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ABSTRACT   

The main aim of conducting this study was to identify factors contributing towards turnover 

intention in existing employees of office of federal audit general head office in Addis Ababa. The study 

used the four factors of employee turnover such as Salary and Benefits, Career Development, 

Working Condition and Reward and Recognition as independent variables and Turnover 

intension as dependent variable. The data have been collected from employees of office of federal 

audit general in Addis Ababa head office through random sampling techniques and the primary 

data, which was collected using self-administered questionnaires from a sample of 233, all of the 

questionnaires, were correctly filled and returned, the overall response rate is 100 %. Further the 

data were analyzed using a descriptive statistic so as to analyze the demographic data of the 

respondents and Pearson’s bivariate correlation analysis, and multiple regression were used to 

further test of relation in and among the dependent and the independent variable using SPSS 

software version 23. Thus, employee turnover factors have a negative effect on employee turnover 

intension as per the specified variables that are tested in this research. From the analyses it is 

confirmed that turnover factors as Negative and moderate statistically significant (p<0.01) effect 

on employee turnover intension. The findings further indicate that, there exists linear and 

Negative significant ranging from considerable to strong relationship was found between 

independent variables and dependent variable. Therefore, the study recommend that employee 

should be rewarded and recognized in their performance in order to reduce turnover intension 

and retain its personnel, should make an adjustment on salary scale of its employee that consider 

the living cost of employees, and should provide adequate facility so as to retain its employee,   

Key words: Salary and Benefit, Career Development, Working Condition, Reward and  

Recognition 
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CHAPTER ONE  

INTRODUCTION  

1.1 Background of the Study  

Employee turnover refers to the rate at which an employer gains and losses employee, how long 

the staff tend to leave and join the organization (Armstrong, 2006). According to (Rion J, 2009) 

had also defined employee turnover as a ratio comparison of the number of employees an 

organization must replace in a given time period to the average number of total employees. The 

company employees by different reason not satisfied her or his leave and inter other 

organization. Now a day employees‘ turnover has been become an emerging threat for the entire 

business world. Any organization whether Small or Big, National or International, Private or  

Public can‘t work without its blood in terms of employees. So, every organization needs 

employees to run all the works.  

Human resources are the basis for organizational existence and development. Since employee 

turnover is one of the most decisive factors impacting organizational success, human resource 

professionals and the organization are keen to implement different mechanisms and study the 

trend of turnover to assess the organization ability to attract and retain talent. This requires that 

measures are taken to address the areas that need special attention and to manage accordingly 

(Martin, 2003). One of the functions of management is to motivate people to remain in the 

organization for reasonably long time periods (Ghosh & Kumor, 2003). Failure to do so leads the 

organization to lose skilled and trained employee, affecting the organization‘s operation 

significantly by delaying organization growth and increasing organizational training and 

development costs. Employee turnover, then, is a costly aspect of organization management, 

besides the disruptive effect of upsetting the manpower plan of the organization (Davidson, et al., 

2010).  

Turnover is a major problem worldwide especially in developing countries, particularly in 

Africa. Turnover is very detrimental and costly for the organization, both voluntary and 

involuntary (Ahmad, et al., 2012). Managers and researchers consider turnover as a problem 

because of costs associated with it and difficulties that organizations face in the recruitment and 
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retention of proficient employees (Noor, et al., 2011) so, understanding the prospective 

antecedents of turnover is very important to diminish the problem.  

All governmental and private organizations are trying to implement the optimal utilization of 

their resources, whether human or financial resources or raw materials to achieve their goals and 

objectives. The human resources are of the most important of these resources because an 

organization can organize and control the exploitation of the rest of the organization‘s resources 

appropriately through human resource management. The basis of the progress and development 

in various fields of life is the organization‘s ability to explore the elements of the human 

performance in terms of efficiency and productivity, which leads to developing the overall 

effectiveness of the organization. Employee‘s turnover is a much-studied phenomenon. 

However, there is no standard account for why people choose to leave an organization. This is 

noteworthy because it is typically the occasions where people choose to leave that concern 

organizations and organizational theorists.  

(Morrell, et al., 2004).  

 Employee turnover occurs when employees voluntarily or involuntary moves out of the 

organization causing efflux of knowledge base, loss of human capital and the cost of investment 

on hiring and retention. Turnover is the process through which staff leaves organization and that 

organization replaces them. Turnover intention is a measurement of whether a business' or 

organization's employees plan to leave their positions or whether that organization plans to 

remove employees from positions. Turnover intention, like turnover itself, can be either 

voluntary or involuntary (Iqra, 2014).  

Voluntary turnover occurs when the employee makes the decision to leave on his own. Usually, 

voluntary turnover intention occurs when the employee perceives another opportunity as better 

than his current position. This includes more pay, more recognition or a more convenient 

location. It can also occur when the employee has to leave for health or family reasons. If an 

employee plans to voluntarily retire from a position, that's voluntary turnover intention, too. On 

the other hand, involuntary turnover intention is a measurement of whether the organization in 

question plans to remove an employee from a position, causing the turnover. This can happen if 

an organization isn't happy with an employee's job performance and chooses to fire him. It also 
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happens when a business has to eliminate positions due to economic pressures or downturns in 

business.   

According to (Tracey & Hinkin, 2008) said that employee turnover practice forces the company 

to replace them with new employees at an additional cost. The costs of employee‘s turnover 

normally include; advertising expenses, headhunting fees, resource management expenses, loss 

of time and efficiency, work imbalance, and employee training and development expenses for 

new joiners (Harrie, 2002). The company may quarterly calculate employee turnover rates to 

meliorate the factors causing the turnover (Miller, 2006). If the company determines the most 

common causes of employee turnover, it would certainly be able to take the necessary steps for 

recruiting and retaining well-qualified personnel (Armstrong, 2006).  

According to (Oregon, 2004) most companies find that employee turnover can be reduced when 

issues affecting employee‘s morale are addressed. This is mainly through offering employees 

benefits such as reasonable flexibility with work and family balance, performance reviews, and 

performance-based incentives, along with traditional benefits such as paid holidays or sick days. 

The extent to which a company will go to in order to retain employees depends not only on 

employee replacement costs, but also on overall performance of the company (Phillip, 2009). If a 

company is not getting the performance it is paying for, replacement cost can be an enormous 

price to pay in the long run (Bratton, 2003) as he said   there are different cost the organization 

incurring associated with turnover including tangible like recruiting, hiring, training, etc. and 

also intangible cost like moral of the existing employee diminished due to high load of work, 

losses of productivity, damage company image and some other cost can be incurred by the 

organization.   

Background of the study Area  

Office of federal Audit General (OFAG) plays an important role in the country by providing 

reliable data and useful information for the effective management and administration of the 

national economy and deliver reliable and objective information of audit report to support the 

house of people‘s representatives in carrying out its responsibilities, to strengthen the 

performance and accountability of the federal government for the benefit of the Ethiopia people 

(Proclamation No. 669/2010).   
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The main objectives of government auditing are to express opinion on financial statements are 

related issues of legality, regulatory fraud as well as examining whether government institutions 

are operating economically, efficiently and effectively. To achieve these objectives every country 

established a supreme audit institution (SAI), Office of Federal Audit General also SAI for our 

country, OFAG use an audit manual called (AFROSAI-E) the African organization of English-

speaking supreme audit institution. This manual plays a facilitative role in empowering member 

supreme Audit institutions (SALs) to optimize their audit performance. This is achieved by 

sharing information and supporting SALs in their capacity building intervention, aimed at 

improved performance in the execution of their mandates. In order to this OFAG vision is to 

become one of model supreme audit institutions (SAIs) in Africa by 2025.  

1.2 Statement of the Problem   

According to (Maxwell, 2010), a key problem to employees‘ turnover is that the organization 

loses the most experienced and skilled staff that the organization had invested heavily in training 

on various organization job task functions. This therefore means that, the organization must incur 

huge costs in terms of time and finance to train the newly recruited staff in order to make them 

effectively adapt to organization working environment and demonstrate the required skills and 

experience. According to (Phillip, 2009) employees turnover influences allocation of the job 

tasks functions to inexperienced employees who lacks technical knowhow on effective execution 

of organization services, this greatly degrades the quality of organization services and as result, 

low level of customer satisfaction is realized. The organization sales revenue declines and this 

lowers the level of organization efficiency.  Nowadays, turnover is a common topic in Ethiopia. 

Turnover intention shows a serious problem to any government and non-government 

organization in terms of losing of talents, additional employment and training costs there are 

several factors which were affected the employees‘ turnover intention.  Furthermore, excessive 

turnover is a threat for organization and will affect the efficiency and productivity of the 

organization.  OFAG had also facing critical turnover of employees. Data collected from the 

Human Resource Management and Development Directorate   from 2008-2011 E.C shows that 

the annual average employee turnover rate to be 15 %.  This is frequent and it is becoming a 
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series problem of the organization. The following table shows employee turnover rate at the 

organizations from 2008 to 2011E.C.  

Table1.1 : Employee‘s Turnover in Office of Federal Audit General from the year 2008-2011  

  

Year   

Total No. employee  No. employee terminated  Percentage terminated (%)  

2008  441  57  12.9 %  

2009  521  74  14.%  

2010  542  86  15 %  

2011  560  91  16 %  

Total  2064  308  15%  

 Source: From Human Resources Department  

The above table   shows that the number of employees who voluntarily quite increased from 57 

(12 % of the total employees) in 2008E.C. to 91 (16% of the total employees) in 2011 E.C. This 

indicates, the organization is facing with high turnover rate. If this problem is not well address 

from the outset, it will be so difficult for the organization to achieve its objectives and realize its 

vision. To the best of the researcher‘s knowledge, no research was conducted to address this 

problem. This research conducted to fill this gap through theoretical discussion and empirical 

findings. In addition, the study also targeted try to diminish costs (direct & indirect) associated 

with employee turnover.  

1.3 Basic Research Questions   

The research is designed to answer the following question in relation to the factor affecting 

employee turnover in Office of Audit General  

1. What is the effect of salary payment and benefit on employee turnover intention?   

2. What is the influence of Career Development on   employee turnover intention?  

3. To what extent working condition affects employee turnover intention at the Office of the 

Federal Audit General?  
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4. What is the effect of reward and recognition on employee turnover intention in at the Office of 

the Federal Audit General?  

1.4 Objectives of the Study   

The study has a general objective and a specific objective that are emanate from the research 

topic, the gap identified in the study area/context, and the above specified research questions.   

1.4.1. General Objective   

The general objective of this study is to identify the major factor behind the frequent professional 

employee turnover in Office of Audit General and to provide positive suggestions in order to 

reduce turnover and retain competent employees.   

1.4.2. Specific Objectives   

The specific objectives of the study are emanated from the research question and the general 

objectives of the study. Therefore, the specific objectives of the study are: -  

1. To examine the effect salary payment and benefit factor on employee turnover intention.   

2. To determine the influence of Career Development on employee turnover intention.  

3. To Measure effect of working condition factor on employee turnover intention.  

4. To determine the effect of reward and recognition on employee turnover intention at the 

Office of Federal Audit General.  

1.5 Significance of the Study   

The study has a contribution and significances for different stakeholders in different context and 

time. Therefore, the study oversees the specific situations at Office of Federal Audit General in 

Head office of Addis Ababa city and seeks to generate solutions that can impose on factors that 

affect Employee Turnover. Thus, it helps them to solve and address problems related with 

employee turnover factors that includes salary and benefits, career development, working 

condition and reward and recognition in OFAG. In addition, the study serves as a baseline for 

policy makers, and government offices to address issues in employee turnover factors and 

respected solutions.   
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1.6 Delimitations and Limitations of the study   

1.6.1 Delimitations of the Study   

Even if OFAG have four branches at Hwassa, Bahirdar, Jimma & Diredawa the study was 

limited in office of federal audit general in head office of Addis Ababa to address and solve 

problems related with factors of employee turnover. Furthermore, the study was focused on 

Employee Turnover factors, which are Salary and Benefits, Career Development, Working 

condition, and Reward and Recognition as conceptual analysis. The study was also delimited on 

data that are collected in the year 2020.   

Scholars recommended longitudinal research design to make such analysis. However, due to time 

and financial constraints this research depended on cross-sectional data that is collected only 

from OFAG Addis Ababa during 2020. Although a number of other relevant factors could be 

possible moderators between Employee Turnover factors and employee turnover intension in an 

organization, this study was focusing only an organization who gives Audit service in Ethiopia.  

1.6.2 Limitations of the study   

The study also delimited to the data collection instruments used. There are data collection 

instruments like questionnaire, interview, observation and experiment. But the study used 

questionnaire and interview type of data collection instruments. Empirical design using 

crosssectional data may lead to other interpretations. It will be more convincing to carry out a 

longitudinal time series study. The research object only selects the organization. If the research 

conclusions are extended to other areas, scholars need to make further tests on the actual 

situation in different Branches.  

1.7 Organizations of the Study   

The study has five chapters with key contents as discussed in detail below: The first chapter 

describes the introduction part including the background, research problem, objectives, scope 

and delimitations of the study. In the second chapter in reference to previous researches in the 

area, relevant literatures and provide definition of most important concepts, briefly explain 

theoretical lenses in the employee turnover research, critically review both theoretical and 

empirical literatures in employee turnover research area. The third chapter describes the research 

design that applies in this study. Specifically: target population, sample size, sampling technique, 
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data collection instruments, data collection process, measurement of variables, method of data 

analysis and the issue of reliability and validity. The fourth chapter reports on the results of the 

empirical data analyses. These include various analyses of the descriptive variables; several test 

results to establish reliability and validity, results of inferential analyses to show the relationship 

among variables. This chapter also presents detail discussions on the results of the data analyses 

with supports from existing literature where relevant. Finally, the last chapter summarizes the 

major findings, give conclusions with recommendations and finally insight gaps for future 

researches.  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

 

 

 

  



 

9  

  

CHAPTER TWO  

REVIEW OF RELATED LITERATURE  

2.1 Introduction   

This chapter focuses on reviewing the related literature in the area of Employee Turnover in 

office of federal audit general. The issues discussed include both the theoretical and empirical 

studies of the existing literature. The theoretical review helps in understanding of the current 

body of knowledge on the research topic. An empirical review of studies of different scholars has 

been done to guide the research gaps for this study. Altogether, the reviews were used to develop 

conceptual frame work which used to show the link between the dependent and independent 

variables.  

2.2 Theoretical Literature   

2.2.1 Definition of Employee Turnover  

Employee turnover is the rotation of workers around the labor market, between firms, jobs and 

occupations, and between the states of employment and unemployment (Abbasi & Hollman, 

2000). Staff turnover that can occur in any organization might be either voluntary or involuntary. 

Voluntary turnover refers an employee‘s choice to terminate association with an organization 

while involuntary turnover is the type of organizational exit that occurs when a firm terminates 

an individual‘s employment contract (Batt & Colvin, 2011). Turnover is referred to as the rate at 

which people might leave an organization (Armstrong, 2012).  A number of terms have been 

used for employee turnover, such as quits, attrition, exits, mobility, migration or succession 

(Morrell, et al., 2004).  

Employee turnover is understood by human resources professionals to be the rate at which an 

organization‘s work force terminates employment and requires replacement (Kritnre, 2003) Most 

organizations have been successful because of the organization‘s ability to retain employees. 

Keeping staff rather than losing them, however, is   not achieved on a silver platter.  Successful 

organizations in this area are the ones that are whose managements have identified and put in 
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place measures such as reward, training and development and other forms of motivation so as to 

encourage the employees to work whole heartedly and stay in the organization for a longer 

period of time. This helps to ensure consistency in the output of work.  

Contrary to this, organizations which cannot identify the effort of their employees and reward 

them as such end up in losing them to other organization. This goes a long way to affect the 

productivity, growth and increases the organization‘s cost of recruiting new staff; and training 

and developing the new staff to occupy such vacancies. High turnover, therefore, naturally 

affects performance (Kreitner ,2003).  

Furthermore, (Nugent ,2009) concluded that employee turnover can be defined as a percentage 

figure which shows the rate at which employees move in and out of the organization. However, 

this figure most likely represents both   controllable   turnover (controllable by the organization) 

and uncontrollable turnover. Controllable turnover is ‗‘voluntary‘‘ by the employee, while 

uncontrollable turnover is ‗‘involuntary‘‘ (For example, retirement, death, or spouse transfer).   

Turnover may be functional, where the employee‘s departures produce a benefit for the 

organization, or dysfunctional, where the departing employee is someone the organization would 

like to retain.   

High performers who are difficult to replace   represent dysfunctional turnovers; low performers 

who are easy to replace represent functional turnovers. The crucial issue in analyzing turnover, 

therefore, is not how many employees are leaving but the performance and replace ability of 

those who are leaving versus those who are staying (Kreitner & Kinicki, 2007) also concluded 

that as a business manager, staff turnover is one area to keep an eye on throughout the year.  
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2.2.2 Types of Employee Turnover  

There are a few generally accepted forms of employee turnover. These include that Voluntary 

and Involuntary Turnover; Functional and Dysfunctional Turnover; Avoidable and Unavoidable  

Turnover; Internal and External Turnover; and Skilled and Unskilled Turnover  

A.  Voluntary and involuntary turnover.   

While employees quit the job from an organization, it is stated as voluntary turnover (Noe, et al., 

2006) It is set off the decision of the employee. Another definition is furnished by (Egan, et al.,  

2004) indicating ―An instance of voluntary turnover, or a quit, reflects an employee‘s decision to 

leave an organization, whereas an example of involuntary turnover, or a discharge, reflects an 

employer‘s decision to terminate the employment relationship‖.  Voluntary turnover can be 

affected by not having job satisfaction, job stress, as well as due to getting a better job at another 

organization, a conflict with a manager, or personal matter such as staying home and giving 

enough time to the family member (Manu &Shay, 2004). It is, therefore, essential to reflect on 

attractions such as alternatives whilst appearing to voluntary turnover. Nevertheless, voluntary 

turnover can be foreseen and, in turn, be managed. (Chiu & Francesco, 2003) define involuntary 

turnover as ―… an instance of involuntary turnover, or a discharge‖ that ―reflects an employer‘s 

decision to terminate the employment relationship‖. Involuntary turnover includes retirement, 

death and dismissal. Employee turnover is regarded as involuntary when leaving the job to take 

care of seriously sick family member or to accompany a spouse to remote area. Therefore, 

employees have no control over and decide to quit the job (Martin & Martin, 2003).       

 B. Avoidable and unavoidable turnover.  

Avoidable turnover has been described as the one organization can prevent through recruiting, 

assessing and motivating employees more efficiently and effectively (Luecke, 2002). So, any 

business organization requires verifying whether voluntary turnover has been dealt with 

properly. Such confirmation is also needed, because this will lead to take the necessary initiatives 

to enhance the employee retention. The phenomenon of turnover is psychosomatic, managerial 

and expensive (Weisberg& Kirschenbaum, 2002). There is currently no conventional model to 

understand the route of turnover as a whole. A variety of factoring is applied to evaluate the 

causes of employee turnover. It contains personal factoring, job content factors, working 

environment and external factoring. (Chiu et al., 2002) have stated that ―Unavoidable turnover 
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results from life decisions that extend beyond an employer‘s control, such as a decision to move 

to a new area or a job transfer for a spouse‖. However, almost eighty percent of turnover is due 

to recruiting mistakes, several of these mistakes can be avoided. Organizations have a need of 

taking certain measures while selecting and evaluating potential employees.   

      C.  Functional and Dysfunctional Turnover  

Functional turnover can be defined as ―a turnover in which poor performers leave‖ while 

Dysfunctional turnover can be defined as ―a turnover in which good performers leave‖ The poor 

performer employee can leave the organization in any means and this situation is functional 

turnover because, the poor performer employees can be invaluable for the organization. When 

these poor performer employees leave the organization, the company can benefit by cutting 

unnecessary costs that incurred for that poor performer employees. But when good performer 

employees leave the organization it negatively influences the organization by losing employees 

who benefit that organization.  

D. Internal and External Turnover  

Turnover can be classified as ‗internal or ‗external‘. Internal turnover happens when employee‘s 

send-off their current position and getting a new position within the same organization. It is 

related with the internal recruitment where organizations filling the vacant position by their 

employee. According to this definition, when employees of the organization move from one 

position to another position or from one department to another department or within the same 

organization, the employee leaves the position or the department and the movement is known as 

internal turnover.  However, external turnover is the separation of employees and employer 

voluntary or involuntary.   

E. Skilled and Unskilled Turnover  

Untrained, uneducated and unskilled positions often face high turnover rate. Without the 

organization or business incurring any loss of performance, employees can generally be replaced. 

On the other hand, skilled and educated positions may create a risk to the organization while 

leaving. Therefore, turnover for skilled and educated professionals leads for incurring 

replacement costs as well as competitive disadvantage of the business in accordance of this 

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

organization, the turnover is termed as unskilled turnover and vice versa. Employers do not 
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worry about unskilled employee turnover because of the ease of hiring new ones. On the other 

hand, high turnover of skilled employees poses a risk to the business and ultimately in the 

organization in the form of human capital lost. These include skills, training and acquired 

knowledge. Since these specialized employees have skills that are relatively scarce and can be re-

employed within the same industry, their leaving can act as a competitive disadvantage to the 

organization in addition to the cost of replacing them. In general organizations face low risk with 

the unskilled turnover and face high risks with the skilled turnover.  

  

  

2.2.3 Factors Affecting Employee Turnover    

The following factors contribute to staff turnover rate if the management of the organization does 

not address them properly  

A. Pay  

According to (Shaw, et al., 1998) ―Pay is something given in exchange for services rendered in 

an organization‖. It has played a significant role in retaining and rewarding high quality human 

resources. To be more precise, one of the critical factors of employee turnover is lower salary. 

When employees receive lower salary and insufficient financial rewards, they tend to stay no 

longer with the organization (Labov, 1997).  It is often said that job dissatisfaction is the major 

cause of poor pay scale procedure, leading employees to leave the job. A good illustration of this 

is that a new employee may guess why the person next to him gets a high salary for what is 

supposed to be the similar job (Dobbs, 2001). A common opinion is that good pay can be a 

strong determinant of job satisfaction that leads to achieve higher productivity in the 

organization.  

B.  Fringe benefit   

A fringe benefit is a meandering incentive contracted to an employee or a group of employees as 

a part of executive membership, which has a few managers or supervisors and, hence, they come 

to a decision leaving their positions (Makhubu, 2006). Therefore, it is more imperative for an 

organization to understand employee‘s job anticipation and, side by side, take necessary steps to 

fulfill their needs.   
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C.   Recognition and Appreciation   

The recognition and appreciation are a process of giving employees a certain status within an 

organization to motivate and enhance their contribution in the company.  Recognition describes 

how the work of an employee evaluated and how much the appreciation he/she receives in return 

from the organization. It also specifies the way an organization gives its employee the reward 

and status for his work and activities (Danish & Usman, 2010). Since employees generally want 

to do a good job, they also want to be appreciating and recognized for their works. As explained 

by (Alsayyes & Albraiki, 2015) tangible and intangible rewards are a great way to show 

management appreciation for employees who excel. This increases morale, if it is one well.  

Based on this fact, the researcher hypothesizes the following relationship.      

D. Training, Professional Development   

Training and development are so enthusiastically embraced as key factors due to the fact that 

well-developed training programs are becoming ever more essential to the ongoing survival of 

most modern organizations, whether or not retention is an important issue to that organization.  

To the extent that operational paradigms such as ―The Learning Organization‖ or the  

―Knowledge-Based Organization‖ continue to take hold in the contemporary business world, 

training is only likely to become more important (Lochhead & Stephens, 2004) In any event, 

retention reflects a desire to keep one‘s valued people; but it is just as much about keeping and 

managing the skills that a company needs to meet its goals. Thus, training and professional 

development are seen as ways of building employee commitment in that they allow employees to  

―see a future‖ where they work, and provide them with the support necessary to face the ongoing 

challenges related to their work.  

  

E.  Career promotion  

In wide terms, reward program demonstrates the broad theory of compensation strategy which is 

described as the ―deliberate utilization of the pay systems as an essential integrating mechanism 

through which the efforts of various subunits or individuals are directed towards the achievement 

of an organization‘s strategic objectives‖ (Labov, 1997). The best way of promoting and 

motivating employees would be a combination of pay, promotion, bonus and other kinds of 
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rewards to achieve organizational performance (Ting, 1997). The reason behind is that lack of 

promotion and ordinary work responsibilities considerably can lead to the intention of turnover 

(House et al, 1996). To an extent, employees consider leaving the organization due to the 

ineffective performance assessment and perceptions of job unfairness (Weiss & Cropanzano,  

1996). By implementing ―job enrichment‖ programs, organization would be capable of retain 

employee and to provide the opportunities for better career development (Magner, et al., 1996).  

F. Work Environment  

If working environment is low-grade due to lack of all the basic facilities such as proper lighting, 

working in a space with some natural light, ventilation, air conditioning system, open space, 

restroom, lavatory, furniture, safety equipment while discharging hazardous duties, drinking 

water and refreshment, workers will not be capable of facing up the difficulty for a long time 

(Singh, 2008) Besides, a bad boss creates an adverse working environment, thereby leading the 

employees to leave the job.       

2.2.4 Turnover Cost and Benefit  

Employee Turnover has both cost and benefit, as summarized in table 2. The organization 

experience direct cost due to managing employee transition and recruiting, hiring, and training 

replacement worker. Indirect cost may also occur, including the loss of client, team work 

disruption, diminished production or work quality until a replacement is hired   and up to speed, 

and lowered employee morale. Possible benefits of employee turnover include the creation of 

promotion or transfer opportunity for another employee, saving from not replacing the departing 

employee, better performance or customer service, the acquisition of new skill and competence 

from hiring a replacement worker and acquisition of better team player and corporate citizen.  
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 Table 2.1: Turnover Cost and Benefit  

  

Turnover benefit  

  

Turnover Cost  

Creating of promotion or transfer 

opportunity for another employee  

Managing employee transition  

(supervisors‘ and HR representative‘s 

time.  

Saving from not replacing departing 

employee.  

Recruiting, Hiring, and Training a 

replacement worker.  

  

Better performance or customer service  

  

Losses of client.  

  

Acquisition of new skill and competence  

  

Team disruption  

  

Acquiring   of better team player and 

corporate citizen.  

Low production or wok quality until 

replacement is hired and up to speed  

  

  Lower employee Moral  

       Source: - (Philips & Gully, 2013)  

2.2.5 Effective Employee Retention Strategies  

A successful employee retention strategy requires you to think about things from the team's point 

of view. No two employees are exactly alike, of course; each has unique desires and goals. But 

all of them want to feel appreciated by their employer and treated fairly. They want to be 

challenged and excited by their work. And they want to be paid at or above market rates with 

good benefits. All of these concerns are important, but managers serious about retention do more 

than just the bare minimum. You should consider every area of the employer-employee 

relationship in developing your organization‘s plan for keeping workers happy. Here are 14 areas 

where strategic initiatives can boost employee retention (Robert, 2020).   

1. Onboarding and orientation — every new hire should be set up for success from the 

very start. Your onboarding process should teach new staff members not only about the job but 

also the company culture and how they can contribute and thrive. Don‘t shortcut this important 

https://www.roberthalf.com/salary-guide
https://www.roberthalf.com/salary-guide
https://www.roberthalf.com/its-time-we-all-work-happy
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first step: The training and support you provide from Day One can set the tone for the 

employee's entire tenure at the company.  

2. Mentorship programs — pairing a new employee with a mentor is a great component to 

add to your continuing onboarding process. Mentors can offer guidance and be a sounding board 

for newcomers, welcoming them into the company. And it‘s a win-win: New team members 

learn the ropes from experienced employees, and, in return, new hires offer a fresh viewpoint to 

your mentors. Employees‘ work supervisors shouldn‘t double as mentors, however.   

3. Employee compensation — It's absolutely essential in this competitive labor market for 

companies to offer attractive compensation packages. That includes salaries, of course, but also 

bonuses, paid time off, health benefits and retirement plans. Every employee should have a full 

understanding of the benefits they receive from your organization from the beginning.   

4. Perks — Whether it‘s paid time off for volunteering, occasional catered lunches or free 

snacks and coffee every day, perks can make your workplace stand out and boost employee 

morale. Some companies negotiate group discounts on big-ticket purchases, from cars and 

homes to smartphones and home security systems.   

5. Wellness offerings — Keeping employees fit, mentally, physically and financially, is 

just good business. Of employers polled for a Robert Half survey, 74% said they have mental 

wellness offerings of some sort, such as stress management programs. Sixty-five percent of 

employers offer financial wellness resources, such as retirement planning or credit counseling. 

And 63% said they provide gym access, incentives for engaging in healthy behavior or other 

physical wellness options.  

6. Communication and feedback — Keeping open lines of communication is a formal 

way of describing a practice that‘s essential for employee retention. Your direct reports should 

feel they can come to you with ideas, questions and concerns, and they expect you to be honest 

and open with them about improvements they need to make in their performance. Make sure you 

connect with each staff member on a regular basis — don't let performance issues build up 

pending the annual review.   
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7. Annual performance reviews — Even if you‘ve met with employees throughout the 

year to check on their job satisfaction, never skip a regular big-picture conversation. This is 

when you‘ll discuss short- and long-term goals and talk about their future with the company. 

While you should never make promises you can‘t keep, you can talk through potential 

advancement scenarios together.  

8. Training and development — Make it a priority to invest in your workers' professional 

development and seek opportunities for them to grow. Some companies pay fees and travel for 

employees to attend conferences or industry events each year, provide tuition reimbursement, or 

pay for continuing education training.   

9. Recognition and rewards systems — Every person wants to feel appreciated for the 

work they do. Make it a habit to thank your direct reports when they go the extra mile, whether 

it's with a sincere email, a gift card or an extra day off. When you show your appreciation to 

employees, explain how their hard work helps the organization. Some companies set up formal 

rewards systems that incentivize great ideas and innovation, but you can institute recognition 

programs even on a small team with a small budget.  

10. Work-life balance — What message is your company culture sending? Be careful to 

avoid having a culture that encourages and rewards around-the-clock availability. Expecting staff 

to regularly work long hours and be at your beck and call is not conducive to employee retention. 

A healthy work-life balance is essential to job satisfaction, and people need to know that their 

managers understand they have lives outside of work. Encourage staff to take their vacation 

time, and if late nights are necessary to wrap up a project, see if you can offer late arrivals or an 

extra day off to compensate.   

11. Flexible working arrangements — some organizations allow staff to choose a 

compressed workweek (e.g., four 10-hour days) or flextime, where employees are on the clock, 

say, from 6 a.m. to 4 p.m. or 10 a.m. to 7 p.m. The ability to telecommute — and avoid sitting in 

traffic — one or two days a week can be a significant stress reliever and retention booster.  

12. Dealing with change — every workplace has to deal with change, and staff will look to 

leadership for reassurance. If your organization is going through a merger, a layoff or another big 

https://www.roberthalf.com/research-and-insights/workplace-research/organizational-culture
https://www.roberthalf.com/research-and-insights/workplace-research/organizational-culture
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shift, keeping your staff as informed as you can will help you manage the rumor mill. Make big 

announcements face to face, either individually or in a group meeting, and make sure you allow 

time for questions.  

13. Fostering teamwork — When people work together, make sure everyone, not just your 

team‘s stars, has a chance to contribute ideas and solutions. Further, foster a culture of 

collaboration by accommodating individuals' working styles and giving them the latitude to 

make smart decisions.   

14. Acknowledge milestones large and small — whether the team just finished a huge 

project under budget or an employee celebrated a 10-year work anniversary, seize the chance to 

celebrate together with a shared meal or group excursion.  

2.3    Empirical Review   

The objective of this section is to presents the overview of studies conducted in different 

countries and in Ethiopia in relation to the factors affecting   Employee turnover. Some studies 

are assessed the factors that affect Employee Turnover in different organization by using 

different methods. These empirical evidences are derived from theories made and observation 

from different studies.   

In the case study of (Abdallah, 2017) this study aims at identifying the factors which influence 

the turnover phenomenon of the Employees of the Ministry of Education and Higher Education 

in the Gaza Strip. The Ministry of Education in Gaza suffers from the employee turnover 

phenomenon. The results show that all work-related factors (payments, job performance, role 

clarity, job satisfaction, and organizational commitment) influence the employees' turnover. As 

for external factors (employment perception and unions' presence), the results show that 

employees' turnover is affected by the employment perception, but not affected by the presence 

of a union.  The study recommended that   employees' job satisfaction should be evaluated and 

reinforced, and meetings should be held with quitters to understand the factors which led to their 

resignation.   

(Samuel & Chipunza, 2009) Identified that intrinsic and extrinsic motivational variables 

influenced the retention and reduction of employee turnover in both public and private sector 
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organizations. This research looked at the extent to which identified intrinsic and extrinsic 

motivational variables influenced the retention and reduction of employee turnover in both 

public and private sector organizations. The result showed that the following motivational 

variables were found to have significantly influenced employee retention in both the public and 

private sector organizations: training and development, challenging/interesting work, freedom for 

innovative thinking, and job security.     

A research conducted by (Felister, 2014) the purpose of this study was to determine the factors 

that influence employee turnover in the pharmaceutical industry, with an aim of coming up with 

recommendations aimed at curbing or significantly reducing it and enhancing staff retention at 

Phillips group of companies.  From the findings the study established that better remuneration 

package discouraged employees‘ turnover in Phillips group of companies. The study revealed 

that reward and recognition discouraged employee turnover in Phillips group of companies. It 

also found out that failure of management to provide opportunities for Career progression 

encouraged employees‘ turnover in Phillips group of companies. Employment security, 

workplace organization and the working environment were the most important factors that 

employees do consider. The study found that poor working conditions encourages employee 

turnover in Phillips group of companies.  

At national level   various Prior researches, were conducted to determine factors of turnover on 

several sectors in Ethiopia also for instance: -   

The research conduct by (Samrawit, 2017) she had tried to study factors that impact turnover 

intentions in the case of Ethiopian airlines specifically on Human Resource (HR) and Finance 

department employees and examined the relation of demographic variables, on turnover 

intentions. The study also found that demographic variables, company commitment and job 

satisfaction had a significant contribution and negative effect on employee turnover intentions. 

As stated by (Blen, 2018) conduct study on Employee Turnover and Organization Performance 

in Case of Shintes ETB Garment PLC this study focuses on variable such as turnover and 

organizational performance and the possible interaction between them. More specifically, the 

main purpose of this study was to assess the relationship between turnover of employees and 

organizational performance at Shintes ETP Garment Plc. The study adopted a descriptive survey 

research design. In the course of the study, the researcher selected a sample of 205 employees of 
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the factory from the total of 4019 employee population working in it using stratified and 

systematic random sampling techniques to all employees except the corporate managers, who 

were selected in a census approach. Thus, the study found out that low pay and benefit packages, 

employee-organization relationship, repetitive nature of the job, absence of job rotation, 

motivation, incompatibility of working culture between the owner and majority of employees, 

poor recruitment and selection procedures as the major causes for turnover. On the other hand, 

the influence of turnover was manifested in high cost of recruitment, training, productivity and 

quality of production. The company is attempting to put into place strategy like free lunch 

service to reduce turnover but it did not bring the desired outcome. Besides, the company is 

planning to build up dormitories for the employees with the intent of retaining them, which still 

seems restrictive when it comes to the privacy and choice of employees.  

(Esayas, 2016) Identify the major factors that contribute to employee turnover in technical, 

managerial and clerical staff of Nib International Bank (NIB). Its main objective of this study is 

to assess the causes of turnover and intention to leave. The study was conducted using both 

quantitative and qualitative analysis method and is mainly descriptive. Frequency tables, mean 

and percentage were used to explain some of the factors. The study discovered that salary, 

benefits, position change and title change are the main causes of turnover and intention to leave.  

It also shows that there is a strong level of intention to leave that does not differ between gender, 

age, job position and years of service. A   consistent application of HR policies and procedures 

particularly in promotion found to be a concern for employees. Factors that are contributing to 

the intention to leave are found to be mostly internal. The study recommends that NIB should 

conduct a comprehensive salary and benefit survey to position itself among the best employers in 

the industry. It should also address the concerns of employees in terms of application of HR 

policies and procedures in order to curb the situation and persuade employees to change their 

intention.  

The literatures reviewed in the above have some gap Though human resource is vital in 

achieving organization goal, objectives and vision, it is misunderstood in of most of government 

organizations but most  of the researchers conducted on private sector like banking area and 

other private organization there were few research conducted on government organization on 
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employee turnover issue  Since the issues where vary from country to country  and also 

organization to organization  so this researches conducted to  fill the specific areas of employee's 

turnover literature gap as well as  to  identify  possible reasons and the most promising reasons 

for staff turnover in the organization.  

2.4   Conceptual framework    

A conceptual framework represents the researcher‘s synthesis of literature on how to explain a 

phenomenon. It maps out the actions required in the course of the study given his previous 

knowledge of other researchers‘ point of view and his observations on the subject of research. A 

conceptual framework is a structure, which the researcher believes can best explain the natural 

progression of the phenomenon to be studied (Camp, 2001).  It is linked with the concepts, 

empirical research and important theories used in promoting and systemizing the knowledge 

espoused by the researcher (Peshkin, 1993) . 

 

  Independent variables                                                                            dependent variables  

  

 

  

Source: Own framework, constructed to frame this study on Literature based.   

Figure 1: Conceptual Framework of the study   
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2. 5 Hypothesis of the Study   

Hypothesis can be defined as a logically speculated relationship between two or more variables 

expressed in the form of a testable statement. Relationships are estimated based on empirical and 

theoretical literature reviews.  

H1:- Employee Compensation and Benefit will positively related to employee turnover intention 

in Office of Federal Audit General   

H2:- Employee Reward and Recognition will positively related to employee turnover intention in 

Office of Federal Audit General   

H3. Employee Career Development Scheme will positively related to employee turnover 

intention in Office of Federal Audit General.   

H4. Employee working condition will positively affect employee turnover intention in OFAG.  
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CHAPTER THREE:   

RESEARCH DESIGN AND METHODS  

3.1 Introduction   

In order to analyze the potential factors affecting employee turnover in case of Office of Federal 

audit general, thus the study applied a research methodology. This section provides an overview 

of the study‘s research approach, which lays within the mixed methods strategies. The chapter 

discusses procedures and activities under taken, focusing on namely the study‘s research design, 

questionnaire design, data collection, sampling strategy, data processing and analysis and 

instrument development. Besides, the section deals with a discussion on the validity, reliability 

and the ethical issues and the research model used in the study.  

3.2 Research design and methods  

3.2.1 Research Approach   

Based on the type of data it will employs, a research can follow quantitative, qualitative and 

mixed approaches. A quantitative research uses in research that have measuring and counting 

attributes, which largely depends on the measurement device or instrument, used. The approach 

involves the generation of data in quantitative form, which can be subjected to rigorous 

quantitative analysis in a formal and rigid fashion (Kothari., 2004). It is also often concerned 

with finding evidences to either support or contradict a hypothesis that contains concepts to be 

measured. Hence, this study applied mixed approach, which is quantitative, and qualitative that is 

appropriate to investigate the factors that affect employee turnover and relationship between the 

variables in line with the main objective of the research, which is planned to test. Mixed 

approach for this study is appropriate because it is the easiest and economical method of 

obtaining information through different mechanism. This approach is upon values of reason, 

truths and validity, and there is a focus purely on facts measured empirically on variables using 

quantitative methods survey, and qualitative method interview and statistical analysis of the data.  
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3.2.2. Research Design  

Research design is the blueprint for fulfilling research objectives and answering research 

questions (John Adams, Hafiz T.A. Khan, Robert Raeside and David White, 2007) . In other 

words, it is a master plan specifying the methods and procedures for collecting and analyzing the 

needed information. It ensures that the study would be relevant to the problem and that it uses 

economical procedures. The same authors discuss three types of research design, namely 

exploratory (emphasizes discovery of ideas and insights), descriptive (concerned with 

determining the frequency with which an event occurs or relationship between variables) and 

explanatory (concerned with determining the cause-and-effect relationships). The study used a 

descriptive and explanatory research design, in such a way that a descriptive research design 

used to describe the frequencies of the underling factors of employee turnover and the 

explanatory research design used to show the relation between independent and dependent 

variables that pertains to the research problem. Since the intention of this study is to assess the 

factors affecting employee turnover, the combined design is suitable and helpful in examining 

the frequency and show the relation between dependent and independent variable in order to 

conclude from the findings.   

Moreover, the study utilized cross-sectional in the sense that all relevant data was collected at a 

single point in time. The reason for preferring a cross-sectional study is due to the vast nature of 

the study and the limitation of time, and obtaining information from a cross-section of a 

population at a single point in time is a reasonable strategy for pursuing many researches (Janet, 

2006).  

3.3 Sample Size and Sampling Procedures   

Since, researcher have neither time nor the resources to analysis the entire population so it is 

better to apply sampling technique to reduce the number of cases.  

3.3.1 Target Population   

The target population is ―the entire aggregation of respondents that meet the designated set of 

criteria‖ (Burns & Grove 1997:236). Population is commonly related to the number of people 

living in a particular study area. The target populations for the study were 560 employees of 

Office of Federal Audit General in the head offices.   
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3.3.2 Sampling Design and Procedures   

Sampling involves a process of selecting a sub-section of a population that represents the entire 

population in order to obtain information regarding the phenomenon of interest. A sample is a 

sub-section of the population, which is selected to participate in a study. There are two methods 

of sampling, one yields probability samples in which the probability of selection of each 

respondent is assured. The other yields non-probability samples in which the probability of 

selection is unknown.  Since, the study population has similar idea and perception on the study 

problem those who are working in the study area due to time, finance and other related 

representative sample selected through systematic and scientific approaches. Therefore, this 

study used the probability sampling technique. Accordingly, simple random sampling technique 

is used in order to give equal chances of being studied for each members of the study population. 

Thus, simple random sampling used for the target population those who works in Office of 

Federal Audit General for data collection. However due to COVID 19 pandemic some of 

employees were not available in their office As a result, respondents were selected randomly and 

the data were collected conveniently  from those employee who are available in the office.   

3.3.3 Sample Size   

The study took in to account different factors that determine the sample size. Because determine 

sample size has its own systematic and scientific approach, among the factors the study take in to 

account accessibility and availability of appropriate respondent, research cost, time, sample size 

of previous studies and other‘s experience. Therefore, the study incorporated the sample size of 

the study those who are Audit service providers as per the above sampling techniques.   

  

Where N= Total Population  

           n = sample size              

e= error term  
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Thus, at 95% confidence Interval, and 5% of Margin of error  

Thus, from the target population of 560 employees of Office of Federal Audit General the study 

selected 233 respondents as a sample by using convenience-sampling technique. The sample size 

for this study is, therefore, 233, which is considered as representative and large enough to allow 

for precision, confidence and generalizability of the research findings.  

3.4 Data Source and Data Collection Method   

3.4.1 Data Source   

The study used both primary and secondary data sources. The secondary data were collected 

from HR Periodic reports, policies as well as files from the archives of the organizations. The 

selection of these data intentionally based on the expectation that they have better information 

and experience regarding employee turnover factors. Whereas the primary data is collected from 

managers and employees of the organization in different departments.   

3.4.2 Data collection method  

The study used both qualitative and quantitative method of data collection techniques. Survey 

Questionnaires are the main data collection instrument that used for the quantitative study 

methods. In this regard, the questioners were prepared and administered to meet the study 

objectives, questioners were distributed for employees, for managers of the organization. Thus, 

hand delivered questionnaires were distributed to collect primary data from each respondent. For 

further elaboration of issues related employee turnover factors in OFAG, OFAG some selected 

managers and human resource manager were contacted through interview and the information 

was focused on the employee turnover factors.   

3.5 Data Analysis Technique   

To test the proposed hypotheses, statistical analyses carried out using the following methods:  

First, descriptive statistics is used to describe the general information about the respondents‘ 

demographic situation and characteristics of the respondents (i.e. mean, frequency and standard 

deviation) of the variables (both dependent and independent). This is calculated over the sample 

period and in line with (Malhotra, 2007) which states using descriptive statistics methods helps 

the researcher in picturing the existing situation and allows relevant information. Then, a 



 

28  

  

correlation and regression analysis between dependent and independent variables also analyzed 

and interpreted.   

3.6 Validity and Reliability   

Validity is defined as the extent to which a concept is accurately measured in a 

quantitative study. Construct validity refers to whether you can draw inferences about 

test scores related to the concept being studied (Roberta Heale & Alison Twycross, 

2015). Therefore, the researcher was trying to search different literatures and select 

sustainability variables and their measurement. Validity and reliability are 

interconnected concepts. This can be demonstrated by the fact that a measurement 

cannot be valid unless it is reliable. Internal consistency is assessed using item-to-total 

correlation, split-half reliability. Cronbach‘s coefficient alpha is executed. Cronbach‘s 

coefficient alpha is an estimator of internal consistency. According to (Roberta and 

Alison, 2015)Alpha coefficient ranges in value from 0 to 1. The higher the score, the 

more internally reliable the generated scale is. Cronbach‘s coefficient alpha value over 

0.7 is believed to be acceptable reliability .The results from analysis indicated that the 

Cronbach‗s Alpha value suggested that the internal reliability in this study was 

acceptable and signified to be good.  

.       Table 3. 1 Summary of Scales & Cronbach's alpha Values  

No.  Variable of the study   No. Items  Cronbach’s alpha values  

1  Salary and Benefit   6  .746  

2  Career Development   6  .821  

3  Working Condition   6  .749  

4  Reward and Recognition     6  .867  

5  Employee Turn Over    6  .852  

   Total  30  .925 

Source: researcher’s own compilation of Survey data 2020  
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3.7 Ethical Considerations   

Conducting research, its design, data collection strategy, etc. require acceptable ethical 

considerations (Saunders, Lewis, & Thornhill, 2009, p. 160). The researcher, therefore, will 

require to be abide by the ethical research principles. From that point of view, respondents from 

the targeted area were transparently informed about the objective of the research. The researcher 

was made sure that the covering letter contains information about the investigation, the 

objectives of the data collection, the voluntary participation of the respondents, assurance 

regarding confidentiality and anonymity, the intention to reveal the findings up on completion of 

the study and the contact details of the researcher.  

  

3.8 Research Model Specification   

To examine the factors of employee turnover intension in and the effect on employee turnover 

intension and effect of factors of turnover variables on the same relationship, multiple regression 

was used with the following model.   

Yi = β0 + β1X1i + β2X2i +…+ βnXni + εi  

            Where: Yi is dependent variable for ith observation                          

Xi is independent variable for ith observation                          

β0 is the intercept;                           βs are regression 

coefficients                           εi is the error term for ith 

observation   

Where Yi=Turnover     

            β0= Constant  

         ßS are coefficients of independent variables,   

         Xs are column vectors for the independent variables in this case;  

o Salary and Benefit,  o Career Development,  o Working 

Environment, and  o Reward and Recognition;   

         εi is a vector of errors of prediction.   
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CHAPTER FOUR  

RESULTS AND DISCUSSIONS  

4.1 Introduction  

In this chapter the researcher presented the main findings from which the analysis was made. The 

researcher analyzed the results with respect to research objectives and research hypothesis from 

chapter one. The chapter presents the study findings, starting with descriptive statistics. Data 

analysis for descriptive statistics was made possible with the help of Statistical Package for 

Social Science (SPSS-23) software.  

As indicated earlier, this study attempts to examine the factors that affect employee turnover in 

case of office of federal audit general in Addis Ababa Ethiopia. A total of 233 usable 

questionnaires were obtained and used for analysis. 

4.2 Demographic Data of the Respondents  

A total of 233 questionnaires were distributed to respondents who works in Office of Federal 

Audit General Head office in Addis Ababa. All the questionnaires were returned with full 

information successfully. Hence, the questionnaire, which is coded and analyzed, had 

represented 100% response rate. This high response rate increases confidence for the 

generalization of the study findings.  

The samples of this study have been classified according to demographic background 

information collected during survey. The purpose of the demographic analysis in this research is 

to describe the characteristics of the sample such as the number of respondents‟ proportion of 

males and females‖ in the sample, range of age, academic qualification of respondents, the 

responsibility of the respondent, professional certification, and year of service in the 

organization. The demographic composition of the respondents is summarized and described 

respectively. The following tables summarized the demographic compositions of the 

respondents. 

Accordingly, the respondents were asked to indicate their sex, age, educational level, their 

responsibility and service years. Thus, the sex distribution shows that 158 of the respondents 

were male which is 67.8 % and 75 of the respondents were female that is 32.2 %. This implies 
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that majority of the respondents in the office of federal audit general are male since the data is 

collected from employees of the organization those who works in Head quarter at Addis Ababa 

office. However, 75(32.2) of the respondents were female which implies the service provision 

also given by females too. 

Table 4. 1 Sex of the Respondents 

Sex of Respondents Frequency Percent 

 Male 158 67.8 

Female 75 32.2 

Total 233 100.0 

 

According to the survey result the age of respondents, 117 of them (50.21%) fall under the age 

interval between 31-40 followed by 76 respondents those are 32.61% fall under 18-30 age group, 

27 respondents which is 11.58 % are under 41-50 the remaining 13, 5.57% of the respondents 

fall under the age group of 51+ respectively. 

Table 4. 2 Age of the Respondents 

This implies that the majority of the respondents and employees of the organization are those 

who are under the age between 18-40 which is 82.82 % that indicates the organization employees 

are within the working age groups and younger. This also indicates the working age group of the 

country involved in such professional organization in the country.     

Regarding the educational level of the respondent were asked to indicate their educational level 

and the response of this summarized with the following table. 

 

Age of the Respondent Frequency Percent 

 18-30 76 32.61 

31-40 117 50.21 

41-50 27 11.58 

51+ 13 5.57 

                                            Total 233 100.0 



 

32  

  

 

 

Table 4. 3 Educational level of the Respondents  

 

 

 

 

 

According to table 4.3 the majority of the respondents 136 (58.36%) completed a Bachelor 

Degree, followed by Diploma/TVET 59 (25.3%), Master‘s Degree 38 (16.3%). This indicates 

that most of the respondents (174) or 74.4 % are above diploma and only 25.3% were at 

Diploma/TVET level. 

The respondents were asked to indict their responsibility and the service year they have in 

OFAG. Accordingly, the response of the survey is summarized in the following table. 

Table 4. 4 Responsibilities and Service Years of the Respondents  

 

Educational Level of the Respondent Frequency Percent 

 Diploma/TVET 59 25.3 

Bachelor Degree 136 58.36 

Master’s Degree 38 16.3 

PhD 0 0 

                                                     Total 233 100.0 

  Frequency Percent 

Responsibilities of the 

Respondents 

 Director/Manager 7 3 

Senior Auditor 67 28.75 

Auditor 

Junior Auditor 

95 

64 

40.77 

27.46 

                                 Total 233 100.0 

 
Service years of the 
Respondents 

 
< 2 years 

2-5 years 

5-8 years 

> 8 years 

                            Total 

39 

102 

51 

41 

233 

 

16.7 

43.8 

21.9 

17.6 

100.0 
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Regarding the responsibility of the respondents indicates that 95 about 40.77% of the 

respondents were Auditor, followed by 67 of respondents those who are about 28.75% were 

senior auditor, and 64 of respondents about 27.46% of them were Junior Auditor and the 

remaining 7 about 3% of them were managers. Theses implies that the organization contains 

employees from Junior or fresh Graduate to senior expertise and mangers.  

With respect to the service years of the respondents, 43.8% of the respondents fall under 2-5 

years of experience in the organization. This is followed by 21.9 % and 17.6% of them fall under 

the service years of 5-8 years of service and greater than eight years of service in the 

organization respectively. The remaining 16.7 % of the respondents were fall under the age of 

less than two years of experience in the area. These indicates that the organization have senior 

staff those who works more than two years as junior Auditor, Auditor, Senior Auditor and 

Managerial level.  

The respondents were asked to indict their educational Background field of study, and area of 

certification respectively, Accordingly, the response of the survey is summarized in the 

following table. 

Table 4. 5 Field of Study and Area of Certification   

 

Regarding the field of study of the respondents indicates that 133 about 57 % of the respondents 

were studied Accounting, followed by 51 of respondents those who are about 21.88% were 

studied Management, and 26 of respondents about 11.15% of them were studied economics and 

  Frequency Percent 

 
Field of study 

 
Accounting 

Management 

Economics 

Others 

                            Total 

133 

51 

26 

23 

233 

 

57.08 

21.88 

11.15 

9.87 

100.0 

 

Professional Certification   
CPA 

CMA 

ACCA 

No Certification  

Total 

7 

0 

13 

213 

233 

3  

0  

5.57  

91.4 

100.0 
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the remaining 23 about 9.87% of them were others. Theses implies that the majority of the 

employees were studied Accounting which is directly related with the nature and functions of the 

organizations.  

With respect to the professional Certification of the respondents, 91.4 % of the respondents 

which is the majority of the respondents only have academic qualifications than professional 

certification in the area of their jobs. As the table above showed that 213 employees didn‘t have 

certification. This is followed by 5.57 % and 3% of the respondents have professional 

certification of ACCA, and CPA respectively. These indicates that the organization have 

academically qualified employees in the area of business that includes Accounting, Management, 

and Economics with few professionally certified employees.  

4.3 Descriptive Statistics  

Concerning the perceptions of the respondents on the factors of employee turnover in office of 

federal audit general head office in Addis Ababa head office were twenty-four statements 

categorized in factors (Salary and Benefit, Career Development, working condition, and reward 

and recognition) and employee turnover with six statement of the organization employee 

turnover head office in Addis Ababa and the results are a summary of a five-point Likert scale 

containing mean, standard deviation (SD) and Skewness. 

Accordingly, the mean value of the descriptive statistics analyzed and interpreted based on the 

following range. Therefore, when the mean value ranges from 1- 1.80 (Strongly Disagree), from 

1.81- 2.60 (Disagree), 2.61- 3.40 (Neutral), 3.41-4.20 (Agree) and from 4.21 – 5.00 (Strongly 

Agree) respectively. 

Table 4. 6 Descriptive Statistics  

Descriptive Statistics 

 

N Sum Mean Std. Deviation Skewness 

Statistic Statistic Statistic Statistic Statistic Std. Error 

Factors of Turnover 233 816.63 3.50 .298 -.350 .159 

Employee Turnover 233 962.33 4.13 .546 -.989 .159 

Total 233      

 

The results, presented in table 4.6, indicate that employee turnover factors with a mean value of 

(m=3.50). This implies that the respondents agree that turnover factors affect the employee 
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turnover in the organization. Furthermore, employee turnover in the organization within the 

premises of factors of employee turnover is significant consequently respondents‘ in general 

have a positive perception towards turnover factors on employee turnover. 

 

 

Table 4.4. 1 Employee Salary and Benefit  

From the above table 4.3.2, we can see that the highest mean score of M=4.54; SD=1.002 was 

for the responses of wither the payment scheme has Significant Impact on employee Turnover. 

This indicates that the respondents agree that payment scheme has Significant Impact on 

employee Turnover. Furthermore, the as the table indicates that the respondents disagreed that 

the organization Salary and allowance are equivalent with the service they provided, the payment 

scheme in the OFAG is very attractive, and the salary they get is sufficient regarding the position 

they have in the organization. These indicated by the mean value of M=2.21; SD=.932, and 

M=2.20; SD=.835, and M=2.02; SD=.801, respectively. This indicated that the organization 

salary and allowance is not equivalent with the service they provide, the payment scheme in the 

organization is not attractive to employee as compare to others, and the salary they got in the 

organization is not sufficient. Thus, all the above salary and benefit related factors affects the 

employee retention for long in the organization. In addition, the respondents strongly agree that 

the payment by the organization is not equivalent with the effort they exerted on their work, and   

the salary is not equal with others who have similar position in other organization.  This is 

indicated by M=1.20 and M= 1.21 respectively. Since the Mean (M) values of the above 

variables ranges from a positive lowest mean value to a highest mean value of (M=1.20 and M= 

4.54) respectively there is a positive relationship among the variables which is employee salary 

Descriptive Statistics 

 N Mean Std. Deviation 

The payment scheme has Significant Impact on employee Turnover 233 4.5408 1.002 

The organization Salary& allowance are equivalent with the service you provide. 233 2.2146 .932 

The payment scheme in the OFAG is very attractive 233 2.0343 .801 

The salary I get is sufficient regarding the position I have 233 2.2060 .835 

The payment by the organization is equivalent with the effort you exerted 233 1.2017 .654 

My salary is equal with others who have similar position in other organization. 233 1.2189 .691 

Total 233   
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and befits with that of employee turnover. Therefore, employee salary and benefits affect the 

employee turnover rate of the organization. This means the better the employee salary and 

benefits the lesser the employee turnover rate of an organization. Thus, there is a strong 

relationship between turnover factors and employee turnover in a given organization. 

 

 

Table 4.4. 2 Career Development  

Descriptive Statistics 

 N Mean Std. Deviation 

Training and Development program are well Organized 233 4.1330 .75680 

The training program equally accessible for all employees in the organization 233 3.9871 1.03591 

The contribution of training fills the knowledge gap, know how in the work place 233 4.2146 .66718 

The organization supports me by providing training in order to improve my skill 

with the field. 
233 3.0343 .88016 

Employees are promoted on regularly base 233 2.2060 .78814 

The promotion in the organization is fair 233 2.2017 .66798 

Valid N (listwise) 233   

 

Unlike the employee salary and benefit, the career development was relatively having a high 

mean value. The minimum mean value for the career development variable ―the promotion in the 

organization is fair‖ were M=2.201 while the maximum mean M=4.21 the contribution of 

training fills the knowledge gap, know how in the work place which shows respondents are 

relatively satisfied on importance and contributions of on job training. The table also shows 

employees agreed that the training which is given for employees are well organized which is 

high (M=4.13, SD= .756). This is followed by the training program equally accessible for all 

employees in the organization with the mean value of (M= 3.98, SD= 1.035), and the 

organization supports the employees by providing training in order to improve their skill with the 

field with a mean value of (M= 3.03, SD= .880) respectively. In addition to this, we can see that 

respondents disagree that Employees are promoted on regularly base in the organization and 

employee promotion in the organization is fair with the mean value of (M=2.206; SD=.788), 

(M=2.201; SD=.667) respectively. Overall, the minimum and maximum means were (M=2.201 

& M=4.21) which indicates that a moderate effect on the employee turnover in an organization 

affected by the relative factors of career development, which means if there is a moderate 
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increase in the independent variables (career development), there will be a moderate change in 

the employee turnover of the organization. For instance, in the above table, if there is well 

organized and managed training and development program in the organization (M=4.21), there is 

a possibility of decreasing employee turnover intension in an organization. Therefore, there is a 

strong relationship between career development and employee turnover. 

 

Table 4.4. 3 Working Condition  

Descriptive Statistics 

 N Mean Std. Deviation 

My organization working environment is attractive to work 233 2.2704 . 87090 

Basic resource is available for my work 233 2.2747 . 87203 

The arrangement of office layout is convenient for employee 233 3.9871 1.03591 

I feel secured in my organization 233 2.2189 .66901 

I have good relationship with all my co-workers 233 3.1330 .87203 

Working Condition Enable me have Proper life balance 233 2.4034 .96507 

Valid N (listwise) 233   

 

As we can see from the above table, the minimum mean value ranges M=2.21 to the maximum 

mean ranges M=3.98. We can see that the employee turnover in the organization by the working 

condition of the organization, this indicated by employee disagree that they feel secured in their 

organization with the mean value of (M=2.21; SD=.669) in which the respondents showed that as 

an indicator of job and organization security they agreed that they are unsecured in their 

organization, Followed by the organization working environment is not attractive and basic 

resources are not available in the working environment and working condition enable employee 

to balance life properly as well with the mean value of (M= 2.270, SD= .872), (M= 2.274, SD= 

0.870), and (M= 2.403, SD= .965), respectively. The remaining mean value indicates that the 

arrangement of office layout employee relation with other collogue were indicated by (M= 

3.987, SD= 1.035) and (M= 3.133, SD= 1.872) respectively. This indicates that respondents 

agreed that employee working condition affects the turnover effects of the organization 

employees. Therefore, when we look at the aggregate result, the respondents agreed employee 

working condition as a factors of employee turnover it contributes to increase the rate of return 

when employee feel insecure in their organization, the working environment is not attractive, 

resources are not available, and the office layout and employee relation is good in the working 



 

38  

  

organization. Thus, the respondents agreed that employee working condition contributes for 

employee turnover rate in an organization. Since the above table showed that majority of the 

respondents agreed that employee working condition as a factor of employee turnover in an 

organization there is undeniable relation.   

 

 

Table 4.4. 4 Reward and Recognition  

Descriptive Statistics 

 N Mean 

Std. 

Deviation 

The reward system in the organization is adequate 233 2.3991 .46463 

The Recognition system in the OFAG have significant impact on employee Turnover 233 4.5365 .86463 

There is satisfactory recognition for those who have better achievement in the institute 233 2.5365 1.15210 

I have received the right amount of appreciation or recognition letter for my good work 233 2.4077 .56550 

The existence of recognition for good work, has given me an opportunity to do extra 

work. 
233 2.5408 1.15569 

I often receive recognition for my work achievement 233 4.2146 .66718 

Valid N (listwise) 233   

 

The above table, shows that the minimum mean value ranges are M=2.39 to M= 2.54 while the 

maximum mean ranges M=4.21to M=4.53. This indicates that all the variable under the 

organization reward and recognition strongly affect the employee turnover. Since the 

organization reward and recognition policy, procedures and its implementation have a vital role 

in order to minimize the employee turnover rate it needs higher emphasis. According to the 

above table under reward and recognition factors of employee turnover the respondents disagree 

that the organization reward and recognition policy, procedures and respective implementation 

minimize employee turnover, thus, the reward system in the organization is adequate, employee 

received the right amount of appreciation or recognition letter for their work, there is satisfactory 

recognition for those who have better achievement in the organization, and the existence of 

recognition for good work, has given an opportunity to do extra work. This indicated by the 

respective mean value of all the above reward and recognition parameters specified were ranges 

from   M=2.39, M= 2.407, M=2.536 and M= 2.540 respectively. This implies that respondents 

agreed that the organization reward and recognition policy, procedures and its implementation 
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affect the employee turnover rate, there for as per the above stated parameters majority of the 

respondents disagree on the specified measures of reward and recognition and employee 

turnover. 

 

Table 4.4. 5 Employee Turnover Factors  

Descriptive Statistics 

 N Mean Std. Deviation 

Salary and Benefits 233 2.9027 .38104 

Career Development 233 3.1295 .56967 

Working Condition 233 3.2146 .52245 

Reward and Recognition 233 2.7725 .83906 

Valid N (listwise) 233   

 

The above table, shows that the minimum mean value ranges are M=2.77 and 2.90 while the 

maximum mean is M=3.12 and M=3.21. This indicates that all the variable under the factors of 

employee turnover aggravate employee turnover rate in office of federal audit general. Since the 

organization is responsible for the effective management and administration of the national 

economy and deliver reliable and objective information of audit report to support the house of 

people‘s representatives in carrying out its responsibilities, to strengthen the performance and 

accountability of the federal government for the benefit of the Ethiopia people, thus there should 

be better employee retention mechanism. According to the table above indicates that the four 

employee turnover factors such as, employee reward and recognition, Salary and benefits, 

employee career development, and employee working condition strongly affect employee 

retention. This indicates that due to poor managements and controlling of employee turnover 

factors the organization unable to retain its employees for long. As the mean value indicated that 

the respondents agreed that employee turnover factors play a vital role in organization employee 

turnover. 
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4.4. 6 Employee Turnover  

Descriptive Statistics 

 N Mean Std. Deviation 

I plan to leave my current organization 233 4.0343 .88016 

I will look for a new job opportunity in next year 233 4.2060 .78814 

I will leave voluntarily my present organization under any situation 233 4.2017 .66798 

I often think about quitting 233 4.2189 .66901 

I am actively looking for Job in other Organization 233 4.1330 .75680 

I stayed at the current Job because I do not have other options 233 3.9871 1.03591 

Valid N (listwise) 233   

 

According to the above table, shows that the mean value is M=3.98 which implies that the 

respondents agree that they stayed at the current job because of lack of other options. Whereas 

the maximum value ranges from M= 4.03 to 4.20. This indicates that all the variable under the 

employee turnover intension strongly agreed by majority of the respondents. Since employee 

turnover intension play a vital role in employee turnover rate of the organization. According to 

the table above indicates that there is a strong intension of turnover of employees in the 

organization which will affect the organization operation as well. According to the response, one 

can conclude that employees are looking for better job opportunity from outside and decide to 

leave the organizations if they get better opportunity. As the table showed that High means 

express high agreement with the statement, moderate mean express moderate agreement while 

low means stand for lower agreement. Based on the above bench marks the mean almost all are 

above M= 4.03 indicates that employees have high intention to leave the organization. This 

shows that there is a strong positive relationship between employee turnover factors and 

employee turnover intension in Office of Federal Audit General.   

  

4.4 Data Analysis   

4.4.1 Correlation Analysis  

The correlation coefficient depicts the basic relationship across two variables: ―Do two variables 

tend to increase together (Co-together) or to change in opposite directions and, if so, by how 

much? The two most commonly used statistical techniques to analyze relationships between 

continuous variables are the Pearson correlation and linear regression.  
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The Pearson correlation coefficient is used to quantify the strength and direction of the 

relationship between continuous variables. The primary objective of correlation analysis is to 

measure the strength or degree of linear association between two variables. The correlation 

coefficient examines the strength and direction of the linear relationship between two variables. 

Since the correlation, analysis shows the degree of association between variables and that 

indicates the direction in which the variables associate - positively or negatively. The strength of 

association can be categorized from very low with correlation coefficient (r) less than 0.2 to very 

high with coefficient greater than 0.9. The sign of the relationship indicates the direction of 

relationship. A correlation of 0 indicates there is no straight‐line relationship at all (SPSS v.23 

manual). Correspondingly, the effect size for a correlation measures the strength of the 

relationship. For correlation, serves as the numeric measure of the effect size whose strength can 

be interpreted (Dennis Howitt & Duncan Cramer, 2004)    

Correlation coefficient                                                                    Interpretation   

   (-1.00 to -0.8]                                                                                      Strong    

   (-0.8 to -0.6]                                                                                        

Substantial        

   (-0.6 to -0.4]                                                                                        

Medium   Negative  

   (-0.4 to -0.2]                                                                                        Low   

   (-0.2 to 0.2)                                                                                         Very Low   

   [0.2 to 0.4)                                                                                            Low   

   [0.4 to 0.6)                                                                                           

Medium   Positive  

   [0.6 to 0.8)                                                                                           Substantial           

   [0.8 to 1.00)                                                                                         Strong   

Effect sizes smaller than 0.10 would be considered trivial. These terms (small, medium, and 

large) associated with the size of the correlation are intended to provide users with a specific 

word that can be used to describe the strength of the correlation in a write-up (SPSS v.23 

manual). The illustration below specifies the correlation coefficients for the relations between the 

control, variables independent and dependent variables. In this correlation analysis it is relevant 
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to focuses mainly the relationship that exists between the dependent variable and the other 

categories.   

Accordingly factors of employee turnover and employee turnover Intension, are with moderately 

high correlation coefficient which indicates the large effect of one variable over the other and 

their association is  statistically significant.   

However, the most significant element in this correlation analysis is the relationship between the 

dependent variable and other explanatory variables. Both the level and direction of their 

association allows for other higher-level analyses in the research. Thus, as a rule strong 

correlation between dependent and independent variables is recommended. In general correlation 

coefficients greater than 0.7 are considered as high correlation.  

The correlation analysis is done in pursuit of testing if there is any relationship between each of 

the mentioned independent variable and dependent variables of employs intention to turnover. 

The analysis shows that there is negative and significant (r = -0.698, p = 0.000) association 

between intention to leave job and employee salary and benefits. This indicates when the 

relationship between employee salary and benefits provided to employees is not attractive the 

intention to leave job become increases. Career development also had negative and significant (r 

= -0.958, p = 0.000) association with employee turnover intension; from the correlation we can 

understand whenever the fair and clear career development scheme factors increases the intention 

to turnover would be decreased. The analysis further shows that there is a significant (r = - 0.621, 

p = 0.000) and negative relationship between intention to leave job and employee reward and 

recognition; this therefore, indicates as the reward and recognitions of employee getting lower 

and lower employees‘ intention to leave the job will increase. Furthermore, there is a significant 

(r = 0.374, p = 0.000) and negative association between intention to leave job and employee 

working condition; the association revealed that as the employee working conditions and 

environment becomes attractive and convenient their intention to leave the job also decrease and 

the reverse is true in all cases. In general employee turnover factors had significant and negative 

correlation with employee intension to turnover. As it is indicated in the table above employee 

turnover factors and employee intention to leave a job/turnover had negative and statistically 

significant relation  
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Table 4. 5 Pearson Correlations  

Correlations  

   Employee  

Turnover  

Salary and  

Benefits  
Career 

Development  
Working 

Condition  

Reward and  

Recognition  

Employee Turnover  

Factors  

 

Employee Turnover  

  Pearson Correlation  

Sig. (2-tailed)  

N  

1  -.698
**
  -.958

**
  -.134

*
  -.621

**
  -.502

**
   

  .000  .000  .040  .000  .000  

233  233  233  233  233  233  
 

Salary and Benefits  

  
Pearson Correlation  

Sig. (2-tailed)  

N  

-.698
**
  1  .806

**
  -.093  -.203

**
  .520

**
  

 

.000    .000  .156  .002  .000  

233  233  233  233  233  233  

Career/ Development  

  
Pearson Correlation  

Sig. (2-tailed)  

N  

-.958
**
  .806

**
  1  -.056  -.630

**
  .267

**
  

.000  .000    .392  .000  .000  

233  233  233  233  233  233  

Working Condition  

  
Pearson Correlation  

Sig. (2-tailed)  

N  

-.134
*
  -.093  -.056  1  .494

**
  .728

**
  

.040  
.156 

233  

.392    .000  
.000 

233  233  233  233  233  

Reward and Recognition Pearson Correlation  

  Sig. (2-tailed)  

N  

-.621
**
  -.203

**
  -.630

**
  .494

**
  1  .553

**
  

.000  .002  .000  .000    .000  

233  233  233  233  233  233  

Employee Turnover  Pearson Correlation  

Factors
  

Sig. (2-tailed)  
  

N  

-.502
**
  .520

**
  .267

**
  .728

**
  .553

**
  

1  

.000  .000  .000  .000  .000    

233  233  233  233  233  233  

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

* Correlation is significant at the 0.05 level (2-tailed).                     43  
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4.4.2 Diagnostics of Assumptions in Regression  

Regression analysis is about predicting the future (the unknown) based on data collected from the 

past (the known). A regression analysis determines the mathematical equation to be used to 

figure out what will happen, within a certain range of probability. It analyzes one variable, the 

dependent variable, taking into consideration the effect on it by one or more factors, the 

independent variables. The analysis determines that some independent variables have more effect 

than others, so their weights must be considered when they are the basis of a prediction. 

Regression analysis, therefore, is the process of looking for predictors and determining how well 

they predict.   

The regression with only one independent variable considered, is a simple regression. But this 

study uses more than one independent variable, it uses multiple regressions analysis that shows 

the influence of two or more variables on a designated dependent variable. The result of this 

sequence is to produce a regression analysis that identifies which of the Factors of employee 

turnover predictors (Salary and Benefit, Career Development, Working Condition, and Reward 

and Recognition) have the greatest influence on the dependent variable (Employee Turnover 

Intension) of the Office of Federal Audit General Head office in Addis Ababa.   

Formerly conducting a regression analysis, the basic assumptions concerning the novel data must 

be made. This is a required prerequisite in explaining the relationships between dependent and 

explanatory variables. Five major assumptions have to be checked and proved to be met 

reasonably well. In this study these important least square assumptions were checked and 

explained as follows.  

4.3.2.1 Linearity  

Linearity refers to the degree to which the change in the dependent variable is related to the 

change in the independent variables (Darlington, 1968). To determine whether the relationship 

between the dependent variable employee turnover intension and the predictor variable factors of 

employee turnover, is linear; plots of the regression residuals through SPSS V23 software had 

been used. To test the linearity of associations, scatter plot diagram with line of fit can be used to 

see if the distribution can be represented by linear relationship.  
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Figure 1 Scatter Plot with Fit Line  

From the above graph the scatter plot of residuals shows no large difference in the spread of the 

residuals as you look from left to right on the diagonal on figure above. This result suggests the 

relationship we are trying to predict is linear. as shown in Figure, all the two relationships 

between dependent and independent variables (Employee Turnover Intension and Employee 

Turnover Factors) fit reasonably with linear pattern and it holds that linearity assumption is met.   

4.3.2.2. Normality  

Secondly, the linear regression analysis requires all variables to be multivariate normal 

(Darlington, 1968). This assumption can best be checked with a histogram and a fitted normal 

curve or a P-P Plot. As per the Classical Linear Regression Models assumptions, the error term 

should be normally distributed or expected value of the error‘s terms should be zero (E(ut)= 0).  

Thus, the closer the dots lie to the diagonal line, the closer to normal the residuals are distributed.  

  

    
 

Figure 2 Histogram and P-Plot of Standardized Residuals  

The histogram in Figure looks normal and, in the P-P plots also the dots are reasonably closer to 

the normal line. The combination of both inspections support that the residuals are normally 
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distributed. As you can see, although there are some residuals (e.g. those occurring around 0) that 

are not that much far away from the curve, many of the residuals are fairly close to 0. Moreover, 

the histogram is bell shaped which lead to infer that the residual (disturbance or errors) is 

normally distributed. Thus, no violations of the assumption normally distributed error term.  

4.3.2.3. Multicollinearity Test between Study Variables   

Thirdly, linear regression assumes that there is little or no multi-co linearity in the data. 

Multicollinearity is a Statistical phenomenon in which predictor variable in a logistic regression 

model are highly correlated. Multicollinearity occurs when the independent variables are not 

independent from each other. A second important independence assumption is that the error of 

the mean has to be independent from the independent variables. Thus, the finding shows that: -  

Correlation matrix: - when computing the matrix of Pearson's Bivariate Correlation among all 

independent variables the correlation coefficients need to be smaller than 1. Thus, from this 

research finding correlation table indicates that the independent variable has correlation 

coefficient less than one.    

Tolerance: - the tolerance measures the influence of one independent variable on all other 

independent variables; the tolerance is calculated with an initial linear regression analysis. If this 

value is very small (less than 0.10), it indicates that the multiple correlation with other variables 

is high, suggesting the possibility of multi–Collinearity Tolerance is defined as T = 1 – R² for 

these first step regression analysis. Thus, from the finding in coefficient table the tolerance value 

except Control variable tolerance value were equal to one.   

Variance Inflation Factor (VIF): -the variance inflation factor of the linear regression is 

defined as VIF = 1/T. Similarly, with VIF > 10 there is an indication for multicollinearity to be 

present; with VIF > 100 there is certainly multicollinearity in the sample. Thus, from the 

coefficient table all VIF values are less than 10. Simply the value is not more than 1.0, this 

confirms there is no violations of little or no Multicollinearity between independent variables.    

Simply, from the below correlation table 4.6 there is no strong pair-wise correlation between the 

explanatory variables (Predictors) As a rule of thumb, intercorrelation among the independent 

variables above 0.80 signals a possible multi-co linearity problem. In this study the three 

tolerances are above 0.4 and, therefore, the amount of variation in that construct is not explained 
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by other predictors. All of them indicated that there is no multicollinearity problem. Table 4. 6 

Collinearity Test  

Coefficients
a
  

Model  

 
Unstandardized  

Coefficients  

Standardized  

Coefficients  

t  Sig.  

Collinearity  

Statistics  

B  Std. Error  Beta  Tolerance  VIF  

 

(Constant)  

Salary and Benefit  

Career Development   

Working Condition   

Reward and Recognition  

1.346  .136    9.931  .000      

.089  .036  .113  2.449  .015  .570  1.755  

.243  .045  .303  5.362  .000  .379  2.642  

.071  .037  .083  1.913  .056  .640  1.562  

.245  .037  .345  6.647  .000  .450  2.220  

a. Dependent Variable: Employee Turnover Intension   

  

4.3.2.4. Homoscedasticity  

Homoscedasticity test, which refers to whether residuals are equally distributed, or presence of 

equality of variance/homogeneity of variance (Osborn & Waters, 2002). Homoscedasticity can 

be checked by visual examination of a plot of the standardized residuals by the regression 

standardized predicted value. If the error terms are distributed randomly with no certain pattern, 

then the problem is not detrimental for analyses. Figure below shows that the standardized 

residuals in this research are distributed evenly indicating heteroscedasticity is not a serious 

problem for this data.  

  
  

Figure 3 Scatterplot of standardized Residuals  
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4.3.2.5 Autocorrelation    

Autocorrelation refers to the degree of correlation between the values of the same variable across 

different observations in the data. Thus, autocorrelation or the independence of errors refers to 

the assumption that errors are independent of one another, implying that subjects are responding 

independently (Stevens, 2009). Durbin-Watson statistic can be used to test the assumption that 

our residuals are independent (or uncorrelated). This statistic can vary from 0 to 4. For this 

assumption to be met, the DW value needs to be close to 2. Values below 1 and above 3 are 

problematic and causes for concern that implies greater positive or negative autocorrelation.  

The table above implies that the DW value is greater than 1 and close to 2, and autocorrelation is 

not a concern with Durbin-Watson value of 1.634. Therefore, it is possible to say the 

autocorrelation test has been met.  

Table 4. 7 Durbin Watson Statistics  

Model Summary
b
  

Model  R  R Square  Adjusted R Square  

Std. Error of the  

Estimate  Durbin-Watson  

1  
.724

a
  

.524  .519  .49109  1.634  

a. Predictors: (Constant), Salary and Benefit, Career Development, Working Condition, Reward and  

Recognition  

b. Dependent Variable: Employee Turnover Intension   
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4.5. Regression Analyses   

Regression analysis is about predicting the future (the unknown) based on data collected from the 

past (the known). This study uses more than one independent variable; it also used multiple 

regressions analysis that shows the influence of two or more variables on a designated dependent 

variable.   

Multiple regression analysis applied to find out whether there was statistically significant relation 

surfaced between Employee Turnover Intension and the four identified factors of turnover. 

Moreover, it helped to devise a formula that shows the relation between the dependent variable 

(Employee Turnover Intension) and the independent variables Employee Turnover factors such 

as (Salary and Benefits, Career Development, Working Condition, and Reward and Recognition)  

This part of analysis includes a regression model to test their extensive relations. Four extracted 

factors were taken as independent variables against organizations employee turnover intension as 

dependent variable in a multiple regression model.   

The results of multiple regression analysis where enter entry method used a dependent variable 

and any number of predictor (independent) variables are designated are presented in the table. 

Table 4. 8 Direct effect Statistics  

 Model Summary    

Model  R  R Square  Adjusted R Square  Std. Error of the Estimate  R square Change  

1  
.724

a
  

.524  .519  .49109  .542  

a. Predictors: (Constant), Salary and Benefit, Career Development, Working Condition,  Reward and 

Recognition   

  

The first statistic to look for in SPSS output when performing regression analyses is if Sig.-F is 

significant or not by seeing (―ANOVA‖) table. The table shows the goodness of fit of the model. 

The lower this number, the better the fit.  Typically, if ―Sig.‖ is greater than 0.05, we conclude 

that our model could not fit the data (See annex E) If Sig. < .01, then the model is significant at 

99%, if Sig. < .05, then the model is significant at 95%, and if Sig. <.1, the model is significant at 

90%. Significance implies that we can accept the model. If Sig>., 1 then the model was not 

significant (a relationship could not be found) or "R-square is not significantly different from 

zero."  



 

51  

  

The table above illustrates the correlation coefficient, denoted by R, become 0.724 at 5% 

significance level. To be precise, R (the multiple correlation coefficient) shows the relationship 

between the study variables. Thus, the finding indicates that there was a strong relationship 

between the variables under consideration. The R squared is coefficient of determination, which 

tells us the variation in the dependent variable due to changes in the independent variable, and 

the findings in the above table revealed that the value of R squared was 0.524. It shows 52.4% 

variation on Employee Turnover Intension emanates from turnover factors (Salary and Benefits, 

Career Development, Working Condition, and Reward and Recognition). In fact, it is a strong 

explanatory power of regression and the remaining unexplored variables may explain the 

variation in turnover of the organization.  

The regression model summary presents how much of the variance on employee turnover 

intension is explained by the predictor variables. The adjusted R square indicates 52% of the 

variation in employee turnover intension is explained by the combined effect of the four 

predictor variables, i.e. Salary and Benefits, Career Development, Working Condition, and 

Reward and Recognition.  

Table 4. 9 ANOVA Analysis Result   

ANOVA
a
  

Model  
 

Sum of Squares  df  Mean Square  F  Sig.  

1  

Regression  

Residual  

Total  

104.139  4  26.035  107.952  
.000

b
  

  

  
94.779  393  .241    

198.918  397      

a. Dependent Variable: Employee Turnover Intension  

b. Predictors: (Constant), Salary and Benefits, Career Development, Working Condition, and  

Reward and Recognition  

  

The ANOVA tells us whether the overall model is statistically significant and is good in 

predicting the outcome variable. (F) Value is (107.952) at 0.000 p- value which indicates that the 

regression model is fit and significant. This implies if we take the four-predictor variables 

together as a group, they predict the employee turnover intension significantly. 

  

 



 

52  

  

 

 

Table 4. 10 Durbin Watson Statistics  

Model  

 
Unstandardized  

Coefficients  

Standardized  

Coefficients  

t  Sig.  B  Std. Error  Beta  

 

(Constant)  

Salary and Benefit  

Career Development   

Working Condition   

Reward and Recognition  

1.346  .136    

9.931  

2.449  

5.362  

1.913  

6.647  

.000  

.015  

.000  

.056  

.000  

-.089  .036  -.113  

-.243  .045  -.303  

-.071  .037  -.083  

-.245  .037  -.345  

The coefficient table indicates level of effect of each variable has on the dependent variable. The 

highest beta value of Time β = -0.245 indicates that the variable ―Reward and Recognition‖ has 

relatively a strong degree of importance for employee turnover intension followed by career 

development with the value of β = -0.243 than any other variables in the study. Salary and  

Benefit, and working Condition variables and their degree of importance beta values are 

β=0.089, and β=-0.071 respectively regarding the employee turnover intension. Therefore, all the 

predictor variables are statistically significant and have a positive impact on the employee 

turnover intension since their p- value is < 0.05. Standardized coefficient (Beta value) indicates 

the degree of importance each variable has towards employee turnover intension as a result, the 

affecting variables can be ranked in the following order on the basis of their contribution.  

Reward and recognition come first with the highest standardized beta value (β =-0.345), followed 

by career development (β =-0.303) and salary and benefit ranked third with beta value (β =-

0.113), the Furth one is working condition with beta value (β=-.083). In addition, the beta value 

on the coefficients table indicates the level of effect or impact each variable has on the dependent 

variable. If we consider Reward and Recognition, the one with the highest standardized beta 

value, for every additional standard deviation (SD) of reward and recognition for employee in the 

organization arise, one would expect a gain of -0.345 SD points on the organization employee 

turnover intension minimized and retention, other variables are held constant. If we use the 

unstandardized beta value, the expression will be as follows: for action to be rewarded employee 

in their work by the one would expect a -0.245 unit retain in organization employee turnover 
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intension. Therefore, from among the four variables, Reward and Recognition contributes the 

strongest unique effect on employee turnover Intension. Thus, Office of Federal Audit General 

should focus on keeping in touch turnover factors so as to have retained employees for long in 

the organization respectively.  

4.6 Interview Result with Selected key Informants   

As it was explained in the methodology part of this research, there was interview with the 

organization managers to support and make the result concrete. From this discussion, information 

was gathered in relating with; employee turnover, and the contributory factors.   

Do you think employee turnover in OFAG is a serious problem?  

The respondents all agreed with the question, that the employee turnover is a very serious 

problem in Office of Federal Audit General. Since the organization is constantly struggling with 

attracting and maintaining the best employees, while trying to keep costs at a minimum. Not 

putting enough effort into retaining employees is a mistake that is made over and over again 

because the impact of turnover is not always directly evident. Organizations have seen that a 

poor economy does not mean quality people automatically come flooding their direction. 

Although most managers and leaders are aware that there are consequences of high turnover, 

many have not taken the time to view them all at once. The respondent believed that turnover 

rate among the attendants is a very serious problem especially organization mission and 

objectives accomplishment. Managers are also complaining about the attendant turnover rate as 

well.  

What is your opinion about the intensity of employee turnover in OFAG?  

The respondents agreed the Employees resign for many different reasons. Sometimes it is the 

attraction of a new job or the prospect of a period outside the workforce that 'pulls' them. On 

other occasions, they are 'pushed' to seek an alternative because they are dissatisfied in their 

present job. These ‗push‘ factors range from a lack of career opportunities to organizational 

changes. The move might also be prompted by a combination of both ‗pull‘ and ‗push‘ factors.  

Which factor do you think have the mostly affect turnover in your organization? What 

should be done to handle employee turnover?  
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The respondents agreed that the major factors of employee turnover in OFAG is not different 

from others since employee turnover are highly affected by salary and benefit, career 

development organizational environment, and employee reward and recognition, lack of training 

and development, lack of motivation and others. According to the respondents, the most factors 

of employee turnover in office of federal audit general are salary and career development. Thus, 

the organization human resource management should improve employee-working environment 

by providing a safe and healthy working environment with modern and latest office facilities and 

equipment. Better office layout such as open office layout equipped with full-equipped first aid 

kits and emergency facilities should be provided. The management should offer flexible working 

schedules to foster employees work life balance, acknowledgement and positive feedback should 

be provided to hardworking employees. The organization human resource management should 

promote open communication within the organization in order to promote an amenable 

environment that allows workers to interact freely and give out their ideas that promote room for 

growth. The organization management should create partnerships by treating employees as 

associates in the organization in order to improve the level of employee relations within the 

organization. The management should drive learning through career, peer counselor seminars 

that enrich employees‘ knowledge to avoid employee stagnation and timidity. The organization 

management should offer employees professional growth through delegation and team building, 

encourage employee wellness physically or mentally through free subscription to a gym or a 

health spa. Finally, various employee benefits such as medical, travelling, holiday, scholarship 

and pension benefits should be provided.  

Do you make exit interview, when employees quit?  

It is an awful thing when an excellent employee leave. In some companies, there is an attitude of 

apathy or contempt when this happens. Those companies are not only leaving a negative 

impression but also doing themselves a disservice. An exit interview should be a priority when 

an employee leaves, whether they get fired or they resign, as it gives you valuable information 

about your company and your employees. As the name suggests, an exit interview is a meeting 

with an employee, taking place a short time before they leave the company. A member of HR or 

management usually leads the interview with a specific purpose or set of questions. These 

interviews can useful when they provide valuable information about the company, but they can 
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also leave the employee feeling better about leaving, if they left for any negative reason. Exit 

interviews give a company excellent information about what they can improve, but also about 

what they are doing well. However, our organization never made exit interview for employees, 

but exit interviews are an inexpensive and quick way to gather a large amount of data about the 

functioning of the company. When leaders and managers are not aware of how work life is for 

the average employee, exit interviews give them a better understanding of what employees do 

and how they feel about it. If employers use the information from exit interviews in such a way 

that employees see changes, they will feel more understood and respected. These feelings go a 

long way in improving retention, engagement, and satisfaction.  

What are the retention mechanisms used to retain employees in the organization? Since 

employee retention is the overall strategy and ability of an organization to retain its best 

employees and hence maintain a lower turnover. An organization is able to achieve this by 

adopting various employee retention programs. Employee retention is and should be one of the 

main focus areas of the human resources department in any organization. The respondent 

believed that the organization tried to use different employee retention strategies such as provide 

extra benefits in keeping employees happy, engaged and healthy. But benefits can go far beyond 

healthcare coverage and paid sick leave. Furthermore, promotions go hand-in-hand with 

employee development and education, and this should be another tool in retention of employees 

in OFAG. Whether by corporate training to help foster the acquisition of new skills, new 

technologies or new processes or through tuition reimbursement from outside courses. Employee 

also gain medical, transport services.   
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CHAPTER FIVE  

SUMMARY, CONCLUSION AND RECOMMENDATIONS  

5.1 Introduction   

In this chapter the conclusions and recommendations are discussed. For clarity purpose, the 

conclusions are based on the research objectives of the study. Based on the findings of the study 

recommendations are made to government bodies, to organization managers and suggestion for 

other researchers.  

5.2. Summary of Findings   

The study set out to assess the factors of employee turnover on employee turnover intension. The 

study was focused on four factors of employee turnover whose influence on the dependent 

variable (employee Turnover Intension) was assessed: Salary and Benefits, Career Development, 

Working Condition, and Reward and Recognition, with the objective to identify the major factor 

behind the frequent professional employee turnover in Office of Audit General.   

In this research, the factors of employee Turnover has been investigated as direct and main effect 

of employee turnover intension. These relationships are examined using purposely-selected 

organizations with a combination of random sampling technique to collect data from employees 

of Office of Federal Audit General head office in Addis Ababa. All the variables and the 

respective measurements in this research are based on theory adopted from literatures. The 

reliability and validity of the constructs and items were tested as per the recommendations made 

in literatures.   

The relationship between variables, which is their correlation, was conducted and the result 

shows that Factors of Employee Turnover has strong significance and Negative relation and 

effect on employee turnover intension. This implies that each variable independently such as 

salary and benefit, career development, working condition, and reward and recognition has 

negative and moderate correlation with employee turnover intension.   
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Multi-co linearity test result shows that the independent variables do have a linear relation with 

the dependent variable. In the previous chapter the computation shows there is no a serious 

multi-co linearity problem between the variables.   

Before the regression analysis the correlation between variables examined and it is confirmed 

that there is strong association between all the independent and the dependent variables each 

ranging from r > -0.134 to -0.958 and the comprehensive value of employee turnover factors r 

=0.502. This is an indication that the factors have both strong and moderate relationship with 

employee turnover intension in OFAG. The correlation among the independent and dependent 

variables in each case are ranges from wea, moderate and strong respectively and free from 

multicollinearity problem.   

Multiple linear regression analysis was also conducted to check if the four factors that affect 

employee turnover intension. The results obtained reveals that adjusted = .524 which indicates 

that 52.4 % of the variation in employee turnover intension is explained by the four factors of 

employee turnover (Salary and benefit, Career development, Working Condition, and reward and 

recognition) with p= 0.000 which indicates a high significant regression model. The result of 

multiple regression analysis reveals that all factors of employee turnover has a direct significant 

effect on employee turnover intension.  

Regarding the four factors of employee turnover ―Salary and Benefits, Career Development, 

Working Condition, and Reward and Recognition‖ and employee turnover intension was 

analyzed as a dependent and independent variable. The effect of the independent variable 

explained as a moderate variance in the employee turnover intension ( =.524).   

The regression analysis also revealed the most important factors of employee turnover as a factor 

in organization turnover rate to be reward and recognition, followed by career development, 

salary and benefit, and finally working condition with beta value of (β =-.245), (β =-.243), (β 

=.089) & (β =-.071), along sig=.000, sig=.000, sig=.015, and sig=.056 respectively.  

Generally, turnover factors have negative and significant effect on employee turnover intension 

in the four factors of employee turnover that are tested in this research. This informs that the 

universal inverse relation among employee turnover intension and factors of employee turnover 

also holds true here in Office of Federal Audit General.  
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5.3. Conclusions   

Based on the findings summarized in section 5.2 the following major conclusions are drawn.   

From the demographic and respondents related profiles, first it is concluded that the gender 

participation in the office is not reasonably balanced, which is 68.8% were male and 32.2% were 

female, second it is also understood that majority (50.21%) of the respondents are within the age 

range of 31-40 years. It is also learned that more than 58.36% of the respondents had Bachelor 

degree.  

From the correlation, analysis it is concluded that there is moderate to strong association between 

employee turnover factors and employee turnover intension. In line with each objective, the 

findings of the regression analysis have shown that each factors of employee turnover explains 

reasonable in employee turnover intension with negative relationship and it is statistically 

significant. It is, therefore, concluded that employee turnover factors strategic posture in Office 

of Federal Audit General play substantial role on employee turnover intension.   

The direct effect analysis in regression with employee turnover factors such as, salary and 

benefits, career development, working condition, and reward and recognition independently 

explained different degree of effect and variations on employee turnover intension indicating that 

they are strong predictors of turnover.   

The first objective of this research was designed to examine the effect of employee salary and 

benefit on turnover intention of OFAG. The respondents agreed that salary and benefit directly 

affect the turnover intension of employee. As the descriptive, correlation and regression analysis 

indicated that salary and benefit of employee is inversely related with employee turnover 

intension. This means when employees are dissatisfied with their salary and benefit their 

intension to turnover would increase and the reverse is true.  

The second objective of the study was to investigate career development on employee turnover 

intentions. The result showed that career development affects employee turnover intension. As 

the descriptive, correlation and regression, analysis indicated that career development as factors 

of employee turnover it is inversely related with employee turnover intension. This means when 

employees are dissatisfied with their career development their intension to leave the job would 

increase and the reverse is true.  
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The third objective of the study was to measure effect of working condition on employee 

turnover intentions. The result showed that working condition affects employee turnover 

intension. As the descriptive, correlation and regression analysis indicated that working condition 

as factors of employee turnover, it is inversely related with employee turnover intension. This 

means when employees are dissatisfied with their working condition their intension to leave the 

job would increase and the reverse is true.  

The fourth objective of the study was to determine the effect of reward and recognition on 

employee turnover intentions. The result showed that reward and recognition affect employee 

turnover intension. As the descriptive, correlation and regression, analysis indicated that career 

development as factors of employee turnover it is inversely related with employee turnover 

intension. This means when employees are dissatisfied with their reward and recognition their 

intension to leave the job would increase and the reverse is true.  

Consequently, major discoveries made in the study is that Employee turnover factors has a 

negative effect on employee turnover intension in office of federal audit general. This discovery 

attribute rapid increase in employee turnover in OFAG, which would probably by the effect of 

Salary and Benefits, Career Development, Working Condition, and Reward and Recognition.   

5.4. Recommendations   

Since this study has a potential to support the policy makers to take corrective measures on the 

most important determinants of employee‘s intention to turnover. the possible policy 

implications, emerged from the study, are forwarded below.  

It is found that reward and recognition is a major case for employee turnover. In this study result 

employee have high turnover intention which is highly related with reward and recognition 

system in their organization. Currently employee at OFAG is not recognized in their job 

performance compared to other private as well government offices. Therefore, the OFAG has to 

revise its reward and recognition policy, since the organization responsibility mean a lot to the 

national economy, as a result employee should be rewarded and recognized in their performance 

in order to reduce turnover intension and retain its personnel. This may include equal and clear 

promotion opportunity to all employees should be available in order to maintain healthy 

workforce.   
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Further, the finding indicated employees are dissatisfied with their salary & rewards, the 

management of OFAG should introduce employees ‗retention scheme. Therefore, OFAG should 

make an adjustment on salary scale of its employee that take an account of the living cost of 

employees and in general the pay that creates the feeling of fairness and equity within the three 

job categories.  

A Good work environment is very important. It is a one that retains employees for long run in the 

organization even in absence of good compensation. Making available adequate equipment, 

supplies and enough support at work increases the good work environment. Employees love their 

organization and comfortable when they are furnished with the required support for their job. 

Thus, the OFAG has to provide adequate facility so as retain its personnel.   

The turnover intention of OFAG is critical. It demands much effort to reduce it. The management 

should give special attention to professional and employees, in such situation; much is expected 

from management to manage the turnover intention. Close follow up is so high important. The 

management should create a conducive environment to gather opinions of employees. Exit 

interview should be applied at the organization. This would help to identify the real causes for 

turnover intention and helps and put the right solution.   

The human resources department should take adequate steps to maintain the qualified employees 

in the organization by implementing more of motivating elements like good salary based on their 

qualification, training, supervisor support and by make sure they utilize their skills by 

redesigning their jobs by include duties that utilize their skills so as to make the job so as to 

attract them to continue working with the organization.  
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APPENDIX A   

  

ST. MARY’S UNIVERSITY SCHOOL OF GRADUATE STUDIES  

Masters of Business Administration (General -MBA) Program  

Dear Respondent:  

First, I would like to say thank you for your willingness to participate in this research in titled 

with ―Factors   Affecting Employee   Turnover Intention the Case of Office of Federal Audit 

General (OFAG)‖ This questionnaire is designed for academic purpose towards partial 

fulfillment of Masters of Business Administration specialized in General management at St. 

Mary‘s university to collect Valuable ideas and comments from you. It is also intended as a high-

level diagnostic tool to highlight opportunities for possible solution to the problems. Any of these 

responses were treated confidently and only be used for this particular research project only. I 

would like to express my sincere appreciation and deepest thanks in advance for your 

willingness, effort and cooperation in completing this questionnaire.  

General guidelines  

  

 Please put a tick ―_‖ mark for those questions on the space provided.  

You are not required to write your name.  

 I ask you in all due respect, to fill the questionnaire carefully and at 

your best knowledge.  

Tizita Gealshe  

Mobile: 0920200413  

E-mail: tizgela2010@gmail.com  
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1. Basic Information   

1.1. Sex: -         Male                Female   

1.2. Age: -       18-30                31-40               41-50                   51+  

1.3. Educational Background: -   

1. Diploma/ TVET                   2. First Degree                   3.   Master‘s Degree          

   4. PhD                     

1.4. Responsibility   

1. Director /Manager           2 Senior Auditor             3. Auditor                4. 

Junior Auditor            

1.5. Service year in this organization  

 

1. < 2 year                2. 2-5 years               3. 5- 8 years                  4. > 8 

years            

1.6. Filed of Study   

1. Accounting                2. Management                3. Economics                  

 4. Others            

1.7. Professional Certification   

      1. CPA                2. CMP                           3. ACCA                    4. No certification             

2. Factors of Employee Turnover   

For the Above questions please specify 1-5  

1 = Strongly Disagree 2 = Disagree   3 = Neither Agree nor Disagree 4 = Agree 5 = Strongly 

agree  

Questions   Measurement   

Salary &Benefit  1  2  3  4  5  

SB1. The Payment scheme in the OFAG have 

significant impact on employee Turnover  

1  2  3  4  5  

SB2. The organization Salary& allowance are 

equivalent with the service you provide.  

1  2  3  4  5  
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SB3. The payment scheme in the OFAG is very 

attractive   

1  2  3  4  5  

SB4. The salary I get is sufficient regarding the  1  2  3  4  5  

 

position I have       

SB5. The payment by the organization is 

equivalent with the effort you exerted in your 

work place  

1  2  3  4  5  

SB6. My salary is equal with others who have 

similar position in other organization.  

1  2  3  4  5  

   Career development  1  2  3  4  5  

CD1. Training and Development program are 

well Organized  

1  2  3  4  5  

CD2.The training program equally accessible for 

all employees in the organization  

1  2  3  4  5  

CD3.The contribution of training fills the 

knowledge gap, know how in the work place   

1  2  3  4  5  

CD4. The organization supports me by 

providing training in order to improve my skill 

with the field.    

1  2  3  4  5  

CD5. The training you attend at the organization 

is planned and systematic  

1  2  3  4  5  

CD6. I am satisfied with promotion system of 

the Organization  

1  2  3  4  5  

Working Condition   1  2  3  4  5  

WC1. My organization working environment is 

attractive to work  

1  2  3  4  5  

WC2. Basic resource is available for my work  1  2  3  4  5  
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WC3. The arrangement of office layout is 

convenient   for employee  

1  2  3  4  5  

WC4. I feel secured in my organization  1  2  3  4  5  

WC5. I have good relationship with all my 

coworkers  

1  2  3  4  5  

WC6. Working Condition Enable me have  

Proper life balance  

1  2  3  4  5  

Reward & Recognition    1  2  3  4  5  

RR1. The reward system in the organization is 

adequate  

1  2  3  4  5  

RR2. The Recognition system in the OFAG have 

significant impact on employee Turnover  

1  2  3  4  5  

RR3. There is satisfactory recognition for those 

who have better achievement in the institute   

1  2  3  4  5  

RR4. I have received the right amount of 

appreciation or recognition letter for my good 

work    

1  2  3  4  5  

RR5. The existence of recognition for good 

work, has given me an opportunity to do extra 

work.   

1  2  3  4  5  

RR6. I often receive recognition for my work 

achievement  

1  2  3  4  5  

     Employee Turnover Intension   1  2  3  4  5  

ETI1. I plan to leave my current organization   1  2  3  4  5  

ETI2I will look for a new job opportunity in next 

year  

1  2  3  4  5  

ETI3.I will leave voluntarily my present 

organization under any situation  

1  2  3  4  5  

ETI4.I often think about quitting      1  2  3  4  5  

   

Thanks for your cooperation!  
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APPENDIX B  

St. Mary’s University  

III. Interview Question to Concerned Body (some selected managers and human resource 

manager) of Office of Audit General (OFAG) MBA Thesis Factors Affecting Employee  

Turnover In the Case Office of audit General Interview Questions for department of Human  

Resource Management.  

1. Do you think employee turnover in OFAG is a serious problem?  

2. What is your opinion about the intensity of employee turnover in OFAG?  

3. Which factor do you think have the mostly affect turnover in your organization?    

4. What is your view regarding for employee turnover at OFAG?  

5. Do you make exit interview, when employees quit?  

6. What is the retention mechanisms used to retain employees in the organization?  

  

  

  

  

Thanks for your cooperation!  

  


