations in relation with their perceived expectations. However the present study will use the definition of Ellickson & Logsdon (2012) which explain that employees leave the organization after comparing the experience at the organization and their previous expectations and also comparing the benefits obtained in NGOs with other benefits provided by other organizations.

2.2.4 Job Hoping

Job hopping means an individual who changes their job often (Krishnan: 2012). In summary, there are two types of job-hopping practices; changing a job due to development or for financial gains cited by (Ifije et al.: 2016). One way is due to the acquisition of better job opportunity or opportunities, and the intention to turn the wheels towards the wheel of professional development.

2.3 Theoretical Literature Review

2.3.1 Herzberg's Motivation-Hygiene Theory

Herzberg (1959) developed a model with two sets of needs namely, Hygiene and motivating factors. His theory builds upon the idea that these factors are independent of one another. The factors leading to job satisfaction are the result of achievement, recognition, the work itself, responsibility, and advancement. On the other hand, the factors which lead to job dissatisfaction result from company policies and administration, supervision, interpersonal relationships, job security, benefits, and salary (Miner, 2013).

The hygiene factors can be related roughly to Maslow's lower level needs and the motivators to Maslow's higher level needs. Proper attention to the hygiene factors will tend to prevent dissatisfaction, but does not by itself create a positive attitude or motivation to work. It brings motivation up to a zero state. The opposite of dissatisfaction is not satisfaction but, simply, no dissatisfaction. To motivate workers to give out their best the manager must give proper attention to the motivators or growth factors (Mullins, 1996). The factors that lead to job dissatisfaction can be alleviated to contribute to overall job satisfaction. 

Relevance of the theory: Herzberg explains that organizational factors can only benefit the worker to a certain extent- increasing job satisfaction must rely on the strengthening of intrinsic factors. Herzberg emphasizes that the hygiene factors are not a second class citizen system. Hygiene factors are necessary to avoid unpleasantness at work and to deny unfair treatment. Management should never deny people proper treatment at work. The motivators relate to what people are allowed to do at work. They are the variables, which actually motivate people (Mullins, 1996).

Employee job satisfaction is necessary for providing higher employee commitment and loyalty and contains an evaluation of various characteristics of the job. Employees in organizations need to be empowered which involves creating values for employees to do their job independently without constant intervention of management. Furthermore, the theory asserts that the physical working conditions for employees in government and non-governmental organizations ought to be good. Physical working conditions contain factors about the job such as comfortable workplace, ventilation, lighting and temperature, bigger, better and cleaner work spaces, and office spaces. These factors influence employee job satisfaction since employees want a work environment that provides more physical comfort. Job satisfaction leads to employee loyalty to the organization thus reducing the employee turnover rate. 

It is thus concluded that there is a clear link between the factors of organization commitment, job satisfaction and job hopping and the employees’ turnover intention in organization. Thus the Herzberg motivation-hygiene theory fits well to the present study. The strengths of the theory: The author Gracia (2019) pointed out that Herzberg two factor theory is beneficial to managers as it expounds on the issue of motivation. It creates a basis upon which transformations in the organizations can be made to promote job satisfaction and growth of the organization. Furthermore, Yew (2012) posits that this theory also recognizes that the management has control over how employees perform. If they treat them well and create the right conditions, employees can increase their productivity. 

On the other hand, Yew (2012) puts forward that Herzberg Theory can also be a disadvantage to managers where employees with low motivation needs are concerned. There are those who do not conform to the conventional Hierarchy of Needs. Usually less-educated employees do not have the need for achievement and self-actualisation. Basic hygiene needs are all it takes to satisfy them. If managers fail to identify these types of employees, the theory could backfire if applied. Instead of being motivated and having a sense of achievement, these employees would only be overwhelmed by the work content. They might also be dissatisfied, even though their basic needs have been fulfilled. Also, Yew (2012) further asserts that certain hygiene factors are motivators to some individuals. Take for example money. Money is a hygiene factor, based on Herzberg’s Theory, but it is a motivation for a lot of employees. It motivates them to work harder in order to gain recognition, which translates into a higher salary.

The theory does not use a comprehensive measure to assess what motivation means. An employee can find their job satisfying even though they do not like some aspects of it (Yew, 2012). This theory is also biased (Gracia, 2019) based on the fact that it was purely developed based on the answers that the employees gave. It goes without saying that often, the employees will blame the management for their lack of motivation. Also, if they are satisfied they will say that it is because of their efforts. This theory could have therefore considered the opinions of the management as well.

2.4 Empirical Literature Review

2.4.1 Worldwide Review 

Dzacovska (2020) conducted a study in Holland with the purpose of determining the tenure of Millennials and to provide additional support or denial of the claim of high turnover rates and job-hopping of this generation. Moreover, this thesis aimed to find motives that drive this behavior, identify factors, their relationship with, and its strength of influence on turnover intentions. Lastly, it aims at discovering if turnover intentions are a good predictor of the actual behavior of Millennials. Positivism, as a research philosophy and quantitative methods serve as the methodological base of the thesis. The data analysis of the survey results was executed using the multiple regressions that helped with hypotheses testing. The findings of this study complement already existing quantitative research and support the statements of a very short tenure of Millennials that suggests the job-hopping tendency of this generation. Moreover, it supports the prevalence of the advancement motive of job-hopping. Turnover intentions are found to have a significant influence on the actual turnover, as two of three determinants from the Theory of planned behavior have shown a statistically significant positive relationship with turnover intentions.

Elizabeth (2016) conducted a study on job satisfaction and employee turnover intention in the context of organizational culture in USA. The data used a sociological survey used to collect data on demographic characteristics and attitudes of residents of the United States. Descriptive statistics was used. The study found that job satisfaction is inversely associated with turnover intention. Results show that, each additional unit increase in job satisfaction is associated with a decrease in turnover intention. The study had recommended that organizations should put much emphasis on hygiene motivational factors and ensure that the working environment is conducive to employees so as to reduce turnover rate.

Masdia (2017) conducted a study on job satisfaction and turnover intention among the skilled personnel in Triplc Berhad in Europe. Three research instruments were used to obtain data: a questionnaire, interview and observation. A total of 120 respondents were randomly selected as the sample of study and data was analyzed by ANOVA, Pearson Correlation Coefficient and Multiple Regression. The result of job satisfaction and turnover intention generally support the hypothesis. Supervision demonstrates the strongest relationship. However, the result shows neither age groups nor length of service groups have significant difference with turnover intention. The study had recommended that good management of employees is very important to attain staff commitment to the organization and eventually reduce the employees’ turnover intention. 

Ibra (2016) did a study in Pakistan, with the objective of examining and find out the influences of job satisfaction and organizational commitment on employee turnover intention in a production industry. In this study find out what are other factors to influence the employee satisfaction and turnover intention the determinants of employee turnover has been studied extensively. There are a total of 70 questionnaires collected from 90 questionnaires that had been distributed at the chosen organization. Demographic characteristics were discussed briefly according to the frequency level and percentage. 
In addition, both descriptive and inferential statistics were applied to analyze the data obtained. As for inferential statistics, Pearson Correlation Coefficient was used to measure the degree between independent variables with dependent variable in this research. The research findings showed that for the independent variable of job satisfaction with the factors on satisfaction with pay and supervisory support had a low and negative significant relationship on employee turnover intention. However, organizational commitment had no significant relationship towards turnover intention among the employees within the organization.

Silvanathan, et al., (2019) conducted a study with the objective of determining the factors that influence job-hopping in Private University in Malaysia. The anteceding factors are lack of promotion and growth, salary and benefits issues, job insecurities and work-life imbalance. A total of 120 questionnaires were distributed to participants who work in private university, Malaysia. The results reported that salary and benefits issues, job insecurities and work-life imbalance have a significant and positive correlation with job-hopping.

2.4.2 African Context 

Muathe, et al., (2016) conducted a study to investigate the influence of employee rewards, job satisfaction and human resource policies on employee turnover in Ghana. The study surveyed 142 employees. Data collection was done by means of a semi-structured questionnaire through personal contacts. Data were analyzed with descriptive statistics and Pearson Chi-square. The findings revealed that when organizations’ reward systems are adequate, it does not only lead to equity, but increase retention. 
The findings again showed that job satisfaction and favorable human resource policies have negative link with employee turnover. The study recommended that organizations should have a tendency to conduct regular research on employee’s commitment, job satisfaction and job hoping so as to assess the level of satisfaction of employees to the organization. This will enable them to identify the reasons for low commitment and find the immediate measures to rectify the problem.

Asingo (2014) conducted a study on determine the managers’ perception of the influence of rewards on employee retention in Kenya. Descriptive research was used. The sample size of the study was 10 who were selected by purposive sampling. Quantitative data were analyzed using descriptive statistics. The study found that employees do not leave the organization because of dissatisfaction with employee reward. It was also clear that pension scheme gives a feeling of power by having some control over planning for retirement, reduces worry about one’s family security and determines employees remaining in the organization. 
The study also established that sabbatical leave reduces monotony on jobs, reduces stress on jobs, enhances knowledge and leads to employee retention. The study further established that inadequate rewards are the main reasons employees leave the organization. The study recommended that there is a need indeed for organizations to offer tangible rewards to its employees so as to raise the working commitment to the organization.

Kyule (2016) conducted a study on the determinants of staff turnover in the hospitality industry in Kenya. This study was carried out to highlight the probable determinants of high staff turnover in firms in the hospitality industry and come up with appropriate corrective measures to arrest this situation. The researcher used a cross-sectional survey of the firms in the hospitality industry with a sample of 70 employees in 7 firms in the whole of Kitui town. The research instruments used included questionnaires and interview. The study analyzed data by using descriptive statistics using means and frequencies. The study found out that high turnover was being caused by low payments offered by the firms in the hospitality industry to their workers. It recommended that firms have to offer salaries in conjunction to the life economic situation so as to boost the life welfare of their employees.
2.4.3 Tanzania Context 

Kilimatinde (2019) did a study to explore the trends of teacher’s labour turnover in the rural councils in Tanzania. The study employed case study design with sample size of 170 respondents selected purposively and through simple random sampling. Mixed (quantitative and qualitative) approach was used in this research study. Data collection methods employed comprised of interviews, documentary sources of information, and questionnaires. 
Data were analyzed quantitatively through descriptive statistics and qualitatively using content analysis. The findings indicated that the factors that cause employees to leave were bad (unfriendly) working environment, poor motivation administration, being away from their families, poor support from the society, low salary and fringe benefits, possibility to access other job elsewhere, lack of teaching materials, delayed promotions and harassment from supervisors. The study recommended that apart from other comments, the government and management respectively should plan to have retention strategies to be used from the beginning when an employee is deployed.

Mchia (2016) did a study to explore the factors affecting teachers’ turnover and the strategies which should be put in place in managing the problem of teachers’ turnover in public secondary schools in Ruangwa rural, Tanzania. The study employed the descriptive research design where the data was collected through primary and secondary sources. The former employed questionnaires and interview while the latter employed from documentary source such as Ruangwa establishments and records. In summary the findings revealed that, teachers are quitting the teaching profession due to unfavorable employer, employee and external factors such as, absence of social services, poor and difficult working environment, inadequate benefits that is low payment, and insufficient wages, poor supply of basic needs, lack of motivation, delay in implementing teachers claims, so on. 
The findings indicated the main strategies in managing the problem of teachers’ turnover such as, Improving working conditions, increasing salary and other benefits, construction of teachers’ houses under Secondary Education Development Programme (SEDP) and Tanzania Social Action Fund (TASAF). It was recommended that working and living environment in rural areas should be improved in order to motivate teachers and other workers. The salary system should be modified to match with the promotion awarded. Payment of teachers’ benefits should be on time and teachers’ contribution to the national development should be recognized by the government. Lastly the teaching resources should be supplied in adequacy, with the increase of the number of teachers to match with the working load together with modified management.

Irema (2015) conducted a study to assess the factors influencing employee retention in non- Governmental Organization in Tanzania. The study used closed and open ended questionnaires, and Interview questions to the head of Thematic Groups. Data analysis was done quantitatively and qualitatively using descriptive statistics and content analysis. The study findings revealed that there is a high rate of turnover in non-Governmental Organization in Tanzania. The study also revealed that, low salaries and benefits were the main reasons for employees leaving the organization. Furthermore, employer psychological factors including organization justice and prestige were mentioned to influence employee retention. The study also recommended that NGOs have to improve the employee’s salary especially for middle and lower cadre so as to motivate them and make them stay in the institute.

Mubondo (2016) did a study with the objective of the study is to provide information on factors causing high staff turnover in non-governmental organizations in Tanzania. The method used was to interview respondents from sampled nongovernmental organizations at various levels. Methodology used for data collection was interviews questionnaires and documentation. The findings indicate that staff turnover in NGOs in Tanzania is over 40%. The high staff turnover rates not only affect replacement costs, but it negatively affects employee morale and productivity. 
The findings reveal poor policies and structures; a decrease in motivation, commitment, quality and quantity of work output, tense work relations and lack of communication. The author recommends that NGOs must have clear policies and procedures which are communicated to all staff and clear understanding of organizations mission, virsion, strategies, and clear job descriptions. Also knowing available financial and non-financial packages promotes attachment to the organization and retains staff. The issues of managers playing a leadership role and allowing feedbacks from stakeholders are also important for effective staff retention. The finding could be used for reference in developing new policies and structures.

2.4 Research Gap

The majority of researches on employees’ turnover in Non-Government Organizations (NGO’s) have concentrated searching for determinants of employees’ turnover in developed countries while ignoring the experience encountered by NGO’s in developing countries including Tanzania. On the other hand, numerous empirical research studies in Tanzania (Ndunguru, 2020; Nombo, 2013;) focused on employees’ turnover have been conducted in business organizations, public and private sector organizations in Tanzania, but there are limited studies that have been conducted on the context of Non-Profit Organizations (Author’s best knowledge). Thus this study wishes to fill this contextual gap. 

2.5 Conceptual Framework 

The conceptual model of this study is presented in Figure 2.1. It suggests that the independent variables of the study are reward programs and job satisfaction and the dependent variable of the study is employees’ turnover.

Independent variables





Dependent variables





Figure 2.1: Conceptual Framework 
Source: Researcher’s own construct 

CHAPTER THREE

RESEARCH METHODOLOGY

3.1 Overview

This chapter describes the research designs and methods which are employed by the present study. The sections to be covered include research approach, research design, survey population, area of the research study and sampling design and procedures. Also, the sample size, variables and measurement procedures, data collection methods and lastly is data processing and analysis.

3.2 Research Philosophy

Research philosophy is defined as a system of beliefs and assumption on knowledge development (Saunders, et al., 2012). Positivism philosophy fits for research studies that make use of highly structured methodology, a large sample and quantitative data collection techniques (Saunders, et al., 2012) like this study. Positivism philosophy helps a researcher to gather data in clear reality and ascertain the causal associations and make generalizations (Gill and Johnson, 2010). Furthermore, this philosophical orientation, minimal interaction is kept between researcher and respondents and it avoids researcher’ beliefs, desires, or biases to be part of knowledge generated (Wilson, 2010).

3.3 Research Approach

This study applied a deductive approach. The approach’s main idea is to generate and test hypotheses with reference to the existing theory (Wilson, 2010). In applying this approach, the collected data were tested the hypotheses linked to the theory and determine the causal relations between variables and concepts (Saunders et al., 2012). This approach allowed a researcher to use structured research methodology to make possible replication of the study if needed (Gill and Johnson 2010). This study determined the relationships between job satisfaction, organizational commitment, job hopping and employee’s turnover. 

3.4 Research Design and Strategy

The present study used of case study research design. Also, the study used survey strategy. The survey strategy helped researchers to gather standardized data from large group of population economically, allow simple judgment and it is easy to understand and explain (Saunders, et al., 2012).

3.4.1 Area of Research

The study was conducted in Mbeya region of Tanzania. Mbeya has been chosen by this study because it is a city that has high population comprising of diverse number of people. Mbeya has many NGO’s that serve to help the society attains the life welfare socially and economically inter alia. It is the region where the NGOs have been so indispensable to the community by serving people and communities of Mbeya and neighboring regions such as Songwe, Iringa, Njombe. Mbeya is surrounded by regions that seek assistance from Mbeya because it is the commercial city in Southern highlands zone of Tanzania.

3.4.2 Population

Population refers to the entire group of people, events or things of interest that the researcher wishes to investigate (Gill and Johnson, (2010). The population of the study were employees CARITAS which is the Non Government Organization (NGO) operating in Mbeya under the Catholic Church. The study involved 80 employees across all departments of CARITAS in all districts of Mbeya.
Table 3.1: The total Population of Employees of CARITAS in Mbeya Region

	No
	Department
	Population

	1.
	Management
	7

	2.
	Accounting and finance
	5

	3.
	Community development
	30

	4.
	Social affairs
	38

	
	Total population
	80


Source: CARITAS-Mbeya, 2021

3.4.3 Sampling Techniques

The study employed convenience sampling technique. Convenience sampling is a technique where respondents are selected according to their ease-of-access and near proximity advantageous to the researcher (Gill and Johnson, (2010). In this study convenience sampling was used because this is a quick, easy and cost effective method. The researcher faced the employees and asks for permission to spare some time for responding to the questions by filling questionnaire. This depends on the convenience of time of the respondents to fill the questionnaires.
3.5 Sample Size

Sample size is the number of respondents selected to participate in the study from targeted population. It depends on the accuracy needed, population size, population heterogeneity whether the sample is subdivided or not and resources available (Gill and Johnson, 2010). Also, Sample according to (Saunders et al., 2012) can be defined as a collection of some parts of the population on the bases of which judgment is made. A sample should be small enough to make data collection convenient and should be large enough to be true representative of the population which is selected. Sample size of this study is calculated by using the Yamane (1967) formula. The total population (N) is 80 employees and 0.05 significant levels (e). Therefore;

N = N/(1+N.(e2))

N = 80/(1+ (80*(0.05)2)=66 employees

Therefore, the sample size of this study involved 66 employees of CARITAS organization in Mbeya region.

Table 3.2: The Sample Size of the Study 
	NO
	DEPARTMENT
	TOTAL POPULATION
	Sample size

	1.
	Management
	7 (7/80 * 66)
	6

	2.
	Accounting and finance
	5 (5/80 * 66)
	4

	3.
	Community development
	30 (30/80 *66)
	25

	4.
	Social affairs
	38 (38/80 * 66)
	31

	
	Total population
	80
	66


3.6 Methods of Data Collection

The study collected data by using a self-administered structured questionnaire to collect primary data. A self-administered questionnaire is a paper with questions to be answered by respondents in the survey (Gill and Johnson, 2010). Questionnaires were supplied to respondents who were given few minutes to tick the answers and return the same time to researcher. Questionnaires have the advantages that they are fast in capturing answers and it is easy to transfer data to research software and also ensures that each respondent is asked exactly the same questions (Saunders et al., 2012).

3.7 Validity Test

The study tested content validity. To maximize content validity, a comprehensive literature review was done to get the overall comprehension of the domain of organization commitment, job satisfaction, job hopping and employees’ turnover. All variables for this study originate from theory. Experts in the field of marketing were consulted to give their views just to ensure that validity is achieved. 
3.8. Reliability Test

In testing internal consistency, Cronbach’s coefficient alpha was employed. According to Saunders et al., (2012) the Alpha values should be of 0.7 and above. Thus variables with Cronbach’s coefficient alpha less than 0.7 are not used for further analysis.  
3.9 Data Analysis

Data collected were entered in Statistical Package for Social Sciences (SPSS) software version 22. The data were visually inspected to check for incompleteness, data entry errors and data which are missing. Thereafter, data were analyzed by using descriptive statistics. Quantitative data analysis involved descriptive statistics to determine the values of frequency, percentages, means scores values and standard deviations and inferential statistics which involved correlation analysis using Pearson correlation values (r) at Cronbach’s Alpha .7.
This study sought to determine the correlation between the correlation between job satisfaction, organizational commitment, job-hopping and employees’ turnover in NGO’s in Tanzania. For inferential statistics, Pearson correlation decision point range from -1 to +1 whereby the range of -1 to 0 implies a negative correlation and the range of 0 to +1 implies a positive correlation. Moreover, the range between -1 to -0.5 indicates a strong negative correlation and between -0.5 to 0 means a weak negative correlation of variables. Also, a range between 0 to +0.5 means a weak positive correlation and between +0.5 to +1 imply a strong positive correlation between variables (Churchill, Brown and Suter, 2010).

3.10 Ethical Consideration

The questionnaire was firstly introduced the aim of the study to participants. Anonymity and confidentiality were highly observed as suggested by Saunders et al. (2012). Participants were assured that the information they give is for study purposes and not otherwise. Participants were asked to freely choose to participate or not and may decide to abscond at any time as the interview proceeds. The researcher also obtained the research clearance from the directorate of research, publications and studies of the Open University of Tanzania to be sent to all responsible offices in the study area.  

CHAPTER FOUR

RESEARCH FINDINGS AND DISCUSSION

4.1 Overview

This chapter presents and discusses the research findings obtained from the research study. It covers the following parts; profile of the respondents, analysis of specific objectives, descriptive statistics and inferential statistics of Pearson correlation to establish the relationship between independent variables and dependent variable.

4.2 Profiles of Respondents

4.2.1 Gender 

The study involved 66 participants. The response rate was 100% because the study used convenience sampling and the researcher was very careful to select the appropriate respondents who were available and willing to participate to the study. 

Gender wise, the study involved 51% males and 49% females. The study had noted that male employees were active and willing to participate to the study compared to their female counterparts. Also, females were feeling shy and unconfident to respond to the questions. However the researcher struggled to ensure the difference in number of males and females does not differ and hence the difference was very small.
Table 4.1: Distribution of Gender of Respondents (Gender)
	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Male
	34
	51.0
	51.0
	51.0

	
	Female
	32
	49.0
	49.0
	100.0

	
	Total
	66
	100.0
	100.0
	


Source: Research Findings, 2021
4.2.2 Age 

Also, the participants of the study were distributed in three age categories. The study involved respondents who fall under the age of less or equal to 35 were (60.5%) while those between 35 to 45 years of age were (26%) and respondents who were above 45 years of age were (13.5%).  The study had noted that the majority of employees of less or equal to 35 years of age (60.5%) are many because the nature of job involves working with youth individuals and thus youth employees are best and active group to interact with their peers and easily to educate and help the beneficiaries. This is followed by employees who fall between 35-45 (26%) and the respondents of greater than 45 years (13.5%) who are adults. The study had noted that adults group of respondents comprise of employees who are mostly working at the office and not at the field. 
Table 4.2: Distribution of Respondent’s Age
	Age
	Percent

	
	<35
	60.5

	
	35-45
	26

	
	>45
	13.5


Source: Research Findings, 2021
4.2.3 Education Qualification 
Nevertheless, the study sought to understand the education level of respondents. The study had found that respondents with diploma level were 45%, degree level 35% and master level 20%. Most of employees are youth with diploma level of education (45%) because the nature of work of the organization requires travelling and interacting with community members and thus active employees are appropriate. Also, diploma level of education is appropriate for social affairs officers and community development officers and these are the key staff of the organization. Few employees own master level of education (20%) because they are at management position and most of them are adults. Generally, this shows that the organization had educated employees and that the respondents were in a position to understand and respond to the questions of the study.

Table 4.3: Distribution of Respondents’ Education Level
	Education level
	Percent

	Diploma
	45

	Degree
	35

	Masters
	20


Source: Research Findings, 2021

4.3 Reliability of the Scale 
The study used Cronbach’s alpha, a method of measuring internal consistency, to evaluate whether the scale was reliable. When Cronbach’s alpha is higher than 0.6, it means the internal consistency of items from the scale is higher (Nunnaly, 1978). 
Table 4.4: The Reliability Analysis
	Variable
	No. of items
	Alpha

	Organizational commitment 
	6
	0.78

	Job satisfaction
	5
	0.91

	Job hoping 
	5
	0.83

	Employees turnover
	6
	0.85


Source: SPSS output, 2021
4.4 Descriptive Statistics Results

Descriptive statistics were run for the independent variables job satisfaction, organizational commitment and job hoping on dependent variable of employee turnover whereby mean and standard deviation were computed. 

4.4.1 The effect of Organizational Commitment on Employees’ Turnover
Descriptive statistics (mean and standard deviation scores) were computed for the organizational commitment scale (Table 4.5).  The results show that the adequate reward system in the organization would effectively reduce the employee turnover rate scored highest (M =   4.50, S.D. = 0.269) followed by a good organization motivates employees in an organization (M = 4.35, SD = 0.294). The lowest measurement scale on organizational commitment was the organization give incentives and benefits to its employees (M=2.62, SD=0.178) followed by The organization has a reward and recognition policy that motivates employees to retain in the organization (M = 2.39, SD = .158). 

This meant that lack of reward was a major factor determining staff turnover in non-governmental organizations. The finding concurred with those of Asinga (2014) who found that inadequate rewards were the main reasons employees left the organization. Similarly Muathe, at al (2013) found that when organizations’ reward systems are adequate, it does not only lead to equity, but increase retention.

The study further sought to find out other ways in which reward influenced employee turnover in non-governmental organizations. The respondents indicated that a good reward system in non-governmental organizations uplifts the morale of the employees as they feel valued by the organization. In accordance to the findings Kinicki and Kreitner, (2011) as well states that rewarding system provides a good platform for increased employee motivation, job satisfaction and morale and decreases their overall turnover because it lets employees know they are valued members of the organization.

Table 4.5: Descriptive Statistics for Organizational Commitment Results 

	Statements
	Mean 
	Std Dev.

	A good organization  motivates employees in an organization
	4.35
	0.294

	Employees’ rewards does not reflect our contributions in this organization
	4.26
	0.23

	Inadequate reward is a major reason why employee leave this organization
	4.30
	0.290

	The organization has a reward and recognition policy that motivates employees to retain in the organization
	2.39
	0.158

	The  organization  give  incentives  and  benefits  to  its employees
	2.62
	0.178

	Adequate  reward  system  in  the  organization  would effectively reduce the employee turnover rate
	4.50
	0.269


Source: Field Data 2021
4.4.2 Effect of Job Satisfaction on Employees’ Turnover
Descriptive statistics (mean and standard deviation scores) were computed for the organizational commitment scale (Table 4.6).  The results show that the Job satisfaction is an overall determinant of employee turnover in non-governmental organizations rate scored highest (M =   4.43, S.D. = 0.257) followed by Job dissatisfaction de-motivates employees to be loyal to the organization (M = 4.41, SD = 0.251) and Employees who are not satisfied with their job in this organization constantly look for greener pastures (M=4.32, SD=0.241). 
Table 4.6: Descriptive Statistics of Job Satisfaction Statements
	Statements
	Mean 
	Std Dev.

	1. Employees who are not satisfied with their job in this organization constantly look for greener pastures
	4.32
	0.241

	2. Satisfied employees are always loyal to the organization
	4.20
	0.209

	3. I am not satisfied with my job and I can quit this organization for a better job
	4.18
	0.219

	4. Job dissatisfaction de-motivates employees to be loyal to the organization
	4.41
	0.251

	5. Absence of Job satisfaction is a key factor causing employee to leave this organization.
	4.29
	0.232

	6. Job satisfaction is an overall determinant of employee turnover in nongovernmental organizations
	4.43
	0.257


Source: Field Data 2021
The lowest measurement scale on job satisfaction was the I am not satisfied with my job and I can quit this organization for a better job (M=4.18, SD=0.219) followed by Absence of Job satisfaction is a key factor causing employee to leave this organization (M = 4.29, SD = .232). 

4.4.3 Effect of Job hoping on Employees’ Turnover
Descriptive statistics (mean and standard deviation scores) were computed for the organizational commitment scale (Table 4.7).  The results show that Pure monetary motivation is an overall determinant of employee turnover in non-governmental organizations rate scored highest (M =   4.21, S.D. = 0.211 followed by Failure to wait for the promotions and rewards (M = 4.17, SD = 0.202) and Preferences for freedom and flexibility (M=4.12, SD=0.230). 
Table 4.7 Descriptive Statistics for Job hoping Statements
	Statements
	Mean 
	Std Dev.

	1. Preferences for freedom and flexibility
	4.12
	0.230

	2. High ambitions 
	4.00
	0.212

	3. Personal drive
	4.11
	0.204

	4. Pure monetary motivation and 
	4.21
	0.211

	5. Failure to wait for the promotions and rewards
	4.17
	0.202


Source: Field Data 2021
The lowest measurement scale on job satisfaction was the Personal drive (M=4.11, SD=0.204) followed by High ambitions is a key factor causing employee to leave this organization (M = 4.00, SD = .212). The results concur with the research results of (Dzacovska, 2020; Ibra, 2016; Kyule, 2014) who confirmed that there is a positive and significant association between personal drive and ambitions and job hopping. Organizations must ensure it sets appropriate strategies that will meet the ambitions and desires of employees and this will reduce the chance for employees’ turnover
4.4.4 Employee Turnover in the Organization

Descriptive statistics (mean and standard deviation scores) were computed for the employee turnover scale (Table 4.8).  The results show that Employee turnover rate in the organization is high (M =   4.36, S.D. = 0.250 followed by Employees retention rate is low (M=4.27, SD=0.258) and Employees are leaving the organization frequently (M = 4.22, SD = 0.26). The lowest measurement scale on employee turnover was I want to remain in the organization as long as it exists (M=2.48, SD=0.125) followed by The number of new employees in this organization is high (M=4.09, SD=0.186 and I feel like leaving this organization (M=4.10, SD=0.189) are a key factors causing employee to leave this organization.

Table 4.8: Descriptive Statistics for Employee Turnover Statements
	Statements
	Mean 
	Std Dev.

	1. Employee turnover rate in the organization is high
	4.36
	0.250

	2. Employees are leaving the organization frequently
	4.22
	0.260

	3. Employees retention rate is low
	4.27
	0.258

	4. I feel like leaving this organization
	4.10
	0.189

	5. I want to remain in the organization as long as it exists
	2.48
	0.125

	6. The number of new employees in this organization is high
	4.09
	0.186


4. 5 Pearson Correlation Analysis 
The study computed Pearson correlation coefficients (r) to determine the relationship between independent variables of organizational commitment, job satisfaction, job hopping and employees’ turnover. According to Grönroos (2000), the relationship is expressed by value within the range -1.00 to + 1.00 as Pearson product–moment indicates. Pearson correlation is +1 in the case of a perfect increasing (positive) linear relationship (correlation), -1 and 1 in all other case indicating the degree of liner dependency between variable. Pearson’s correlation was used to measure the degree of linear association of two categories. The value of Pearson’s can fall between 0 (no correlation) and + 1 or – 1 (strong correlation). 

The study used a Pearson correlation technique to determine the relationship between organizational commitment, job satisfaction, job hoping and employee’s turnover. The findings had revealed that employees’ turnover is significantly related to organizational commitment, job satisfaction and job hoping. The Pearson correlation decision point ranges from -1 to +1 whereby the range of -1 to 0 implies a negative correlation and the range of 0 to +1 implies a positive correlation. Moreover, the range between -1 to -0.5 indicates a strong negative correlation and between -0.5 to 0 means a weak negative correlation of variables. Also, a range between 0 to +0.5 means a weak positive correlation and between +0.5 to +1 imply a strong positive correlation between variables (Churchill, Brown and Suter, 2010).

To determine the relationship between organizational commitment, job satisfaction, job hoping and employee’s turnover, Pearson correlations coefficients were computed. Table 4.7 presents the results of Pearson correlation from SPSS on the relationship between organizational commitment, job satisfaction, job hoping and employee’s turnover. The results of Pearson analysis (Table 4.9) indicate that there is a strong and significant relationship between organizational commitment and employees’ turnover and the value of correlation coefficient is (r=0.605, P<0.01). Also, the results of Pearson analysis indicate that there is a strong and significant relationship between job satisfaction and employees’ turnover and the value of correlation coefficient is (r=0.716, P<0.01). On the other hand, the results of Pearson analysis indicate that there is a strong and significant relationship between job hopping and employees’ turnover and the value of correlation coefficient is (r=0.691, P<0.01).

Table 4.9: Pearson Correlation between Organizational Commitment, Job Satisfaction, Job hoping and Employee’s Turnover
	
	1
	2
	3
	4

	1. Combined variables of employees’ turnover
	1
	
	
	

	2. Combined variables of organizational commitment
	.605*
	1
	
	

	3. Combined variables of job satisfaction
	.716*
	.633*
	1
	

	4. Combined variables of job hoping
	.691*
	.706*
	.715*
	1


*Correlation is significant at the 0.01 level (2- tailed)

Source: SPSS Correlation Result Output, 2021

4.6 Discussion of the Findings
The study sought to establish the determinants of employee turnover in non-governmental organizations (NGO’s) in Tanzania. Descriptive statistics was used to analyse data with correlation analysis.  Focusing on the study objectives, the discussion elaborates the findings information as generated from data analysis and compares or contrasts the current findings with what has been found out in previous related studies. Contributions of each finding are shown. By doing so, it helps to clear and in-depth understanding of   determinants of employee turnover in non-governmental organizations (NGO’s) in Tanzania. 

4.6.1 To Determine the Effect of Organizational Commitment on Employee Turnover in NGO’s in Tanzania

The results of Pearson analysis indicate that there is a strong and significant relationship between organizational commitment and employees’ turnover and the value of correlation coefficient is (r=0.605, P<0.01). The findings of the study are analogous with the results of the studies of scholars (Trofimov et, al., 2017; Humayra and Mahendra, 2018; Umamaheswari and Joyce, 2020) that had revealed that those employees who have work commitment can reduce turnover intention from the company where the employees work.

So the companies that can generate the sense of commitment among their employees can save recruitment costs. However, for companies that are unable to produce employees who are committed will incur large costs due to the large number of employee turnovers. The conclusion obtained from these studies is that there is strong and positive relationship between organization commitment and employees’ turnover and therefore it is an important aspect that must be possessed by every employee in any company.

4.6.2 To Examine the Effect of Job Satisfaction on Employees’ Turnover in NGO’s in Tanzania

Also, the results of Pearson analysis indicate that there is a strong and significant relationship between job satisfaction and employees’ turnover and the value of correlation coefficient is (r=0.716, P<0.01). The findings of this study are equal to the results of the studies of (Njoroge et, al., 2017; Kilimtande, 2019; Mbwana, 2013, Mubondo, 2013, Mchia, 2013) that had found that The study found that adequate reward system in the organization would effectively reduce the employee turnover rate. A good rewarding system motivates employees in an organization. Inadequate reward is a major reason why employees leave the organization. Job satisfaction is an overall determinant of employee turnover in non-governmental organizations and Job dissatisfaction demotivated employees to be loyal to the organization and hence there is a strong and positive correlation between job satisfaction and employees turnover. Therefore this study wishes to recommend that policies be formulated to ensure that rewards systems are put in place clearly indicating conditions upon which these rewards were offered.
4.6.3 To Assess the Effect of Job Hoping on Employees’ Turnover in NGO’s in Tanzania
The results of Pearson analysis indicate that there is a strong and significant relationship between job hopping and employees’ turnover and the value of correlation coefficient is (r=0.691, P<0.01). The findings of this study concur with the findings obtained from the studies of (Philip, 2017; Larasati and Aryanto, 2020; Kafeel and Alvi, 2015; Ibrar, 2015) that concluded that job-hopping is a multi-faceted phenomenon that is perceived mostly negatively. Despite this prevailing negative perception, there are limited negative consequences for the job-hopping individual. Job-hopping, furthermore, enables numerous beneficial career outcomes, such as career advancements and increases in pay. Therefore, it can be concluded that job-hopping has a more beneficial than detrimental effect on one’s career.
CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATION

5.1
Summary

On the influence of reward programme on employee turnover the study found that adequate reward system in the organization effectively reduced the employee turnover rate. A good rewarding system motivated employees in an organization. Inadequate reward was a major reason why employee left the organization and that employee’ rewards did not reflect their contributions in the organization. The study further found that the organization did not have a reward and recognition policy that motivates employees to retain in the organization. The study further found out other ways in which reward influence employee turnover in non-governmental organizations were that a good reward system in non-governmental organizations uplifted the morale of the employees as they felt valued by the organization.

On the influence of Job Satisfaction on Employee Turnover the study findings revealed that job satisfaction was an overall determinant of employee turnover in nongovernmental organizations. Job dissatisfaction demotivated employees to be loyal to the organization; employees who were not satisfied with their job in the organization constantly looked for greener pastures. Absence of job satisfaction was a key factor causing employee to leave the organization and satisfied employees were always loyal to the organization. The study also established that the employees were not satisfied with their job and they could quit the organization for a better job. More so the study found that organizations that did satisfy employees in ways such as fair and adequate compensation retained the employees in the organizations.

5.2
Conclusion 

Based on the first objective to determine the influence of reward programme on employee turnover in Non-Governmental Organizations the study found that adequate reward system in the organization would effectively reduce the employee turnover rate. A good rewarding system motivates employees in an organization. Inadequate reward was a major reason why employees leave the organization and employee’s rewards did not reflect their contributions in the organization. The organization did not have a reward and recognition policy that motivated employees to retain in the organization.

Based on the findings the study concluded that job satisfaction was an overall determinant of employee turnover in nongovernmental organizations. Job dissatisfaction demotivated employees to be loyal to the organization. Employees who are not satisfied with their job in the organization constantly look for greener pastures. The absence of job satisfaction was a key factor causing employee to leave the organization and satisfied employees were always loyal to the organization. The employees were not satisfied with their job and they could quit the organization for a better job.
5.3
Recommendations 

The study recommended that;

Policies to be formulated to ensure that rewards systems are put in place clearly indicating conditions upon which the rewards are offered. Also, NGO’s should have strategies to ensure that their employees are satisfied with their job. This would ensure that the employees are committed to their job and the organization as well which would in turn prevent their turnover. Moreover, NGOs should consider introducing flexible working hours and increased work autonomy so that the employees could schedule their work in a manner that allow them to attend non-work matters during off peak working hours/seasons, without compromising on other benefits.

Nevertheless, NGOs should ensure there is regular training and development opportunities which are essential in retaining staff as they are looking in advancing their career goals. NGOs should hence have training and development programs which will increase employee’s skills and knowledge and this in turn made the individual to be committed to the organization to reduce the employee turnover.

5.4
Areas for further Research

The study focused on the determinants of employee turnover in non-governmental organizations in Tanzania and was conducted in Southern zone of Tanzania. There is a need to conduct a similar study in other zones and regions of Tanzania so as to obtain a clear picture in other parts. Also, there is a need to do a comparative study of employees turnover rate  in NGOs in Tanzania and neighboring countries such as Kenya, Uganda, Rwanda e.t.c so as to understand what others are doing to retain their employees because the role of NGOs are essential for social-economic development of the people and the country at large.
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APPENDIX
QUESTIONNAIRE

My name is Juliana Kaliboti. I am carrying out a research entitled “Investigation of the determinants of employees’ turnover in NGO’s in Tanzania” in partial fulfillment of the Master of Human Resources Management (MHRM) at The Open University of Tanzania. Please note that, the information you provide will be kept confidential and will only be used for the purpose of this research and that no attempt will be made to disclose your identity.

PART A: Demographic information
For each demographic variable, please tick as the category that best describes you 

Gender: 
 Male ______;   Female _______

Age:  

 ≤ 35 years _________ 36 – 45 years _______ >  45 years _______

Education level:
Diploma _________Degree _________ Masters ___________

PART B: Please tick on the appropriate box indicating the extent of your agreement with the statement where 1= strongly disagree 2= disagree 3= neither disagree nor agree 4= agree 5= strongly agree.

	A: Organization commitment on employees’ turnover
	
	
	
	
	

	1. A good organization  motivates employees in an organization
	1
	2
	3
	4
	5

	2. Employees’ rewards does not reflect our contributions in this organization
	1
	2
	3
	4
	5

	3. Inadequate reward is a major reason why employee leave this organization
	1
	2
	3
	4
	5

	4. The organization has a reward and recognition policy that motivates employees to retain in the organization
	1
	2
	3
	4
	5

	5. The  organization  give  incentives  and  benefits  to  its employees
	1
	2
	3
	4
	5

	6. Adequate  reward  system  in  the  organization  would effectively reduce the employee turnover rate
	1
	2
	3
	4
	5

	

	B: Job satisfaction on employee turnover
	1
	2
	3
	4
	5

	7. Employees who are not satisfied with their job in this organization constantly look for greener pastures
	1
	2
	3
	4
	5

	8. I am not satisfied with my job and I can quit this organization for a better job
	1
	2
	3
	4
	5

	9. Job dissatisfaction de-motivates employees to be loyal to the organization
	1
	2
	3
	4
	5

	10. Absence of Job satisfaction is a key factor causing employee to leave this organization.
	1
	2
	3
	4
	5

	11. Job satisfaction is an overall determinant of employee turnover in nongovernmental organizations
	1
	2
	3
	4
	5

	

	C: Measures of job-hopping
	1
	2
	3
	4
	5

	12. Preferences for freedom and flexibility
	1
	2
	3
	4
	5

	13. High ambitions 
	1
	2
	3
	4
	5

	14. Personal drive.
	1
	2
	3
	4
	5

	15. Pure monetary motivation and 
	1
	2
	3
	4
	5

	16. Failure to wait for the promotions and rewards
	1
	2
	3
	4
	5

	

	D: Employees’ turnover in the organization
	1
	2
	3
	4
	5

	17. Employee turnover rate in the organization is high
	1
	2
	3
	4
	5

	18. Employees are leaving the organization frequently
	1
	2
	3
	4
	5

	19. Employees retention rate is low
	1
	2
	3
	4
	5

	20. I feel like leaving this organization
	1
	2
	3
	4
	5

	21. I want to remain in the organization as long as it exists
	1
	2
	3
	4
	5

	22.The number of new employees in this organization is high
	1
	2
	3
	4
	5
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