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ABSTRACT

This research is aimed to study the Determinants’ of Employee’s intention of Turnover in the Case
of Lion international Bank Sharing Company. This study was used descriptive and explanatory
research design. To collect data for the study, questionnaire was designed and distributed through
internet and printed papers to 354 employees of the bank and was analyzed using descriptive and
inferential statistics by computing the data using SPSS version 26.0. The analysis indicated that
the level of turnover of employees of Lion International Bank S.C. was statistically significant,
high and highly influenced by pay and benefit package. Accordingly, these results show that the
bank is at high risk of employees’ turnover in which this results the company with huge costs such
as loss of competitive advantages and other costs. It is best recommended the salary structure of
employees has to be matched with the work load and responsibility given to each employee and
increase guided discussions of topics related to these issues. it has to take measures to make the
working environment attractive and retain employees who have the intention to leave. corrective
measures should be taken and in turn create ownership feeling on the staff members of the
organization.

Key Words: Turnover, PayScale , Benefit , promotion and relationship.
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CHAPTER ONE

INTRODUCTION

1. Background of the Study
Turnover is the rate at which workers are replaced with new staff members in an organization.

Turnover rate is calculated by dividing the number of resignations by number of staff in a given
period of time usually a calendar year. Gbervbie (2008) refers to frequent labour turnover as a
state of affairs in an organization whereby employees for reasons best known to them based on

their perception of personnel policies and practice of an organization resign or leave their job.

At the outset, it is necessary to distinguish between two types of turnover: voluntary and
involuntary. Voluntary turnover refers to termination initiated by employees. Leaving one’s
current employer for a higher paying job is one example. Involuntary turnover, alternatively, is

initiated by the employer. Major examples include layoffs and dismissals (Henenman, 1996:).

Regarding the motives for departure of employees from the organization, according to Armstrong
(2010 p.198), some indication of the reasons for leaving and therefore where action needs to be
taken can be provided by exit interviews, but they are fallible. More reliance can be placed on the

results of attitude or opinion surveys to identify any areas of dissatisfaction.

Authors like Armstrong (2010) and Cappelli (2000), agreed that it is essential to measure employee
turnover and calculate its costs in order to forecast future losses for planning purposes and to
identify the reasons that people leave the organization. Data on turnover is one of the basic metrics
that can be used in human capital management and the evaluation of HRM effectiveness which is

one of the reasons to this research.

In connection to costs associated with turnover, according to Abassi (2000:333), there are visible
costs like: advertising, recruiting etc. And hidden costs such as: customer retention, disruption of

work flow etc.



Along line of hidden costs, Jardian (2001) declares that high turnover eats time. In other words,
the interview process to replace employee and train the turnover affects customer service and

satisfaction.

On the other hand, Cappelli (2000), argues, instead of the company, it is the market, which
ultimately determine the movement of employees, According to Cappelli (2000), it is difficult to
stop employees from pull of the market i.e. from attractive opportunities and persistent recruiters
who knows what the employees want.

When we come to performance, as to Meyer et al (2003), performance management aligns the
goals of individual members to those of the organization with which they are associated. According
to Lockheed & Stephens (2004) among other aims what performance management seeks, it

encourages an open and trusting relationship of the organization with employees.

1.1 Background of the Organization
In connection to Lion International Bank S.C (LIB S.C) it is a privately owned share company,

established on October 2, 2006 G.C in accordance with Proclamation 84/94 and the commercial

code of Ethiopia and officially inaugurated for public services on January 6, 2007.

With over 6400 shareholders, Lion International Bank S.C has unique position in the commercial
banking industry and is distinguished for its broad based participation of the public from all walks
of life. Besides, Lion International Bank S.C paid up capital is over Birr 642.5 million which is
relatively above average capital base. The bank is led by eleven member of Board of Directors
elected by the General Assembly to decide on policy matters and oversee the overall performance
of the bank. The President of the Bank, is appointed by the Board of Directors, is responsible for
the day to day activities and is accountable for the financial and operational performance of the
Bank.

As of June 30, 2019 report, Lion International Bank S.C(LIB) has created an employment
opportunity for over 3000 people, and expands its branch network throughout the country based
on availability of potential customer, market and financial soundness. Lion International Bank
S.C (LIB) has opened over 250 full-fledged and satellite branches both in Addis Ababa & Regional



Towns, and provides all banking services including deposits, local transfer, various types of credit
facilities, international banking and mobile and agent banking.

Currently, employing the state-of-art banking technology, the Bank provides domestic,
international and special banking services to its customers. It also strives to serve all economic and
service sectors via its ever-increasing branch networks throughout the country. Its Vision is “To
be the leading Bank in Ethiopia by 2035”. One of the Corporate values of the organization is
Employee satisfaction. In its mission it is also stated “In as much as we are committed for the

shareholders’ value, we care for the ... employees’ needs....”

1.2  Statement of the Problem
A lot of employees and leaders are complaining about the turnover of employees in Lion

international Bank. In every department, hearing about the intention of leaving the company and
going to other newly established and better banks is daily kind of gossip. This is said to have an
impact on the success of service rendering of LIB on using the skills and abilities of employee
effectively in customer handling. Because of employees’ replacement by new employees, it was
repeatedly seen a time gap to follow some procedures. At the time, other workers take over the
former employees’ duties and become overloaded. Then it could be difficult to satisfy all
customers’ need at a given time. Furthermore, pay compensation and benefit package, rearranging
the working environment in connection to the smooth flow of working conditions is a big problem.
This, as a consequence, has affected the leadership style and has attributed to further employee’s

turnover.

It was evidenced that there are sizable costs associated with employees’ turnover. As it was
mentioned previously, these include separation pay, the expense of recruiting, selection, and
training and so forth. In addition to that monetary and hidden costs were associated with employee
turnover. When the employees left Lion international Bank, it costed the organization, for instance,
it was said productivity or service took a downturn because other workers have to add the former
employee’s duties to their own workload, at least temporarily. As a result, these problems were a

point of discussion among employees and leadership.

Moreover, the company had paid employees overtime to get them to take up the load left by the

former employee until a replacement can be found. Most of the time the organization is obliged
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to face unemployment claims and pay for the cost of recruiting and hiring a replacement. It is also
undeniable that the organization spends a lot of precious time and money for advertising agencies,

interviewers, examiners from outside sources like universities and from the organization itself.
The following table shows the past three years Employees Turnover over in Lion International Bank.

Table 1: Employee Turnover over the last three years in LIB

Year No. of Total Turnover
Employee No of Dismissal | Resignation | death | Retirement
turnover
2016/2017 | 2851 105 3 102
2017/2018 | 2956 114 4 108 2
2018/2019 | 3070 208 5 198 3 2

As aresult of high employees’ turnover, it was suggested a lot of dissatisfied customers, especially
the new ones may have shift to the competitors banks, therefore, it is believed, the profitability of
Lion international Bank would have decreased and consequently the company may have decreased
the expected good reputation on the minds of customers regarding customer service handling and

providing.

As Armstrong (2010) pointed out “there is no such a thing as a job for life and today’s workers
have few qualms about leaving employers for greener pastures.” Especially where young
employees are abundant in LIB, it is believed a lot of them may leave their work place for a better
job. Due to this fact, rigorous action may require to retain the employees. Besides, it may not stop
on youngsters only; it also includes the talented and experienced seniors too. Because of this it is
necessary to encourage the greatest contribution from existing talent and to value them
accordingly. Retention planning has to start from an understanding of how large the problem is,
and that can be achieved by analysing employee’s turnover.

The researcher being one of the employees of Lion International Bank S.C(LIB), has observed the
severity of turnover. Even though it is said measures are taken to minimize employees’ turnover
by authorities, it is observed a lot of employees are leaving the company. Because of this,
employees complain about extra work loaded on them. As a result, it was one of the reasons to the

turnover of employees; and possibly have also affected the performance of the bank. Employee



turnover as a term is widely used in business circles. Although several studies have been
conducted on other employees’ cases, little has been done on the examining the employees’

turnover.

As it was investigated from other researches, the researcher confirmed the benefit was not only for
the bank but also for those all stakeholders who are concerned. Based on this assumption the

following research question was drawn.

1.3 Research Questions
1. What are the major factors that lead to the intention of employee turnover at Lion International

Bank S.C Company?

2. What is the effect of salary and benefits on the intention of employee turnover at Lion
International Bank S.C?

3. What is the effect of work environment on the intention of employee turnover at Lion
International Bank S.C Company?

4. What is the effect of promotion on the intention of employee turnover at Lion International
Bank S.C Company?

5. What is the effect of management relationship with employees on the intention of employee
turnover at Lion International Bank S.C Company?

1.4  Objective of the study

1.4.1 General Objective

The general objective of the study was to assess the Determinants ‘of employee’s intention of
turnover and its effect on the performance of Lion International Bank S.C.

1.4.2 Specific Objectives of the Study

Specific objectives of this study are to:

e ldentify the major factors that lead to employee’s intention of turnover at Lion International
Bank S.C Company.

e Determine the effect of salary and benefits on employee’s intention of turnover at Lion
International Bank S.C Company.

e Measure the effect of work environment on employee’s intention of turnover at Lion

International Bank S.C Company.



e Evaluate the effect of promotion on employee’s intention of turnover at Lion International

Bank S.C Company.

1.5 Scope of the Study

Employee’s intention of turnover is broad in the sense that it comprises voluntary and involuntary
turnover. This paper however addresses voluntary employee’s intention of turnover only and the

study focus on voluntary turnover (turnover that initiated by the employees themselves) in LIB

Methodologically, the variables of interest to this study included salary, compensation and benefit,
working environment/conditions, leadership style in place. Thus, other factors that directly or

indirectly contributing for employees’ turnover was not addressed.

Geographically, the branches are scattered in some regions of Ethiopia unevenly; Even though a
number of branches are found far away from Addis Ababa from where the researcher’s work place
is found, this study has stretched all regional offices of the bank including the head office and all
branches of Addis Ababa through inter net (Internal share.)

Conceptually, other approaches other than what was mentioned above may not be used in view of

the fact that there is time constraint.

1.6  Significance of the Study

The study attempted to assess general condition of issues related to employee’s intention of turnover
on LIB. It is expected to give understanding about turnover and its consequences to the
organization and based on the findings it will help the organization to take motivational measures
to encourage the employees’ moral. In addition to this it may remind the organization’s
responsible personnel that turnover is a serious issue and should be given consideration to reduce
it.

This study will give a way for other researchers who want to make further investigation in the area
and to conduct additional detailed researches on the problem. It may also serve as a secondary

data for anybody who wants to conduct research in the organization with related fields.



1.7. Research limitation
Because of constraints of time, money, and human power, other competitive banks which were

opened at the same time were not included. These banks which are opened on the same time can
be taken on the same status on the number of employees and the capital they have. If these
competitive banks had been included, the results would have been more inclusive and richer with

information.

The small number of expert respondents in this study might be interpreted as a limitation. Views
from other parties, such as, policy makers and supervisors, do not fall within the scope of the

present study.

1.8. Definition of Terms/Concepts

Employee turnover in this study refers to voluntary turnover (Voluntary separations) referring to
the situation when an employee decides to end the relationship with the employer for personal or
professional reasons. In most cases, the decision to leave will be associated with being unsatisfied
with features of current job and having attractive alternative from other organization
(Gomez/Mejia, Balkin & cardy, 1998)

Compensation: Compensation is a reimbursement what employers do for their employees because
of a poor condition they encountered. For example, depending on the work, the conditions, and
the personal sacrifice the job requires, a low-paying position that offers little reward won’t be
sustainable in the long-term. If you can’t afford to increase pay, there are lots of other ways
to improve working conditions, such as by recognizing employees through verbal praise, having
an open-door policy for questions or concerns, paying consideration to their personal needs,

and providing opportunities to advance in the future.

Work environment: Work environment is the work atmosphere or condition where the workers
are implementing what is given to them. Work environment is also the main cause for employee
turnover. Every employee would want to work in the environment that he is comfortable in. This
is one such reasons why employees jump from one company to another in a just a couple of

months.

PayScale , Benefit , promotion and relationship with management.
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CHAPTER TWO

2. REVIEW OF RELATED LITERATURE
2.1 Introduction

In this chapter: the theoretical framework, cause of turnover, measurement of turnover, retention
of employees and so on are presented. Thus, the focus of this chapter is related with literatures of
turnover which are written by different authors.

2.2  Theoretical framework

Different Authors have described voluntary employee as turnover mainly influenced by ‘Perceived
ease and desirability of movement’ framework (Armstrong 2010). The perceived ease of
movement has over the years evolved to mean perceived job alternatives (Armstrong 2010) whilst
the perceived desirability of movement is represented by job satisfaction (Graham (1980)). A
dissatisfied employee undergoes in deciding when to terminate his/her employment with the
organization (Price, 2001; Thwala et al., 2012). In the following discussion the turnover is related
with voluntary turnover in which it is related with the personal or individual decision of an

employee to resign to work for a particular organization

2.3 Overview of Employee Turnover

Different Authors have given definition of employee turnover. According to Armstrong (2010)
Employee turnover (sometimes known as labour turnover or wastage or attrition) is the rate at
which people leave an organization. As (Price, 2001; Thwala et al., 2012). cited in web report,
turnover is defined as the "individual movement across the membership boundary of an
Organization”. Further, Graham (1980) also defined turnover as, “the movement of people or
employees in and out of the firm on the assumption that the leaver is eventually replaced by a new
employee”. A working definition of employee turnover can be defined to the movement of
employees in to and out of organizations; it denotes percentage change in labor force. Or it is

employees’ turnover as the rate of change in the working staff of a concern during a definite period.



According to Gberevbie, D.E. (2008), staff turnover is the net result of the exit of some employees
and entrance of others to the organization.

Singh et al (1994: 346-348) also define staff turnover as the rate of change in the working staffs
or a concern during a definite period.

Labor turnover is the movement of people into and out of the firm. It is usually convenient to
measure it by recording movement out of the firm on the assumption that leaves are eventually
replaced by a new employee. The term separation is used to denote an employee who leaves for
any reason. Loss of man power specially qualified man power by resignation is costly to the
company (Debrah, 1993:161).

Turnover can be due to a variety of factors, Employees leave for a variety of reasons, such as
retirement, resignation, or termination. Generally, a company would prefer to keep high
performing, talented employees while only losing employees that are underperforming (Gilley,
2009:422).

The emergence of different banks in the nation and the related areas increase in the requirement of
skilled labor force leads for competition of organizations to hire and maintain the best employees.
Hence staffs turnover becomes one of the major human resource problems of most organizations.

Different scholars have defined staffs turnover in different ways.

The specification of what is to go into numerator of the turnover equation is just problematic as defining an

absence. Turnover is the movement of members across the boundary of the organization (Price, 1977:127).

Furthermore, turnover is the measurement of how many employees leave an organization. The
opposite of turnover is retention. A high turnover rate means that the organization has to replace
its employees frequently, whereas a lower turnover rate means that an organization retains, or
keeps, most of its employees. An acceptable rate of turnover can be a factor of the industry in
which an organization exists when assessing an organization’s turnover compared to other
organizations, care must be taken to look at what is the average for the industry. There are many
causes of high turnover, and turnover tends to be costly, as it is expensive to replace employees
(Gilley, 2009:422)



The average rate of labour turnover = the number of employees leaving as a percentage of the
number employed). Turnover is a net result of the exit of some employees and entrance of other
to the work organization (Invancevich, 1989:873).

2.4 Types of turnover

Though there are many causes for staff turnover in an organization, all of them have not negative
impact on the well functioning of an organization. Organization should differentiate between
voluntary and involuntary turnovers and take actions on the one that they have control. Voluntary
turnovers are those caused by the interest of the employee (e.g to take job in other organization for
better salary) while involuntary turnovers are the decision of management to quite employees form
work (e.g dismissal for gross misconduct). In general, all resignations not formally initiated by
employers are voluntary resignations, Voluntary turnovers are further distinguished between

functional and dysfunctional turnover (Tayler, 1998:228)

Functional turnovers are the resignation of substandard performers and dysfunctional turnovers
refers to the exit of effective performers. They also classified dysfunctional turnover, which is the
most concern of management due to its negative impact on the organization’s general performance,
into avoidable turnover (caused by lower compensation, poor working condition, etc) and
unavoidable turnovers (like family moves, serious illness, death, etc) over which the organization
has little or no influence. Therefore, management should give special attention to avoidable

turnover over which it has control and improves the situation and then staffs retention.

2.5 Reason for Turnover
Analysis of reasons for leaving

Risk analysis provides specific information on areas for concern. Reasons for leaving can

include:

e more pay,; poor relationship with manager/team

better prospects (career move); leader;

e more security; poor relationship with colleagues;

e more opportunity to develop skills; bullying or harassment;

e unable to cope with job; personal — pregnancy, illness, moving
e better working conditions; away from area, etc.

(Armstrong, 2006:380)
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Some indication of the reasons for leaving and therefore where action needs to be taken can be
provided by exit interviews, but they are fallible. More reliance can be placed on the results of
attitude or opinion surveys to identify any areas of dissatisfaction. The retention plan should
propose actions, and would focus on each of the areas in which lack of commitment and
dissatisfaction can arise. (Armstrong, 2006:380)

2.6 Measuring employee turnover

Many researchers agree that it is essential to measure employee turnover and calculate its costs in
order to forecast future losses for planning purposes and to identify the reasons that people leave
the organization. Data on turnover is one of the basic metrics that can be used in human capital
management and the evaluation of HRM effectiveness. There are a number of different methods of

measuring turnover, which are summarized in the following Table. (Armstrong 2010 p.198)

TABLE 2: Different methods of measuring employee turn over

Method Description Comments
Employee | The number leaving over The most common method — easy to calculate and
(labour) a period as a percentage understand, and can be used readily for benchmarking
turnover of the average number (comparing rates of turnover with other organizations).
index employed over the period But it can be misleading —the percentage may be
inflated by the high turnover of a relatively small
proportion of the workforce, especially in times of
heavy recruitment
Survival The proportion of employees who are | A good indication of the effectiveness of recruitment
rate engaged within a certain period who procedures as well as, typically, the high proportion of
remain with the organization after so people who leave after relatively short periods of
many months or years of service. service. It can therefore highlight where action is
required.
Stability The number of employees with one The purpose is similar to the survival index and it
index year’s service or more as a percentage | provides a simple, if rather limited, basis for
of the number employed a year ago. measurement. Not much used.
Half-life The time taken for a group or cohort of | A variety of survival rate analysis which facilitates
index starters to reduce to half its original turnover comparisons for successive entry years or
size through turn over between different groups of employees. A useful
approach but survival rate analysis is more popular
because it is easier to grasp.

Taken from Armstrong (2010 p,199 ),
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2.6.1 Choice of measurement
It is difficult to avoid using the conventional employee (labour) turnover index as the easiest of all
methods of measurement. It is the most familiar measure in spite of its flaws, and it is therefore a
good basis for comparing the performance of the business with national statistics such as those
produced by the CIPD or through benchmarking. But internally it needs to be supplemented with
some measure of stability. An analysis of turnover or wastage as part of a human resource planning
exercise requires detailed information on the length of service of leavers to identify problem areas

and to provide a foundation for supply forecasts. The best measure of stability is the survival rate.

2.7  Empirical Evidence

2.7.1 Costing employee turnover
Turnover can be disruptive and costly. As one research conducted in 2009, the average rate of

labour turnover in the United Kingdom was 15.7 per cent. The average cost to the employer of
every leaver was Th,150. (Armstrong 2010 p.198), Moreover, labor turnover is a contentious
difficult for organization that prefer to see the investment in human capital to be and exclusive
competitive advantage to the business rather than that well trained human assets leave the
organization to add value to a competitor (Lewis, 2008:7)
Estimates of the cost of employee turnover are useful as means of backing up a business case for
taking action to reduce wastage. The following factors should be considered when calculating
costs.

e direct cost of recruiting replacements (advertising, interviewing, testing and so on);

e direct cost of introducing replacements (induction cost);

e direct cost of training replacements in necessary skills;

e leaving costs — payroll and HR administration;

e Opportunity cost of time spent by Human Resource and line managers in recruitment,

induction and training; loss of output from those leaving before they are replaced:;

loss of output because of delays in obtaining replacements;

Loss of output while new starters are on their learning curves acquiring the necessary
knowledge and skKills.
Research by Phillips (1990) found that the ‘visible’, or direct, costs of recruitment accounted for

only 10 per cent of total costs. By far the highest costs were associated with the inefficiencies arising
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while the post was vacant (33 per cent) and the inefficiency of new workers (32 per cent). On
average, 12.5 months were required for executives to be comfortable in a new position, and 13.5

months were required for a new employee to achieve maximum efficiency.

2.8  Factors affecting retention
Retention strategies should be based on an understanding of the factors that affect whether

employees leave or stay. For early-career employees (30 years and under) career advancement is
significant. For mid-career employees (age 317), the ability to manage their careers and satisfaction
from their work are important. Late-career employees (over 50) will be more interested in security.
It is also the case that a younger workforce will change jobs and employers more often than an
older workforce, and workforces with a lot of part-timers are less stable than those with
predominately full-time staff. The other factors that affect retention are:

e company image;

e the effectiveness of recruitment, selection and deployment activities;

e leadership — ‘employees join companies and leave managers’;

A study by Holbeche (1998) of high flyers found that the factors that aided the retention and
motivation of high performers included providing challenge and achievement opportunities (such

as assignments), mentors, realistic self-assessment and feedback processes.

2.8.1 Basis of the retention strategy
A retention strategy takes into account the retention issues the organization is facing, as measured

by employee turnover, and sets out ways in which these issues can be dealt with. This may mean
accepting the reality, as mentioned by Cappelli (2000), that the market, not the company, will
ultimately determine the movement of employees. Cappelli believes that it may be difficult to
counter the pull of the market — ‘you can’t shield your people from attractive opportunities and
aggressive recruiters’. He suggests that ‘The old goal of HR management — to minimize overall
employee turnover — needs to be replaced by a new goal: to influence who leaves and when.” This,
as proposed by Bevan et al (1997), could be based on risk analysis to quantify the seriousness of

losing key people or of key posts becoming vacant.
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2.8.2 Risk of leaving analysis
Risk of leaving analysis can be carried out by initially identifying potential risk areas — the key

people who may leave and for each of them as individuals or groups:
Estimate the likelihood of this occurring.
e Estimate how serious the effects of a loss would be on the business.
e Estimate the ease with which a replacement could be made and the replacement costs.
e Each of the estimates could be expressed on a scale, say very high, high, medium, low,
very low.
An overview of the ratings under each heading could then indicate where action may need to be

taken to retain key people or groups of people.

2.8.3 Retention planning
According to (Armstrong, 2006:), it is not enough to get good people into the organization. They

have to be kept there. This is the aim of retention planning, which, on the basis of information about
how many people leave and why they leave, establishes what steps are required to retain those who
are worth retaining. The turnover of key employees can have a disproportionate impact on the
business. The employees organizations wish to retain are often the ones most likely to leave. As a

result, retention planning is important to minimize employees’ turnover.

2.8.4 Areas for action
Depending on the outcome of the risk analysis and the overall assessment of reasons for

leaving, the possible actions that can be taken are as follows:

e Deal with uncompetitive, inequitable or unfair pay systems. But as Cappelli (2000) points
out, there is a limit to the extent to which people can be bribed to stay.

e Design jobs to maximize skill variety, task significance, autonomy, control over
their work and feedback, and ensure that they provide opportunities for learning and
growth. Some roles can be customized to meet the needs of particular individuals.

e Increase job engagement through job design and by organizing work around projects
with which people can identify more readily than with the company as a whole.

e Encourage the development of social ties within the company. In the words of Cappell

(2000), ‘loyalty to companies may be disappearing but loyalty to colleagues is not’.

14



Ensure that selection and promotion procedures match the capacities of individuals to the
demands of the work they have to do. Rapid turnover can result simply from poor selection
or promotion decisions.

Reduce the losses of people who cannot adjust to their new job — the ‘induction crisis” —by
giving them proper training and support when they join the organization.

Take steps to improve work-life balance by developing policies including flexible working
which recognize the needs of employees outside work.

Eliminate as far as possible unpleasant working conditions or the imposition of too much
stress on employees.

Select, brief and train managers and team leaders so that they appreciate the positive
contribution they can make to improving retention by the ways in which they contribute
their teams. Bear in mind that people often leave their managers rather than their
organization.

Ensure that policies for controlling stress, bullying and harassment exist and applied.

Analyses of the costs associated with turnover yield surprisingly high estimates. The high cost of

losing key employees has long been recognized. However, it is important for organizations to

understand that general turnover rates in the workforce can also have a serious impact on an

organization’s profitability, and even survival. There are a number of costs incurred as a result of

employee turnover. These costs are derived from a number of different sources, a few of which

are listed below.

Recruitment of replacements, including administrative expenses, advertizing, screening
and interviewing and services associated with selection, such as security checks, processing
of references and possibly, psychological testing

Administrative hiring costs

Lost productivity associated with the interim period before a replacement can be placed on
the job. Lost productivity due to the time required for a new worker to get up to speed on
the job. Lost productivity associated with the time that coworkers must spend away from

their work to help a new worker.
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e Costs of training, including supervisory and coworker time spent in formal training as well
as the time that the worker in training must spend off the job

e Costs associated with the period prior to voluntary termination when workers tend to be
less productive

e Public relations costs associated with having a large number of voluntary of involuntary

terminations in the community spreading gossip about the organization. (Abassi, 2000:332)

There are both visible costs and hidden costs associated with turnover. According to Abassi,
(2000:333) visible costs include termination, advertising, recruiting candidate, travel, selection,
hiring, assignment, orientation, signing bonuses and relocation. Hidden costs include disruption
of customer retention, vacancy costs, disruption of work flow and the erosion of moral and stability
for these left behind.

Along line of hidden costs, the cost; associated with turnover are not strictly monetary. According
to Jardian (2001:22) high turnover can be very time employee can tie up resources (namely
people). Time is essentially money. Time is highly consuming as the interview process to
replacement employee and train. The turnover also affects customer service and satisfaction
negatively in that operation become less effective as more time is spent on training and fixing

problems.

Several researchers have also studied specific determinants of turnover. Employee turnover is
significantly associated with job satisfaction, non-competitive compensation, high stress, nature

of work, poor supervision and inadequate training (Willins, 2002:4)

The degree of changes depends on the nature of employment, economic status, and level of salary.

Another aspect is the efficiency of wages is fair but it also: appear to be fair” (Nair, 2004:219)
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2.8.5 The relationship between working condition and turnover

CONDITION OF WORK ENVIRONEMT

2.9

Neighborhood safety and cleanliness: attention to approaches

Housekeeping: up keeping of premises compound wall, lawns, passages and doors, white
washing of walls and floor maintenance.

Workshop/room sanitation and cleanliness; temperature, humidity, ventilation, lighting
elimination of dust, smoke fumes, gases

Control of effluents

Convenience and comfort during work, that it operatives’ posture, seating arrangements
Distribution of work hours and provision for rest hours, meal times and breaks.
Workmen’s safety measures that is maintenance of machines and tools fencing of machines
providing guards, helmet, goggles and first aided equipment

Supply of necessary beverages and pills and tablets, that is, slat tablet, milk, soda

Notice boards: posters, pictures, slogans, information or communication (Swathappa,
2004:405)

Performance Appraisal and Performance Management

Performance appraisals are not uncommon to organizations. However, what counts as an appraisal

or performance management varies a great deal in sophistication and organization. The process of

employee performance evaluation should be closely tied to strategic objectives, provide good

feedback to employees and give them a view of their longer-term progress within the company,

and potentially married to training and other development opportunities.

Generally speaking, performance management seeks to:

i.
ii.
iii.
iv.

V.

Develop an objective basis for talking about performance;

Let employees know the difference between acceptable and unacceptable results;
Increase job satisfaction by letting teams know when a job is well done;

Let new staff know about expectations regarding job performance, and,;

Encourage an open and trusting relationship with employees. (Lockhead & Stephens 2004)

According to Meyer et al (2003), performance management aligns the goals of individual members

to those of the organization with which they are associated. It requires clearly articulated and well
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communicated strategic goals for the organization as a whole. The design of a performance
management system, according to Meyer, involves five essential components:

i. A Strategic Plan. Set by the top of the organization, it serves as the starting point for
division, unit, team and individual goal setting.

ii. Individual goals are set jointly by managers and employees. Managers play an important
role in communicating how these goals relate to goals in successively larger units of the
company. Managers may also help to relate performance goals to employee development
concerns.

iii. Monitoring, Feedback and Coaching. Managers are instrumental in helping employees to
monitor their performance and development, and make changes where necessary.
Performance management requires more of a coaching role for the manager, and greater
participation by the employee. Training is required to support these expanded roles.

iv. Formal performance reviews should take place at regularly scheduled intervals and should
focus on progress with respect to goal attainment, and to setting goals for the next cycle

v. Evaluation. The performance management system must itself be the subject of evaluation.

2.10 Conceptual Framework

Since the researcher follows mixed method design, key factors, concepts, or variables and the
assumed relationships among them various interpretations of the different concepts will be
covered. As Greene, J. C., Caracelli, V. J., & Graham, W. F. (1989) cited in (Cresswell 2000), to
examine different aspects of a phenomenon, this study will be based on seeking convergence i.e.
triangulation. Because of this qualitative and quantitative methods will be used. And they will be

implemented independently, concurrently, or sequentially as the necessity arises.

2.11 Independent and Dependent Variable
According to Cresswel (2014), “A variable refers to a characteristic or attribute of an individual or

an organization that can be measured or observed and that varies among the people or organization
being studied.” He further clarifies variables are distinguished by two characteristics: (a) temporal
order and (b) their measurement (or observation). Temporal order means that one variable precedes
another in time. Moreover, he confirms the accurate statement would be that one variable probably

causes another. Variables are also sub divided into Independent and dependent variables
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Independent variables are those that (probably) cause, influence, or affect outcomes. They are also
called treatment, manipulated, antecedent, or predictor variables. On the other hand, dependent
variables are those that depend on the independent variables; they are the outcomes or results of
the influence of the independent variables. Other names for dependent variables are criterion,

outcome, effect, and response variables.

Regarding this study, the independent variables those probably affect the turnover are the factors
such as: (salary, benefit... etc) that lead to employee turnover. In addition to that salary,
compensation and benefit, working environment/conditions, leadership may also lead to low

performance of the organization.

Salary &benefits

Employee

Work environment
Turnover

Promotion

Management relation with
Employee

Figure 2.1: Conceptual framework of the study
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CHAPTER THREE

I1l. RESEARCH METHODOLOGY

3.1 INTRODUCTION
As per Creswell (2014), one of the frameworks of research approaches is the specific research

methods that involve the forms of data collection, analysis, and interpretation that researchers
propose for their studies. Here, it is useful to consider the full range of possibilities of data
collection and to organize these methods, for example, by their degree of predetermined nature,
their use of closed-ended versus open-ended questioning, and their focus on numeric versus

nonnumeric data analysis.

Further, as (Silverman, 2001 Nachamias et al. 1996 ) quoted in (Amare 2013), many researchers
have written extensively on research methodology. The underlying factor in most studies on
research methodology is that the selection of methodology is based on the research problem and
stated research questions. Therefore, the same endeavour was practised in this study too.

3.2. Research Design
In this research, ethical considerations were given due importance. First and foremost, the

researcher respected the rights, needs, values, and desires of the informant(s). At the same time

keeps their mystery.

Participant observation invades the life of the informant (Spradley, 1980) and sensitive information
is frequently revealed. (Creswell 2014 p.147), referring different writers he states the purpose
statement as the central, controlling idea in a study. The purpose of the research can be Exploratory
which deals with unknown problem, Descriptive in which there is an awareness of the problem

and Explanatory, where the problem is clearly defined.

The purpose of this thesis was to conduct Descriptive cross-sectional study. Descriptive studies
are usually the best methods for collecting information that demonstrates relationships and
describe the world as it exists. Therefore, descriptive survey design is appropriate to answer the
question what are the root causes of employee turnover of Lion International Bank S.C. Kothari
(1985) notes that descriptive design is concerned with describing, recording, analyzing and

reporting conditions that exist or existed explanatory research design.
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As Kothari (2006)put it, since different variables and criterion such as: pay scale , promotion,
working environment are considered to be the cause of turnover, then these different variables
described as explanatory variable or also termed as causal or independent variable; and in this case
turnover is described as criterion variable or termed as resultant or dependent variable. Because

of this, in this research explanatory research design was also used.

3.3. Research approach
The research approach in this study was chosen based on the purpose and the research questions.

According to Creswell (2014), three research approaches are advanced: (a) qualitative, (b)
quantitative, and (c) mixed methods. But they are not taken as discrete as they first appear. Further,
he explains Qualitative and quantitative approaches should not be viewed as rigid, distinct
categories, polar opposites, or dichotomies. Instead, they represent different ends on a continuum.
On the other hand, mostly, “the distinction between qualitative research and quantitative research
is framed in terms of using words (qualitative) rather than numbers (quantitative), or using closed-
ended questions (quantitative hypotheses) rather than open-ended questions (qualitative interview
questions).” (Creswell 2014).

3.3.1. Quantitative research approach
Quantitative research approach is based on post positivism worldview which is reductionist in that

the intent is to reduce the ideas into a small, discrete set of ideas to test, such as the variables that
constitute hypotheses and research questions. In addition, quantitative approach uses statistical
methods in describing patterns of behaviour and generalizing findings from samples to population
of interest, and employs strategies of inquiry such as experiments and surveys (Creswell 2003 as
quoted in Amare 2013). Accordingly, in this study, SPSS is employed in order to get precise and
accurate answer. So, the data was fed in to SPSS 26. Because of this, employing CHI Square, the

influence (relationship) of independent variables on dependent variable was revealed.

3.3.2 Qualitative research approach
Under qualitative approach or social-constructivist worldview, researchers inductively develop a

theory or pattern of meaning rather than starting with a theory. Qualitative researchers tend to use
open-ended questions so that participants can express their views and meanings are constructed by
human beings as they engage with the world they are interpreting (Creswell 2003 as quoted in
Amare 2013)
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3.3.3 Mixed research approach
Mixed research approach or pragmatist worldview uses both quantitative and qualitative

assumptions. And it is an approach to inquiry involving collecting both quantitative and qualitative
data, integrating the two forms of data, and using distinct designs. The core assumption of this
form of inquiry is that the combination of qualitative and quantitative approaches provides a more
complete understanding of a research problem than either approach alone. (Cresswell 2014 p5-6).

As (Cresswell 2014 ) mixed methods approach can be implemented by firstly concurrent, in which
the quantitative and qualitative phases occur simultaneously; secondly, sequential, in which the
researcher starts with gathering qualitative data and then gathers quantitative data or vice versa in
two different phases; and thirdly, transformative where the researcher (either concurrently or
sequentially) may be able to give voice to diverse perspectives, to better advocate for participants
or to better understand a phenomenon or process that is changing as a result of being studied.

In order to achieve the objective of this study and answer the research questions, the researcher
adopted mixed research approach to assess the main factors that affect employee turnover in Lion
International Bank S.C. Accordingly, the researcher interviewed the particular informants and
administered the questionnaire at the same time and return to the interview as necessary.
Furthermore, document analysis on the reports of the bank and exit interviews were the other areas

investigated.

3.4 Type of Data
In this study both primary and secondary type of data were used to conduct. Primary data was

collected through interviews and questionnaires. This gave specific responses to the research
questions. Primary data is gathered for a specific research in response to a particular problem
through interviews and questionnaires. While secondary data is collected from various document
such as: books, journal articles, annual reports, and other research results related with issues of

turnover.
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3.5. The Pilot Study
In this section, an attempt has been made to summarize the important findings obtained during the pilot

study. In the pilot study, three different instruments were employed to generate data on the effectiveness of
the practices of the LIB That is, the necessary information about the pilot study was obtained by distributing

questionnaire to 12 respondents.

After devoting to design, test and reformulate data collection instruments for months, a pilot study was
carried out and results were analyzed and reported during the upgrading session. Then, based on incites
gained from the pilot study and feedbacks received during the upgrading session, some amendments were
made on data collection instruments. Next, a plenty of time was spent on gathering pertinent information
using the research tools sequentially. That is, although quantitative and qualitative data can be collected
concurrently in a mixed data collection methods (Creswell, 2003;), an attempt has been made to separate
the collection of quantitative data from the collection of qualitative data in the main study; the collection
and analysis of quantitative data were followed by the collection and analysis of qualitative data. This
strategy was selected since the emphasis of quantitative data precedes the collection and analysis of
qualitative data. Finally, the results were interpreted and discussed in relation to the research questions and
relevant literature. In order to test the research procedures and to determine the suitability of data collection

tools, a pilot study was conducted prior to the main study. The discussion of the pilot study is as follows.

After data had been collected from field, responses were inspected, and closed-ended items were
categorized and coded. Then, the data were keyed in. After screening incorrectly entered values, data
manipulation was done using the SPSS version 26 in order to handle missing data, to recode certain values
and to standardize the data. Conversely, data generated through interviews were transcribed and analyzed
qualitatively. Finally, the reliability of data collection instruments and the results of the pilot study were
analyzed and discussed, and insights gained from the pilot study and their implications for the main study

were reported as follows.

3.5.1 Reliability and Validity
The fact that respondents comprised a broad range of managers and employees and are currently

involved in the bank improved the reliability and the validity of data, since these respondents were
better equipped to respond to the questions posed. Moreover 12 respondents were participated.
Based on the pilot study, feedback on the questioners was found. So in this way the reliability was

checked whether scores or item responses to items on the instrument are internally consistent.
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Thus, to measure the reliability of employees’ questionnaires, Cronbach Alpha was used in order to assess
the internal consistency of responses from one item to another. Inter-rater/inter-observer reliability was also
employed in order to test the reliability of classroom observations. To estimate the reliability of interviews,
the consistency of responses of the respondents has been counter-checked. Based on rules of thumb for
Cronbach‘s alpha reliability coefficient: — > .9 — Excellent, _> .8 — Good, _ > .7 — Acceptable, _>.6 —
Questionable, _ >.5 —Poor, and _ < .5 — Unacceptablel as suggested by George and Mallery (2003:231),
the reliability of items in the students‘ and teachers® questionnaires was checked. The reliability results of
most of the items were calculated to be between Cronbach Alpha .70 and .85. Items below .60 were canceled
since they were lower the standard according to scholar like Dornyei’s (2007), suggestion. This scholar
asserts that if the Cronbach Alpha of a scale does not reach 0.60, this should sound warning bells. For
instance, the overall alpha for items which questioned about facilities calculated to be very low (.39). This
indicates the weak internal consistency among the items. Therefore, these items were deleted. And most of

the items are retained because the inter-rater reliability of the raters was found to be acceptable.

That is, items values Kappa between 0.40 and 0.59 were omitted and items between 0.60 and 0.79 were
modified while items above 0.79 were retained outstanding as far as Cohen‘s Kappa coefficient is
concerned (Landis and Koch, 1977). In order to see whether or not respondents give consistent replies to
interview questions, the consistency of responses to each item was carefully described in relation to the
dominant themes that emerged during the interviews. That is, to estimate the reliability of interviews, the
consistencies of responses of the respondents have been counter-checked. Interview items which the
respondents gave consistent responses were identified and retained; however, items that the informants

gave inconsistent replies were modified before the main study was conducted.

Furthermore, in order to keep the validity of the content of the instruments, experts’ assistance is
vital. To do so, the draft of both versions, English and Amharic, of the questioner and interviews
were given to experts to be examined and commented. Based on that, the necessary correction was
done. Moreover, document analysis on the reports of the bank and exit interviews were examined
to triangulate the different data sources of information by examining evidence from the sources

and using it to build a coherent justification for themes.

The researcher also used peer debriefing to enhance the accuracy of the account. Here, the
debriefer reviewed and asked questions about the qualitative study so that the validity of the

research increased. In addition to that the researcher used member checking to determine the
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accuracy of the qualitative findings, the final report or specific themes was given to some of the
participants and determining whether these participants feel that they are accurate.

3.5.2 Additional Insights Gained from the Pilot Study and their Implications to
the Main Study
As was mentioned, the purpose of the pilot study was to determine the suitability of the data collection

instruments and develop a priori assumptions. Also, it helped the researcher to familiarize with collecting,
coding and analyzing data. Moreover, it is believed that the results of the pilot study would help to indicate
direction of the main study. In this section, hence, an attempt is made to discuss insights drawn from the

pilot study and their implications for the main study.

To generate data on the general practice of the 12 employees were asked to fill-in a questionnaire. since
respondents gave inconsistent responses some items were rephrased and canceled. All items which found

to be trustworthy were retained for the major study as they had high internal consistency.

The other insight drawn from the pilot study relates to the missing values. That is, respondents missed to
respond to a few of the items of the questionnaires. Hence, the content and clarity of these items were

looked into.

The additional important lesson gained from the pilot study was in generating data for the development of
retaining the employees from leaving the organization. Though it was planned to generate data about the
improvement of the program employees and directors, it was noticed that these front-line workers had little
or no knowledge and involvement about deterring the employees from leaving the organization. Thus, more
items regarding the improvement of the program were incorporated and forwarded to experts besides

documentary sources during the main study.

From the pilot study, the researcher gained opportunity to familiarize him with the informants ‘world, to
identify the data collection strategy of distributing the questionnaires, interviewing, and the process to
analyze them. It is also believed that there may be other aspects to be considered in order to answer the

research questions and arrive at the intended purpose which will be well thought-out later in the main study.

3.6 Research Method
This study assessed the determinant causes of turnover on Lion International Bank S.C. To

undertake this research, the specific methods of data collection used were survey, semi-structured

interview and document sources. Survey for the quantitative strategy was used through distributing
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self-administered questionnaires. Questionnaires were distributed to the head office staff of the
company by systematically random sampling method.

3.6.1 Survey design
Since a lot of samples were taken out of more than 3000 of a population size, the research design

was a descriptive survey design. As (Fowler, 2008), quoted in (Creswell, 2014), survey research
provides a quantitative or numeric description of trends, attitudes, or opinions of a population by
studying a sample of that population. It includes cross-sectional and longitudinal studies using
questionnaires or structured interviews for data collection—with the intent of generalizing from a
sample to a population. Accordingly, the researcher employed different data gathering instruments
so as to triangulate the data and reach a sound result. One of them was conducting via self-

administered questionnaire;

3.6.1. 1. Questionnaire
The questionnaire was completed via inter net (Internal share.) and printed media by 354 randomly

sampled staff of Lion International Bank S.C. Thiswas done because the respondents are scattered
throughout regions. The questionnaire comprised open- and close-ended questions. The open-
ended question’s responses were coded and changed to numbers later. The questions were
measured on a five Likert rating scale such as: Strongly Agree (SA) = 1 to and Strongly Disagree
(SD) = 5; and then respondents’ rate and rank their perception. Likert scale is which produces
ordinal data than interval: that is, we can make assumptions about the order but not the spacing of
the response options. Thus, the permissible descriptive statistics that can perform on ordinal data

is median (or average response) and mode (or more frequent responses) (Hole 2011).

There were also spaces in which they were asked to write and rank any other important points that

helped the respondents to speak their mind

To make the administration of the questioner easy, the questionnaire was also translated in to
Ambharic to those of their English is expected to be lower. Both the English and Amharic
questionnaires were provided to each respondent in order to help them for a better understanding.
The questionnaires were divided into two parts. ‘Part I’ have the basic demographic information
of the respondents; and ‘Part II’ captured information about the factors and pattern of employee

turnover in the company.
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Besides the researcher took the exit interview of three numbers of resigned employees. Questions
presented in the form of affirmative statements, relating to the concepts on the factors that affect
Employee turnover, in such a way to enable measurement of the respondent’s opinions, LIB Exit

Interview format contains one closed and six open ended questions

3.6.1. 2. Interview
In addition to the questionnaire, semi-structured interview with outlined topics for discussions was

used to gather data for the study with the human resource managers of the company. This is
because by virtue of their positions, they have information on policy areas while the subordinates
shed light on why Lion International Bank S.C is experiencing labour turnover. Here, the purpose
of conducting a semi-structured interview was to explore deeply the perception of employees. The
interview with the majority employees was held in Amharic because the researcher thinks that they

can express their ideas and opinions fully and freely in the language they know well.

3.7 Sample Design
Sampling is the process of choosing, from a much large population, a group about which helps to

make generalized statements so that the selected part represents the total group. The number of
employees that is the population of LIB today is 3070 in the company and 427 employees resigned

from the company within three years period.

3.7.1 Sample Size and Sampling Method
The study was conducted in Lion International Bank S.C. in all branches of Addis Ababa and other

regional branches including the head office. Then from the selected sample branches the

participants were selected randomly.

Regarding sampling size, as additional guide for sampling the researcher used Yamane (1967)
Formula. The total number of employees and left employees who are working in other

organizations were identified during pilot study. Then, the sample size was determined by the

following formula n = where N=Total population size, e= level of precision, and n=

1+N(e)? ;
Sample size. As per the evidence | had at hand there are 3070 employees in the Lion International
Bank S.C. Then, the sample size of employees was calculated. Then, | got the following sample

size figure by using the simplified formula of Taro Yamane below.

= 3070
" 1+3070(0.05)2
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B 3070
= 1+3070(0.0025)

3070
N =1+ 7675
3070
" =38675
n=353.89

n~ 354

Thus, sample size is 354 at 95% confidence interval.

The study used purposive sampling, stratified random sampling, simple random sampling
techniques. Purposive Sampling method is a non- probability sampling procedure that ensures to
achieve a certain goal that is wanted to be address. Key informants (heads of departments) were
purposively sampled due to the fact the information they have because of the positions they hold.
While stratified sampling which probability sampling was used for the sake of grouping the
samples in strata that have similar characteristics. The main respondents were stratified on the

basis of their departments.

3.8 Methods of Data Analysis
Since the sample size is huge (354 participants), survey design which is guantitative research

approach was used. But for the open end question and the data was collected and similar thoughts
were coded similarly for the interview the data was transcribed from interviews first; and coding

was followed. Then, in-depth analysis occurred.

Questionnaires data were fed into SPSS 26, summarized, edited, coded, tabulated and analyzed.
In connection to qualitative data, after that moving back and forth between data and concepts,
between description and interpretation, using both inductive and deductive reasoning was on
effect.

Descriptive statistics that aims to summarize the sample using: mean, standard deviation,

frequencies were also used in order to analyze the data found from the quantitative data.
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In connection to examine association of the independent variables such as: salary & benefits,
working environment, promotion and employees’ relationship with the management to the
dependent variable i.e. turnover of employees, the participants response was correlated with

turnover intention of employees. And regression analysis was also employed. Then, the result was

tabulated and analysis was done.
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CHAPTER FOUR

4 DATA ANALYSIS AND INTERPRETION
In this Chapter the data gathered through questioners and interviews are presented analyzed and

interpreted. The number of the employees in the study is 3070: Out of which 354 were involved
in filling out the questioners. Questioners were distributed and collected successfully resulting in
100% rate of return. Thus, the data presentation, analysis, and interpretation given below are

basically depending on these two methods (questioner and interview).

4.1 Characteristics of respondents of the study
The profile of the staff respondents of the bank with regard to age, sex, educational background

and years of service in the organization are summarized and presented below in the following

table.

30



Table 3: Characteristics of the study of population

Percent [Valid Cumulative
Frequency (%) Percent (%) |Percent(%)

Gender [Male 184 51.3 52.0 52.0
Female 170 47.4 48.0 100.0
Total 354 98.6 100.0

Age 18-30 182 50.7 51.4 51.4
31-40 76 21.2 21.5 72.9
41-50 71 19.8 20.1 92.9
51-60 25 7.0 7.1 100.0
Total 354 98.6 100.0

Education|8-12 12 3.3 3.4 3.4

al Status [Certificate 27 7.5 7.6 11.0
Diploma 45 12.5 12.7 23.7
1st Degree 240 66.9 67.8 91.5
2nd Degree 18 5.0 5.1 96.6
12 complete 12 3.3 3.4 100.0
Total 354 98.6 100.0

Marital ~ Single 201 56.0 56.8 56.8

Status Married 132 36.8 37.3 94.1
Separated 15 4.2 4.2 98.3
'Widow 6 1.7 1.7 100.0
Total 354 98.6 100.0

Salary  |Below 5000 6 1.7 1.7 1.7

Scale 5000-8000 15 4.2 4.2 5.9
8000-15000 172 47.9 48.6 54.5
15000-22000 134 37.3 37.9 92.4
over 22000 27 7.5 7.6 100.0
Total 354 98.6 100.0

The table 1 above reveals that 52% of the respondents are male and 48% them are female. It is
visible that there exists equitable gender distribution in this bank. Since the questioner was
randomly selected, this represents the population. Therefore, the bank hires employees for sake of
their ability or appropriateness rather than their gender even if more of occupation balanced to

technical and laborious. This implies the bank neither partial nor disproportion, which is not

reason for turnover.

Regarding the age profile of the respondents the above table reveals that 182(51%), 76(22%) ,71
(20%) and 25(7%) exist between the age range of 18-30, 31-40, ,41-50, 51-60 respectively. From
the above details the bank embraces combination of all age group apparently with good proportion;

this entail that the age does not cause for turnover of employees which is good enough for the

bank.
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With regard to educational profile of the employees almost more than half of the respondents that
is 240 (68%) have 1 Degree; and 45(3%) are Diploma holders; 27(8%) are certificate holder;
18(5%) 2" Degree holders, and the remaining 22(6%) are in the range of 8-12 grade and 12
complete. The qualification of employees is vital to produce a quality product that is why
qualification is given priority in most aspects. In provisions of the above clarification, the bank
has recruits more of literate and trained for their criterion which is appropriate for their status;
however the position of the bank differ from other companies in one or other necessity, that is
most of employees prefer this bank as it is second place to learn what they need to broaden their
knowledge; this implies that these employees hasten turnover of employees that exercise fill
matured and leave after a while.

The work experience of the respondents in Lion International Bank S.C is that 154 (44%) of them
have below 3 years of experience; 109(30%) have 3-5 years of experience; 74(21%) of them have

5-10 years of experience; and 17(5%) have above 10 years of experience.

Almost more of the respondents have less than five years of work experience. It is only 5% of that
have above ten years of work experience. This shows that most of the employees are new to the
bank and have worked for less than five years. From this table one can conclude about the
magnitude of employees’ turnover in this bank is high. That the retain of employees is not more
than five years which shows there is limitation of good salary payment; lack of good benefit
packages, and on the other hand poor management; this implies the rule and regulation of the bank

has not revised even if turnover is not decline time to time.

Item number 6 of table 1 above shows that 170(49%); 133(37%); and 27(8%) ,15(4%),7 (2%) of
the respondents fall in the salary range of 8000-15000; 15000-22000; and above 22000 birr ,5000-
8000, below 5000 respectively. This implies that the range of employees’ salary is dependent
upon their educational background and experience; they have on their situation; this may not be
the reason for turnover. On the other hand, this salary scale is reliant of the bank that made
different which is near to the ground comparing to others competitive banks as respondent

clarified; which accelerate turnover, after working not more than one or two years.
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4.2 Analysis the findings of the study
Opinions of employees about the relationship between working environment and employee
turnover

Table 4: Opinions of employees about working environment

No | Item Response Frequency %
1 | How much are you satisfied
with your working environment | Very high 96 27%
in terms of its conduciveness | High 69 19%
for work flow? Medium 133 38%
Low 56 16%
Very low -
Total 354 100
2 | How do you rate the working
environment of your bank in | Very good 101 28%
terms of its protection from | Good 91 26%
pollution? Fair 86 24%
Poor 76 22%
Very Poor -
354 100
3 | How do you rate the bank’s
provision to cafeteria service?
Very High - -
High 57 16%
Medium 64 18%
Low 113 32%
Very low 120 34%
Total 354 100
4 | What do you feel about the
working environment in terms
of its safety provision?
Very good 101 28%
Good 91 26%
Fair 86 24%
Poor 76 22%
Very Poor -
354 100
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As item number 1 of table 2 above disclose 133(38%) of the respondents rated the conduciveness
of the working environment of the bank as medium whereas, 96(27%) of them rated very high, 69
(19%) of the respondent rated high, and only 57(16%) of the respondent rated low. This implies
that the working environment in terms of its conduciveness work flow is unsatisfactory due to
unfulfilled satisfaction, with the intention of avoiding the problem partially, this leads to fasten
turnover of employees in this bank.

Likewise, item number 2 of table 2 indicates that 101(28%); 91(26%); 86(24%) and 76(22%) of
the respondents rated very good, good, fair and poor respectively about the working area is
protected from pollution. This means that the working environment of bank most likely refused
due to pollution that is liable to turnover for employees.

Similarly, the provision of cafeteria 120(34%); 113(32%); 6418%) and 57(16%) rated very low,
low; medium and high respectively. It implies that respondents who are dissatisfied for none
comfortably and non-organized nature of the cafeteria may not improve that tend them to leave

this bank as a result the turnover will increase to some extent.
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Table 5: Opinions of employees about pay scale and benefit package

No | Item Response Frequency %
1 | How do you rate the pay scale
of your bank? Very high
High 45 13%
Medium 71 20%
Low 103 29%
Very low 135 38%
Total 354 100
2 | How far are you satisfied with
the annual salary increment of Very High
your bank? High 57 8%
Medium 74 21%
Low 192 54%
Very low 61 17%
Total 354 100
3 | How do you rate your rank in
terms of its provision to bonus | Very High 20 6%
service? High 17 5%
Medium 125 35%
Low 155 44%
Very low 37 10%
Total 144 100
4 | “Your organization  gives
adequate transport/allowance | Strongly Agree -
service? Agree 47 13%
Neutral 57 16%
Disagree 56 16%
Strongly Disagree | 194 55%
Total 354 100
5 | How do you rate your basic
salary with the salary of | Very good - -
employee in similar bank Good 20 6%
Fair 30 8%
Poor 161 46%
Very Poor 143 40%
Total 354 100%
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4.2.1 Opinion of employees about the relationship between pay scale and benefit
package
Regarding the respondents’ rating of the pay scale of the bank the above table reveals that

135(38%) rated that the pay is very low; 103(29%) and 71(20%) of them reflected that it is low
and medium, respectively. In other words, 238(67%) rated very low and low. But only 44 (13%)
of the respondents said high.

Thus, the turnover increase over the years had direct linkage with pay. Most staff those who left
the bank is from those who have stayed with bank over three years. Benefit package in one of
motivational factor of the employees that is why attractive benefit packages are needed. Thus, the
turnover increase the years had direct link with pay.

Item 5 of the above table 3 shows that 161 (46%) of the respondents feel that their salary

compared to other similar bank is poor; 143(40%) of the respondents rated very poor; this means
304 (86%) believes their salary scale is poor and very poor. 30(8%) of the respondent rated fair;
and only 20(5%) of the respondent rated good. This implies the scale of salary is less comparing

to others bank; and can be the main reason to leave the bank and to go to other competitors.

Item 4 of table 3 above reveals that a very significant portion of the respondent are dissatisfied
about the transportation facility of the bank. To this end, 252 respondents (73%) meaning 195
(55%) and 57(16%) of them reflected that they strongly disagree and disagree respectively that the
organization provides inadequate transportation service facility or (transport bonus). Only
47(13%) of them agree to this proposition. This implies problems related to transportation service

contributes to the rise of turnover in the eyes of employees is very high.
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4.3 Opinions of employees about Promotion
Table 6: Opinions of employees about Promotion

No | Item Response Frequency %
1 | How do you rate employees’
access to promotion in your | Very high 25 7%
bank? High 42 12%
Medium 17 5%
Low 213 60%
Very low 57 16%
Total 354 100
2 | What do you feel about the
bank’s fairness during | very good 34 10%
employee’s job assignment? Good 35 10%
Fair 216 61%
Poor 64 18%
Very Poor 5 1%
Total 354 100

When we come to access to promotion in the bank 214(60%); 57(16%); 42(12%) and 25(7%);
rated low, very low, high and very high respectively. This implies most of respondents i.e. 271

(76%) are not contented with access of promotion, which pushes them to leave the bank.

As revealed in item 1 of table 4 above respondents were asked to reflect their perception about the
employees’ access to promotion. Accordingly, 214(60%) and 57 (16%) of them feel that the access
is low and very low respectively. On the other hand, 42(12%) and 25(7%) totally 67 (19%) of
them rated as high and very high respectively. Employees’ perception of their future direction and
destination do have direct bearing on their work stability. Thus, based on the given data, it is
possible to assume that the large portion of employees do not feel as the promotion of the bank is
proportional, this implies that if employees get the chance they can join other competitor banks.

Thus, in addition to other factors, turnover appeals to some extent in this bank.
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4.4 Employees Opinions on management with employee relation ship
Table 7: Relationship of Employee and management

No | Item Response Frequency %
1 How do you rate the relationship among | Very good 159 46%
staff members? Good 30 8%
Fair 111 31%
Poor 54 15%
Very Poor - -
Total 354 100
2 How do you rate the relationship between | Very good 95 27%
supervisors and subordinates? Good 150 22%
Fair 44 13%
Poor 44 13%
Very Poor 21 5%
Total 354 100
3 How do you see the flow of information | Very good 10 3%
between you and your supervisor? Good 86 24%
Fair 184 52%
Poor 40 11%
Very Poor 34 10%
Total 354 100
4 How much you have a share in decision | Very good 109 -
making concerning your job? Good 90 14%
Fair 61 17%
Poor 50 59%
Very Poor 44 10%
Total 354 100
5 How do you feel about the leadership style | Very good 12 3%
of your immediate supervisor? Good 74 21%
Fair 194 55%
Poor 49 14%
Very Poor 25 7%
Total 354 100%
6 | There is positive and desirable relationship | Very High 27 8%
between supervisors and subordinates. High 189 53%
Medium 52 15%
Low 37 10%
Very Low 49 14%
Total 354 100
7 | How do you rate the degree of leader’s | Very High 37 10%
ability to understand their follower’s | High 64 18%
interest? Medium 172 49%
Low 37 10%
Very Low 44 13%
Total 354 100
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The establishment of a sound relationship among people within an organization is very important
for the successful accomplishment of the organizational objectives. These types of relationship
can motivate employees to put on more effort and to work towards the intended objectives. To

this effect respondents were asked about the relationship between employee and their bosses.

Regarding the relationship among staffs members 160(46) and 30(8%) of the respondents are rated
very good and good respectively. Even 111 (31%) rated fair . This implies that the bank’s trend
to attach its employee one to another is good enough.

On the subject of the relationship between supervisors and subordinates 151(42%) of the
respondents rated good and 95(27%) of the respondent rated very good; 44(13%) of the
respondents rated fair and poor. This implies that most of respondent 242(69%) agree relationship
among staff is good which shows that cannot be the cause of employees’ turnover. To clarify the

point, relationship among staff cannot be the cause of employees to leave for other banks.

Concerning the flow of information between the employees and their respective supervisors,
participants rated as follows; 184(52%) as fair, 86(24%) as good; 39(11%) as poor and 34(10%)
as very poor. This implies that for the most part of the bank’s employee information goes

smoothly; as a result, they respect one to another in order to enhance settle down than depart.

From the above table 209(59%) and 34(10%) of the respondents’ involvement of employees in
decision making concerning their own job is rated poor and very poor, on the other hand, 62(17%)
of the respondents rated fair; and 49(14%) rated good . This implies there is no adequate way to

discuss and influence one to another so as to move forward to turnover of the bank.

The leadership style of immediate supervisors has been rated by 194(55%) and 74 (21%) of the
respondents as fair and good respectively. But 49(14%) and 25(7%) of the respondents rated as
poor and very poor respectively. This implies there is 268 (76%) of employees have a good
perception about the leadership. But still there is a considerable number 74 (21%) of employees

may give way to discuss and influence one to another so as to move forward to leave the bank.

Accordingly, item 6 of the table 6 above reveals about the existence of the respondent’s positive
and desirable relationship between supervisors and subordinates as 189(53%) and 27(8%) high

and very high respectively. On the other hand, 49(14%) and 37(10%) of them reflected as very
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low and low. This implies that the relationship between supervisor and subordinate will not come

out employee turnover.

Regarding the degree of leader’s ability to understand their follower’s interest 172(49%) and
64(18%) of the respondent rated medium and high. Of the general respondents, 44(13%) of the

partcipants are rated very low and 37(10%) low respectively. Thus, this 236 (67%) implies the

positive relationship among supervisors and assistants have helped the bank to lag turnover.

Table 8: Correlation Matrix

Correlations

Employees’
Working Employees’  [relationship with
Turnover [Environment [Pay scale &  Ipromotion  [Management
Benefits

Turnover Pearson Correlation (1 212" 228" .058 132"

Sig. (2-tailed) 1000 1000 272 012

N 359 359 359 359 359
Working Pearson Correlation 212" 1 1777 -.005 206"
Environment

Sig. (2-tailed) 1000 001 931 1000

N 359 359 359 359 359

Pearson Correlation 228" 1777 1 .053 .100

Sig. (2-tailed) 1000 001 314 059
Pay scale &
Benefits N 359 359 359 359 359

Pearson Correlation |.058 -.005 .053 1 .087

Sig. (2-tailed) 272 931 314 102
Employees’
Promotion N 359 359 359 359 359
Employees’  |Pearson Correlation [.132" 206" .100 .087 1
relationship
with Sig. (2-tailed) 012 1000 1059 102
Management

359 359 359 359 359

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

*. Correlation is significant at the 0.05 level (2-tailed).
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The above correlation matrix table shows the correlation coefficient between the dependent and
independent variables. The participants who were not satisfied with the working environment, the
P value is 0.212 which is significantly significant at the 0.01 and the range can be assigned as
modest; and this shows that they had a modest intention to quit their job.

Regarding, the pay scale and benefit it was associated with turnover intention of the employee to
leave the bank in which the P value is 0.228. This can be again assigned as the intention to leave
IS modest. The P-value for both of these variables were less than 0.05. In addition to that
employee’s opinion about their relationship with the management, the P value is 0.012 in which
the range can be assigned as modest at significant level of 0.05. In general, in the above-mentioned

independent variables it can be concluded that they have an impact on employees’ turnover.

On the other hand, opinion of employees about promotion visa vis with employees’ turnover, the
P value is 0.272 which is not statistically significant. In other words, it has not impact on

employees’ turnover.

Table 9: Regressional Analysis Coefficients

\Variables in the Equation

B S.E. | Wald | df | Sig. |[Exp(B)

Step 1*  Working Environment (1) 1.142 | 441 | 6.706 | 1 |.010| 3.132
PayScale (1) 1.122 | .323 |12.104| 1 |.001|3.071
Employees promotion (1) 249 | .347 | 512 1 |.474|1.282

Relationship of employees with | .718 | .689 | 1.086 | 1 |.297| 2.049
management (1)

Constant -.668 | .711 | .883 1 |.347| 513

a. Variable(s) entered on step 1: varll, var21, var31, var4l.

Predictors Independent Variables: Var 11 = working environment Var 21 = PayScale &
benefits Var 31 = Employee promotion Var 41= Relationship of employees with
management

Dependent Variable: Turnover intention
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As seen in the above regression table 9, the regression analysis is computed using the independent
variables employee turnover intention with factors of working environment, PayScale and
benefits, employee relationship with management, promotion and the dependent variable is
turnover intention. The Regression Analysis for the working environment & PayScale and benefits
are statistically significant with the P value of 0.010, 0.001 respectively. Accordingly, the
mentioned variables have the value of 3.132 and 3.071 which means they have a triple chance of
leaving the bank. On the other hand, employee promotion and relationship of employees with
management is 0.474 and 0.297 are not significant since the P value is more than 0.05.

4.5  Analysis for ex employees’ response (Interview)
To triangulate the data or to have a good result there was a need of interviewing at least five ex-

employees who have worked in different branches.

To my question of ex-employees’ real reason for leaving the bank, they replied the bank should
find a solution for such problems such as; improving the salary scale; providing adequate benefit
package and motivational tools.

To the question whether they have professional freedom to make a decision to build their
professional confidence. They complained they have not professional freedom. They added they

had nor got the chance to build their professional confidence.

In relation to salary scale satisfaction, all denied the satisfaction. But, to the interview how many
times the bank revised the salary scale, the ex-employees replied the bank has fixed time to revise
the salary scale. Thus, the employees are satisfied about the ongoing adjustment and revision of

the schedule.

In the Lion International Bank S.C to the ex-employees the foremost reason was insufficient salary.
Furthermore, some of them replied that getting no promotion on time is the other reason.
In addition to this, employees who left this bank assumed that the bank did not use motivating

tools to retain its employees.

To the inquiry what the management has to do to reduce employee turnover, ex-employees
suggested to increase workers, prepare mini discussion meetings to solve the problem, create
conducive environment to the workers minimize unfair activity, and fair distribution of benefits
on time.
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4.6 Analysis for the open-end questions
The participants were asked about their feeling towards the working environment of the bank. In

the open-ended item given to them the following points were repeatedly noted.

In most branches, there exists inadequate working environment for all employees of the
organization. Some of the complaints raised are lack of WCs, suitable cafeterias, parking areas and
so on. But, more than 40% of the respondents replied that the bank working environment is good
and free from pollution. In addition to this, it was said the bank does not give equal opportunity
for promotion. Most of the respondents recommended that in order to reduce employees’ turnover,
they have to be treated in equal and fairly manner and there should be a fair treatment among all
employees by considering them as an asset that plays a vital role in the bank. Additionally, they
recommend that there should be fair salary payment based on merit and experience. Finally, most
of the respondents have almost the same opinion that although the bank strategy seems sound on

the paper, its implementation is the mere premises on the practice.

4.7 summary of response to the administrative officials’ interview questions
About six questions were forwarded to three administrative officials and the study revealed the

following.

Regarding factors contributing for the rise of employee’s turnover were: unsatisfied salary
payment, lack of benefit package, and work over load. It also needs increasing salary of workers
according to recent market and by evaluation others competitive banks. Lack of smooth working
environment to create conducive environment to the worker; lack of free discussion and appraisal,
the presence of unfair activity, dispute, and ambiguity in any activities of the organization were
reported. To solve the problem of unfair distribution of benefits, preparing mini discussion or

meetings was suggested.

In relation to salary pay and benefit packages, as compared to other banks, the study showed the
bank salary payment and benefit package is lower compared to the market. Of the benefit package,

the bank provision to transport allowance is lower.
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Thus, from the foregoing, the bank’s strategy on salary payment and benefit strategy needs to be

reviewed against the market.

Concerning whether the bank conduct exit interview to staff leaving the bank service, it was
revealed exit interview was made when its staff left the bank; as a result, ex-employees leave the
bank because of the low salary scale of the organization. Here, it can be observed having exit
interview is important to have a reflection for the work force running the business, which could be

a good input to revisit the underlying problems causing high staff turnover.

Regarding the relationship between the management and the worker most of the time the
management and employees have smooth relationship. But, it was said, in some situations of

unfair activities of the management, the relationship used to be rough.

In relation to the opinion what the bank should do to improve the challenge of the increasing staff
turnover, it was advised that the bank should consider to carry out salary survey so as to review its
pay and benefit package of employees and to determine what areas need to improve to retain staff

it recruit.

For the forgoing, the bank has to feel the increasing rate of staff turnover to be a problem and
conducting a study and taking corrective measure. It is something the bank needs to fix the

challenges it is facing in managing its human resources.
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CHAPTER FIVE

5. SUMMARY, CONCLUSION AND RECOMMENDTIONS

5.1 Summary of the Major findings

The main objective of the study was to assess and analyze employee turnover and to know the

reasons for the employee’s turnover in the Lion International Bank S.C. Besides, in order to point

out the possible solutions to the problems mentioned. Furthermore, in this study the researcher

has taken the data of employees of Lion International Bank S.C target population. From the total

of three thousand seventy (3070) employees, the investigator identified three hundred fifty-four

(354) employees as a sample using random sampling technique.

The writer mainly used a questionnaire to the staff, structured interview to the management, human

resource, and to collect the necessary information and data. Accordingly, the major findings of

the study summarized as follows.

The study revealed that the bank does not provide adequate salary payment and benefits
such as bonus, allowances and others. To this end 91.6% of the respondents reacted as the
rate of bonus provision is low and very low. Because of this, most of the employees are
obliged to leave the bank. As a result, it is statistically significant and is the determinant
factor of employee’s turnover.

opinion of employees about the working environment and opinion about pay scale had
association with the intention of turnover. In which of the total study participants who were
not satisfied with the working environment, 87.8% had the intention to quit their job.
Employee’s opinion about their relationship with the management is poor which is rated

86.4%. Thus, it is statistically significant which is less than 0.05.

5.2. Conclusion

In relation to work environment of Lion International Bank S.C the research questions were
assessed. The study showed the majority of employees have less than five years’
experience, which predicts high employees’ turnover.

Concerning the determinant factors to the turnover of employees is employee’s

dissatisfaction with pay scale and benefit package. Here, one can infer the salary payment
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which is the most sensitive part to the respondents needs consideration from the banks side
to help employee to stay in the bank. In addition to that, respondents ranking of the benefit
package unfair can damage the relationship of the management in particular and the
employees in general. It should also be taken as one of the motivational factors for the
employees. Moreover, specially, there are complaints with regard to bonus distribution
among branches. Though, it is measured the measurement is not clear to every members of
the bank which can also be a push factor to turnover of employees.

In relation to the employee’s access to promotion and career advancement, the large portion
of employees do not feel as the promotion of the bank is proportional, this implies that
employees will have the impression to go to the other competitor banks that turnover
appeals in some extent.

Moreover, the study depicts that there is unduly line management intervention in the
decision-making process of staff while doing their jobs, low management response to staff
complaints and unfair relationship amongst management and staff.

After the analysis of data in the previous section, the following factors were found to be
the key drivers of high employee turnover. Thus, the research question has been assessed
as follows. These are: -

o The compensation and benefit package is not satisfactory to the current living
standards. This can be the cause of high employee’s turnover.

o The existing mutual understanding between subordinates and employees is not
organizational goal oriented since it was discovered that there was no enough
supervision and feedback on individual performance.

o There are no significant motivational activities like award ceremony for
outstanding performance and long years of service and commitment.

o The findings show that employees are not treated equally and fairly. These kinds
of discrimination cause dissatisfaction and create poor relationship between the

administrative bodies and employees which affects the quality of service.
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5.3 Recommendations

The salary structure of employees has to be matched with the work load and responsibility
given to each employee.

The bank has to conduct the amount of periodic review of employee’s salary and benefits;
it has to take measures to make the working environment attractive and retain employees
who have the intention to leave.

Managers have to strive to provide superior leadership in their practice keep
communication lines open and support the entire staff

The bank has to give a serious attention to its human resource and order the human resource
department to conduct a research on voluntary staff turnover to take the necessary
measures.

When employees leave the organization, the management has to minimize the cost and the
negative impact of unwanted turnover. In order to do this, mangers in particular, the bank
in general, should find out the reasons behind the employees’ turnover which help them to
apply appropriate human resource principle and minimize the turnover of the organization.
To avoid the above stated problem the human resource management should work strongly
with HRM Policy

47



References

Abassi S.M. and et al (2003). ‘Turnover the real bottom line’. Public personnel Management.
Vol.29, Issue. 3

Armstrong M (2010 p,199), A Handbook of Employee Reward Management and practice. London and
Philadelphia: kogan Page.

Creswell, J W.(2014).Research design : qualitative, quantitative, and mixed methods approaches. Library
of Congress Cataloging-in-Publication Data.. U S A

Daniell, B. (2003). ‘Career Development as on Effective Tool to enhance the Attractiveness of
Public Employment’. In European Institute of Public Administration.

Debrah, J.P. (1993). Intermediate Linkages in the relationship between Job Satisfaction and
Employee Turnover. New York Mead and Company.

Dornyei, Z. (2007). Research Methods in Applied Linguistics: Quantitative, Qualitative and Mixed
Methodologies. New York: Oxford University Press [electronic version].

Gberevbie, D.E. (2008), Staff recruitment, retention strategies and performance of selected
public and private organizations in Nigeria. PhD thesis, College of Business and Social
Sciences, Covenant University, Ota. Harper and Row, New York, NY.

George, D., & Mallery, P. (2003). SPSS for Windows Step by Step: A Simple Guide and
Reference. 11.0 update (4th ed.). Retrieved from http://wps.ablongman.com/
wps/media/objects/385/394732/georgedans wers.pdf

Gilley, A. and others (2009). The praeger Hand Book of Human Resource Management.
Greenwood Publishing Group.

Henman, H. and Schweb, P. (1996) Personnel/Human Resource Management. MC Craw/Hill,
New Delhi.181-182

Jardine, E. and Stacy amig (2001). Managing Human Capital. Behavioral Health Management.
New Delhi: Vol-21

Landis, J. R., & Koch, G. G. (1977). The Measurement of Observer Agreement for Categorical
Data. Biometrics, 33:159-174.

Lewis, M. (2008). Casual Factors that Influence Turnover Intention a Manufacturing
Organization. University of Pretoria..

Lochead, C and Stephens A. (2004). Employee Retention, Labour Turnover and Knowledge
Transfer case Studies from the Canadian Plastics Sector.

48


http://wps.ablongman.com/%20%20%20%20%20%20%20%20%20%20%20%20wps/media/objects/385/394732/george4ans%20wers.pdf
http://wps.ablongman.com/%20%20%20%20%20%20%20%20%20%20%20%20wps/media/objects/385/394732/george4ans%20wers.pdf

Ongori, H. (2007). ‘A review of the literature on employee turnover’ African Journal of
Business Management”.

Singh, BP, and et al(1994). Personnel Management and Industrial Relations, Dhanpat Rai and
Sons, Delhi.

Swathappa, KA (2004). Human Resource And Personal Management. 3 edition. Tota
McGraw-Hill Publishing Limited Company. New Delhi.

Taylor, S. (1998). Employee Resourcing. Cromwell press, Wiltshire.

Willins, M. (2002). Reducing Employee Turnover. University of Missouri extension.
Http://www Missouri business.

49


http://www/

Appendices

Appendix A.
PLNOT 71409 RUACA 02VL P°LP TPUCT (L

LU PA-omeP NAINA APFCTATA Q7 AL TIUNC A78.9PA OHHIP 10+:: P PATPMLE GATT P2CPE Wit T

67 APAPP WL TORT PU1LLLCT FPNTLPTT ATIAN 1001 PGEI® PILNELD- AhhATh (ATIPUCHP) TRL
AF 1@ AAPI° PTLAMT PPATT TLATEP SFD-1: 0276 W tPTG 00LET LHPT NP+ (160 FPLAVHS
3R QUT PA-oMLP Aavav-AF (avHANCP NPLTLL QAP IO~ 96% 7T APCOAU-::

hmPAL avavePF:- (1 PA-aPMLE AL NTOHII° P 917 PEP T LTLIAM: APl PTFT hR94:: LU PA-aPMEP +IPAF
AATL@- ADA O FFA €PrF A79.0°00 n0PA:: APLNF TEEPTI® Uk aPAN A220MN0T SmNPA:: U-g°
ANTFP ATLO ATLLLCID* TG TIMSGPELe hEe NNI° Mo, GFED-::

AL % NILTLNTAD 10+:- h-T104\: Yitayesh@yahoo.com

PaAh €7C: +251-913-215582
ATLLLCTAT NNC L9198 haP(191SAU-!

heA |: ParAR A PT P10 ool B

AOhDP K7L P90 o8P A0l (17 Nthbarmet Y TPET @t “X” PAhT P&CT::

1. 23 o7& [ ot [
2.h&y:-: 18-30 [ 31-40 ] 41-50 [] 51-60 ]
3. ¢T9UCT v-sF:- h8-12 1 12 eGP Toe7 5494 — C=fas |-
4 . eF ppd- : fA10 gl 194> 9> etae —
5. ¢0h¢ AL h 3 vt 0T 13 -59mt [ 15-10 oot 110 9ovt AL —
6. e0C ov@ : 1 5000 n+F  [H000-8000 [—§000-15000 [115000-22000 1h 22000 nag -
S.No | Item Scale
PNe- AN hwetS SANT IC PADT ITTE 099,048 | NM9° ng+g aAs | o AT 0nge Hetg
TeEPT neA+g
1 LT P0G AL APe- GOt DTG LD havErl
ATAC A18oT LaPHFAN?
2 P0c- 0FP KA. h-hat 219 Deor's A78C 9°7 Pch\ 1AL
LANT?
3 0O 0FP AnQ(. 97 PUA OHavFF Pagt40 A1\ lhet
1507
4 P0c- 0FP AL 212 NaoPr ATAC (LAPHF 927 PUA
10 LAN?
e hef AS ¢FALe TP TPPIOT hwetd eAaT IC
PATF@Y UTFrt 091002 TERPT

50




5 @GP Lk AP LTLNFAPT &P 7 PUA Far Ay
10 LAN?
6 ao(14f (TP N91.0LC1D- Gav P PRavMH P94 I°7%
PUA LOTT 19?2
7 a(14f (P 4T 0L 0T 0Pt AACAGT
010/971.PEL havhmt ATAC (Laeantt 9°7 PUd 10-?
nmge ANTIAU- | aPAn AAOT7TIg° nmge
AN~ ANATIO AAOTTTIg°
8 a4 (P AwetHE N QP PHe- 107 CF
AN AN £AMA?
9 ao(169 (TP AWt O a0 [7Pay pP9v/ pwmA
NAD- 2071707
MI° P4 Pl [ A10HS nmgv
A10HT
10 PILNEAPT Lav®dH hiuA +aoviie, q9° Ty IC AIRAC
9°7 PUA 107
amgv neA+g aoAT | eohhAT NNg° HP+g
ne+g
11 a4 VP NTLNGAPT Lav@H 9°7 PUA LS 1P+ ?
12 PILNLAPT Lot NAPT Phd- AL ATAC I°7 LUA
tapM A 10+ LAN?
13 0& e 71N [PPo] PPI° CATITTF AwetT €AOT
9o PUA AOTPEA AAD-?
2248 W1 1S FANT IC PAD-T TTFr 0oLeAL
TeEPF
14 NPe- $L3P 00LE 0L 1T CTITTH 0LAP I°7 PUA 100
NA@+ LHOA?
15 NACOHDP heF 0o/t WAt T 0005 heT P99 T
OLATF @ 9°7 PUA 10+ LAN?
Mg° P4 Pl [ A10HT nmgv
A10HT
16 wetT avnnd 099,810+ 02.LE A& D-L0:C &1/ P
O ao718 haohet Ang W18t £2A?
amgr AQTI990U- | 9PAn AANT7T99° nmgy
A0~ ANATIO AANT7o99°
17 PACOPS PANGPIP0EG- aP8P 07 ¢- 1Tt THL B
Mmq97 10?7
amgr ng+g aoAs | eoh AT Nng° HP+g
ng+g
18 AOSPIP0C- av8P] Wi HGET GAYE PUIDP hpav+ 907
LU 10?7
aMge pg. T (35 A0S nmye
A10HT
19 NP27¢ N&Ae Lo wetETF ACH NACA horaOt AP
PNFD- T HrE 927 LaPAAN?
20 NANSD-G wetGm- avhnd PAD- R0\ ¢- 17T I°7
LaPAAAN?
21 NACOHPS NPCA ANFPP[awsPlavand LAD- 00 ¢e- 1T T 1T
g°7 LaPAAN?
nmge AQIT0U- | @PAn AANTITIgP nmgye
AN~ ANATIO AANTIo99°

51




22 Naeal? P MANGD-G (wetgm- avhhd PAD-
POC ATEIE APIFPS ANLAT -
nmye nG+g aonAG | eohhAG NMg® Hp+G
net+g
23 NP OC T ANFO- 180~F AL @ lePamt
9°7 Pehé\ AT 4N?
Mg P4 T4 [ AIOTG nmye
A10ts
24 AWSPIR 26 av P w AT MR haodPlet A g
PAWG-CIRATPC HM9PY LaPOAAN?
nmye ANTIT0AU- | aPAN AANTITC | nmge
ANTITIAU- ANOTI? AANTITII°
25 N7 PPAD- Gavt 927 AAOT AS.0 O ATNAU-::
26 NH®<7 LH PHU? aP06P (LT (g T18I° AdNAU-::
27 NP PAD- Gavt PhaoFht AG.0 (1é hdAIAU-

28.  NAMPAL OA (¢ AL LAPTT Fen14 VAN DAPT £o10::

29. hCHP e LAkE 2UTT 2088 (LT AavhPPI® IoN 70k IO7£1@-? (1PLI° Firtd (LLAPI M T

V. PR T [T mG
. (A A RAR

Rt

L]

30. AACAL heF o/ TP AN Wt T Rl L0LTT 0LA LaFTFA/LAMN NAD- PANA? DALY

(9°7 aop - 1@ PULAMD-?

31. o[k AWLTPE T Mm@ 0L 9°7 T POl W& CY 10+ NAD- LANN? (1PLI° Fhrtd (LLAPI D T

v. fae0PrT [
A. PN PCCNT

A, PTPUCT 48T [

[ bo. ehral0et Hovyy

L1

32. (ACHP ARP /(P AU-OT° Wit T Ay 002 1T 0L LarFFA/LAMN/NAD+ LOON? NAPT (19°7 aPhh-

10 29,AM@-?

52




Appendix B
St. MARY’S UNIVERSITY SCHOOL OF GRADUATE STUDIES

DEPARTMENT OF GENERAL MBA

This questionnaire is prepared to be filled by employees of Lion International Bank (L1B) Share Company.
The objective of the questionnaire is to assess the Determinant causes of Employee Turnover of Lion
International Bank (LIB) Share Company. The study will be undertaken for an academic purpose only.
Your responses are confidential. I highly appreciate your provision of valuable time to fill the questionnaire
honestly and sincerely.

General directions: Please, do not write your names or any identifying information on the questionnaire.
This questionnaire is expected to be filled and returned back to the researcher as fast as possible. Please,
give response for all the questions. Your responses are very important for the researcher to accomplish the
research study.

Researcher’s contact address: Email address: yitayesh@yahoo.com ; phone number: 09132155582
Thank you in advance for your cooperation!

PART-I: PERSONAL INFORMATION OF THE RESPONDENTS

Please put “X” symbol in the provided box as per to your personal information

BACKGROUND INFORMATION

Section I: Demographic profile of respondents

Please indicate the following by ticking “X” on the spaces in front of the response options:

1.Gender: Male — Femalg—

2.Age : 18-30 [ 31-401 41 -50 51-60—]

3 .Education Level: 8 — 1] 12 CompleC— Diplon—] First DegC 2nd DeC1 -
4 Marital Status: Single 1 Married——]  Separated [ Widow [

5 .Work Experience: Below 3 year{ ] 3-5yealr— 5-10 year ] Above 10 yeT ]

6. Salary: Below 5000—] 5000 - 800C—] 8000 - 1500q:I 15000 - 220 Over 220oo]

S.No | Item Scale
Opinions of employees about the | Very High Medium Low Very
relationship  between working | High Low
environment  and employee
turnover.

1 How much are you satisfied with
your working environment in terms
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of its conduciveness for work
flow?

How do you rate the working
environment of your company in
terms of its protection from
pollution?

How do you rate the company’s
provision to cafeteria service?

What do you feel about the working
environment in terms of its safety
provision?

Opinion of employees about pay
scale and benefit package relation
to turnover

How do you rate the pay scale of
your company in relation to your
job?

How far are you satisfied with the
annual salary increment of your
company?

How do you rate your company in
terms of its provision to bonus when
it is profitable?

Strongly
Agree

Disagree

Neutral

Disagree

Strongly
Agree

“Your organization gives adequate
transport  service /  transport
allowance”

Do you agree your organization
provides adequate benefits or bonus
to its employees?

Very
good

Good

Fair

Poor

Very
poor

10

How do you rate your basic salary
with the salary of employee in other
similar organization?

Very
High

High

Medium

Low

Very
Low

11

How far you are happy/satisfied with
the salary you are paid?

12

How far the salary you are paid is
reasonable with your experience?

Very
High

High

Medium

Low

Very
Low

13

How far inadequate  benefits
provided to employees by your
organization contribute to
turnover?

Opinion of employees about
promotion
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14

How do you rate’ access to
promotion employees in your
company?

Very Good Fair Poor Very
good poor
15 What do you feel about the
company’s fairness during
employee’s job promotion?
16 How do you rate the company’s
fairness on employee’s competition
on promotion?
Opinion on cause of Employee | Strongly | Disagree | Neutral Disagree | Strongly
turnover Agree Agree
Employees’ opinion on
management  with  employee
relationship
17 The relationship between you and
your supervisors is healthy.
Very High Medium Low Very
High Low
18 How do you rate the degree of
leader’s ability to understand their
subordinate’s interest?
Very Good Fair Poor Very
good poor
19 How do you rate the relationship
among staff members?
20 How do you rate the relationship
between supervisors and
subordinates?
21 How do you rate the relationship
between you and your immediate
supervisor?
Strongly | Disagree | Neutral Disagree | Strongly
Agree Agree
22 There is positive and desirable
relationship between supervisors and
subordinates.
Very High Medium Low Very
High Low
23 How much you have a share in
decision making concerning your
job?
Very Good Fair Poor Very
good poor
24 How do you feel about the leadership
style of your supervisor?
Levels of turnover intention Strongly | Disagree | Neutral Disagree | Strongly
Agree Agree
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25 | probably look for a new job in the

next year
26 | often think about quitting
27 I will likely actively look for a new

job in the next year

28. Please tell what you feel about the working environment if you have additional points

29. If you want to leave your job what do you think the cause of your leaving your company? Please put
it in their order.

Low Salary [ Work overload 1 Management problem [

Please mention if there are other causes

30. What do you think the cause of promotion in your organization? Please, put them in their order.

A. efficiency /Performand | [ ] educational background
C, personal contact |:| D, work experience/ Seniority [ ]
31. Do you think your organization gives equal chance of promotion for all employees? Jf not how does
it give ?

32.What do you think is the cause of employee turnover in your company?
Low Salary [ Work overload 1 Management problem [—]

If there are reasons, please mention
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Appendix C

St. Marry’s University College

Faculty of Business

Department of Management

Interview Questions for the management Administrative Bodies of the Organization

1.

2.
3.
4

o o

What do you feel about the rate of turnover in this company?

What are the factors you think are contributed for the rise in employees’ turnover in this bank?
How do you see your salary pay and benefit package as compared to the market?

It is known that you conduct exit interview to employees who leave the organization. What is
their response?

What does the relationship between the management and the workers look like?

What do you advise to decrease staff turnover we have in the bank?

Thank you for your cooperation
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