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CHAPTER I 
 

1.1 BACKGROUND OF THE STUDY  

 
 

Human resou rce  Managemen t  ac t i v i t i es  p lay a  ma jo r  ro le  i n  ensur ing tha t  an  

o rgan i za t ion  w i l l  su rv i ve  and  p rosper .  Organ i zat i onal  e f fec t i veness  o r  

i nef fec t i veness  i s  descr ibed  in  te rms  o f  such  cr i t er i a  and components  as  

per formance,  l ega l  competence,  employee  sa t i s fac t ion ,  absentee ism,  tu rn  ove r ,  

t ra i n ing  e f fec t i veness  and  re tu rn  on investment ,  gri evance rates ,  and  acc iden t  

ra te  ( Ivancev ich ,  2005,  p .  9 ) .  In  most  o rgan izat i on,  e f fec t i veness  i s  measured  by 

t he  ba lance  o f  such  complementar y c ha racte r i s t i cs  as  reach ing goa l s ,  emplo ying  

the  sk i l l  and  ab i l i t i es  o f  employees  e f f i c i en t l y ,  and  ensur i ng the  in f lux  and  

re ten t ion  o f  wel l - t ra i ned  and  mot i va ted  employees  (Ivancev i ch ,  2005 ,  p .  9 ) .   

 

 

Tu rnover  occurs  when  emp loyees  l eave  an  organ i za t ion  and  have  to  be  rep laced .   

Fo r  man y o r gan i za t ions ,  tu rnover  cos t  i s  ver y h igh  and  a f fect  s i gn i f i cant l y  t he  

f i nanc ia l  per fo rmance  o f  an  o rgan iza t ion .   D i rect  cos t s  o f  an  o rgan iza t i on  

i nc lude  recru i tmen t ,  se lec t i on  and  t ra in ing o f  new emp lo yee ,  wh i ch  w i l l  t ake  

much  t ime  and  expenses .  No t  on l y t he  cos t  l engthy tra in ing t imes ,  in te r rup ted  

schedu les ,  over t ime fo r  o the rs ,  m is takes,  and  no t  hav ing know ledgeab le  

emp loyees  i n  p lace  a re  some o f  t he  f rus t ra t i ons  assoc ia ted  w i th  ex cess i ve  

tu rnove r .  (Rober t  L .  Math i s  1997 ,  P .  75 )    

 

 

When  we see the  p ract i ce  i n  L ion In terna t i ona l  Bank S .C,  l a rge  numbers  o f  

emp loyees  l eave  the  bank f rom t ime  to  t ime i n  va r i ous  reasons.  Los ing i t s  we l l  

t ra i ned ,  sk i l l ed ,  and  exper i enced worke rs  w i l l  adverse l y a f fec t  t he  bank .  So  tha t  

t o  min im ize  the  adve rse  consequences  which  come as  a  resu l t  o f  the  t u rnove r ,  

t h is  paper  t r y  t o  address  some issues in  re la t i on  to  the  tu rnover  o f  emp lo yees  
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such  as  the  causes  o f  tu rnove r  (what  fac to rs  w i l l  dr i ve  emp loyees  to  leave  the  

bank) ,  and  the  poss ib le  so lu t ions  tha t  w i l l  he lp  to reduce  the  tu rnover  and  

assoc ia ted adve rse  consequences .  

 

1.2 BACK GROUND OF THE LIB 

 

L ion  In te rna t iona l  Bank  S .C .  (L IB )  i s  a  p r i va te l y owned  Share  Company,  

es tab l i shed  on  October  2 ,  2006  in  accordance  w i th  Proc lamat ion  84/94  and  the  

commerc ia l  code o f  E th iop ia  w i t h  over  6 ,000  shareholde rs ;  and  the  pa id  up  

cap i t a l  i s  over  b i r r  170  mi l l i on  wh i le  i t s  subscr ibed  cap i ta l  i s  b i r r  432  mi l l i on .    

The  Bank i s  l ed  by  e leven members  o f  board  o f  d i recto rs  e lec ted by t he  Genera l  

Assemb ly t o  dec ide on  po l i cy mat te rs  and  ove rsee the  ove ra l l  per fo rmance  o f  the  

Bank.  The  Pres iden t  o f  the  bank ,  i s  appo in ted  by t he board  o f  d i recto rs ,  i s  

respons ib le  fo r  the  da y to  day ac t i v i t i es  and i s  accoun tab le  fo r  t he f i nanc ia l  and  

ope ra t i ona l  pe r fo rmance  o f  t he  Bank .    

 

 

L IB  has  c rea ted  an emp lo ymen t  oppo r tun i t y fo r  over  600 peop le ,  s i nce  March  31 ,  

2008  and  expands  i t s  b ranch  ne twork t h roughou t  the  coun t ry based  on f inanc ia l  

soundness.  Dur ing  the  f i rs t  year  o f  i t s  opera t ion ,  L IB  has  succeeded  to  open  16  

b ranches ,  and  p rov ides  a  range o f  serv i ces  inc lud ing depos i ts ,  l oca l  t rans fe r  

se rv i ces ,  var ious  t ypes  o f  c red i t  f ac i l i t i es  and  inte rna t iona l  banking se rv i ces.   

  

 

B y us ing In fo rma t i on  Techno logy  L IB  has  l a id  down the  necessar y IT  

In f ras t ruc tures  that  enhance i t s  compet i t i ve  s t rength  and  serv i ce  de l i ve ry.  I t  has  

en te red  i n to  a  cont rac tua l  agreement  w i t h  DELTA INFORMATIQUE,    a  French 

IT  deve loper  compan y and  i s  imp lement ing  a  Core  Bank ing S ys tem So f tware  in  

a l l  i t s  opera t ing o rgans  and b ranches .  (L IB  Annua l  Opera t ion  Plan 2011 /2012 )  

 



11 
 

1.3 STATEMENT OF THE PROBLEM 

 

 

L ion  In te rnat i ona l  Bank  i s  one  o f  t he  p r i va te  banks tha t  cont r i bu te  fo r  t he  Soc io  

-economic  deve lopmen t  o f  the  count r y.   Cur ren t l y  t here  a re  ove r  600 (S ix  

hund red)  emp loyees  i n  i t s  d i f f e ren t  b ranches and  head o f f i ce  o rgans .  However ,  

f rom t ime  to  t ime ,  76  (Sevent y S i x )  (Accord ing Or gan i za t i ona l  Pro f i l e  up  to  Ju l y  

31 ,  2012)  employees  le f t  the  bank to  o the r  banks,  and  o rgan i za t ions  fo r  var ious  

reasons .  The re fo re ,  t he sepa rat i on  o f  i t s  h igh  sk i ll ed  and wel l -expe r ienced 

wo rkers  i s  adverse ly  a f fec t i ng t he  bank.  The  s tudy w i l l  t r y t o  re la te  the  prob lem 

o f  h igh  emp lo yee tu rnover  by assess ing the  p rac t i ce o f  L IB  to  ge t  a  t rue p ic tu re  

o f  the  p rob lem.  (LIB  Annua l  Opera t i on  Plan 2011 /2012)  

 

 

1.4 OBJECTIVES OF STUDY 

1 .4 .1  Genera l  Ob jec t i ves  

The major  ob ject i ve  o f  th i s  s tudy i s  to  assess  the ex tent  o f  emp lo yee  tu rn  over  

p rob lem,  i t s  chal l enges  and impact  i n  L ion  In te rnational  Bank S.C  (LIB )  

 

1 .4 .2  Spec i f i c  Ob jec t i ves   

The majo r /gene ra l  ob jec t i ves  o f  th is  s tudy can  be  broken  down  in  to  t he  

fo l low ing spec i f i c  ob jec t i ve:  

 To  ident i f y t he  p rac t i ce  o f  the  o rga n i za t i on  to  overcome emp lo yees ’  

t u rnove r  (wha t  k i nd  o f  work ing cond i t ions  and env i ronment  shou ld  be  

c rea ted  in  o rder  t o  l im i t  t he  ra te  o f  emp loyee mob il i t y) .   

 To  assess  the  rea l  i n te rna l /Ex te rna l  causes  tha t  d ri ves  them to  l eave  the  

bank.  

 To  dete rmine  the  ac tua l  negat i ve  consequences  o f  the  tu rnover    on  t he  

ope ra t i ons  o f  t he  bank.  
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 To  h igh l i gh t  t he  poss ib le  re la t ionsh ips  o f  tu rnover and i t s  mo t ives .  

 To  know the  magn i tude  o f  emp loyee tu rnove r  as  o f  Jul y 31 ,  2012?  

 To  de termine the  f requenc y o f  t u rnover  o f  employees.  

 To  iden t i f y  the  in te rna l / ex te rna l  fac tors  t ha t  caused the  employees  

tu rnove r   

 To  i den t i f y  t he  e f fec t  o f  tu rnover  on the  mora le  o f emp loyees  who  are  

s t i l l  work ing  in  t he  bank 

 To  know the  cos t  o f  the  bank  to  rep lace  new emp loyee  i n  t he  p lace  o f  

ones  who  le f t  t he  bank (Cos t  o f  adver t i sement  and  re la ted  cos t  t o  

rec ru i tmen t  p rocess  

 To  know the  ex tent  o f  expend i tu re  to  t ra in  new emp lo yees .  

 

1.5 Significance of the Study 

 

Th i s  resea rch  was  mean t  to  p rov ide  the  researchers  as  we l l  as  the  compan y the  

fo l low ing bene f i t s :   

1 . To  se rve  as  par t i a l  fu l f i l lmen t  requ i rement  o f  BA  degree  in  Managemen t .  

2 . To  expose fo r  the  resea rchers  t o  hand le  such t ype  of  paper .  

3 . To  remind  the  bank 's  management  tha t  employee tu rnover  i s  a  ser i ous  

i ssue and  shou ld  be g i ven  due cons idera t ion  t o  reduce i t .  

4 . To  se rve  as  a  base  fo r  o ther  resea rchers  who  wi l l  conduct  s tud ies  on  the  

same o r  re la ted  top i c .  

 

 

1.6 SCOPE OF THE STUDY 

 

The  resea rchers  a imed  to  assess  employees  tu rn  over and  i ssues  re la ted to  t he  

tu rnove r  p rob lem o f  L IB  b y address ing emp lo yees  i n  a l l  b ranches  and  head  o f f i ce  

o rgans  i n  Add i s  Ababa .  
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1.7 LIMITATION OF THE STUDY 

 

The  resea rche r  was a  fu l l - t ime  emp loyee  and  a  d i s tance  s tuden t  Because o f  t h is  

he  d id  no t  have  enough  t ime  to  conduc t  t he  research wo rk  t ho rough l y.     So  the  

s tudy was  l im i ted  on l y i n  Add is  Ababa because o f  t ime ,  mater i a l  and money 

cons t ra in t s .   In  add i t ion ,  he w i l l  be  faced  w i th  l ack  o f  genu ine in fo rma t ion  abou t  

t he p rob lem o f  emp loyee tu rn  over  f rom HRD;  i t  a lso expec ted  prob lem lack  o f  

coopera t i veness  o f  emp loyee  to  g i ve  the  va luab le  i nfo rmat i on .    

The  s tudy was  conducted  on ly  in  b ranches  o f  Add is  Ababa due to  f i nanc ia l ,  and  

t ime cons t ra in ts ,  so  i t  may no t  show the  rea l  p i c ture  o f  the  p rob lem in  a l l  the  

regiona l  b ranches .   

 

1.8. METHODOLOGY OF THE STUDY  

1 .8 .1  DATA COLLECTION METHOD 

The researcher  co l lec ted  da ta  us ing bo th  p r imary  and  secondary sources .  The use  

o f  these sou rces  may have the i r  own  mer i t s  and  demer i t s .   

P r imar y da ta  i s  adequate  and  su i tab le  fo r  t he  pu rpose  o f  the  researche r  and  i t  can  

eas i l y  show the  da ta  i n  de ta i l  and  accu rate  fo rm though ;  i t  i s  expens ive  and  t ime 

consuming.  

 

Secondar y Da ta  i s  cheap  and  access ib le  to  co l l ec t  data bu t  the  da ta  may have  

e r ro rs  re la ted  to  copying f rom p r imary  da ta  and  i t  a l so  has  l ack  o f  cons i s tenc y.  

 

Even  i f  t he  p r imary and  secondar y da ta  have  i t s  own l im i ta t i on  bo th    me thods  

have the  capaci t y to  ex t rac t  meaningf u l  f i nd ings  for  the  s tudy.  
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The p r imary da ta  was  ga the red  by a dmin is te r ing Quest i onnai res  and  conduc t ing  

i n -dep th  i n te rv iew.  

 

The secondary da ta  was  co l l ec ted  f rom d i f f erent  documen ts  t hat  were  ava i l ab le  

i n  L ion  In te rna t iona l  Bank  S .C .  LIB  Annua l  Repor t )  in  re la t i on  t o  tu rnover  and  

o the r  re la ted  i ssues.  

 

The resea rchers  conduc ted  ke y i n fo rmant  i n te rv iew wi th  the  bank 's  human 

resource  personne l .    

 

The  ques t ionna i re  was  d is t r ibu ted  randomly fo r  se lec ted  emp loyees  (c l e rks ,  

o f f i ce rs ,  and  superv isors ,  Heads ,  Managers )  who  are cu r ren t l y  work ing i n  t he  

bank.     

 

The  researcher  used  pu rpos ive  samp l i ng techn ique  (Purpos i ve  samp l ing i s  a  

samp l ing method  in  wh i ch  e lements  a re  chosen  based  on  purpose o f  the  s tudy)  fo r  

t he  reason  tha t  i t  i s  use fu l  to  ge t  va luab le  in fo rmat i on  f rom pe rsons  who  are  

d i rec t l y  re la ted to  the  sub jec t  mat te r .   

The  ques t ionnai res  was  a lso  admin i s te red  to  ex -employees  (emp loyees  who  

a l ready l e f t  t he bank)  t o  know the rea l  cause o f  the i r  separa t i on .    

 

 

1 .8 .2  DATA ANALYSIS METHOD 

 

The  co l l ec ted  da ta was  s ys temat i ca l l y  ana l yzed  us ing tab les ,  g raphs ,  char t s  and  

o the r  ana l yz ing methods  wh ich  a re use fu l  to  c l ear l y show the  raw  da ta  i n  

o rgan i zed way.  
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1.9 Timeframe, Budget breakdown 

1 .9 .1  T imef rame  

The researcher  conducted the  resea rch as per  t he  fol l ow ing Schedu le   

 

Table  1 :  T ime f rame 

Ac t iv i ty  Dead l i ne 

Select ion  o f  research  t i t l e  Sep tember ,  10 ,  

2012 

Submiss ion  o f  d ra f t  p roposal  Oc tober  10 ,  2012 

submiss ion  o f  Fina l  p roposal  Oc tober  28 ,  2012 

Da ta Co l lec t ion  November  11,  

2012 

In  house data  ana l ys is  November23 ,  

2012 

submiss ion  o f  d ra f t  paper  November  30,  

2012 

submiss ion  o f  f i na l  paper  December  10,  

2012 

Commun ica t ion  o f  f i na l  s tudy resu l t  w i t h  L IB  

Human Resou rce Depar tment  

December  

31 ,2012  

 

1.9.2 Budget breakdown 

 

The  researcher  es t ima ted  the  ove ra l l  cos t  o f  t he  s tudy a s  pe r  t he  fo l l ow ing cos t  

b reak down   
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Table2  Budge t  b reakdown 

Budge t  i t ems  Ra te pe r  
Es t ima ted  

amount  

To ta l  

cha rge  

Secre ta r i a l  

Serv ice 

2  B r /page 100 pages  200 .00 

T rave l  expense   8  B r / t r ip  10  t r ips  80 .00 

Of f i ce  supp l i es    -  -  50 .00 

Te lephone  1  B r /  ca l l  20  ca l l s  20 .00 

Others   -  -  50 .00 

To ta l  cost     B r  400 .00  
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CHAPTER II 

 
REVIEW OF RELATED LITERATURE 

 

 

2 .1 GENERAL INTRODUCTION 

 

The  cha rac ter i s t i c  o f  o rgan i za t i ons  i n  the  21s t  centu ry  i s  the  con t inuous  and 

rap id  pace  o f  change .  Vo la t i l e  and  f ree  marke t  economic  env i ronments ,  rap id l y  

changing techno log ies ,  g lobal  compe t i t ion ,  work fo rce  d i ve rs i t y,  and  new 

o rgan i za t iona l  s t ruc tu res  a re  some o f  the  cha l l enges  an  o rgan i zat ion  faces.  

Organ i za t i ons  may d i f fe r  i n  the  p r io r i t y t he y a t t ach  to  the  human resou rce 

componen t ,  in  the i r  e f fo r ts  toward  ach iev ing h igh  produc t i v i t y and  compet i t i ve  

advan tage ,  ye t  t hey a l l  r ecogn i ze  the va lue  o f  a  qual i f i ed ,  mo t iva ted ,  s tab le ,  and  

respons i ve  team o f  emp loyees  (Huse l id ,  1995) .   

 

 

Re ten t ion  and  p roduct i v i t y  l eve ls  o f  the  ex is t ing  wo rk fo rce  a re  an  essent i a l  

concern  in  human resource managemen t .  Employee  tu rnove r  i s  one  o f  t he mos t  

s tud ied  top i cs  in  organ i sa t ional  psycho logy (Mi t ra , Jenk ins ,  &  Gupta ,  1992 )  and 

i s  o f  i n te res t  t o  o the r  p ro fess iona l s ,  i n c lud ing personne l  researchers ,  and  

managers  o f  o rgan isa t ions  (Mobley,  Gr i f f e th ,  Hand ,  and Megl i no ,  1979) .   

 

 

Emp lo yees  may ex i t  an  o rgan isa t ion  e i t he r  vo lun ta r il y  o r  invo lun ta r i l y.  Fo r  the  

pu rpose  o f  th i s  research,  ‘ t u rnover  i n ten t ion ’  i s  de f ined  as  an  emp loyees  dec i s ion  

to  l eave  an  o rgan isa t ion  vo lun ta r i l y  (Dougher t y ,  B luedo rn  &  Keon ,  1985 ;  

Mob ley,  1977) .  
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Mos t  theor i es  o f  tu rnove r  ma in ta in  tha t  emp loyees  leave  the i r  j obs  when  the i r  

needs  a re  not  be ing sa t i s f i ed  a t  t he i r  p resent  p lace  o f  wo rk  and  a l te rna t i ve  job  

becomes  ava i lab le  wh ich  the  employees  be l i eve  w i l l  sa t is f y more  o f  t he i r  needs .  

The h ighest  tu rnove r  l eve l  i s  f ound  in  compan ies  where  emp loyees  repo r t  g rea te r  

d issat i s fac t ion .  Turnove r  l eve ls  a re  genera l l y  h igh i n  companies  w i th  poo r  

wo rk ing cond i t i on ,  undes i rab le  jobs ,  wage  inequ i t i es ,  and  l im i ted  oppor tun i t i es  

fo r  advancement .  Job  d i ssat i s fact i on  p roduces  low  mora le  among worke rs  wh ich  

i s  undes i rab le .  (Dougher t y,  B luedo rn  & Keon ,  1985 ;  Mob ley,  1977 ) .  

 

 

2 .2 EVALUATION OF TURNOVER 

 

An  employee ’s  ex i t  f rom an  organ i sat ion  i s  a  d i rec t cos t ,  i n  the  fo rm o f  hav ing to  

se lec t ,  rec ru i t ,  and  t ra in  a  new employee (Da l ton ,  Todor ,  &  Krackha rd t  1982 ;  

S taw,  1980 ) .  The  ex i t i ng  o f  employees  a l so  has  ind irect  cos t  imp l i ca t ions tha t  

i nc lude  reduced  mora le ,  p ressure  on  the  remain ing sta f f ,  costs  o f  l earn ing,  and  

the  l oss  o f  soc ia l  cap i t a l  (Des  &  Shaw,  2001) .  One  o f  the  ma in  consequences  fo r  

o rgan i za t ions  tha t  have  a  h igh  tu rnover  i s  the  f inanc ia l  cost .  The  to ta l  cost s  o f  

emp loyee tu rnover  a re  hard  t o  measure,  i n  pa r t i cu lar  the  e f fec ts  on the  

o rgan i za t ion ’s  cu l t u re ,  emp lo yee mora le ,  and soc ia l cap i t a l  o r  loss  o f  

o rgan i za t iona l  memor y (Des  & Sha w 2001 ) .  The  focus  has  been  main l y  on  the 

tang ib le  cos ts  assoc ia ted  w i th  tu rnove r  i n  t he a reas  o f  se lec t i on ,  rec ru i tmen t ,  

i nduc t i on  and  t ra in ing o f  new s ta f f ,  and  the  cost  of  be ing shor t - s ta f fed  (Casc io ,  

1987 ) .  The cos t  o f  l os ing a  h igh  pe r fo rmer  who  has  a  h igh  degree  o f  know ledge ,  

sk i l l s  and  ab i l i t i es ,  o r  an  employee ,  who  i s  emp loyed  i n  an  a rea  where  there  i s  a  

l abo r  marke t  shor tage ,  can  be  substant i a l  t o  the  o rgan i za t i ons  per formance ,  

p roduct i v i t y,  and  se rv i ce  de l i very.  

 

 

Accord ing to  Da l ton  and Rado r  (1986)  the  es t imate  cos t  o f  t u rnove r  to  an  

o rgan i za t ion  has  been  on  average one  to  one  and  a  ha l f  t imes  the  emp loyee ’s  

sa la r y.   Indeed ,  C la rk-Rayner  and Harcou r t  (2001)  es t imated the  cos ts  o f  ex te rna l  
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rec ru i tmen t  o f  personnel  a t  a  New Zea land  bank to  be  NZ$4,500  fo r  non-

managemen t  employees  and  NZ$12 ,500  fo r  management  emp loyees .   

 

In  genera l  h i gh  l abor  t u rnove r  w i l l  be  pa r t i cu la r  prob lem when:  

  

 Recru i tmen t  cos t s  a re  h igh  

 Labo r  i s  i n  sho r t  supp l y 

 Tra in ing i s  expens ive  and  /o r  t ime  consuming 

 

There  a re  seve ra l  quant i t a t i ve  me thods  fo r  comput i ng tu rnove r .  Some o f  t he 

t rad i t i ona l  fo rmu lat ions  a re :  

 

         

       

Separat ion  ra te            NO.  o f  emp lo yees  leav ing dur i ng the  year   

(Labour turnover index)              Average numbers employed during the year   

 

 

In the case Ethiopian banks, particularly in Zelalem and Andenet study, in CBE and DBE respectively, 

there is no any practice to calculate turn over index, to know and measure the performance to identify the 

extent to which new recruits leave, rather than longer-serving employees   

 

 

2 .3 .  CAUSES OF LABOR TURNOVER  

 

There  a re  a  number  o f  f acto rs  that  con t r ibu te  t o  emp loyee  tu rnove r .  We exp lo re  

some o f  these  fac tors  i n  more de ta i l  be low.  

 Management  sys tem 

 

Accord ing to  S teven  Wi l l i ams ,  Gonzo  Banker  Corners tone Adv iso rs ,  Management  

i s  t he  b igges t  var iab le  i n  t u rnover  –  One o f  the  universa l  t ru ths  i n  bus iness  i s  

t hat  no  one l i kes  to  work  fo r  a  j e rk .  Banking ma y no t  be  fu l l  o f  j e rks ,  bu t  i t  i s  

f u l l  o f  peop le  in  managemen t  j obs  that  a re  l ack ing i n  t he  a r t  o f  manageme nt .  A  

= 
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recent  s tudy f rom the  Amer i can  Managemen t  Assoc ia t ion  showed  that  50  percen t  

o f  the  t yp i ca l  emp loyee ’s  j ob  sat i s fact ion  i s  dete rmined  by t he  qual i t y o f  h i s /he r  

re la t i onsh ip  wi th  t he  manager .  Banke rs  o f ten  wor ry  that  the y l ack  “bench  

s t rength ”  i n  the i r  o rgan i za t ions ,  and  th is  l ooks  to be  a  rea l i s t i c  concern .  

Accord ing to  HR exper ts  Retensa,  near l y 50% o f  a l l  m idd le  managers  i n  

co rpo ra te  Amer i ca  i s  e i t her  cu rrent l y l ook ing fo r  another  j ob  o r  p lan  to  do  so.  I t  

sounds  l i ke  t hey’ re  annoyed  w i th  some o f  t he j e rks  a t  you r  bank.   

 

 

Accord ing to  Ze la lem [2003/04 ] ,  i n  the  case  o f  Developmenta l  Bank o f  E th iop ia ,  

t he  ma jo r  cause o f  emp loyee tu rnover  were  inadequacy o f  the  ex is t i ng  sa la r y  

sca le ,  t he  ex is t ing  sa la ry sca le  admin is t ra t ion ,  absence o f  adequate  p romot ion  

oppo r tun i t y i n  the  ca reer  s t ruc tu re  o f  the  bank,  l im i t ed  t rans fer  oppor tun i ty  and  

improper  hand l ing  and  care  fo r  s ta f f  b y managements a re  ma jo r  fac tors  fo r  

re la t i ve l y h igh  s ta f f  tu rnover  a t  the bank.  

 

 

 Labor  Un ion 

 

Labo r  Un ions  prov ide  vo i ce  t o  employees  who  a re  d issat i s f i ed  w i th  “wages ,  

hours  and  o the r  te rms  and cond i t ions  o f  employment ” ( the  a reas  ove r  wh i ch  

un ions a re author i zed  to  barga in  unde r  the  NLRA) .   

 

 

Accord ing to  Steven  E.  Abraham & Bar r y A .  Fr i edman  & Randa l l  K .Thomas 

[ January 5 ,  2008 ]  resea rch ,  the  f ind ings  p rov ide add i t i ona l  ev idence  fo r  the  ex i t–

vo i ce  theor y t ha t  adds  to  ou r  know ledge o f  how emp loyees  make  dec i s ions  

rega rd ing l eav ing the i r  o rgan i zat ions  and  how the  vo ice  p rov ided  by un ions ma y 

enab le  d issa t i s f i ed  emp loyees  to  s tay  w i th  t he i r  o rgan i za t i ons  desp i t e  t he i r  

d issat i s fac t ion .  On  a  more  p rac t i ca l  l eve l ,  the  s tudy p r ov ides  impl i ca t i ons  fo r  

un ions  and  manage ment  regard ing emp loyee  re ten t ion . G iven  the  dec l in i ng un ion  

membersh ip  in  t he Un i ted  States ,  un ions  must  p rov ide compe l l ing reasons  to  

mot i vate  emp lo yees  to  o rgan i ze .  S imi l a r l y,  un ions  need  to  re ta in  the  emplo yees  
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a l ready o rgan i zed .  The resu l ts  repor ted  here  show tha t  the  vo ice  un ions  p rov ide  

fo r  employees  g ives  them an  a l t e rnat i ve  to  leav ing the  o rgan i za t ion  i f  they a re 

d issat i s f ied .  In  today’s  economy,  i t  ma y be  d i f f i cul t  fo r  emp loyees  to  f i nd  new 

jobs .  S imi l a r l y,  i t  i s  cos t l y fo r  management  t o  replace  emp lo yees  who l eave .  

There fo re ,  any reduc t ion  i n  t u rnove r  t ha t  i s  assoc ia ted w i th  un ion ism benef i t s  

emp loyees  and manage ment  a t  the  same t ime.  

 

 Absen teei sm 

 

Accord ing to  Johns  (1994)  an  absence re fe rs  t o  t he  t ime  an  employee  i s  no t  on  

the  j ob  du r i ng  schedu led  wo rk ing hours ,  o r  i s  g ran ted a  l eave  o f  absence,  o r  

ho l iday o r  vaca t ion  t ime.  The aggre ga ted  impac t  o f  absen tee ism on  the  Nor th  

Amer i ca  economy a lone  i s  a t  l eas t  $40  b i l l i on .  Fu r thermore ,  the re  i s  reason  to  

be l i eve  tha t  absen tee ism is  becoming even  more o f  a conce rn  to  o rgan i zat ions .  

Th i s  i s  because  g loba l  compet i t i veness  and  the  pace o f  env i ronmenta l  change  

have pu t  an  inc reased  p remium on  speed ,  qua l i t y,  serv i ce ,  and  teamwork  fac tors  

t hat  a re  espec ia l l y  vu lne rab le  t o  the  l ack  o f  co -o rd inat ion  p rompted by e leva ted  

absen tee ism.  However ,  resea rch  a l so  shows  tha t  absentee i sm i s  assoc ia ted  w i th ,  

o r  p red i c t i ve  o f ,  o ther  counte r -p roduc t i ve  behav io rs ,  i nc lud ing l a teness ,  reduced  

persona l  p roduct i v i t y  and  tu rnover .  

 

 Work s t ra in  

 

Wor k  s t ra in  has  been  the  focus  o f  man y resea rche rs  because o f  i t s  d ys func t iona l  

impact  on  emp loye es  and  fo r  the  orga n isa t ion  as  a  who le .  Accord ing to  Koeske,  

K i r k ,  and  Koeske (1993) ,  s t ra in  i s  the  consequence  o f  s t ressors .  S t ra in  i s  ‘ an  

i n te rna l  s ta te  o f  the  ind i v idual  who  perce ives th reats  t o  phys i ca l /o r  men ta l  we l l -

be ing’  (Kran tz ,  Grunberg &  Baum,  1985 ,  p .  354 ) .  The i nd ica to rs  o f  s t ress  

man i fes t  t hemse lves  a round  emp loyees ’  exper i ences  of  s t ra in ,  and  are  common ly  

l i n ked  to  fee l ings  o f  anx ie t y and  depress ion and  cogn i t i ve  fa i l u re  (O  Dr isco l l  &  

B rough ,  2003)  H igh  leve l s  o f  anx ie t y mean  tha t  the  emp loyees  are  me n ta l l y 

p reoccup ied  and the i r  cogn i t i ve  men ta l  p rocess ing framework  and  at t en t i on  to  the  
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env i ronment  i s  d im in i shed .  Th is  p re-occupat ion  i n ter feres  w i th  t he  emp lo yee ’s  

ab i l i t y t o  p rocess  in format i on  adequate l y  and  to  be ab le  t o  p lan  e f fec t i ve  

s t ra tegies  i n  t he i r  da i l y ac t i v i t i es .  Emp loyees ,  who  are  under  work  s t ra in ,  

respond  to  the i r  wor l d  d i f f e rent l y ,  bo th  cogn i t i ve ly  and  af fec t i ve ly  (O ’Dr isco l l  & 

Cooper ,  1994) .   

 

 

 Work Over load  

 

Accord ing to ,  Cardenas,  Ma jo r  &  Be rnas ,  (2004)  work over l oad  i s  de f ined  as  a  

s t ressor  when the  emp loyee fee l s  tha t  t he y have too many respons ib i l i t i es  o r  

t asks  in  a  def ined per i od  ( .  Ove r load  resu l ts  f rom an  i n te rac t ion  between  the  

emp loyee and  h is /he r  env i ronment .  One employee  ma y fee l  tha t  the  work load  i s  

reasonab le  where  another  may pe rce ive  i t  as  over  burden ing.  Work  over load  i s  

t here fo re  ver y sub ject i ve  i n  na ture .  The refo re ,  an  ove rburden ing work load  w i l l  

r equ i re  an inc rease in  t ime and  energy  to  fu l f i l l  the  j ob  requ i rements  (Beehr ,  & 

G lazer ,  2005) .   

 

Accord ing to  Pau l  C la rk-Rayner  &  Mark  Hacour t ,  f rom a  New Zea land Bank,  

Research  made in  the  de te rm ina t ion  o f  emp loyee tu rnover  o f  the  bank,    resea rch  

used  to  t es t  var ious  h ypo theses  that  t enure ,  pe r fo rmance ,  age ,  educat ion  and  

remunera t i on  a f fect ,  and  can  there fo re  be  used  to  pred i c t ,  emplo yee  tu rnover .  Fo r  

t he  resea rch ,  t hey have  developed  f i ve  hypo theses  from p rev ious  research  on  the  

e f fec ts  o f  d i f f e ren t  f acto rs  on emp loyee tu rnove r .  The fo l l ow ing were  the  

h ypo thes i s :   

1 . The l onge r  an  emp lo yee s tays  w i th  the  same o rgan i zat i on  t he  l ess  l i ke l y 

he /she  wi l l  r es ign .   

2 . Higher  per form ing emp loyees  a re  l ess  l i ke l y  t o  res ign  than  average  to  

l ower  pe r fo rm ing emp loyees .    

3 . Olde r  emp loyees  a re  l ess  l i ke l y  t o  res ign  than the ir  younger  co l leagues .    
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4 . More educated  emp loyees  a re  less  l i ke l y  t o  res ign  than  l ess  educa ted 

emp loyees .    

5 . Higher  pa id  employees  are  l ess  l i ke l y  t o  res ign  than  l ower  pa id  

emp loyees .     

Thus  the  resu l ts  o f  t he resea rch  were  as  fo l lows :  

 Tenure 

 

The  resu l ts  suppor t  t he  f i rs t  hypo thes is ,  t he  longer  t he emp loyee  s tays  w i th  the  

same organ i za t ion  t he  less  l i ke l y he /she  i s  t o  res ign .  Th is  i s  cons is tent  w i t h  pas t  

s tud ies ,  wh ich  have  p rov ided  ev idence o f  a  s t rong negat i ve  re la t i onsh ip  be tween  

tenu re  and  turnover  (Por te r  and  S tee rs ,  1973;  Pr i ce and  Mue l l e r ,  1981 ;  Mob ley e t  

a l . ,  1979;  Lucas  e t  a l . ,  1987;  and K i rschenbaum and Weisberg ,  1990 ) .  Th is  m igh t  

be  because the  reasons  for  s tay ing p rogress ive l y  weaken  ove r  t ime,  whereas  the  

reasons  fo r  l eav ing p rogress i ve l y s t rengthen,  but  never  to  t he  ex ten t  t ha t  t he  

l a t t er  ou tweigh  the  fo rmer .  Fo r  example ,  p romot ional  oppo r tun i t i es  ma y 

eventua l l y dec l ine  as  the  emp loyee nears  t he  top  o f t he h ie ra rchy.  A t  t he  same 

t ime,  t he  employee  may acqu i re  new sk i l l s  and expert i se  ove r  t ime,  mak ing the 

emp loyee more  marke tab le  e lsewhere  and  p rov id ing more  oppor tun i t i es  t o  leave .  

 

 Perf o rmance 

 

The  f ind ings  a lso  suppor t  the  second hypo thes is ,  h igher  and ave rage pe r fo rm ing 

emp loyees  were  l ess  l i ke l y to  res ign  than  lower  perfo rm ing emp lo yees .  A lso ,  

h ighe r  per fo rming emp loyees  awarded  a  bonus  in  the  same year  were  l ess  l i ke l y 

t o  res ign  than  l ower  pe r fo rm ing emp loyees ,  awarded  a  bonus  i n  ne i ther  yea r .  

Th i s  sugges ts  tha t  good  per fo rmance i s  impo r tant  to job  sat i s fac t ion  and  tha t  

poor  per fo rmance i s  l i nked  to  s t ress and  inc reased  ‘sea rch ’  ac t iv i t y  f o r  o the r  

emp loyment .   

 

Con t ra r y t o  expecta t i on ,  h igh  pe r fo rmers  were  a lso  mo re  l i ke l y  t o  l eave  than 

competent  per fo rmers .  However ,  t h is  i s  cons i s ten t  wi th  Jacko fsky’ s  (1984)  c l a im 
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t hat  h igher  per form ing emp lo yees  a re  l i ke l i er  t o  l eave  than  average pe r fo rm ing 

emp loyees ,  because o f  bet te r  job  oppor tun i t i es .   

 

 

Accord ing to  Zela lem [2003 /04 ] ,  in  t he  case  s tudy of  Development  Bank o f  

E th iop ia ,  wh ich  i nd i cated  tha t  t he  promot ion  oppo r tun i ty  i n  t he  ca reer  s t ruc tu re 

o f  the  bank i s  so  l im i t ed ,  and  l ack  o f  t ransparency i n  p romot ing and  emp loyee 

and  the  managemen t  i s  so  re luctan t  t o  respond  to  p romot ion  reques t  o f  an  

emp loyee,  wh i ch  induces  them to  l eave  the  bank.   Moreove r ,  the  autocra t i c  

l eadersh ip  s t y l e  and  the  l ack  o f  conce rn  to  emp loyee 's  ca reer  development  t ha t  

p reva i l ed  in  the  bank were  the  o ther  resu l t s  o f  t he assessmen t  o f  HRM c l imate .  

 

 

 Age 

 

The  ev idences  f rom th i s  research  cont rad i c t  the  th ird  hypo thes is .  I t  d id  no t  

i den t i f y  an y s t rong  s ta t i s t i ca l  re l a t ionsh ip  between  the  age  o f  emp loyees  and  

the i r  p ropens i t y t o  res ign ,  cont rar y t o  t he f i nd ings  o f  Lucas  e t  a l .  (1987) ,  Mob ley 

e t  a l .  (1979) ,  Po r te r  and S teers  (1973 ) ,  and  Werbe l and  Bede ian (1989 ) .  One 

cou ld  argue tha t  some s tud ies  o f  t he  e f fect s  o f  age have no t  adequa te l y  

con t ro l led  fo r  tenure  and  that  i t  i s  t enu re  tha t  a ffec ts  tu rnove r  ra ther  than  age .  

However ,  ou r  resu l t s  cou ld  a lso  re f l ec t  a  res t r i c t ion  o f  a  range o f  p rob lems ,  s ince  

the bank has los t  v i r tua l l y a l l  o f  i t s  o lde r  employees  a f t e r  8  yea rs  o f  

res t ruc tu r i ng .  

 

 

 

 Educa t ion  

 

Th i s  s tudy does  no t  a l so  suppor t  t he  fou r th  hypo thes is .  Con t ra ry t o  expec ta t i on ,  

more  educated  s ta f f  a t  t he  bank was  ac tua l l y more  li ke l y  t o  res ign  than  l ess  

educated  s ta f f .  In  cont ras t ,  Youngb lood  e t  a l .  (1983 :  515)  found  tha t  “h ighe r  

educated  emp loye es  were  more  l i ke l y t o  s tay due to  t he  chance  o f  be t te r  
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ass ignments . ”  One  ex p lanat i on  fo r  ou r  f i nd ings  i s  tha t  emp loyees  w i th  Mas ters  o r  

PhD degrees  a re  genera l l y emp lo yed  i n  mo re  spec ia l is t  ro les  and  a re  potent ia l l y  

more  pos i t i ve  abou t  the i r  re la t i ve  marke tab i l i t y .  Ano the r  i s  t hat  these  emp lo yees  

a re  i nsu f f i c i en t l y  s t imu lated  by bank  work ,  g i ven  the i r  h i gh  qual i f i ca t i ons ,  and  

so look  fo r  more in te res t ing  jobs  e lsewhere.  

 

 

 Payment  

 

The  f i nd ings  do  suppor t  t he  f i f t h  hypo thes is .  Cons is tent  w i th  pas t  s tud ies  

(K i r schenbaum and Weisbe rg ,  1990 ;  La khan i ,  1988 ) ,  higher  pa id  emp lo yees  a t  

t he  bank  were  l ess  l i ke l y t o  res ign  than  lower  pa id ones.  Bonus  payments ,  wh i ch  

a re  a  componen t  o f  an  emplo yee ’s  compensat i on ,  were a l so  found  to  have  a  

s t rong nega t i ve  re la t ionsh ip  w i th  tu rnover ,  p rov id ing fu r the r  suppo r t  fo r  t h is  

h ypo thes i s .  Th is  sugges ts  t hat ,  once  one cont ro l  for  qua l i f i ca t ions ,  h igher  pa id  

emp loyees  possesses  f i rm-spec i f i c  sk i l l s  wh i ch  a re  not  eas i l y  marke tab le  t o  o the r  

f i rms.  

 

Accord ing to  And ine t ,  [2006] ,  even  i f  the  ex is t ing sa la ry sca le  o f  CBE was  

des igned  years  ago  (Ju l y 2003) ,  and  the  Bank shou ld s t i l l  r ev ise  the  sca le  so  as  

not  to  reach  compet i to rs  l a te l y bu t  be  a  s t rong compet i to r  wi th  o ther  s imi l a r  

o rgan i za t ions .   Bes ides ,  t he  co r respond ing benef i t  packages  shou ld  be  rev ised  to  

meet  emplo yees ’  needs .  

  

 

 

 Persona l  Fac to r  

 

Persona l  a t t r i bu tes  o f  ind i v i dual  emp loyees  p lay a  ve r y impor tant  ro le  as  to  

whethe r  t hey a re  happy a t  the  job  o r  not .   Peop le  wi t h  gene ra l l y nega t i ve  

a t t i t udes  abou t  l i fe  and  pess imis ts  a lways  comp la in about  ever yth ing inc lud ing 

the j ob .  
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Accord ing to  Gr i f fe th ,  R .  W. ,  Hom,  P.S . ,  &  Gaer tne r,  S . (2000 ) .  F ind ing a re  a lso  

fac to rs  spec i f i c  to  t he  ind i v idua l  t hat  can  i n f luence tu rnove r  ra tes .  These  i nc lude  

both  pe rsona l  and  t ra i t -based  fac to rs .  Pe rsonal  facto rs  i nc lude  th ings  such  as  

changes  in  fami ly  s i tua t ion ,  a  des i re  to  lea rn  a  new sk i l l  o r  t rade ,  o r  an  

unso l i c i t ed  job  o f fe r .  In  add i t ion  to  these  personal  f acto rs ,  there  a re  a l so  t ra i t -

based  o r  persona l i t y  f ea tu res  tha t  a re assoc ia ted  wi th  tu rnover .  These  t ra i ts  a re  

some o f  the  same cha rac ter i s t i cs  t ha t  p red i c t  j ob  per fo rmance  and 

coun terp roduc t i ve  behav io rs  such  as  loa f i ng,  absen teei sm,  t he f t ,  subs tance abuse 

on  the  j ob ,  and  sabo tage o f  emp lo ye r ' s  equ ipment  o r product i on .  These  t ra i t s  can  

be  measured  and used  i n  employee  screen ing to  identi f y  i nd iv idua ls  show ing 

l ower  p robab i l i t y o f  tu rnove r .  

 

 

2.4. FACTOR CONTRIBUTE TO THE REDUCTION OF EMPLOYEE   TURNOVER 

 

 

Job Satisfaction 
 

Accord ing to  [E rek  R i ley,  2006 ]  emp lo yees  who  a re  sa t i s f ied  w i th  t he i r  j ob  are  

l ess  l i ke l y t o  l eave the i r  o rgan i za t ion .  

 

 

Job  Sat i s fact ion  i s  a  sub ject i ve  emot i ona l  eva lua t ion  made consc ious l y  o r  

unconsc ious l y  by  t he  employee  and  i s  de f i ned  as  “a  p leasurab le  o r  pos i t i ve  

emot i ona l  s ta te  resu l t ing  f rom the  appra isa l  o f  one’s  j ob  o r  job  expe r i ences”  

(Locke ,  1976 ,  p .  1304) .  Job sat i s fac t ion  i s  mu l t id imens iona l  i n  na tu re  w i th  

spec i f i c  f ace ts ;  sat i s fac t ion  w i th  work,  pay,  p romot i on ,  co -workers ,  p l us  a  g loba l  

i tem for  measu r ing overa l l  j ob  sat i s fact ion  (R ice ,  Gen t i l e  &  Mc Far l i n ,  1991 ) .   

 

 

Wor k  i s  such  a  l a rge  pa r t  o f  an  emplo yee ’s  l i f e  and i s  rep resented  by a  be l i e f  

t hat  employees  who  are  mo re  sa t is f ied  w i th  the i r  work  exper iences  and  

env i ronment  wi l l  s t a y l onge r  (Spec to r ,  2000) ,  w i l l  a t tend  work  regu la r l y,  and  
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per form a t  an  opt imum leve l  (Po r te rs  &  S tee rs ,  1973) .  Job  sa t i s fac t i on  i s  

i nc luded  in  t h is  research  because  o f  i t s  p red i c to r  s t rength  o f  tu rnove r  in tent ions .  

Man y researche rs  have shown tha t  h igh  l eve ls  o f  job sa t i s fact i on  a re  nega t i ve l y  

re la ted  to  tu rnover  i n tent i ons  (Kos lowsky,  1991) ,  and  tu rnover  (Hom and  

Gr i f fe th  1991) .  More  impor tan t l y ,  t h ree  meta -ana l yses  have conc luded  tha t  t here 

i s  a  d is t inc t  l i n k  (Cars ten  and Specto r ,  1987 ;  Hom and  Gr i f f e th ,  1991 ;  S tee l  and  

Oval l e ,  1984) .   

 

 

Organizational Commitment 
 

Accord ing to  (Me yer  e t  a l .  1993) ,  an  emp loyee  who  has  a  h igh  o rgan i za t i ona l  

commi tmen t  i s  w i l l i ng  t o  bear  ex t ra  e f fo r t  on  beha lf  o f  t he  organ i za t i on .  Thus,  

emp loyees  w i th  a  s t rong emot iona l  a t tachment  (a f fect i ve  commi tmen t )  t end  to  

wo rk  ha rder  and  there fo re  a re  more p roduct i ve  and  have  a  s t rong emo t iona l  

des i re  to  remain  w i th  the o rgan i za t i on  (Meyer  e t  a l.  1993) .  In  con t ras t ,  the 

emp loyee w i th  s t rong economica l /ca l cu la t i ve  t i es  t o the  o rgan iza t i on  

( cont i nuance  commi tmen t )  w i l l  s tay b ecause  o f  the  ‘s i de be ts ’  t hey have i nves ted  

i n  the  o rgan i za t i on .  The  s ide  bets  can  be  monetar y va lue ,  a  pens ion  p lan ,  spec i f i c  

sk i l l s  acqu i red  whi l s t  work ing the re  o r  s ta tus  (Becke r ,  1960)  and  wou ld  be  l os t  i f  

he /she  dec ides  to  leave .   

 

Organizational Justice 
 

 

I s sues  o f  j us t i ce  and  fa i rness  a re  ke y conce rns  to  emp loyees  w i th in  an  

o rgan i za t ion .  Emp loyees  o f t en  ascer ta in  whethe r  thei r  con t r i bu t ions  to  t he  

o rgan i za t ion  match the  rewards ,  t he y rece ive .   

 

 

Accord ing to  (Aryee  &  Chay,  2001) ,  p rocedura l  jus t ice  re fe rs  to  the  fa i rness  o f  

t he  p rocesses  and  p rocedures  used  to  de te rmine  resul ts .  Emp loyees  t rade  the i r  

know ledge ,  sk i l l s ,  and  ab i l i t i es  and  mo t ivat i on  fo r rewards.  The  rewards  can  be  

tang ib le ,  such  as  i ncome and  i n tang ib le ,  such  as  being t rea ted  w i th  respec t ,  
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d ign i t y ,  and  fa i rness .  Th i s  rec ip roca l  exchange  i s  grounded  i n  soc ia l  exchange  

theo ry (B lau ,  1964)  and  the  mutual  t ransac t i on  o f  benef i t s  to  each  pa r t y  shapes 

the  soc ia l  i n te rac t ions .  I t  i s  reasonab le  to  assume tha t  emp loyees  are  more  l i ke l y  

t o  respond  favorab l y t o  fa i r  t rea tment  t han  un fa i r  t rea tment .  Indeed  

psycho log ica l  t heor y s ta tes  t hat  t he  impor tance o f  fa i rness  is  a  bas i c  need  fo r  t he  

we l l  be ing and sat i s fact ion  o f  emplo yees  (B lau ,  1964) .    

 

 

Benefits and Incentive 
 

Accord ing to  t he  ana l ys i s  o f  Mark  Har r i s ,  f i rms  that  o f fe r  mo re  benef i t s  have  

l ower  tu rnover  fo r  a l l  i ndust r y groups  ex amined .  However ,  the  e f fec t  o f  benef i t s  

on  tu rnove r  var i es  somewhat  by i ndus t ry  group .  Add ing bene f i t s  i s  a  more  

e f fec t i ve  way o f  l ower ing tu rnover  among f i rms  tha t have  ma in l y par t - t ime 

emp loyees  i n  compar ison  to  those  w i th  mos t l y fu l l - time  emp loyees .  Th is  ma y be  

the case  because o the r  pos i t i ve  fac to rs  such  as  t he pace and  na tu re o f  work ,  

env i ronmenta l  cond i t i ons in  t he workp lace ,  au tonomy and  grea te r  l eve l s  o f  

superv iso ry o r  genera l  soc ie ta l  respec t  migh t  m i t i ga te  the  e f fec t  o f  bene f i t s  on 

tu rnove r  in  p redominant l y fu l l - t ime  f i rms .   

 

 

Even  though  p rov id ing benef i t s  has  been  shown here  t o  s i gn i f i cant l y re duce 

tu rnove r ,  p rov id ing bene f i ts  o r  add i t ional  bene f i t s ma y no t  be  i n  the bes t  

economic  in te rest  o f  any g i ven  f i rm.  To  i l l us t ra te , a  f i rm wi l l  no t  be  

economica l l y mo t iva ted  to  p rov ide benef i t s  i f  tu rnove r  cos t  ( i . e . ,  cos t  o f  

rec ru i t ing ,  h i r ing,  t ra i n ing)  i s  l ower  than  benef i t cos t .  I t  ma y be  i n  t he  economic  

i n te res t  o f  governmen t  to  encou rage  the p rov is ion  of  benef i t s  among f i rms  (e .g . ,  

t ax  incent i ves )  i f  t he  cos t  o f  t u rnove r  to  gove rnment  (e .g. ,  j ob  t ra in ing and  

p lacement  se rv ices)  i s  h igher  t han  the  cost  o f  f ac il i ta t i ng  t he  p rov i s ion  o f  

benef i t s .   
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Accord ing to  Zela lem [2003 /04 ] ,  i n  t he  case  s tud y of  Deve lopment  Bank  O f  

E th iop ia ,  t he  se tback  found ing the  compensa t ion  pa y scheme o f  the  bank i s  no t  

compet i t i ve,  t he re  i s  l ack  o f  recogn i t i on  fo r  i nd i vidua l  d i f f e rence  i n  respec t  o f  

per formance and  sen io r i t y,  and  admin is te r i ng  pay i nc rease on  persona l  

re la t i onsh ips ,  and  there  i s  lack  o f  t ransparency o f pa y a nd  i ncen t i ve  p lan  o f  the  

bank.  

 

 

Accord ing to  And inet  [2006 ] ,  Emplo yees  tu rnove r  a t  Commerc ia l  Bank  o f  

E th iop ia  Cases  and  Consequences ,  the  responden t  a re not  sat i s f i ed  w i th  some o f  

t he avai l ab le  incen t i ves  and benef i t s  l i ke  the  wa y bonus  i s  g i ven,  t ranspor ta t i on  

a l l owance,  rec reat ional  f ac i l i t i es ,  sa lar y sca le ,  et c  
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CHAPTER III 

 
PRESENTATION OF FINDINGS, ANALYSIS AND INTERPRETATI ON OF DATA 

 

Th i s  chap ter  i s  concerned  w i th  da ta  p resentat i on  ( tha t  a re co l l ec ted  th rough  

ques t ionna i res ,  i n te rv iew  and rev iew o f  documents ) , anal ys i s ,  and  in terp re ta t i on .  

Two  t ypes  o f  ques t ionnai res  were  p repared  and  d is t ribu ted  (Ref er  Annex).  The 

f i rs t  t ype  o f  quest ionnai re  was  d i s t r ibu ted to  cu r ren t  emp lo yees  o f  the  bank 

se lec ted  randoml y f rom b ranches  and  head  o f f i ce  o rgans  tha t  cu r ren t l y  assumed 

c le r i ca l ,  supe rv iso ry ,  and  mana gement  pos i t ion .  No  quest i onna i re  was  d i s t r ibu ted  

fo r  non-c le r i ca l  emp loyees  because a lmos t  none o f  non -c le r i ca l  s ta f fs  res igned 

f rom the  bank dur i ng the  spec i f i ed  per i od .  A  to ta l  o f  60  ques t ionna i res  were  

d is t r ibu ted  and  50  o f  t hem were f i l l ed  and  re tu rned.    

 

 

Anothe r  ques t i onna i re  was  admin i s te red  to  ex -emp loyees  o f  t he  bank who 

res igned  f rom the  bank  fo r  var i ous  reasons.  Ou t  o f  t he 74 employee  res igned  

f rom the  bank  up  to  Ju l y 31 ,  2012    20  ques t ionna i re  was  d i s t r ibu ted  and  14  o f  

t hem were f i l l ed  and  re tu rned .   

 

 

We a l so  prepared  an  i n  dep th  i n te rv iew  gu ide  and conduc ted  i n  dep th  in terv iew 

w i th  Manager  -  Human  Resource  Depar tment  o f  L i on  Inte rnat ional  Bank S .C.   

 

 

 

 

 

 

 
 
 
Table 3: Quantitative findings results of current and ex- employees of the bank  
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The cur ren t  empl oyee o f  

t he  bank a re  though t  to  

be  a  source o f  

i n fo rmat i on i n  

i den t i f y i ng  the  fac tors  

fo r  the  tu rnove r  as  they  

a re  the  ones  who  have 

r i ch  exper i ence  i n  the 

rou t i ne  bus iness  o f  the 

bank 

l ived  i n  s imi la r  

env i ronments  w i th  ex  

employees   

Sha red  the  cha l lenges  

and  faced  the  burden on  

day  to  day  bas i s .  so  the  

cu r ren t  employees 

exper ience  w i l l  be  o f  

pa ramount  i mpo r tance 

i n  ex t rac t i ng  

i n f o rmat i on  re la ted  to  

the  tu rnover  o f  s ta f f  i n  

the  o rgan i za t i on  Thus  to  

i den t i f y  the  ma jo r  

causes  o f  employee tu rn  

ove r  the  op in ion  o f  

cu r ren t  employee  as  we l l  

as  ex  employees   i s  

cons idered  to  be  cruc ia l .  

Thus  the  f ind ings 

i nc luded bo th  cur ren t  

and  ex  emp loyees  o f  t he 

ban k  

 

The  p ro f i l e  o f  the  respondents  w i th  regard  to  age,  sex ,  mar i ta l  s ta tus ,  yea rs  o f  

se rv i ce  in  the  bank,  qual i f i ca t ion ,  and s ta f f  ca tegor y,  i s  summar i zed  as  fo l lows .   

 

 

3.1.1 Profile of respondents by age and sex 

 

64  responden ts  43  (67 .2  %)  were ma les  & 21 (32 .8%)  were  females .  The 

respondents  age ca tegor y i . e .  17  (26.6%)  a re  be tween  age  18-25 ,  30  (46.9%)  a re 

be tween  age 26 -30,  11  (17 .2%)  a re  be tween   31-35 ,  3(4 .7%)  a re  be tween  36-40 ,  

1 (1 .6%)  i s  be tween  41-45 ,  1 (1 .6%)  is  be tween  46-50 , and 1 (1 .6%)  i s  be tween  51 -

55 .  as  the  tab le  ind i ca tes   above tab le  shows tha t  f rom the  to ta l  64  respondents  

50  were  cu r ren t  emp loyees  and  14  were  ex  employees  o f  L IB .  Ou r  f ind ing  
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i nd ica tes  t ha t  major i t y o f  t he  responden t  a re  be tween the  ages  o f  26 -30  and  are  

ma le  wh i ch  shows the  p ro f i l e  o f  employees  i n  LIB .   

 

Ma jo r i t y o f  the  emp loyees  who  l e f t  the  bank  were  males  in  the age range  o f  26 -

30 .  

 

Table  4   Class i f i ca t ion  o f  respondents  by  age and  sex 

 

  

 

3.1.2 Profile of respondents by marital status  

 

Among the  64  responden ts  18  (28 .1%)  were  mar r ied  and  46  (71.9%)  were  s ingle .  

Ma jo r i t y o f  ou r  s tudy responden ts  a re  s ingle .  

 

 

 

3.1.3 Profile of respondents by service year   

 

AGE 

Cur ren t  

e mp loyees  

Ex-  

e mployees 
To ta l   

Ma l

e  
Fema le  Ma le  

f ema l

e  
ma le  f ema le  G.  To ta l  

18 -25 10 4  1 2 11 6 17(26.6%) 

26 -30 13 10 6 1 19 11 30(46.9%) 

31 -35 6  3  1 1 7 4 11(17.2%) 

36 -40 1  0  2 0 3 0 3(4.7%) 

41 -45 1  0  0 0 1 0 1(1.6%) 

46 -50 1  0  0 0 1 0 1(1.6%) 

51 -55 1  0  0 0 1 0 1(1.6%) 

Tota l  33  17 10 4 43  (67.2) 21 (32.8% 64 

 (100%) 
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Wi th  re ga rd  to  the serv i ce  year  o f  emp loyees  5 (7 .9%)  o f  the  responden ts  se rved 

the bank l ess  t han  th ree months ,  8 (12 .5%)  o f  the  respondents  have  served  fo r  

t h ree  to  s ix  months ,  8 (12 .5%)  o f  the responden ts  have se rved  fo r  s ix  to  n ine  

mon ths ,  20 (34 .3%)  o f  the  respondents  have  served  for  one  year ,  23 (36.9%)  o f  the 

respondents  have  served  fo r  mo re  than  one  yea r .   Majo r i t y o f  ou r  s tudy 

respondent ’s  se rv i ce  year  i n  the bank  is  more  than  1  yea r .   

 

Table  5  C lass i f i ca t i on  o f  respondents  by  years  o f  serv ice  and  mar i ta l  s ta tus  

Years  o f  

Serv i ce 

Cur ren t  

Emp loyees  

Ex-  

Emp loyees  
To ta l  

G .Tota l  
S ing l

e  

Mar r i e

d  
S ing le  

Mar r i e

d  
S ing le  

Ma r r i e

d  

< 3  Month  4  0  1  0  5  0  5 (7 .8%) 

3 -6  Month 6  0  2  0  8  0  8 (12 .5%)  

6 -9  Month 2  0  5  1  7  1  8 (12 .5%)  

1  Year  10  5  4  1  14  6  20 (31 .3%) 

>  1  Year  12  11 0  0  12  11 23(35 .9%) 

Tota l  34  16 
12  

85 .7% 

2  

14 .3% 

46  

71 .9% 

18 

28 .1% 

64 

 (100%) 

 

 

3 .1 .4  P ro f i l e  o f  responden ts  by  qua l i f i ca t ion   

 

As  to  t he  qua l i f i ca t i on  o f  the  responden ts  none o f  t hem were  l ess  t han  12t h  

comple te,  16  (32%)  a re  d ip loma  ho lde rs ,  31  (62%)  are  1s t degree  ho lders ,  and  3  

(6%)  i s  maste r  degree  ho lders .  Th i s  i nd i cates  that  the  ma jo r i t y  o f  the  s tudy 

respondents  in  L ion  In te rna t ional  Bank S .C  a re  quali f i ed  w i th  m in imum 

qua l i f i ca t ion  as  shown was  d ip loma and  fu r ther  qua li f i ca t i on  ranging f rom f i rs t  

degree  to  second degree .  

Amongs t  ex -employees  ma jo r i t y  85 .7% o f  t he respondents  were s ingle  

 

3 .1 .5  P ro f i l e  o f  responden ts  by  s ta f f  ca tegory   
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Anal ys i s  on  the p ro f i l e  o f  respondents  showed that  ou t  o f  t he  64  responden ts  7  

(14%)  were  a t  manage ment  pos i t ions ,  8  (16%)  a re  at  superv iso ry  pos i t ions ,  and 

35  (70%)  are  c l er i ca l  s ta f fs .   

Ma jo r i t y o f  the responden ts  are  c l e r i ca l  s ta f f  and  1s t degree  ho lde rs .  

 

 

Table  6 :  C lass i f i ca t i on o f  responden ts  by  qua l i f i cat i on  and   S ta f f     

Ca tegory  

Qua l i f i ca t i on 

Cur ren t  Employees Ex Employees  

Grand 

 to ta l  
Manag

e ment  

Super

v iso ry  

C le r i ca

l  

Mana

geme

nt  

Supe

rv iso

ry  

C le r i

ca l  

<10+2 /  

12t h  Comple te 
0  0  0  0  0  0  0  

D ip loma   

 
0  1  15 0  0  5  21 

1s t Degree  

 
4  7  20 0  3  4  38 

Above   

1s t Degree  
3  0  0  1  1  0  5  

To ta l  

 

7  

 

 

8  

 

 

35  

 

1  4  9  64 

 

 

 

 

 

3 .2  Organ i za t iona l  c l ima te  /wo rking  cond i t i on i n  the  organi za t ion 

 

3 .2 .1Job descr ip t ion   
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54 .6  % o f  t he  respondents  i nd i ca ted  tha t  t hey c learl y know the i r  job  desc r ip t i on  

when they were  h i red  o r  t rans fe r red  to  new jobs  where as  43 .7  % o f  respondents  

d idn ’ t  c l ear l y know the i r  job  descr ip t ion  when  they wer e  h i red  o r  t rans fe r red  to  

new job .   

 

 

In  S im i l ar  c i r cumstances  80  % o f  the responden ts ”  and  20% ind i ca ted  tha t  t hey  

have known the i r  job  desc r ip t ion  i n  the i r  cu r ren t  ass ignment  whereas  20% d idn ’ t  

have  an y fami l ia r i t y  w i t h  the i r  j ob  desc r i p t i on .  The  above f ind ing te l l s  us  mos t  

o f  the  emp loyees  d idn ’ t  know the i r  job  desc r i p t ion  e i the r  a t  t he  t ime o f  t he i r  

rec ru i tmen t  o r  a t  the i r  p resen t  ass ignment .  

   

 

3 .2 .1  Job  descr ip t ion   

 

On ly 20% o f  the  responden ts  have  excel len t  commun icat ion  w i th  the 

managemen t .  However ,  48% o f  t he  respondents  ind i ca ted  tha t  t he i r  

communicat ion  i s  fa i r l y good  wh i le  t he  res t  16% have poor  commun ica t i on .   

 

 

On  the  o the r  hand  48% o f  respondents  have  exce l l en t communicat ion  w i th  t he i r  

superv iso rs .  Whereas  40% have fa i r l y  good  and  12% have  poor  communica t i on  

w i th  superv i so rs .   

 

 

We  a lso  t r i ed  to  iden t i f y  t he  cu r ren t  communica t ion p ract i ces  o f  respondents  and  

the i r  peers  fo r  wh ich  66% ind i ca ted  tha t  they have  exce l l en t  communica t i on ,  32% 

have fa i r l y good  commun icat i on ,  and  2% have poor  commun ica t ion .   

 

The  above  f i nd ings  c lear l y show tha t  among the  ma jor i t y o f  t he  respondents  

communicat ion  wi th  t he management  i s  some what  impai red  and looks  unhea l thy.    
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3 .2 .3  Manager ia l  suppor t  

 

Researcher  t r ied  a lso  to  l ook  fo r  t he suppor t s  t o  the  emp loyees  by superv isors  

when a  t ask  re la ted  p rob lem occur red.  

58% o f  t he  responden ts  have  go t  the i r  supe rv iso rs  /managers  suppor t  when  they 

encoun tered  prob lems in  the i r  wo rk ing a rea  whereas  20% o f  t he  respondents  

d idn ’ t  ge t  any suppor t  a t  a l l  by superv isors  /managers  when a  prob lem pers is t s  

and  22% ind i cated tha t  they ra re l y  ge t  the  suppor t  o f  the i r  superv i so rs /managers .   

As  i t  is  s ta ted ,  most  o f  the  supe rv i so rs /managers  are  not  cooperat i ve  to  so lve  t he  

p rob lems  encountered  by t he i r  emp loyees .  

A t  th i s  po in t  Ma jo r i t y  o f  the  respondent  a t  L IB  i ndica ted  tha t  the  

managers /superv i sors  are  coopera t i ve to  so lve j ob  re la ted  p rob lem.  

 

  

3 .2 .4  Team wo rk 

 

Majo r i t y 72% o f  the  responden ts  ind i ca ted that  the ir  superv iso r /manager  

encouraged  teamwork .  Wh i le  among 6% o f  the  respondents  superv i so rs /managers  

d idn ’ t  encou raged  teamwork  a t  a l l  and  i n  22% o f  t he responden t  

superv iso rs /managers  rare ly  encouraged  teamwork .  In the  concep t  o f  s ynergy ,  

wh ich  sa ys ,  “ t he  who le  i s  grea te r  than  the  sum o f  it s  pa r t s ”  t eam sp i r i t  i s  

encouraged  to  be  more  p roduc t i ve .  

 

 

3 .2 .5  Conf l i c t  management   

 

Amongs t  cu r ren t  emp loyees  44% o f  the  responden ts  ind i ca te  t hat  t he i r  managers  

hand le  conf l i c t s  in  a  good  way when  i t  occurs .  Whereas  28% o f  the  respondents  

t hat  t he i r  managers  cannot  hand le conf l i c ts  cons t ruct i ve ly  and  i n  among 28% o f  

respondents  t he i r  managers  a re  ra re ly  hand le con f l ic ts .   

 

3 .2 .6  Decis ion  maki ng   
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48% of  the  responden ts  fee l  tha t  the y have  a  share  i n  dec is i on  mak ing,  and  

a lmos t  ha l f  o f  respondents  don ’ t  fee l  o r  rare l y  feel  that  t hey have an y share  in  

dec is i on -mak ing.  

 

3 .2 .7  Recogni t i on 

 

54% o f  the  responden ts  fee l  that  t he i r  wo rk  i s  recogn i zed b y t he  bank/supe rv iso r .  

The o the r  24% o f  t he  respondents  say  they don ’ t  f eel  the i r  wo rk  i s  recogn i zed  

and  22% say the y fee l  on l y ra re l y  abou t  the  recogn it ion  o f  t he i r  wo rk .  As  i t  i s  

observed  among 50% o f  respondents  work  i s  e i the r  not  o r  ra re l y recogn i zed.  

 

3 .2 .8  Access  to  I n fo rmat i on 

 

Sign i f i cant  64% o f  respondents  ind i ca te  t hat  they  had p rob lems to  ge t  

i n fo rmat ion  eas i l y  t o  do  the i r  job  and  i t  ma y cause the  emp loyees  to  per fo rm 

the i r  du t i es  by consuming too  much  t ime  and  i t  may make them ge t  d i f f i cu l t  to  

do  the i r  job .    

 

3 .2 .9  Uni ty  o f  Command  

 

57% o f  t he  responden ts  ind i cated  tha t  t hey know thei r  immediate  superv iso r  

when they were  in  the  bank ,  36% responden t  d idn ’ t  know the i r  supe rv i so r ,  and  

7% o f  the  responden ts  say the y were  uncer ta in  abou t who  was  the i r  immed iate  

superv iso r .  The majo r i t y  o f  the  responden ts  were  aware  o f  who  the i r  immed iate  

superv iso r  was .  

 

 

 

 

 

3 .2 .10  T ranspa rency   
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Amongs t  ex -emp loyees  o f  t he  bank  ma jo r i t y 50% o f  the  respondents  ind i ca ted 

that  they  were  to ld  about  t he  cond i t i ons  o f  work ,  sa la ry,  med ica l  benef i t  and  

o the r  i ncen t i ves  du r i ng the i r  s tay  i n  the  bank  where  as  36% were  not  to ld ,  hence 

even  though  majo r i t y  o f  t he  responden ts  have  been  in fo rmed  about  cond i t i ons  o f  

wo rk ,  med ica l  bene f i t ,  sa lar y,  and  o the rs  were  ex p la ined  whereas  a  s i gn i f i can t  

po r t i on  o f  emp loyees  d idn ’ t  have a  c lue  on  th i s  is sue   

 

3 .2 .11 .  D iscuss ion  w i th  supe rv isors  fo r  improvement 

 

Majo r i t y 57% o f  the  responden ts  cou ld  no t  d iscuss  eas i l y  w i t h  the i r  superv i so rs  

when the y have sugges t ion  about  ou r  work  wh i l e  36% o f  t he respondents  cou ld  

d iscuss  i t  eas i l y w i th  t he i r  superv isor  when  the y had  a  sugges t ion  abou t  do ing 

the i r  work .  On  the  o the r  hand 7% o f  the  responden ts say they were  uncer ta in   

 

3 .2 .12 .  Employees At t i tude  tow ards  human  resou rce  managemen t  

Amongs t  ex -emp loyees  o f  t he  bank A lmos t  a l l  93% of  t he  responden ts  don ’ t  

t h i nk  tha t  the bank  g i ves  impor tance and take  care  o f  the  human  resource .  None 

o f  responden ts  be l ieved that  t he  bank g i ves  a lo t  impor tance  and  a lso  t ake  care  

o f  i t s  emp loyees ;  where  as  7% o f  t he  responden ts  were no t  su re  t o  be l i eve  tha t  

t he bank  g i ves a  lo t  impor tance  and  take  care  o f  i ts  emplo yees .   

The above  f igure  shows  us  that  the  bank  d idn’ t  g ive  much  care  for  i t s  

employees  so  i t  may  cont r ibut e  a  l ot  for  the i r  s epa ra t ion .  

 

3 .2 .13  Fee l i ng  about  the  o rgan i za t i ona l  po l i cy  on  Human Resource  

  

Amongs t  cu rrent  emp loyees  ma jo r i t y  o f  t he  respondents  44% labeled the 

personnel  po l i c ies  o f  t he  bank rega rd ing t ra in ing  and  p romo t ion  as  “ fa i r l y  good”  

whereas  28% o f  responden ts  l abeled i t  as  “bad ” .  

On  s imi l a r  ins tances  ma jo r i t y  (56%)  o f  the  respondents  l abeled  the  l eade rsh ip  

s t yl e  o f  t he o rgan iza t i on  as  “good”  whereas  a  s i gn if i cant  amount  36% labeled  i t  

as  “bad”   

 

3 .2 .14  Job  ass ignment  versus  qua l i f i ca t ion  and  i n teres t   



39 
 

 

Amongs t  cu r rent  emp loyees  Ma jo r i t y  66% o f  the  responden ts  ind i cated  tha t   t hey  

a re  ass igned  re la ted  to  t he i r  educat iona l  qua l i f i cat i on  wh i le  24% a re no t  

comple te l y  ass igned  i n  re la t i on  t o  t he i r  f i e ld  o f  study whereas   10% o f  

respondents  i nd i ca ted  that  the y a re  ass igned  par t l y re la ted  to  the i r  f i e ld  o f  s tud y.   

S imi l a r l y ,  Mos t  o f  the  responden ts  68% cons ide red the i r  cu rrent  job  as  

“ i n te res t ing”  32% cons idered  that  the i r  job  i s  “boring”  and  are  no t  happy w i th  

t he i r  job  

 

P rac t i ces  o f  CBE a l so  con f i rmed  s imi la r  p rac t i ces  of  L IB ,  75% o f  respondent  no t  

ass igned  accord ing f ie ld  o f  s tudy/qual i f i ca t ion .  .   

 

3.3 Benefits, Rewards & motivation mechanisms  

 

3 .3 .1  Rewards  and  recogn i t ions  

 

Amongs t  cu r ren t  emp loyees  a lmos t  ha l f  50% o f  responden ts  d idn ’ t  rece ive  

adequate  reward  fo r  a  we l l  done job .   

 

S imi l a r l y ,  a lmost  a l l  96% o f  t he  responden ts  i nd i cated  tha t  they haven ’ t  rece i ved  

any thank you  l e t t e r  th rough  ou t  the i r  serv i ce l i fe i n  the bank .  

   

As  i t  can  be  seen  majo r i t y  o f  emp loyees  ind i cated  tha t  t hey  d idn ’ t  rece ive  

enough  t ra in ing  re la ted to  the i r  job  and  haven ’ t  been  rewarded fo r  t he  j ob .  

 

On  s imi l a r  ins tances  conce rn ing the i r  f ee l i ngs  on  reward  ma jo r i t y o f  t he  cu r ren t  

emp loyees  52% be l i eve  that  they a re  not  adequate l y rewarded  fo r  the i r  j ob  wh i le  

28% bel i eve  tha t  they a re  adequate l y  rewarded  which shows that  ma jo r i t y  o f  t he  

emp loyees  a re  not  sa t i s f i ed  w i th  the  cu r rent  reward p rac t i ce   o f  t he  bank.  

 

3 .3 .2  T ra in ing  as  mot i va t ion 
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Amongs t  cu r ren t  emp loyees  ma jo r i t y  54% bel i eve  that t he y haven ’ t  rece i ved  

t ra in ing  re la ted  to  the i r  j ob  o r  ra re ly  rece i ve  26%,  where  as  some rece ived  j ob  

re la ted t ra in ing.  

 

3 .3 .3  Sa la ry  sca le  and  benef i t  package   

 

Amongs t  cu r rent  emp loyees  o f  the  bank ma jo r i t y 40% o f  t hem do  not  fee l  t ha t  

t he i r  sa la ry i s  fa i r  as  compared  to  s imi l a r  o rgan i za t i ons .  The o ther  s i gn i f i can t  

po r t i on  o f  responden ts  38% ind i ca ted  as  t he  sa la ry sca le  “somewhat  fa i r ”  on l y  

few bel i eve  that  the i r  sa la ry sca le  i s  ex t reme ly fai r  as  compared  to  o thers .  

Ma jo r i t y o f  the  responden ts  40% are no t  rea l l y happy w i th  t he sa la ry sca le  o f  the  

o rgan i za t ion .  

 

Wi th  rega rd  to  the  bene f i t  package p rac t i ce  o f  the bank Ma jo r i t y o f  the  

respondents  90% are  d issa t i s f i ed  wi th  the  educa t i on (90%) ,  bonus  (90%) ,  

emergency s ta f f  l oan  (82%)  and  t ranspor ta t i on  a l lowance (74%)  benef i t s  

p rov ided.   

 

Mos t  o f  the  emp loyees  a re  sat i s f ied  wi th  t he  medical  (66%) ,  hea l th  and  l i f e  

i nsu rance (70%)  bene f i t  packages .  

Th i s  ind i ca tes  t hat  t he  benef i t  package  o f  the  bank i s  doesn ’ t  sa t i s f y t he  need  o f  

t he emp loyees .   

  

 

 

 

 

 

Table  7  Employee Incen t i ve and  Bene f i t  

 

I ncen t i ves  

and  
Sa t i s f i ed D issa t i s f i ed  

No t  

app l i cab le  

*  NA 
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Benef i ts?  to  my  

pos i t i on 

#  % #  % #  % % 

Educa t ion    45  90   10  

Bonus    45  90   10  

M edica l  Benef i t  33  66 17 34    

Fue l  a l l owance 5  10 8  16 37  74   

Hea l th  &   

l i f e  Insurance 

35  70 10 20 5  10   

Emergency  s ta f f   

Loans  

7  14 41 82 2  4   

Pos i t ion   

a l l owance 

4  8  17 34 29  58   

T ranspor ta t i on 

a l l owance 

13  26 37 74    

Cash i ndemni ty  6  12 10 20 34  68   

*  NA (Non  App l i cab le )  

 

3 .3 .4  Workload  versus  compensa t ion 

 

Amongs t  cu r ren t  emp loyees  ma jo r i t y  86% o f  t he respondents  fee l  tha t  

compensat i on  i s  no t  adequate  as  compared  to  t he  wo rk load  and  respons ib i l i t y  

wh i l e  14% be l i eve  compensat ion  i s  adequate  to  t he  respons ib i l i t y and  wo rk load .  

 

 

 

 

 

 

 

 



42 
 

3.4 Separations from LIB 

 
3 .4 .1  Reasons  fo r  leav ing L IB   

 

Amongs t  Ex -emp loyees  ma jo r i t y o f  t he  responden ts  i nd ica te  tha t  the  ma jo r  

reason  fo r  l eav ing LIB  was  insu f f i c ien t  sa la ry 50%, amongs t  36% poo r  f r inge  

benef i t ,  amongs t  14% lack  o f  t ra in ing oppo r tun i t y Responden ts  l is t ed  some o the r  

add i t iona l  m ino r  reasons  for  t he i r  separa t ion .   

 

S imi l a r l y  amongs t  cu r ren t  emp loyee ’s  o f  the  bank  majo r i t y  o f  respondents  58% 

ind ica ted  that  t hey  have an  i n ten t ion  to  l eave  the  bank  anothe r  s i gn i f i can t  

number  o f  emplo yees  34% a re  i nd i f f erent   to  i t   Desp i t e  t he  fac t  tha t  more  than  

ha l f  o f  t he  respondents  show the i r  in tent ion  t o  l eave  the  bank ,  t here  a re  few  

respondents  who  don ’ t  wan t  to  l eave  the  bank .  

 

Respondents  l i s t  the  f o l l ow ing reasons  fo r  t he i r  i nten t i on to  leave  the  ban k:  

 To  ge t  bet te r  benef i t  i n  t erms  o f  sa la ry and  o ther  i ncen t i ves  

 No job  sat i s fac t ion  and  the  j ob  i s  no t  cha l l enging 

 Job  i s  bo r i ng and doesn ’ t  requ i re  c rea t i v i t y  

 No payment  fo r  educat ion   

 To  exp lo re  more  potent i a l  and  to  upgrade   

 Management  o f  the bank  are not  a t t rac t i ve  enough   

  

 Promo t ion and  t ra in ing oppo r tun i t i es  a re  not  f a i r l y admin is te red  

 De lay i n  dec is ion  mak ing 

 Non recogn i t i on  o f  ind i v idual  ach ievements  and  reward i t s  employees  

 Non wi l l i ngness  to  accep t  cons t ruc t i ve  comments  f rom the  management  

and  superv iso rs  s ide  pos i t i ve l y  

 Poor  care fo r  emp loyees   

  

 The work  doesn ’ t  requ i re  any c rea t i ve th ink ing and  i s  redundant  one   
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Table  8  Reason for  l i v i ng  L IB 

 

3.5. Findings of the qualitative section of the study 

Th is  sect i on  focuses  on  the  qua l i t a t i ve  f i nd ing rega rd ing the  po l i cy and  o the r  

re la ted i ssues  tha t  t he bank deals  t o  so lve  t he  p rob lem of  employee  tu rnove r  in  

L IB .  The f i nd ing was  ex t rac ted  f rom the  in te rv iew  conduc ted  w i th  the human 

resource  depar tmen t  and  human resource  o f f i ce rs  o f  L IB .   

Genera l l y,  t he i n te rv iew  focused  (Re fer  Annex )  was  abou t  assess ing the  Human 

Resource  depar tmen t  po l i cy o r  s tand  towards  l abor  tu rnover .  

    

 

3 .5 .1  Working  env i ronment     

 

As  to  t he  su i t ab i l i t y o f  t he  bank env i ronment  in  t rans fe r r ing exper t i se/ sk i l l  i n  

t he i r  ass igned  j ob ,  t he  bank  had  no  hard  and  fas t  ru le  bu t  th is  depended  on  the  

t ype  o f  managers .   Some managers  a re  coopera t i ve and  encourage the i r  employee  

and  expose  employees  to  d i f f e rent  c i rcumstances  to  use  the i r  sk i l l  and  e f fo r t  i n  

 

Most important reason for your leaving the 

bank 

Reasons 
Ex -employees 

# % 

Insufficient salary 7 50% 

Poor fringe benefit 5 36% 

Lack of Training  

Opportunity 

2 14% 

Total 14 100% 

In tent ion  t o  l eave  the  bank? 

Response 

Cur ren t  

emp loyees  

# % 

Yes 29 58% 

No 4  8% 

Ind i f f eren t  17 34% 

Tota l  50  100% 
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con t ra ry some managers  a re  r i g i d  and  bureauc ra t  and doesn ’ t  a l low  expe r i ence  

sha r ing.  Wi th  rega rd  to  these  the  human  resource  depar tment  t r ied  t o  prepare  a  

fo rum fo r  emp loye e and  manager  to  crea te t eam sp i r it ,  sha r i ng o f  expe r i ence ,  and  

sk i l l  between  employee  and  managers  t o  smooth  t he  work ing re la t ionsh ip  bu t  

mos t  o f  t he  employee  d id  not  t ake  pa r t  fo r  var ious  reason.    

 

3 .5 .2  Employee  turnover  ra te  a t  L IB  

 

We a l so  t r i ed  to  ident i f y t he  employee  tu rnover  ra te  fo r  t he  l as t  s i x  yea rs  by 

c l ass i f y i ng i t  based  o f  sex ,  work ing a rea ,  and  reasons  fo r  the i r  separa t ion .  The 

reco rd  o f f i ce  o f  the  bank fu rn i shed  us  w i th  t he  re levant  da ta  re la ted  to  t u rnove r  

and  the  in fo rma t ion  a re  summar ized and  p resen ted  below.  

 

 

 

 

 

 

 

 

 

 

 

 

   

Chart 1       Employee separated from LIB by sex 
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L e ft b y  W o rk in g  Are a
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As  i t  can  be  seen  in  t he  above  graph  a  l a rge  numbers  o f  emp loyees  l e f t  the bank 

f rom head  o f f i ce  and  c i t y b ranches  as compared  to  out l y i ng  b ranches .  

 

3 .5 .3  Po l i cy  i n  re la t ion  to  tu rnove r   

 

Wi th  Regard  to  t he  ex i s tence  o f  po l i cy on  emp loyee  tu rnover  we have unders tood  

that  there  i s  no  s tanda rd /po l i c y abou t  employee  tu rnove r  but  the  HR manua l  

s ta tes  t hat  t he  HR pe rsonne l  has  to  conduc t  ex i t  i nte rv iew  when  emp loyees  l eave   

t he bank .   

  

 

3 .5 .4  Cost  o f  employee tu rnover  

 

As  to  the  cost  o f  emp loyee tu rn  over  the  bank had  never  ca l cu la ted  i t  ra ther  

s imply ca l cu la tes  the  l abo r  tu rnover  index  a f t e r  get t ing t he number  o f  employed  

Chart 2 Employee separated from LIB by their respective working area  
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persons  in  each  o f  t he  l as t  s i x  yea rs .  The  number  of  emp loyees  recru i t ed  fo r  the 

l as t  s i x  yea rs  i s  a l so  ob ta ined  f rom the bank .   

 

Th i s  does  not  d is t ingu i sh  the  cases  where  peop le  l ef t  because they were  

d issat i s f ied ,  f rom cases  where  peop le  l e f t  because o f  i l l  hea l th  o r  where  they 

re t i red ,  o r  where  they were  made  redundan t .  Ye t  measuremen t  o f  t u rnove r  needs  

to  be soph is t i ca ted  enough  to  enab le  t hose respons ib le  fo r  resource  p lann ing to  

i den t i f y  var i ous  ca tegor i es  o f  l eavers  (Wor th ington 1992:  278 ;  Forbes  and  

McGi l l  1985 :  11 -12 ) .  Th is  i s  because any s ing le - f i gu re  measu re  o f  tu rnover  w i l l  

be  i nadequate  in  so  fa r  as  i t  t rea ts  a l l  t hose  who l eave  as  a  homogenous  group .  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Chart 3 Employees turnover magnitude and the reasons for separation 

 

As  i t  i s  seen  in  t he  above graph ,  wh i ch  shows  number  o f  separa ted  employees  

w i th  respec t  to  the  reasons  fo r  sepa ra t ion ,  t he  numbers  o f  employees  who  

vo lun ta r i l y res igned  the  bank i s  s i gn i f i can t l y h igher  as  compared  to  o the r  

reasons .  So  i t  i s  an  i nd i ca to r  that  the  bank ’s  vo lun tar y l abor  tu rnover  i s  
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i ncreas ing  f rom t ime to  t ime  and  i t  may tend  to  i ncrease in  the  fu tu re  i f  due  

a t t en t ion  i s  not  g i ven  and  appropr i a te  measu res   not  be ing taken .   

 

 

3 .5 .5  Employee  t rea tmen t  du r i ng  separa t ion  

Concern ing the  p rac t i ce  o f  t he  bank i n  conduc t i ng ex i t  i n te rv iew  when  an 

emp loyee depar ts  f rom the  bank ,  t he  bank  conduc ts  ex i t  i n te rv iew  fo r  a l l  

emp loyees  sepa ra ted  f rom the  bank.   The  bank  t r ied  to  use  th i s  i n fo rmat ion  fo r  

f u tu re  consump t ion l i ke  mak ing dec is i on  i n  dete rm ining manpower  requ i remen t  

and  recru i tment .  However ,  we cou ld  not  ge t  and  assess  such  document ,  wh ich  

con ta in  t he  ex i t  i n te rv iew,  wh ich  w i l l  p rov ide  us  wi th  t he  spec i f i c  reason  o f  each  

depar tu re .  

 

3 .5 .6  Impac t  o f  emp loyee tu rnover  

 

We t r i ed  t o  f ind  ou t  the  p ract i ce  o f  t he  bank whethe r  ana l ys i s  was  done abou t  the  

t ime and  the  cos t  o f  rec ru i tment .  The bank  beg in  i ts  rec ru i tment  p rocess  a f te r  i t  

conso l idates  the  manpower  requ i rements  o f  each  b ranch /o rgan  so  i t  i s  d i f f i cu l t  to  

de te rm ine  the  t ime  i t  t akes  to  ge t  t he new emp loyee an d   a l so  i t  i s  d i f f i cu l t  to  

know the  rea l  cos t  expend i tu re  o f   rec ru i t ing new  emp loyees .  However ,  t he  

en t rance  ex am fee  and the  adver t i s ing  cos t  we re  ca lcu la ted .   The bank a lso  

conduc ts  ent rance  in terv iew fo r  t he  new recru i t s  befo re  they j o ined the  bank b y a  

commi t t ee and  the bank d idn ’ t  ana l yze  and  ca l cu la te the  cost  o f  the  in terv iew 

conduc ted .  

  

The  emp lo yee tu rnover  has  grea t  impac t  in  the  bank  day to  day ac t i v i t i es  and  in  

t he over  a l l  development  o f  t he  bank.  

  

3 .5 .7  So lu t i ons  rega rd ing  employee tu rnover  

 

The  management  o f  the  bank i s  rea l l y  concerned  about  the  i ssue  and t r y i ng  to  

so l ve  th is  c r i s i s  by emp loying 26  add i t iona l  jun ior bank  c le rks  who  has been  

g i ven  t ra in ing  and  wo rk  in  a l l  t he  depar tments  and b ranches,  who w i l l  be  
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sh i f t i ng  t o  any depar tment  o r  branch  when  needed  . If  any e mp loyee res igns  th is  

bank c le rks  w i l l  immed iate l y rep lace  tha t  person  unt i l  a  person  who  rep laces  w i l l  

be  recru i ted  and  t akes  ove r  wh i ch  reduces  the  add it iona l  wo rk  l oad  to  emplo yees  

i n  the depar tment   e f f i c ienc y w i l l  no t  be  a f fected  . 

 

3.6 Analysis of findings  

 

3 .6 .1  Age and  tu rnover   

Find ings  o f  the  s tud y i nd ica te  that  ma jor i t y o f  t he s ta f f  who  l e f t  t he  bank were  

ma le  and the i r  age  i s  26 -30 .   

S tud ies  done  at  New Ze land  bank by Por ter  and  Steers  (1973 )  i den t i f i ed  a  s t rong,  

negat i ve  re la t ionsh ip  be tween  age  and  tu rnove r  in  the i r  ea r l y rev iew o f  tu rnove r  

s tud ies .  Moble y e t  a l . ’ s  (1979 :  493)  rev iew  o f  l a ter  s tud ies  a l so  i nd i cates  t ha t  

“age . . . i s  cons is ten t l y  and  nega t i ve l y re la ted to  t urnover . ”  S imi l ar l y,  Cot ton  and  

Tu t t l e ’s  (1986 )  me ta-anal ys i s  f i nd ings  show tha t  t urnover  dec l ines  w i th  age.  

However ,  i n  a  mo re  recent  me ta-analys i s ,  Hea l y,  Lehman and  McDan ie l  (1995)  

found  no  s ta t i s t i ca l l y  s i gn i f i cant  re la t ionsh ip  between age  and  tu rnove r .  

S tud ies  o f  CBE and DBE d idn ’ t  co r re la te  age and  sex o f  emp loyees  w i th  tu rnove r  

even  though  sex  and  age o f  emp loyees  who  l e f t  the  bank  a t  d i f f eren t  t ime  f i t s  t he  

same sex  and  age  ca tego ry w i t h  L IB .  

 

 

3 .6 .2  Serv i ce  year  and  tu rnove r  

 

Wi th  rega rd  to  mar i ta l  s ta tus  ma jo r i t y  o f  the  s ta f f who  le f t  t he bank  were  s ingle   

w i t h  a  se rv i ce  year  rang ing 6 -9  mon ths  as  majo r i t y o f  t he s tudy responden ts  were  

a l so  s ingle  w i t h  the  age range  6 -9  mon ths   i t  i s  d if f i cu l t  t o  assoc ia te  t hat  t he re  i s  

assoc ia t ion  be tween  mar i t a l  s ta tus  and  tu rnover  as  we l l  as  se rv ice  year  and  

tu rnove r .  
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S tud ies  conducted  a t  New Zea land  bank w i th  the  h ypothes i s  t hat  the  longer  an 

emp loyee s ta ys  w i th  t he  same o rgan i zat ion  t he  l ess  l i ke l y he /she  w i l l  res ign .  

Youngb lood ,  Mob ley,  and  Me gl i no  (1983 )  argue tha t  higher  tu rnover  among  

newer  employees  re f l ec ts  the  incongru i t i es  be tween  expec tat ions  o f  wo rk  ro les  

and  the  o rgan i za t ion  be fo re  j o in ing  and  exper i ences o f  work  ro les  and  the  

o rgan i za t ion  af te r  j o i n ing .  These i ncongru i t i es  subsequen t l y p roduce  lower  job  

sa t i s fac t i on ,  make outs ide  j obs and  o rgan i zat ions  appear  mo re  a t t ract i ve ,  and  

thereby encourage the  employee  to  l eave .  

In  t he i r  ea r l y  rev iew  o f  t enure  s tud ies ,  Po r te r  and S teers  (1973 :  165)  found tha t  

i ncreased  tenure  “appeared  to  s t rengthen  the  p ropens i t y  fo r  emp loyees  to  

rema in . ”  The Mob ley,  Gr i f fe th ,  Hand  and  Megl i no  (1979 :  493)  rev iew  o f  

s i gn i f i can t  research  a f t e r  t he  ea r l ie r  Por ter  and  Steers  (1973 )  rev iew  con f i rmed  

that  t enure i s  cons i s ten t l y and  negat i ve l y re la ted  to  tu rnove r .  S imi l ar l y,  Cot ton  

and  Tut t l e ’s  (1986 )  la te r  meta -ana lys is  o f  tu rnove r s tud ies  p roduced  s t rong 

ev idence o f  a  nega t i ve  re la t ionsh ip  be tween  tenure  and  turnove r .  More  recen t  

s tud ies  (see  fo r  ex ample ,  Lucas ,  Parasuraman,  Dav i s and En is ,  1987 ;  

K i r schenbaum and We isberg,  1990 )  have  genera l l y suppor ted  th is  ear l i e r  

research .  

 

3 .6 .3  Leve l  o f  educa t i on  and  tu rnover  

 

Wi th  regard  to  l eve l  o f  educat ion  ma jo r i t y  o f  ou r  study respondents  were  f i rs t  

degree  ho lders  and  amongs t  s ta f f  who  res igned  f rom the  bank  ma jo r i t y  o f  them 

were  a lso  f i r s t  degrees  ho lders .   

S tud ies  done  a t  New Zea land  Bank ,  more  educa ted  s taf f  a t  t he  bank was  ac tua l l y  

more  l i ke l y t o  res ign  tha t  l ess  educated  s ta f f  i n  con t ra ry accord ing to  

Youngb lood  e t  a l .  (1983.515)  “h igher  educated  employees  were  more  l i ke l y  t o  

s tay due  to  the  chance  o f  be t te r  ass ignment  and posi t ion .  

  

Ou r  s tudy i s  inconc lus i ve  to  con f i rm e i t he r  o f  the  hypo theses  and  fu r ther  s tudy 

shou ld  have  been  done  to  f ind  assoc ia t ion  be tween  leve l  o f  educa t ion  and  

tu rnove r .  
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3 .6 .4  Working  env i ronment  and  tu rnover  

 

Wor k ing env i ronment  in  the  bank i s  t he  most  impor tan t  and c ruc ia l  f ac to r  in  

mot i vat i ng  and  re ta in ing the  s ta f f  one  o f  the  impo rtant  componen t  o f  work ing 

env i ronment  i s  commun ica t ion .   

Good  commun icat ion  wi l l  enab le  t he bank to  re ta in  it s  cu r rent  employees  s ince  

emp loyees  w i l l  fee l  t he management  have  be longingness  fo r  t hem o r  t hey fee l  

t hat  they  a re  par t  o f  the  o rgan izat ion  and  w i l l  devo te  t he i r  e f fo r t  towards  the 

ach ievement  o f  t he  bank ’s  ob jec t i ve .   However ,  ou r f ind ings  show tha t  s t i l l  a  

s i gn i f i can t  pe rcentage o f  s ta f f s  have poo r  commun ica t ion  wi th  the  managemen t  

and  supe rv i so rs  wh ich  shows  the commun icat i on  o f  responden ts  w i th  the 

managemen t  i s  some what  unheal thy  and  wi l l  i n fo rm the  bank  to  keep  and  des ign  

wa ys  to  s t rengthen  the  communicat ion / re la t i onsh ip  of  emp loyees  w i th  t he 

managemen t  s ince do ing so  w i l l  enab le  t he  bank to  prov ide  e f fec t i ve  and  

e f f i c i en t  se rv i ce  wh ich  is  one o f  i t s  ob ject i ves .  

 

3 .6 .4 .1  Manager ia l  suppo r t  

 

The o ther  componen t  o f  work ing env i ronment  i s  manager ia l  suppor t  o f  employees  

and  one  o f  the  l i s ted  fac to r  fo r  i n ten t ion  t o  leave the  bank  was  the  management  

o f  the  bank are  no t  a t t rac t i ve  enough  to  wo rk  w i t h  them as  one s ta f f  s ta ted 

“mana gement  and  s ta f f  re l a t i on  is  no t  hea l thy”  The  o the r  po in t  wor th  ment i on ing  

w i th  regard  to  t he  wo rk ing env i ronment  as  s ta ted  by the  emp lo yees  i s  t hat  mos t  

superv iso ry s ta f fs  a re  no t  cooperat i ve  when  a  prob lem ex is t s ;  t hey a re  fau l t  

f i nders .  

 

In  a  s im i l a r  s tudy a t  Gonzo  Bank  and  Corne rs tone Adv i so rs ,  no ted  ou t  t ha t  

Management  i s  the b igges t  var i ab le  in  tu rnover .   Bank ing ma y no t  be  fu l l  o f  

j e rks ,  bu t  i t  i s  f u l l  o f  peop le  in  management  j obs  tha t  a re  l ack ing i n  t he  ar t  o f  

managemen t .  

 



51 
 

As  Compare  to  CBE and  DBE,  in  bo th  cases  ma jor i t y of  t he  respondent  ind i ca ted  

the management  doesn ’ t  ca re  about  t he employee  th i s a l so  t he ma jo r  e f fec t  on  

emp loyee tu rnove r .  

 

3 .6 .5  Ma jo r  reasons  fo r  t u rnover  

 

In  gene ra l  du r ing  the  s tudy we have found  our  seve ra l  reasons  that  caused  and 

w i l l  cause  the  emp loyees  to  leave  the  bank.  And  a l l the  l i s t ed  reasons  can  be  

c lass i f i ed  i n to  two  ma jo r  ca tego r ies .  

These categor i es  a re   

1 . Reasons re la ted  to  t he  work ing env i ronment  i nc lud ing  management  and 

admin is t ra t ion  

2 . Reasons re la ted  to  benef i t s ,  sa la ry,  bonus  f r inge  and  o ther  rewards .  

F ind ings  revea led  tha t  amongs t  ex -emp lo yees  who  l e ft  the  bank the  ma jo r  reason  

fo r  the i r  separa t ion  was  l abe l l ed  as  insu f f i c i en t  sa la ry  and  the  second  majo r  

reason  was poor  f r inge  benef i t .   

But  as  t o  t he  New Zea land bank the  research  i nd i ca ted tha t  h igher  pa id  emplo yees  

a re  l ess  l i ke l y  t o  res ign  than  lower  pa id  emp loyees.  Human cap i t a l  t heor is ts  pos i t  

t hat  f i rms  pay sk i l l ed  emplo yees  more  than the i r  unsk i l l ed  coun terpar ts ,  because 

sk i l l ed  emp lo yees  have h ighe r  marg ina l  p roduc t i v i t y (Becke r ,  1975 ) .   

On  the  cont ra ry t he  exper i ence  o f  Bang ladesh  bank ing sec to r ,    f ound  ou t  t ha t  the  

ma jo r i t y  o f  emp loyees  pe rce i ved  tha t  the  most  importan t  reason  fo r  separa t i on  

f rom the  secto r  i s  l ack  o f  apprec ia t ion  and  non  recogn i t ion .  So ,  o rgan i zat ions  

can  improve  i n  th is  a rea,  regard less  o f  t he  ex te rnal  l abor  marke t .  [BRAC 

Un ivers i t y Journa l ,  vo l .  IV ,  no .  2 ,  2007 ,  pp .  67-74]   

 

3 .6 .6 .  Job ass ignment  to  the  f ie l d  o f  s tudy and  tu rnover   

 

Accord ing to  ou r  s tudy j ob  ass ignment  in  re la t ion  to  t he  f i e ld  o f  s tudy i s  not  a  

ma jo r  p rob lem even  though  some o f  t he  employees  24% were  ass igned  to  the i r  
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f i e l d  o f  the  s tudy and  i t  was  no t  cons idered  as  a  majo r  reason  fo r  t u rnove r  

whereas  Find ings  o f  Gonzo  Bank revea led  tha t ,  ass ignment  o f  emp loye e w i th  

re la ted  f i e l d  o f  s tud y i s  d i rec t l y re la ted  w i th  tu rnover .   When  a  r i gh t  person  i s  

ass igned  a t  the  r i gh t  pos i t ion  increase p roduct i v i ty  and  per fo rmance has  

s ign i f i can t l y  i nc reased    

 

Table  9  Reasons  fo r  emp loyee tu rnove r  

 

Reasons related with benefits Reasons related with management 

 To  ge t  be t te r  benef i t  i n  

t e rms  o f  sa la ry and  o ther  

i ncent i ves 

 

 The bank  doesn ’ t  pay my  

educat ion  fee  I  w i l l  l eave   

 

 P oor  wo rk i ng  en v i r onmen t    

 P ro mot i on  and  t r a i n i ng  oppo r t un i t i es  a re  no t  

f a i r l y  admi n i s te red  

 M os t  supe rv i so r y s ta f f s  a re  no t  coope ra t i ve  

wh en  a  p rob le m ex i s t s ;   

 No  j ob  sa t i s fac t i on  and  t h e  j ob  i s  n o t  

c ha l l en g i n g 

 J ob  i s  bo r i n g and  does n ’ t  r equ i re  c rea t i v i t y  

 W or k in g  i n  ban k  has  r i s ks  suc h  as  a r res t  ( i f  

you r  co l l ea gue  che a t  mone y and  d i sappeare d  

 The ban k d oesn ’ t  ca re  fo r  i t s  emp l o ye es  

 M anageme nt  i s  n o t  r e l i ab le  a nd  emp lo ye es   

d on ’ t  f ee l  secu red  

 The  wo r k  na t u re  o f  t h e  ban k  i s  r ou t i ne  an d  i t  

d oesn ’ t  a t t r ac t  me  

 M al -a dmin i s t r a t i o n    

 W or k in g  i n  ban k  make  me  to  l oose  m y 

ta l en t ,  con f i dence ,  and  kno wled ge  

 W or k in g  i n  ban k  has  r i s ks  suc h  as  a r res t  ( i f  

you r     c o l l ea gue  c hea t  money  and  

d i sapp ea red ) 
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CHAPTER IV 

 
CONCLUSION AND RECOMMENDATION 

 

4.1. CONCLUSION 

Surv i va l  o f  any o r gan i za t i on  i s  i n f luenced  by i t s  ab i l i t y  t o  a t t rac t  i nd iv i dua ls  and  

re ta in  t hem th rough  out  the  serv i ce  de l i ve ry o r  implementa t ion .  An  o rgan iza t i on  

t hat  losses i ts  ab i l i t y t o  a t t rac t  new members  and re ta in  t hem wi l l  even tua l l y  

d is i n tegra tes  and  d isappears .  So  turnove r  has  become a  ma jo r  conce rn  fo r  

o rgan i za t ions  today w i th  labo r  shor tages  and  competi t i ve  p ressu res  mak ing 

re ten t ion  o f  ke y emp loyees  as  a  s t ra tegi c  i ssue.  

L ion  In te rna t i ona l  Bank  S .C  i s  one  o f  t he  few f inanc ia l  i ns t i t u t i ons  in  E th iop ia  

where h igh  tu rnover  ra te  i s  observed.  The turnove r  ra te ,  par t i cu lar l y among the  

mos t  competen t  personne l  w i t h  the  h ighest  po ten t i a l f o r  advancement ,  wou ld  

pose  to  a  ser ious  p rob lem in  the  long -  run  deve lopment  o f  the bank.  

Th i s  s tudy assessed  the  a t t i tudes  o f  cu r rent  emplo yees  and  mos t  employees  were  

found  to  be  not  sat i s f i ed  wi th  the cu r rent  personnel  and  admin is t ra t i ve  po l i c i es  

o f  the  bank  ,  the i r  re l a t i on  w i th  superv iso rs  and  manager s ,  t he l eadersh ip  s ty l e  o f  

t he  bank and  the i r  immed ia te  superv iso rs  as  we l l  as  t he work ing cond i t ion  and  

the reward  sys tem o f  t he  bank .   

Consequen t l y ,  s i gn i f i can t  percen tage  o f  emp loyees  who  are  cu r ren t l y  wo rk ing i n  

t he  bank showed the i r  i n ten t ion  t o  leave  un less  appropr i a te  act i ons  a re  

under taken  b y t he  bank and  the  above ment ioned  d i ssat i s f i e rs  a re  be ing so l ved  o r  

m in im ized .   

Th i s  s tudy a l so  iden t i f i ed  t he  reasons  fo r  the  tu rnover  in  L IB .  Acco rd ing to  ou r  

s tudy the  ma jo r  reason  for  employee  separa t ion  was  l abeled  as  insu f f i c i en t  sa la ry  

and  the  second  ma jo r  reason  was  poor  f r i nge  bene f i t.  There  a re  a lso  a  number  o f  
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fac to rs  tha t  t he emp lo yees  l i s t ed  as  reasons  fo r  the i r  sepa ra t i on  wh ich  a re  mos t l y  

re la ted w i th  the  bank work ing env i ronmen t  and  management  o f  t he  bank.  

The s tudy a l so  t r i ed  to  l ook  fo r  t he  cost  o f  employee tu rn  over  but  i t  was  found  

out  t ha t  i t  had  never  been  ca l cu la ted  by t he  HR of  t he  bank.  The cost  o f  t he  bank 

to  rep lace  new emp loyee  i n  the  p lace  o f  ones  who  l ef t  the  bank was  a lso  no t  

ca l cu la ted  and documented.     

Regard ing the  impac t  o f  emp loyee tu rnover  the  s tudy a l so  addressed  th is  i ssue  

but  we unders tood  tha t  t he bank  recogn i zed the  p roblem had  never  been  

concerned  i n  a l l ev ia t i ng  t he impacts  o f  the  tu rnover ,  bu t  due to  a r i s i ng  emp loyee  

tu rnove r  t he  bank  s ta r ted  tak ing temporar y measures by  e mp loying ex cess  mobi le  

s ta f f s  who rep laces  sepa ra t i ng emp loyees .    

 

4.2. RECOMMENDATION  

 

In  t h i s  sec t ion ,  t he  researchers  t r i ed  to  recommend so lu t i on  based  on  the  date  

ana l yzed  i n  t he  p rev ious  chapter .  As  obse rved  in  t he  anal ys i s  par t ,  L i on  

In te rna t iona l  Bank S .C  has  shown i t s  both  s t rong and weak s ides  i n  re la t ion  to  

l abo r  t u rnove r .  Recommendat i on  w i l l  be  g i ven  fo r  t hose  weak s ides  o f  the  bank 

observed  when  the  da ta was  anal yzed .  

 

 Mos t  o f  t he  LIB ’s  supe rv iso rs /managers  a re  not  good enough  i n  hand l ing 

t he human re la t ion  and  most  cu r ren t  employees  o f  the  bank a re  not  

p leased  o f  t hem.  So  the  bank shou ld  ass ign  supe rv iso rs \managers  a f t er  

assess ing the i r  educat i on  and  t ra in ing ,  expe r ience , pe r fo rmance,  

qua l i f i ca t ion  fo r  p romot ion  and   po tent ia l  f o r  greate r  respons ib i l i t y  

 

In  add i t i on  t he  managemen t  mus t  be  ab le  t o  moni to r  cont i nuous l y t hese 

cha rac te r i s t i cs  o f  i t s  superv i so rs  a t  each  leve l ,  in  o rder  t o  ensu re  tha t  t he i r  

qua l i t y  i s  no t  on l y  be ing ma in ta ined bu t  a l so  imp roved .   
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 Mos t  employees  o f  the  bank  are  no t  p leased  o f  t he  cu r rent  reward 

s ys tem so  the  bank shou ld  ma in ta in  wage and  sa la ry l eve ls  su f f i c i en t  

t o  rec ru i t ,  re ta in ,  and  mot i vate  s ta f f  a t  a l l  l eve ls  o f  management  

s imi la r  t o  o ther  f i rms  in  the  indus t r y.    

 The cu r ren t  commun icat i on  between  employees  and  thei r  

superv iso rs /manager  a re  some what  unhea l th y.  So  the bank shou ld  

des ign  and  p rov ide  adequa te  and  t ransparen t  communica t i on  sys tems 

be tween  managemen t  and  o ther  emp loyees  and  be tween  depar tmen ts  

and  func t ions .    

 The bank  shou ld  p repa re  a  j ob  desc r i p t ion  to  a l l  j obho lders  wh i ch  w i l l  

enab le  each jobho lde r  to  know what  is  expected  f rom h im/  her  and ac t  

accord ingl y.   

 Mos t  employees  o f  t he  bank revealed  tha t  t hey don ’ t have  pa r t i c i pat i on  

i n  dec is ion-mak ing conce rn ing the i r  wo rk  so  the  bank shou ld  g i ve  fu l l  

au tonomy ( i f  poss ib le )  o r  a l l ow the  par t i c ipat ion  of  emp lo yees  i n  

dec is i on  mak ing.   

 A s ys temat i c  and  in tegra ted  app roach to  the  p lann ing and  u t i l i zat ion  o f  

t he bank ’s  human  resources  shou ld  be  deve loped .  Th is  w i l l  enab le  t he  

bank to  so l ve  sho r tage  o f  human power  in  each  wo rk ing a rea  o f  t he  

bank,  wh i ch  comes as  a  resu l t  o f  t u rnove r .                                                        

 The bank  shou ld  regu la r l y p rov ide  t ra in ing  and  development  p rograms  

fo r  a l l  l eve ls  o f  emp loyees .  Th i s  p rogram shou ld  be based  up  on  a  

de ta i l ed  su rve y,  wh i ch  w i l l  he lp  t o  iden t i f y t he  banks  t ra in ing  needs .   

 The bank  shou ld  des ign  d i f f e rent  mot ivat i ng  mechan isms  (monetar y o r  

non-monetar y)  wh i ch  w i l l  he lp  the  bank  to  re ta in  i ts  p roduc t i ve  

emp loyees .  The bank shou ld  a lso  ana l yze  and  redes ign  j obs  as  mos t  

emp loyees  a re  cu r ren t l y bo red  w i th  t he i r  jobs .   

 The bank shou ld  assess  i t s  personnel  and  admin i s t rat i ve  po l i c i es  and 

take  cor rect i ve  ac t ion  fo r  them.  The bank  shou ld  a lso  ass ign  emp loyees  

on  the  bas i s  o f  the i r  qua l i f i cat ion  and  exper i ence , wh i ch  w i l l  he lp  the  

bank to  e f fec t i ve l y  u t i l i ze i t s  employees .  

 The HR depar tment  o f  t he bank shou ld  conduct  ex i t  – i n te rv iew  be fo re  

emp loyees  sepa rate .  Th i s  w i l l  he lp  t he bank  to  analyze  fa c tors  l i ke  the  



56 
 

spec i f i c  reasons  tha t  caused  them to  leave ,  i n  wh ich  a rea  the  tu rnover  

ra te  i s  h igh ,  t he  age  group  (serv i ce  year )  where  h igh  tu rnover  i s  

observed  wh ich u l t imate l y  he lp  t he bank to  anal yze  those  fac ts  and 

take  co r rect i ve  ac t ions .   

 The bank  shou ld  be aware  and  take  cares  o f  i t s  human  resources  and  shou ld  

show i t  p ract i ca l l y  f o r  i t s  emp loye es .  In  o rde r  to  induce  a  sense o f  

be longing ness  to  the  emp loyees ,  manage ment  shou ld  come c lose r  and  more  

t ransparen t  

 The f i nd ings  o f  th is  s tudy p rov ide  i n fo rmat i on  that w i l l  be  use fu l  t o  HRM,  

personnel  resea rchers ,  and  researchers  t ha t  s tud y simi l a r  top i c .   

 These resu l t s  w i l l  have  imp l i ca t ions  fo r  f u tu re  research ,  emp loyees ,  and  

o rgan i sa t i ona l  managemen t .  

 Futu re  resea rch  cou ld  ex amine  the  re la t ion  be tween  turn  ove r  and  age ,  

mar i ta l  s ta tes  and  sex  and  a lso  the  impac t  o f  tu rn  over  cost  on  the  

o rgan i za t ion .   

 

Above  a l l  th i s  research  may g i ve  an  ins igh t  abou t  labo r  t u rnove r  in  L ion  

In te rna t iona l  Bank  S .C .  We a l so  recommend  the  bank to  make  an  ex tens i ve  

research  on  labo r  tu rnove r .  
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APPENDIX  

 

Interview questions 

 

The following interview questions are answered by the members of 

management and non-management groups. 

 

1. Is there employee turnover in the Lion International Bank? 

2. What are the main reasons for resignation of employees from the 

Lion International Bank?  

3. What actions are taken to reduce employees’ turnover? 

4. What is the attitude of employees and management towards the rules 

and regulations of the organization? 

5. What are the management criteria to give training programs to the 

employees? 

6. Does the management apply fair promotion and transfer of 

employees in the organization? 

 

 

 

 

 

 

 

 

 

 

 

 

 



58 
 

 

 

Bibliography 

 

Abraham, R. (1999). The impact of emotional dissonance on organizational commitment and intention to 

turnover. The Journal of Psychology, 133, 441-455. 

Adams, J. S. (1963). Towards an understanding of inequity. Journal of Abnormal Social Psychology, 67, 

422-436. 

Andinet Ferede (2006), Employees Turnover At commercial Bank of Ethiopia Casuse and Consequences 

Clark-Rayner,  P. & Mark Harcourt, M. (2000). The Determints of Employee Turnover Behaviour:  New 

Evidence from a New Zealand Bank, Research and practive in Human Resource Management, 8(2), 61-

71.  

 

Dalton, D. R., Krachkhardt, D. M., & Porter, L. W. (1982). Turnover overstated: The functional 

taxonomy. Academy of Management Review, 7, 117-123. 

 

Derek Riley , 2006, turnover intentions: the mediation effects of job satisfaction,affective commitment, 

and continuance commitment  

 

Lion International Bank.  Annual Operational Plan for the 2011/12 Financial Year  

 

Ivancevich, J. M. (2005). Human Resource Management, Ninth Edition.  Tata Mcgraw-Hill Publishing 

Company Limited, New Delhi. 

Porter, L. W., Steers, R. M., (1973). Organazational work and personal factors in employee turnover and 

absenteeism. Psychological Bulletin, 8,  151-176. 

 

Robert L. Mathis & John H. Jackson (1997). Human Resource Management 8th  edition,               

SIGMA Assessment Systems (www.sigmaassessment systems.com) 

 

Spector, P. E. (2000). Industrial and organizational psychology: Research and practice (2
nd 

Ed.). USA.  



59 
 

 

Spector  P. E., & Jex, S. M. (1998). Development of four self-report measures of job stressors and strain: 

Interpersonal conflict at work scale, organizational constraints, quantitative workload inventory and 

physical symptoms inventory. Journal of Occupational Health Psychology, 3, 356-367.  

 

Zelalem Bayisa.(2002/2003). Employee Turnover a Case Study of Development  



 1

SAINT MARY’S UNIVERSITY COLLEGE 

DEPARTMENT OF MANAGEMENT 

 

Quest ionnaire  No 1 Designed for  current  employees of  

the  Bank 

Hel l o ,  th i s  i s  a  research  quest i onna i re  on  Emp loyee turn  over  by  
L ion Interna t iona l  S .C .   The  objec t ive  o f  th i s  s tudy i s  to  asses  the 
p rac t i ce  of  emp loyee  turnover  i n  LIB .   Your  cooperat ion and  
w i l l i ngness  fo r  f i l l i ng  th i s  quest i onna i re  i s  he lpfu l  i n  i den t i f y ing 
the  prob lem re la ted  to  the  sub jec t  mat ter .   P l ease  note  that  your  
name w i l l  no t  be  wr i t ten i n  th i s  f o rm.  A l l  i n format ion that  you g i ve  
w i l l  be  kept  s t r i c t l y  conf ident i a l .  Your  par t i c i pa t i on i s  vo l untary 
and  you a re  no t  ob l i ged  to  answer  any ques t i on you do  not  want  
to  answer .  

 
Prof i le  o f  the  respondents  
 
1 .  Sex  

Female       Ma le    
 
 

2 .  Age 
18-25         26-30         31-35         36-40  
 
41-45         46-50         >51 
 
 

3 .  Mar i ta l  S ta tus  
 S ing le  Mar r i ed 

 
 

4 .  Serv i ce  Yea rs  
<3 Month    3 -  6  month   6-9  month  
 
  1  Year    >  1  year  
 
 

5 .  Qua l i f i c a t i on  
<  10+2 /12 Complete     10+ 2 /12  Comple te  
 
D ip loma    1 s t  Degree  Above 1 s t  Degree 
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6.  S ta f f  Category 
Management    Superv i so r  
 
C le r i ca l     Non c l e r i ca l  

 
 
Organizat ional  cl imate quest ionnaire  
 

  
7 .  Have  you  c l eared about  your  job  desc r ip t ion  when you were  

h i r ed  i n  the  bank /  t r ans fer  to  new job? 

 Yes     No 

 

8 .  Do you  c l ea r l y  know your  job  desc r i p t i on  a t  p resen t?  

   Yes     No 

 
9 .  Commun ica t i on between you  and the management  i s  

Exce l l ent    Fa i r l y  good  Poo r  

 

10 .  Commun ica t i on between you  and your  immed ia te  superv i sor  

i s :   

Exce l l ent    Fa i r l y  good  Poo r  

 

11 .  Commun ica t i on between you  and pee rs  i s  

Exce l l ent    Fa i r l y  good  Poo r  

 

12 .  I s  your  superv i so r  /  manager  suppor ts  you when  you  have  

encounte red  job- re l a ted  prob lem? 

Yes     No    Rare l y  

  

13. Does your supervisor / manager encouraged teamwork? 

Yes     No    Rare l y  
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14.  Does  your  superv i so r  /  manager  hand le  conf l i c t s  cons t ruc t i ve l y  
i f  occur s?  
Yes     No    Rare l y  

 
 
15 .  Have  you a  share  i n  dec i s i on-mak ing  concern ing  your  job?  

Yes     No    Rare l y  

 
16 .   Do  you fee l  tha t  your  work  i s  r ecogn i zed  by  the  bank /  your  

superv i so r? 

Yes     No    Rare l y  

  
17 .  Have  you go t  enough t ra in ing  re l a ted  to  your  job?  

Yes     No    Rare l y  

 

18 .  Do you  fee l  that  you are  adequa te l y rewarded fo r  your  job?  

Yes     No    Pa r t l y  

 

19 .  How many  thank You l e t te rs  have  you rece i ved  in  your  ent i r e 

serv i ce  i n  the  bank?  

None   One   Two   Four 

 
20 .  How do you  fee l  abou t  the  l eader sh ip  s ty l e  o f :  

            
Exce l l ent      Very  good 
 
Fa i r l y  good    Bad  

                                                                                       
 

21 .  How do you  fee l  abou t  the  bank ’ s :    

   Exce l l ent      Very  good 
 

  Fa i r l y  good           Bad 
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22.     Are  you cur rent l y  ass igned re l a ted  to  your  f i e l d  o f  s tudy  /  

educat i ona l  qua l i f i c a t i on?  

Yes     No    Pa r t l y  

 

23 .    How do you fee l  about  your  cur ren t  job? 

 
Very  In teres t i ng  Fa i r l y  In teres t i ng 
 
Bor ing 

                                                                                       
24 .   I s  your  pay cover  a l l  your expense 

Yes     No     
 

25 .  Are you sa t i s f i ed  w i th  the  fo l l owing incent i ves  and benef i t s  

Bonus 

Educat i on Opportun i t y  

&  Fee  

Sa t i s f i ed D i ssa t i s f i ed Not  app l i cab le  to  

my pos i t i on 

Med ica l  Bene f i t     

Fue l  a l l owance    

Hea l th  &  l i f e  

Insu rance 

   

Emergency s ta f f  Loans    

Pos i t i on  a l l owance    

T ranspor ta t i on 

a l l owance 

   

Cash indemni ty     

26 .   

27 .  Do you have  any in ten t i on to  l eave  the  bank?  

 
Yes     No   Ind i f f e rent  
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SAINT MARY’S UNIVERSITY COLLEGE  

DEPARTMENT OF MANAGEMENT 

 

Quest ionnaire  No 2 Designed for  Ex-employees of  the 

Bank 

Hel l o ,  th i s  i s  a  research  quest i onna i re  on  Emp loyee turn  over  by  
L ion Interna t iona l  S .C .   The  objec t ive  o f  th i s  s tudy i s  to  asses  the 
p rac t i ce  of  emp loyee  turnover  i n  LIB .   Your  coopera t ion and  
w i l l i ngness  fo r  f i l l i ng  th i s  quest i onna i re  i s  he lpfu l  i n  i den t i f y ing 
the  prob lem re la ted  to  the  sub jec t  mat ter .   P l ease  note  that  your  
name w i l l  no t  be  wr i t ten i n  th i s  f o rm.  A l l  i n format ion that  you g i ve  
w i l l  be  kept  s t r i c t l y  conf ident i a l .  Your  par t i c i pa t i on i s  vo l untary 
and  you a re  no t  ob l i ged  to  answer  any ques t i on you do  not  want  
to  answer .  
 
Profile of the respondents 
 
1 .  Sex  

Female        Ma le 
 
 

2 .  Age 
18-25         26-30         31-35         36-40  
 
41-45         46-50         >51 
 
 

3 .  Mar i ta l  S ta tus  
 S ing le  Mar r i ed 

 
 

4 .  Serv i ce  Yea rs  
<3 Month    3 -  6  month   6-9  month  
 
  1  Year    >  1  year  
 
 

5 .  Qua l i f i c a t i on  
10+ 2      12  Complete  
 
1 s t  Degree    Above 1 s t  Degree 
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6 .  S ta f f  Category 

Management    Superv i so r  
 
C le r i ca l     Non c l e r i ca l  

 
 
Questions related to their stay in the bank  
 
7. When you were first employed at Lion International Bank, were the duties and 

responsibilities of your job clearly explained to you? 

Yes     No    Uncer ta in 

 

8. Were the conditions of work, salary, medical benefit, training opportunity, hours 

of work, etc. clearly explained to you? 

Yes     No    Uncer ta in 

  

9. Did you know who was your immediate supervisor-the person to whom you 

reported and from whom you were to receive instructions?  

Yes     No    Uncer ta in 

 

10. When you needed information to do your job, were you able to get it easily, 

usually? 

Yes     No    Uncer ta in 

 
11. When you had a suggestion about doing your work, could you discuss it easily 

with your supervisor? 

Yes     No    Uncer ta in 

 

12.  Do you think you had workload and responsibility more than compensation you 

were earning? 

Yes     No    Uncer ta in 

 

13.  Could anything have been done to prevent your leaving?   
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Yes    No    Uncer ta in 

 

14. Have you secured another job? 

Yes     No      

 

15.  Do you think the bank gives a lot importance to and take care of its human 

resource? 

Yes     No    Uncer ta in 

 
 

16.    Can the bank retain its employees using some motivating tools? 

Yes     No    Uncer ta in 

 
 

17.   Frankly, what was the real (most important) reason for your leaving the bank? 
 

Insu f f i c i ent  Sa la ry    Poo r  f r i nge benef i t  
 
Lack o f  T ra in ing  Oppor tun i t y 
 
O ther            
             

 
 
 
 
 
 

 

 
 
 
 
 
 
 
 
 
 

   

  

   

   

  

 


