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ABSTRACT

The purpose of this study was to determine th@fa¢hat influence employee turnover in the
(Graphical Intelligence Electronic Operational Magement System) project, with an aim of
coming up with recommendations aimed at curbingignificantly reducing it and enhancing
staff retention at (Graphical Intelligence ElectiorOperational Management System) project.
This study adopted aresearch explanatory method.tatget populations for the study were
the employees of (Graphical Intelligence Electrd@erational Management System) project.
This included both the employees on permanentemg@drary contracts of project which is 49
employees. The study used a senses non probahititgling technique. Therefore, the sample
size for this study was 49 and since the samplednasgn from the staff, the populations were
regarded heterogeneous. The study collected bathapy and secondary data. The researcher
selects all sample is the target population. Taldesl other forms of presentations were
appropriately used to present the data that werlected for ease of understanding and
analysis. From the findings the study establishédt tbetter remuneration package
discouraged employees’ turnover in Graphical Ingghce Electronic Operational
Management System).The study revealed that rewaddrecognition discouraged employee
turnover in Graphical Intelligence Electronic Opéiaal Management System) project. It
also found out that failure of management to prevapportunities for career progression
encouraged employees’ turnover in Graphical Inggliice Electronic Operational
Management System).Employment security, workplagganzation and the working
environment were the most important factors thgblegees do consider. The study found that
poor working conditions encourages employee turnaveésraphical Intelligence Electronic

Operational Management System).

Keyword:(GIEOM) Graphical Intelligence Electronic Operational Management System



CHAPTER ONE

1.1 INTRODUCTION

This chapter contains the background of the stathfement of the problem, study objectives,
specific objectives, and research questions, sggmée of the study, scope of the study,
limitation of the study and conclusion.

1.2 Background of the study

According to jha(2014) employee turnover has alwsgesn a matter of concern for all type of
Organization .Huge number of employees turnover beagletrimental to both the organization
as well as the project .Jha (2014) says that t@nbas an impact over the project cost.

With the result of globalization within the worltlsi has been touted that each organization can
need to manage their employee turnover methodically

Oxford Dictionaries Online define employee turnoasr‘the rate at which employees leave a
workforce and are replaced” (Oxford University Rre&012). The issue of employee turnover
has been actively discussed in academia since {8s0&den, 1952). During the last decades
there were endeavors to understand reasons fauthever and consequences of it (Laser,
1980; Parker and Skitmore, 2005; O’Connell and K&@§7; 2007; Massingham, 2008).

A numbers of trends (globalization, increase in Wiealge work, accelerating rate of
technological advancement) make it vital that fimeguire and retain human capital. In human
resources contextturnover can be viewed as theatathich an employer gains and misplaces
employees or how long employees tend to stay imamicplar organization. Turnover is
measured for individual companies and for theiustdy as whole (Turner, 2010).

A part of managing people, which is being studiedoag others, is employee turnover.
Attention to this part has increased due to knogaeldsses related to it,this understanding has
let organizations to start paying more attentioomtmnaging both people and processes rather
than managing processes only. A part of managiraplpe which is being studied among
others, is employee turnover.

With constantly increasing knowledge-intensity bk tways on how businesses are run,
knowledge has increased in its significance in @eation as a valuable resource by both
researchers and practitioners (Zack, 1999; Masamgt2008). Due to this, organizations are
inclined to realize the importance of people whagass the essential company knowledge
(Lindner and Wald, 2011).



Stephen Laser (1980) argued that staff turnoveexigensive for organizations and has a
negative impact on their operations. It is arguet ot only financial aspect of turnover is a
problem, but knowledge and time loss are also attaser, 1980; 2007; Massingham, 2008).
With an increase of project-based ways of runningirtesses, the issue of staff turnover
acquired a new meaning. As Lindner and Wald (2@bkgrve, projects gained importance not
only within such project-based, but also for martiieo businesses “where projects are
employed to generate innovative products and sesvend to bring about organizational
change” (Lindner and Wald, 2011)).

The project industry faces major challenge with tingher turnover rate, which might cause
severe result within the overall work progress atgb the price. To fulfill the essential
requirements of giving a secure atmosphere, sengidy associated in economic method is
extremely troublesome and cumbersome to a corporati

In the intensive project environment, where timejddeet and scope are predefined
consequences of personnel changes are even mareatd¢ than in permanent organizations.
Consequently understanding the reasons for emplaye®ver, succeeding in turnover
management and effective knowledge managementeam Isy project-based companies as
essential factors for success.

Significant amount of research has been undertakboth of the above mentioned directions
of the research, namely understanding the reasam#hé staff turnover and exploring its
effects, be it effects on permanent organizationspmjects. Some models have been
developed which could help to reduce employee wenmr its impacts on a company
However, there is a lack of studies which seekeaepkthe two directions together. Therefore,
this study aims to combine the results of the mneviresearch in both areas and develop a
framework to address the issue of turnover withojgrts with a view on its whole context,

not just or not restricted to selected aspects of i
1.3 Back ground

After the Ethiopian-English victory over Fascisalit, the new government established the
State Bank of Ethiopia a proclamation issued in #sigl942. State Bank of Ethiopia
commenced full operations on 15 April 1943 with tranches and 43 staff. It served both as
the Ethiopia's central bank with the power to isbaak notes and coins as the agent of the
Ministry of Finance, and as the principal commdrdank in the country. In 1945 the
Ethiopian government granted the bank the sold nogfssuing currency. The first governor of

the bank was an American, George Blowers. He inatgd the new national currency,
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whichowed its successful introduction to the Unitidtes. The United States provided the
silver for 50 cent coins, whose intrinsic value B8l popular acceptance of the new paper
money to a population used to the circulation efshver Maria Theresa Thaler.

In 1958, the State Bank of Ethiopia establishedran¢h in Khartoum, Sudan, that the

Sudanese government nationalized in 1970.overgimae to number 21 branches.

In the 1950s, CBE established a branch in Djibdntil920 the Bank of Abyssinia opened a
transit office in Djibouti. At some point after itseation, the State Bank of Ethiopia reopened

the transit office, which in time became a branch.

In 1963, the Ethiopian government split the StasmiB of Ethiopia into two banks, the
National Bank of Ethiopia (the central bank), ahd Commercial Bank of Ethiopia (CBE).
Seven years later, the Sudanese government natethahe Commercial Bank of Ethiopia's

branch in Khartoum.

The Ethiopian government merged Addis Bank intoGenmercial Bank of Ethiopia in 1980
to make CBE the sole commercial bank in the counthe government had created Addis
Bank from the merger of the newly nationalized Addibaba Bank, and the Ethiopian
operations of the Banco di Roma and Banco di Napaldis Ababa Bank was an affiliate that
National and Grindlays Bank had established in 1&&3 of which it owned 40%. At the time
of nationalization, Addis Ababa Bank had 26 braiscfidne merger of Addis Ababa Bank with
CBE made CBE the sole commercial bank in Ethiopiéth 128branches and 3,633

employees.

In 1991, when Eritrea achieved its independencef G@&st its branches in Eritrea to
nationalization. These branches formed the basevfat became in 1994 the Commercial

Bank of Eritrea. Also in 1994, the Ethiopian goveent reorganized and reestablished CBE.

In 2004, CBE closed its branch in Djibouti due tolpgems with loan losses.In January 2009,
CBE received regulatory approval to open a brancluba, Southern Sudan.CBE expanded its
presence in South Sudan to five branches in JubdaMVilakal, but ongoing conflict in the

country has forced CBE to close all but two brasaneJuba.

A few years ago, the government restructured CBEsigned a contract with Royal Bank of
Scotland for management consultancy services. Alfterdeath of its former President, Mr.

Gezahegn Yilma, the Board of Management appointedble Sano as a new President of the
5



Bank. Parliament recently increased the Bank'salaoi 4 billion Ethiopian Birr.

The Commercial Bank of Ethiopia (CBE) is the latgesmmercial bank in Ethiopia As of
June 2015, it had about 303.6 billion Birr in assetd held approximately 67% of deposits and
about 53% of all bank loans in the country. Thekdaas around 22,908 employees, who staff
its headquarters and its over 1000+ branches posiiin the main cities and regional towns.
The latter include 120 branches in the nationaltabpddis Ababa. With the opening of a
branch in the Gechi in the lllubabor Zone of the®ia Region, CBE's banking network has
reached online 783 branches. The bank has reaffiddbtanches as of February 12, 2016.

The bank also operates two branches in South Saddrs contemplating opening re-opening
a branch in Djibouti, and opening branches in Dudrad Washington, DC, all to serve the

Ethiopian Diaspora.

The bank is pioneer to introduce modern bankind=tbiopia and credited for playing a
catalytic role in the economic progress and devekrg of the country. It is also the first bank

in Ethiopia to introduce ATM service for local usécbe.portal)

The ongoing projects financed by the commerciaklarEthiopia is

MoH - Addis Ababa Children's Speciality Hospit&thiopia - Construction Project Profile
Private - Ethio-Diaspora Grand Mall - Ethiopia -rGtruction Project Profile

DCP - Mugher Cement Manufacturing Plant - Ethiop@onstruction Project Profile

MG - Benishangul-Gumuz Gold Processing Plant -dgtiai - Construction Project Profile
JSG - Adama Industrial Park Textile Plant - EthéopConstruction Project Profile

MYSC - Gambela Stadium Development - Ethiopia - €arction Project Profile

HPNR - Harar Soccer Stadium - Ethiopia - Constaic®roject Profile

MoWE - Karadobi Hydropower Plant 1600 MW - Ethiopi@onstruction Project Profile

1.4 Problem statement

There was high staff turnover in graphical intahge electronic operational management
(GIEOM) cbe.portal)



The efficiency and success of a project dependsilynan its capacity to keep itsemployees
(Rampur, 2009). High staff turnover may result heing able to meet its objective, delay of
time, increase project cost, loss of customerstasati also spoil the good reputation of an
organization.

High employee turnover if not addressed can impaganizations negatively throughloss of
highly skills staff, loss of knowledge and expedenestablished customerrelations and may
even result in the project not succeed in its patanPillay, (2009).

Thepurpose of this study was to determine the impaemployee turnover on the project
success in the commercial bank of Ethiopia withaan of coming up aimed at significantly
reducing it and succeeded the project, it is og dacount that the study sought to investigate

factors influencing employees’ turnover in commalrbianksproject.
1.5Research question

In line with the research problem the study souglanswer the following research questions?
1. Why do team member leave a project prior taatspletion?
2. How does the motivational reward affect employgaover?
3 .How can working condition affect employee tura®/
4 .How can the remuneration and carrier opportuatfifiyct employee turnover?

1.6 Objectives of the study
1.6.1General objective

The general objective of this study was to invegggoossible means to facilitate reduction of
adverse employee turnover and its negative impagroject success at Graphical Intelligence

Electronic Operational Management System of comiaiebank of Ethiopia.

1.6.2 Specific objective

The study was guided by the following research dbje

1 To explore the extent to which general work emwvmnent influences employee turnover in
the project.

2 To assess the influence project parameter oprtyect success.

3. To investigate the influence of remuneratioreoiployee turnover of the project.

4. To examine the influence of motivational rewandsemployee turnover in the project.

7



1.7Scope of the study

The study aimed at determining the factors affgcémployee’s turnover in the Graphical
Intelligence Electronic Operational Management 8ys{(GIEOMS) and limited to under the
project and human resource division of the comrmaétiank of Ethiopia .Itwas investigatedon
the issue of employee turnover with in projectsh&f banks thus, researchwas not reflect the
turnover within the company in general. The projaeinagement perspectiveis not completely
isolate from the line management view as they dosety interconnected in a matrix

organization.
In addition the scope of the project was limited to

» Employee of theproject, team member, project manage other stakeholder of those
who are related with the project in Addis Ababgioa of commercial bank of

Ethiopia

1.8 Significant of the study

The findings of this study will benefit the managerhof Graphical Intelligence Electronic
Operational Management System (GIEOMS).

This study explore the way to reduce the negatiieence on the above mentioned project

management (PM) area, thus contributing to thesgtanpanagement field.

The area of employee turnover benefit from theenitrstudy as it represent one of the attempt
to bringing together two essential course of emgdoturnover and project success which is
negative consequence of staff turnover .Therefooan be beneficial to tackle the both area of

the employee turnover together.

* In addition the following benefit could give lesstm the situation of other
similar banks in project in the sector

* It can contribute to the existing knowledge andcfice of factor affecting
employee turnover in projects

» It will serve as a baseline for subsequent researcthe impact of employee

turnover on the project success



1.90rganization of the paper

The final report of study organized in to five cteap. The first chapter is Introduction which
includes background of the study, statements ofeéksearch problem, objectives, significant,
limitation and scope of the research Chapter twalsdith the review of the related literature,
chapter three reflect on research methodologysthey area, and research design, method of
data collection, chapter four contain result arstadésion, and finally chapter five deals with

conclusion and recommendation.

1.10Research Gaps

Turnover costs of many projects are very high aighificantly affect the financial

performance of the company. Direct costs includeuiement, selection, and training of new
people. Much time and expense go into this prodeskrect costs include specific things as
increased workloads and overtime expenses for akex® as well as reduced productivity
associated with low employee morale. Moreover, eyg®# turnover could also bring
negatively impact morale, employee training andgfars (Gomez-Mejia, 1998). Therfore,the

research gap is there is lack of study assessmibect of turnover on project success.



CHAPTER TWO
REVIEW OFRELATED LITERATURE

2.1 INTRODUCTION

The chapter provides a review of available literatin the area of employee turnover and
project success. The first part of the chapter rizegvith a review of literature on

concepts/theoretical framework, defining turnovemployee turnover, success, employee
turnover in project context and project successs Thfollowed by the discussion on factors

affecting employee turnover and factors affectingjgrt success.

The term “turnover” is defined by Price (1977) #ee ratio of the number of organizational
members who have left during the period being cered divided by the average number of

people in that organization during the period.

Employee turnover is the replacement cycle eack @inposition is vacated either voluntarily
or involuntarily (Woods, 2006 )

The Concept of Employees turnover ‘the rate at tvlaic employer gains and losses its staff is
called employee turnover. If an employer is saithdwe a high turnover, it most often means
that employees of that organization have a shdeeure than those of other organization
(Woods,2006).

Employee Turnover

Employee turnover, as defined by Hom and Griff2R0(), is ‘voluntary terminations of
members from organizations’. Loquercio . (2006)evteed that staff turnover is the proportion

of staff leaving in a given time period but priorthe anticipated end of their contract

Turnover refers to retirement, resignation and neldmcy. Employee turnover is considered to
be one of the persisting problems in organizatidasstrong, 2009 cited in Hana and Lucie,

2011). The turnover means that another organizatiag gain a new knowledge employee
who can become its competitive advantage. The dbdshowledge thus is a threat for the

former organization, which increases the signifcgarof knowledge continuity (Hana and

Lucie, 2011).
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Employee turnover is the rotation of workers arothmelabor market, between firms, jobs and
occupations, and between the states of employnrehtuaemployment (Abassi& Hollman,
2000)

The term “employee turnover” is a crucial metriatth usually central to organizations
workforce planning and strategy. the explanatiohy staff leave their current positions; not
simply the actual fact that they leave have cruamglications for future retention rates among
current staff, job satisfaction and employee engege and an organization’s ability to draw

in proficient folks for job vacancies .

When employees leave, valuable knowledge is logindgda new employee ramped up to
performance levels similar to the one you've l@dtes time and money. Abassi& Hollman,
2000) notes that it is common to encounter projdas promise to improve the well being of
the beneficiaries, but fail to register permanextef of the workforce due to high employee
turnover. He attributes this challenge, general irenment of work, uncoordinated

remuneration and conspicuous absence of motivativgrds.

Therefore, before going to discuss issue relatethéoissue let, define the topic. Human
resource management is defined as a strategicaratent approach to the management of an
organization has most valued assets the peoplemngpttkere who individually and collectively
contribute to the achievement of its objectivesngéirong, 2006).

John Storey (1989) cited in Armstrong, 2006), hedgethat Human resource management can
be regarded as a ‘set of interrelated policies wath ideological and philosophical
underpinning.

2.2 Definitions of Different Concepts

2.2.1 Types of staff turnover

A. Functional and Dysfunctional Turnover

Functional turnover can be defined as “A turnowemihich poor performers leave” while

Dysfunctional turnover can be defined as “A turmowewhich good performers leave” (cited
in Wikipedia).

B. Avoidable and Unavoidable Turnover
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A turnover that happens in avoidable circumstansesilled ‘Avoidable Turnover’, where as

“A turnover that happens in unavoidable circumsgagns called ‘Unavoidable
C. Voluntary and Involuntary Turnover:

Voluntary turnover can be defined as “The turndamewhich employee has own choice to quit
or instances of turnover initiated at the choiceewiployees” where involuntary turnover can
be defined as “The turnover in which employees hawechoice in their termination e.g.

sickness, death, moving abroad or employer’s teitidermination” (cited in Wikipedia).
D. Internal and External Turnover:

Turnover can be classified as ‘internal turnover*external turnover’ (cited in Wikipedia).
Internal turnover happens when employees sendreff turrent position and getting a new
position within the same organization. It is rethteith the internal recruitment where
organizations filling the vacant position by theémployee or recruiting within the

organization.

Internal factors such as facilities in the orgati@aand external factors (attractive factors such
as salary and other benefit packages in externgdat)ashould be taken in account to reduce

the turnover rate. More specifically, the followipgints stated as causes of turnover.
E. Skilled and Unskilled Turnover

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

organization or business incurring any loss of grenfince, employees can generally be
replaced. On the other hand skilled and educatstigos may create a risk to the organization
while leaving. Therefore turnover for skilled andueated professionals incur replacement
costs as well as competitive disadvantage of tisebss.

12



Internal Internal
Voluntary Involuntary

External External
Voluntary Involuntary

Figurel:Types of staff turnover

External involuntary employee turnover can takec@ldbecause of a company's strategy or
policy, or a need to downsize its personnel (Hoifgj and Chen, 2007). It was claimed to be
of a lesser interest for organization as it is knaw advance and its extent and consequences
are easily defined (Hong, Wei and Chen, 2007). H@me consequences of extensive
downsizing related to the financial crisis in 2q¥8ved to be problematic to companies (Datta
, 2010; Schmitt, Borzillo and Probst, 2011). Thas, interest in the causes of external

involuntary staff rotation has lately increasechffigantly and the issue is now being explored.

External voluntary staff turnover takes places whame prefers to be employed by another
company (Morrell, Loan-Clarke and Wilkinson, 200Wnlike involuntary employee changes,
it is considered to be challenging and is thus@gal more extensively. Hong, Wei and Chen
(2007) clarify that challenges are explained b¥idlifties in predicting when and under which
circumstances voluntary turnover will occur, whia¢ scale of the change will be and which

outcomes an organization will face due to it.

Internal involuntary employee turnover occurs wiaenompany requires a person to occupy

another position within its structure. As Schmiggrzillo and Probst (2011) explain, this can
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be caused by downsizing and thus lack of employessied to execute some particular
operations. However, it may be also required thagraployee does not change his position but
is requested to perform the same.

Internal voluntary staff rotation can be obserwdten a person is willing to change a position
or a project to work on, but is not intending tave the company. This again can be observed
more in matrix organizations, where a switch carfirbm their line to project side, or between
projects or functional departments (Parker andn@kie, 2005). There are few literature
sources referring to internal voluntary employemdwer, thus it can be assumed it does not
occur as often as the other three types, or it ds gonsidered to be problematic for

organizations.

2.3 Causes of Employee Turnover

A .Perceived Alternative Employment Opportunity

Perceived alternative employment chance, conjoieigrred to as perceived easy movement,
is that the perception of the provision of job altgives .This perception is an uncontrollable

issue as a result of it is closely related to tkiermal surroundings, understand availability of

job vacancies and percentage, and it reveals gmfisant relationship between convenience

of jobs and voluntary turnover . In addition to thmarket condition, academic background

could have an effect on the perception too. Theqmnel with higher academic background

perceived additional employment opportunities. Higleducated personnel could take into

account their qualification as a competitive adagptover less educated personnel by having
additional choices of different positions(Parked &kitmore, 2005).

B. Fringe advantages

A fringe benefit is an indirect reward given to arker or group of workers as a section of
organization membership, which affects performaacel retention of workers. benefits
coming up with are an important part of human reseucoming up with process on account
of huge prices and also the monetary commitmentatede for the Ilong

run.(http://tinyurl.com/byxomtk), Arleen

2.3.1Remuneration

Remuneration is provided for in exchange for theleyees contributions to the organization

An effective remuneration program can help shag®opmance and improve job satisfaction
14



(Armstrong, 2009). Employee compensation has |l@enba topic of interest to employers and
employees alike .the concept of an employmentiogiship implies that employee work in

exchange for some reward and this reward usuallyntdtey remuneration. pay, pay

satisfaction, and attitude towards benefits havesrged as popular variable for use in
organizational research. (Carraher, Klein and Fksan2004, Gerhart and Rynes, 2003;
Scarpello and Carraher, 2008).Pay is some thingexohange for services rendered in a
company. It has a vital role in holding and gratify prime quality workers however at the

expense of the labor prices for any organizatioar@tare two classes of pay coupled with job
satisfaction; one is satisfaction with pay by itsehd also the different the prospects of
economic rewards with in the future for emploympatformed well. There is a long interest

of two things that are correlative with job sattfan.(Armstrong, 2009).

As suggested by (Carraher, Klein and Francis, 2@&thart and Rynes, 2003; Scarpello and
Carraher, 2008) interesting work assignments cad l® professional growth and career
advancement. Such as on the job training can ofer challenges such as special projects or
working on a process improvement team. A developah@ssignment should be suited to the
abilities of the employee. When properly designddyelopmental assignments can train
employees for more responsibilities. Such assigsngrovide an environment of growth and
development by requiring the employee to use nells skat were not required in the regular
job situation. New projects and assignment enaddening and provide a way through which

employees can increase skills on the job throughgdoew tasks.

Critical to employee success is the guidance amsistasce of leadership with mentoring
employees, can undertake new assignments thatibdref own knowledge and skill levels

and the organization’s goals. Employees who expeei@rofessional growth are more inclined
to remain with the organization.

2.3.2Benefits

Employee benefits typically refers to retiremenand, health life insurance, life insurance,
disability insurance, vacation, employee stock awii@ plans, etc. Benefits are increasingly
expensive for businesses to provide to employeeshe range and options of benefits are
changing rapidly to include, for example, flexilidenefit plans.Benefits are forms of value,
other than payment, that are provided to the engaap return for their contribution to the

organization, that is, for doing their job. Promrmheexamples of benefits are insurance
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(medical, life, dental, disability, unemploymentdaworker's compensation), vacation pay,
holiday pay, and maternity leave, contributiondgtrement (pension pay), profit sharing, stock
options, and bonuses. (Some people would considét pharing, stock options and bonuses

as forms of compensation.)

Benefits as being tangible or intangible, the biémdisted previously are tangible benefits.
Intangible benefits are less direct, for examplepraciation from a boss, likelihood for
promotion, nice office, etc. People sometimes w@ikiringe benefits, usually referring to

tangible benefits, but sometimes meaning both kafdsenefits.

Benefits as company-paid and employee-paid, Whiecompany usually pays for most types
of benefits (holiday pay, vacation pay, etc.), sdmemefits, such as medical insurance, are
often paid, at least in part, by employees becaatethe high costs of medical

insurance(Armstrong, 2009).

2.3.3Reward and Recognition

Reward had been seen to be a vital instrument iplearee performance. A well rewarded
employee feels that he/she is being valued by ahgany that he/she is working for (Markova
and Ford 2011). They are also encouraged to wadehand better if they are aware that their
well-being is taken seriously by their employersd] ¢hat their career and self-development are
also being honed and taken care of by their comp&ygployees are the engine of
organization vehicles while reward is the fuel. diganization can achieve its stated objectives

without its employees, (Vilma &Egle, 2007).

According to Armstrong (2006) Reward managementsist® of the following elements
namely; reward systems, reward strategy, rewardetips| total reward, total remuneration,
basic pay, job evaluation, contingent pay, Emplogeeefits, performance management and
non-financial rewards. Rewards have been categbnite two main categories manly tangible
and intangible rewards. Tangible rewards include btiase pay or fixed pay for the job
performed which can be determined via a job evalnabr negotiated through collective
bargaining. Employee benefits such as pensions psig, and insurance cover form part of the
tangible rewards to employees. (Torrington, Hall, Ta&ylor (2008) & (Armstrong, 2006).
Intangible rewards on the other hand, cannot bectiyr quantified since there is no direct

finacial benefit. These rewards include recognitib autonomy, skill development and
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training opportunities, career development, qualby life and work life balance.
(Torrington,Hall, & Taylor, 2008.

2.3.4 Career Promotion Satisfaction

All business use pay, promotion, bonuses or diffekénd of rewards to encourage high level
of performance. lack of promotion and mundane wtagk considerably contributed to
employees ‘intention to go away a company .by adgpfjob enrichment” programs, several
employers were able to retain workers and suppifdr career advancement opportunities.
Beside promotion opportunities, ever-changing th@ae and analysis criteria accustomed rate
promotion and reward system conjointly had positesult on intention of workers deed the
organization .Ineffective performance appraisal anching up with systems contributed to
employees. Perception of unfairness and that thene \additional seemingly to think about

deed the organizationDessler, (2011).

Developmental activities in contrast, have a longem focus on preparing for future work
responsibilities while also increasing the capasitif employees to perform their current jobs
(Origon&Nzonzo, 2011). Training and developmentiwaiés are planned programs of
organizational improvement, and it is important tiey be planned as thoroughly as possible,
for their ultimate objective is to link training ©tent to desired job behaviors. According to
Dessler, (2011) the training process consists of Bteps. First conduct a need analysis by
identifying the specific knowledge and skills thabjrequires, and compare these with the
prospective trainee’s knowledge and skills. Thetemhaine training needs, formulate specific
training objectives, review possible training p@gr content and estimate a budget for the
training program. The third step is to implemerg grogram, by actually training the targeted
employee group using methods such as online trgiimally, is an evaluation step, in which

you assess the program’s success.

According to Wendell, (2007) training & developmexttivities begin when a new employee
enters the organization, usually in the form of Eppe orientation and skills training.
Employee orientation is the process by which newpleyees learn important organizational
values and norms, establish working relationshapsl, learn how to function within their jobs.
Skills and technical training programs then narriowscope to teach the new employee a

particular skill or area of knowledge. Once new Eypes have become proficient in their
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jobs, human resource development activities shéadds more on developmental activities

specifically, coaching and counseling.

As suggested by Dessler, (2005) interesting woskgaments can lead to professional growth
and career advancement. Such as on the job tradaimgffer new challenges such as special
projects or working on a process improvement te&rdevelopmental assignment should be
suited to the abilities of the employee. When prigpdesigned, developmental assignments
can train employees for more responsibilities. Saskignments provide an environment of
growth and development by requiring the employeesi new skills that were not required in
the regular job situation. New projects and assgmnenable learning and provide a way
through which employees can increase skills onjabethrough doing new tasks. Critical to
employee success is the guidance and assistameadeirship with mentoring employees, can
undertake new assignments that benefit their owowledge and skill levels and the
organization’s goals. Employees who experiencegssibnal growth are more inclined to

remain with the organization.

2.3.5 Influence of co-workers

Co-workers’ intentions have a major significant aap on all destination choices - the
additional positive the perception of their co-wenk want to go away, the additional workers

themselves wished to go away.

2.4 Causes and Influencing Factors for Turnover

Turnover arises from the unhappiness from job placeindividual employee. But being

unhappy in a job is not the only reason why petgdge one company for another. If the skills
that they possess are in demand, they may be hwey by higher pay, better benefits or
better job growth potential. That's why it is imfaot to know and recognize the difference
between employees who leave the job because tkayndwlappy and those who leave for other

reasons.

There are number of factors that contribute to eyg® turnover .We explore some of these
factors in more detail below:

i. The economy- One of the most common reasonsidimeleaving the job is the availability

of higher paying jobs.
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ii. The characteristics of the job- some jobs atdrisically more attractive than others. A job's
attractiveness will be affected by many charadiedsincluding its repetitiveness, challenges,
danger, perceived importance and capacity to eisgnse of accomplishment.

iii. Demographics -empirical studies have demonsttahat turnover is associated in particular

situations with demographic and biographical chiarastics of workers.

iv. The person- In addition to the factors listdzbwe; there are also factors specific to the
individual that can influence turnover rates. Théselude both personal and trait-based
factors. Personal factors include things such as@és in family situation, a desire to learn a

new skill or trade or an unsolicited job offer.

In addition to these personal factors, there ase #@hit-based or personality features that are
associated with turnover.

v. A bad match between the employee's skills arddh— Employees who are placed in jobs
that are too difficult for them or whose skills aneder-utilized may become discouraged and
quit the job.

vi. Substandard equipment, tools or facilities wibrking conditions are substandard or the
workplace lacks important facilities such as propgiting, furniture, restrooms and other
health and safety provisions, employees will notliléng to put up with the inconvenience

for long time.

vii. Lack of opportunity for advancement or growthlf the job is basically a dead- end
proposition, employee. The job should be descritredisely, without raising false hopes for

growth and advancement in the position.

viii. Feelings of not being appreciated — since Eypes generally want to do a good job, it
follows that they also want to be appreciated sewbgnized for their works. Even the most

seasoned employee needs to be told what he os stoénig right once in a while.

ix. Inadequate or lackluster supervision and trajnt Employees need guidance and direction.
New employees may need extra help in learning danihar job. Similarly, the absence of a
training program may cause workers to fall behimdhieir level of performance and feel that

their abilities are lacking.
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x. Unequal or substandard wage structures — Ingguipay structures or low pay is great
causes of dissatisfaction and can drive some erapoyo quit. Again, a new worker may
wonder why the person next to him is receivingghbr wage for what is perceived to be the

same work.

2.5 Problems Related to Employee Turnover

A) Increase work load

The loss of employees can result in increased Woakl to the other employees in the

company.
B) Training and Development cost

Training and development in each company costs m®@mpared to the salary increment of
the current.

C) Low Morale

Moral in high -turnover firms is usually weak. Coamy culture is that the shared norms and a
value of a group of workers who work along. Motimgtyour workers to share the vision of
your business and perform at high level is tougtearolleagues and colleagues are vanishing
all around them. Workplace relationships are kegricemployee’s satisfaction with work. As
friends and colleagues leave, remaining workerpgdaally got to cycle through the method of

going to understand new workers.
D) Productivity

High rates of employee turnover will cause loweptyee productivity. Employees who have
additional expertise at a definite company aretamthl aware of the company's policies, goals
and the way to meet their roles within the compaigw employees typically need time to be
told the way to fulfill their roles; since firms thi high turnover can tend to possess additional

inexperienced employees, they may conjointly sufi@m lower employee.
E) Management Frustration
Managers quickly get frustrated with the constarglyolving of employees.

F) Customer Service
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High turnover will damage a business ability tanetclients and supply high-quality customer
service. Customers might feel more comfortableinglko a similar staff and client service

representatives over.
G) Poor Performance

High turnover the basic the fundamental level gieskise across your organization is below it

otherwise would be.Workerswith less information éegs expertise.

2.6 Effects of Employee Turnover
2.6.1 Influence of motivational rewards on employetirnover projects

Organizations tend to focus efforts of individuabrkers on meeting specifically planned
goals. Planning in a sound manner is thereforeidered a crucial exercise that offers to
provide a clear roadmap for realizing organizati@awomplishments(Origon&Nzonzo, 2011
observed that institutions that rarely pay seriatiention on motivation of their workforce
definitely fail the productivity test. Such orgaations hardly retain their working force should

lucrative opportunities get sported.

According to (Origon&Nzonzo, 2011management of argations should not expect a lot
from employees by giving little in return. In theoxk, it is suggested that an internal system
should be established in institutions that measweployee productivity and indicates
equivalent monetary rewards, so that cases of gmet quitting due to frustrations are

addressed.

Employee productivity entails several aspects aiscincreased efforts to achieve high output,
innovation to discover new superior ways of doirgngs, enhanced attitudes to treat
customers with respect and the overall profit ol#diby an organization, (Origon&Nzonzo,

2011). It is acknowledged that organizations thmpleasizes on motivating workers are ones
whose paths to profitability are predictable to thatisfaction of all key stakeholders.

Resources which an organization invests in its ap®rs equally determine the extent to
which it attains its objectives, yet failure to fscon the needs of workers through motivational

policies force employees to flee.
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2.6.2 Influence of remunerations on employee turn@yr in project

The pleasure derived from a job is remunerationnfmme can deliver for an organization if
such tasks are not associated with attractive pakgge, (Vilma &Egle, 2007) More often,
workers hop from one job to another in search @&eger pastures and organizations that
demand work and more work from workers with litdgard to suitable pay in return normally

experience high employee turnover.

Employee remuneration entails salary, wages, allcoes and other such kinds of payment
done regularly as pegged on some known terms efeaefe, (Viima &Egle, 2007). She
observes that employees tend to increase perfoenapcto a certain level they seem
commensurate with the expected pay. She advisdsotiganizations should develop an
attractive pay system that could help minimize aypé turnover. Employees prefer other
companies which may provide them with higher pasid increased compensation packages,
Lack of opportunity for advancement or growth caause a high turnover rate for any

organization.

2.6.3 Influence of general environment of work onraployee turnover in projects

Working condition offers an atmosphere upon workealdts components include availability
of working tools and equipments, presence of enowgbrking space needed for
accomplishment of various tasks, leadership stylasgive freedom of expression of personal
desires, innovation and creativity, a feeling afagnition and social worth, (Origon&Nzonzo,
2011)More often, some supervisors demand a loffoftdrom subordinates in the execution
of tasks with little regard to provide necessargldoand resources required for effective
discharge of duties and failure to improve the waglenvironment accounts for mass exodus

of workers to other organizations.

2.7Theories of employees motivation

The research focused on theories which explairvéineus factors which influence employee
turnover in work place. The study focused on twg kieeories; the Herzberg two factor
theories and the Maslow’s hierarchy of needs thedrigh explain many of the reasons behind

employee turnover at work place.
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2.7.1 Herzberg two Factor Theory

This theory was designed to better explain theofacthat affected employee’s job attitudes
and motivation. Herzberg performed studies inclgdimerviews, to determine which factors
in employee’s work environment caused satisfactipmlissatisfaction. He found that factors
causing job satisfaction (motivator factors) wertedent from those causing dissatisfaction
(hygiene factors). Herzberg theory (Loiseau, 20drfues that there are two distinct human
needs influencing employee’s motivation and atgtughysiological needs that can be fulfilled
by money for example to purchase food and shedted; Psychological need to achieve and

grow, only fulfilled by activities that causeonegmw.

Factors determining dissatisfaction include: conypgaolicy, supervision, relationship with

boss, work condition, salary, and relationship vai#ers, all of which are external factors while
those leading to satisfaction include achievemeatpgnition, work itself, responsibility,

advancement and growth, which are intrinsic fact@r#tics of Herzberg theory argue that the
two factors are observed because it is naturapémple to take credit for satisfaction and to
blame dissatisfaction on external factors, and jtiatsatisfaction does not necessarily imply a
high level of motivation or productivity. The Hepirg two factors theory was used in this

study to explain how motivation factors influendkeeting employee’s turnover in the project.

2.7.2 Maslow Hierarchy of Needs Theory

Commonly known as the hierarchy of needs, is alsootivational theory, developed under
believed that human beings are motivated by nebds are in-born. Maslow’s theory

comprises of five needs: Physiological need (masids- air, water, sleep, food), safety needs
(stability and consistency), love and need to bgldaffiliate) needs, self-esteem needs
(confidence/ respect) and Self-actualization nedtheory states that lower needs must be

satisfied before one can progresses to the nesk ¢té\needs.

In work place, employee’s needs must be met, eslhecafety needs and esteem need
(recognition, acceptance and reward) failure tocWwhihey will be bound to leave in search of
satisfaction (Loiseau, 2011). Maslow theory is atiwadion theory. It shows how
remuneration, career progression, working conditow reward and recognition influence
employee turnover. Thus, Maslow theory was usedhi study to shed some light on
importance of these factors to employees, and li@lylthey were in influencing employee’s

turnover.
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Maslow proposed that if people grew up in an emrent in which their needs are not meet,
they would be unlikely to function healthy, welljasted individuals. Research testing
Maslow’s theory has supported the distinction betwthe deficiencies and growth needs but
showed that not all people are able to satisfy thigher-order needs on the job. According the
results of the research managers from higher lergdnizations are able to satisfy both their
growth and deficiency needs lower level manageesadle to satisfy only their deficiency

needs on the job. Maslow’s theory has not recetvegteat deal of support with respect to
specific notion it proposes (Loiseau, 2011). Tomhthis model is theorized to be especially
effective in describing the behavior of individualdo are high in growth need strength

because employees who are different to the idéacodasing their growth will not realize any

physiological reaction to their jobs.

2.8 PROJECT

The world’s largest professional project managenweganization, the Project Management
Institute, defines a project as “a temporary Endeawundertaken to create a unique product,
service or result” (PMI, 2004, cited in Maylor, ZD1). It is rather difficult to clearly define
which Endeavour is a project and which is not. MayR010, )gives an example of a phrase
“Life is one big project”, which satisfies many defions of a project. Considering this
difficulty, he continues with summarizing severalisting definitions by identifying major

characteristics of a project. Thus, Maylor (20183ssprojects as endeavors that are:
1) Unique (there are no two precisely similar pctgaundertaken)

2) Temporary (each project has a beginning anchdh e

3) Focused (every project has a set goal to déliver

Projects have clearly-defined aims and set outdadyxe clearly-defined results. Their purpose
is to solve a “problem”, and this involves analyyimeeds beforehand. Suggesting one or more

solutions, it aims at lasting social change.

Projects are realistic: Their aims must be achilvalnd this means taking account both of
requirements and of the financial and human ressuawailable.

Projects are limited in time and space: they habeginning and an end and are implemented

in a specific place and context.
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Projects are complex: projects call on various mpilag and implementation skills and involve

various partners and players.

Projects are collective: projects are the productalective Endeavour. They are run by

teams, involve various partners and cater for #exla of others.

Projects are unique: all projects stem from nevasd&hey provide a specific response to a

need (problem) in a specific context. They are vative.

Projects are an adventure: every project is diffeesd ground-breaking they always involve

some uncertainty and risk.

Projects can be assessed: projects are plannedrakeh down into measurable aims which

must be open to evaluation.

Projects can have different level of uniquenes&ré@lare three categories of projects based on
that: “painting by numbers”, “as... but...” and “firsthers” (Maylor, 2010). They are

illustrated by Figure
L
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FIGURE 2: Categories of projects

The “first-timers” and "as... but..." are the projeetkich require special treatment to achieve
their goals. This is done by project management. d@ be described as “the process by
which projects are defined, planned, monitored trofled and delivered such that the agreed
benefits are realized” (APM, 2006).
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2.9 Project management
2.9.1 Timing of departure

The challenge for project managers is that thein ovotivation, levels of stress, effectiveness
and psychological well-being appear to pass thromghes during the various phases of the
project life cycle, as does that of their team merab(Gallstedt 2003; Sommerville and
Langford 1994). This can range from anticipatiomimiy the concept and planning phases and
then complacency in the execution phase, to a s#nseurning and diminished effectiveness
in the finalization or termination phase (Brine®94). In terms of stress and pressure, project
managers are generally more impacted by theser$aatdhe beginning and end of the project
(Gallstedt 2003). Of particular interest is the ited research that has been undertaken to
ascertain the percentage of project managers wayp fsom project commencement to
conclusion. Carroll (1984), for example, in a revief owner-founder turnover, found that an
“important consideration is the timing of succeasielative to the organizational life cycle”.
Inherent in this finding, of course, is the imptioa that this is a critical transition period for

the organization that may well affect its perforroan

2.9.2 Internal transfer

Although previous studies have examined managemuenover that specifically involves a
manager leaving the organization; none have andlylze type of turnover that involves a
transfer of authority across similar control stuwes, as when one direct manager replaces
another or leaves one job for another within theesarganization. As Campion and Michael

(1986) observe, such a study would afford two uaigpportunities.

First, it would show the extent to which turnoverdoncerned with aspects of the job itself

instead of a dissatisfaction with the company ®g#neral policies.

Secondly, it would offer an opportunity to gatheformation on the reasons for turnover while
the employee(s) are still available. Furthermoteshiould shed some light on the extent to
which the turnover event may be attributable toeearmotives, opportunities and further
promotion of the manager - events that may not beflaction of dissatisfaction with the

current role.
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2.10 PROJECT SUCCESS

The framework is broadly endorsed by the genedaigh ‘importance’ ratings given to its

elements. However, while positive, correlationeath of the individual success factors with
actual project success were moderate. An intefjiwatas that the framework as a whole
contains the factors which lead to successful ptsjbut no single factor is indispensable to
success — unique project configurations make pdaticfactors more or less important in

different cases.

The Association for Project Management (APM), tbading representative organization for
project management professionals, seeks to advdmcestatus of project management in
industry, commerce, and government, as an impoamadtdistinctive set of knowledge, skills,
and attributes; and to raise the overall frequentis which these are actually deployed in

projects.

As a contribution to this, APM is seeking to idéntand the factors which lead to successful
delivery of projects, for use both as an educatitoa by the profession and as a measuring
stick against which the presence of the factorthén‘project environment’ as a whole can be

periodically assessed.

2.10.1 Project success components

According to Baccarini (1999, )project success ®i80f two separate components, namely
project management success and project producessickle distinguishes between them as

follows:

2.10.2 Project management success

Traditionally project management success focusedthen software development process
dimensions of ‘within time’, ‘within budget’ and c¢aording to requirements’ (quality and
functional specifications) of a project focuses the project management process and in
particular on the successful accomplishment of ghgect with regards to cost, time and
quality. These three dimensions indicate the degfene ‘efficiency of project execution’
(Baccarinil999, Schwalbe 2004). The three dimermsiohtime, budget and specifications
feature in many definitions of project management uccess (e.q.
Globerson&Zwikael2002,Redmill 1997, Thomsett 2003jowever, time, budget and

specifications are not sufficient to measure pitojeanagement success as dimensions such as
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the quality of the project management process hedatisfaction of the project stakeholder’s
expectations also need to be considered (Bacc@88j1Schwalbe 2004). Therefore, extending
the traditional triangle to include the quality thfe management process and stakeholders

satisfaction provides a more complete view of pbjeanagement success.

2.10.3 Project product success

Focuses on the effects of the projects end-praaltlmbugh project product success is
distinguishable from project management succegssticcessful outcomes both of them are

inseparably linked. ‘If the venture is not a suscemither is the project’(Pinkerton 2003).
Thus, following Baccarini (1999), in simplistic tes project success can be summarized as:
Project success = project management successecppopduct success

Therefore its relation to human resource managemea to the project is the project is
successful in this frame which are :Realistic dndrough definition of project ,Efficient
manner of project execution Comprehension of ptojenvironment’ and Selection of
organization realizing project .And its relation haman resource management is through
Formulation of sound project policies , Clear amthpde project organization Framework,

Selection of key personnel - Human resources ahdétft and dynamic management controls

Therefore: the project to be successful it should be successful both in management and product of

the project.
2.11Refining the Success Factors

The further refinement of APM’s initial frameworkas undertaken (by BMG and APM

working in conjunction) which took account of tmefinement principally consisted of:
Factors in project success ( APMwww.bmgresearchkgo.

* Secure funding base at start

» Core team fully competent

* Regular and careful progress monitoring

» Overall goal clearly specified and recognized bgtkeholders
» Strong, clearly identified leadership

» Clear and regular communications
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» Clear leadership vision and dissemination of this

» All parties are committed

* Project leadership, particularly, is committed

» Project team has positive behaviors which encousageess

» Less likely than average to be important/less yikehn average to be in place
* Sponsors strong in role throughout the project

* Adherence to other (non-quality) standards is r@dymonitored
* Needs for contingency funding are recognized frbenstart

» Subsidiary objectives are clearly recognized

* The organization provides embedded support foreptactivity
» Higher and lower tiers of supply chains are co-uatk

» Post-project review is undertaken to learn les$onthe future

* The project has realistic time schedules

2.11Impacts of Turnover on Project Context

Due to their nature, goals and management, propeetge a special environment which has an
impact on the issue of employee turnover. Projgecsics supply organizations with new
causes of staff rotation, and additional consegeemt employees leaving a project can be

observed in context of temporary organizations.s€here discussed in the current section.

Projects are temporary endeavors (PMI, 2004, d¢itddaylor, 2010), which means they have
time constraints imposed on their delivery. A liedittime frame is proven to create additional
pressure and consequently stress for employeetved/in project execution (Maylor, 2010).
Stress is widely considered as one of the job tisfaation reasons (Chapman, 1998), thus can

lead to increased employee turnover.

Another important characteristic of projects isttheoject teams consist of people who have
diverse backgrounds, both professional and cultutdfer in personalities and are often
brought together for the first time and do not kneach other (Lundin and Séderholm, 1995).
Due to differences in backgrounds and personalitesflicts between team members can
arise. Time and resource restraints inherent fojepts create additional pressure and thus can
worsen the conflict. This provides another reason g@mployee turnover within projects
(Arvidsson, 2009).
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The project life cycle can also be seen as a refagstaff rotation within projects. As Parker
and Skitmore (2005) observed, large number of ptaj@anagers have not been involved in
projects from their inception until finalization g@be. Instead, more than half of Parker and
Skitmore's most team member did not participat@énproject's last stages, and a third of them
joined the project after the concept phase (Paaker Skitmore, 2005). Several reasons were
identified to explain this phenomenon. First, dseeproject stages can require different ways
of management due to their specifics (Parker antm8ke, 2005). Then managers can be
changed to meet the project requirements in thevieag. Second, it was observed that project
managers lose their motivation when the projecthres its last stages and thus they tend to
search for new projects (Briner, Geddes and Hastitg94, cited in Parker and Skitmore,
2005). Both reasons result in rotation of projeenagers.However, it can be claimed not only
project managers tend to work during several ptgjgages instead of the whole project. This
trend can be observed among other project team ersnals well. Diversities of project stages
affect differences in requirements for many rolepioject team, not only the role of project
manager. Furthermore, exhaustion which is obseaveohg project managers during the final
project stages can also be seen among other teanbbeng which can cause them search for
new projects to get involved before the currenfamiois finalized. Therefore, it is suggested

that the project life cycle should be seen as soméor employee turnover within projects.

Matrix forms of organizations create new reasomsfaff turnover due to their combination of
line and temporary structures. The issue of ideation and prioritization between line and
project organization that employees face was ptshyodiscussed. It may create tensions in a
project team or between the team and functionaadiey@nt (Arvidsson, 2009). Such tensions
can result in additional stress of team memberscamdequently in voluntary or involuntary
staff rotation. Extra pressure can be caused bywbebosses problem described by Maylor

(2010) and also account for additional employerdver.

The major matrix organization’s attribute that Igaitdh employee turnover appears to be
scarcity of resources (Arvidsson, 2009). Hendry78)9explains that staff turnover can be
caused by line managers re-allocating employeas @moe project to another due to their need
of filling an empty position there. In this way é@nbal involuntary turnover occurs, affects

projects and organization’s performance in general.

It was discussed that nowadays employees tend todoe ambitious and are more willing to

utilize extensive opportunities that the industeed provided (Bowden, 1952). People who are
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now more aware of possible career growth pathsgiterities self-development and expect
their employer to assist in it (Morrell, Loan-Clarknd Wilkinson, 2004). Matrix organizations
provide various possibilities how employees canetigy their career. One can be promoted
from having a role in the functional structure gpresenting the function in a project. An
employee can also be allocated to a bigger and imgwertant project once succeeding in a
smaller one. Such possibilities can be include@nnemployee's career plan increasing his
feeling of identity and decreasing possible souofdensions (Arvidsson, 2009). However, the
possibilities mentioned above of employee's devakad can also increase company's staff
turnover and its negative outcomes provided thevtiras not planned thoroughly enough by
management. It is therefore crucial to find a bedabetween satisfying employees' needs and

running a healthy and profitable organization.
2.12 Project Risk
2.12.1 Opportunity or a Threat

As mentioned above, risks contain two sides. Itlmareither viewed as a negative element or a
positive element. Negative risks can be detrimeiatetiors that can haphazard situations for a

project.

Therefore, these should be curbed once identifiedthe other hand, positive risks can bring
about acknowledgements from both the customer ladianagement. All the risks need to be

addressed by the project manager.

An organization will not be able to fully eliminabe eradicate risks. Every project engagement
will have its own set of risks to be dealt with.cArtain degree of risk will be involved when

undertaking a project.

The risk management process should not be compednaisany point, if ignored can lead to
detrimental effects. The entire management teartheforganization should be aware of the

project risk management methodologies and techgique

Enhanced education and frequent risk assessmentiseabest way to minimize the damage
from risks (Morrell, Loan-Clarke and Wilkinson, 200
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2.13Theortical Framework

Factors of employee turnover

Carrier
opportunity

Recognition Working condtion
Factors in project sucess

Schedule

A A |

FIGURE 3.0: Conceptual Framework

This framework wants to show both negative andtpesimpactof variables on turnover.
Main variables of the thesis include working commtis, compensation, Carrier Opportunit
for career progression and recognition. These bkasaare Considered independent and a
be analyzed in relation to how they affproject success of dependent variable cost time
schedule of employee turnover in (Graphical Ingeltice Electronic Operational Managem:
Conceptual framework is a set of broad ideas amtiptes intended to assist the researchs
develop awarerss and understanding of the situations under sgraind to communicate tt
same.

The main variables of the thesis include workingdibons, work remuneration, opportuniti
for career progression and reward and recognifibese variables are consied independent
and are to be analyzed in relation to how theycaflemployee turnover in (Graphic
Intelligence Electronic Operational Management &ygtand the dependent variable are ¢
time and schedule, therefore within the framewbmk tesearctr want to show the impact
the independent variable on the project successcé&pual framework is a set of brc
ideasand principles intended to assist the reseatotdevelop awareness and understandit

the situations under analysis and to comicate the same.
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CHAPTER THREE
RESEARCH METHODOLOGY

3.1 INTRODUCTION

This chapter of the study presents research melbgids and techniques that will be
employed throughout the completion of the studye Pneferred research design, types and
source of data, population, sample size and sampéohniques, data collection tools and
analysis techniques that will be used in conductitegstudy and present along with justifying

reasons for the employment of the methods.

3.2Research Design and Approach

As indicated in its title, the study assessed #ationship between employees turnover and
project success. Therefore the research desigrex@anatory research design is appropriate
for this particular study as it tries to investgat there are any cause and effect relationship
between the dependent and independent variables.

In the study, the student researcher has colldotell types of data that can and cannot be
guantified. This makes neither qualitative nor duative research approaches to perfectly fit
with the study. In the study, a hybrid/mixed reshaapproach which used both quantifiable

and unquantifiable data is planned to be used.
3.3Types and Sources of Data

With the intent of incorporating all the data tree necessary for the study, the student
researcher used both primary and secondary datapiiimary data collected from employees
of Commercial Bank of Ethiopia who have involved time Bank's GIEOM (Graphical
Intelligence Electronic Operational Management &yst project. The secondary data used
throughout the study in familiarizing the reseaatha, building up of the study structure and
designing of methodology are gathered from book$icles, and other published and

unpublished written materials.
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3.4. Target population

The study is to be conducted on the recently impleed GIEOM project of CBE. All
employees (both permanent and temporarily emplogédhe bank who participated in the
project including the project manager are consil@setotal population of the study. A total of
49 individuals are participated in the project whadl are target population of the study.

3.4.1 Sampling Design

Target population, sample size and sampling tectesiqo be implemented in the study are

presented and explained in this sub-section ostingy.
3.4.2Sample Size and Sampling Technique

Mugenda and Mugenda(2003)define the target populas complete set of individuals, case
or objects with the same common observable chaistits.In the case of this study, the
sample is to be drawn from the total of 49 team bens of the project GIEOM. However,
considering the smaller size of the total populgtibe student researcher found it manageable
to conduct the study on each and every project tes@mbers. This makes the study to
implement a senses non probability sampling teakaiq

Total population/sample size of the project ananteaembers’ role distribution are presented

in the table below.

Table 3. 1 GIEOM Employee data

Category Target Percentage Sample
population size
Staff Involved In Screen Capture 12 100 12
Staffs Involved In Process Map Review &QAR1 100 21
Preparation
Staff Involved In The Implementation 7 100 7
The Vendors (GIEOM) Top Management 2 100 2
Technical And Functional Training 7 100 7
Total 49 100 49

Gieom closer report
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3.5 Data Collection Tools

The study collectedboth primary and secondary thetaprimarydata was gathered from
GIEOM project team members through self-administeygestionnaires. The data collection
tool preferred is believed to collect data that faee from bias and researcher’s influence as
mentioned by Festing(2007) and Cox (2000).The dquasdire used in this study was adopted
from citehr.com with minor customization. Secondédata was gathered from past published
scholarly articles explaining theoretical and emggir information, the bank’s report on the
project GIEOM, etc.

3.6Data Analysis and Presentation

After all the necessary data for the study areectdld, the student research analyzed and
present the data to show what type of relation xsted between the dependent and
independent variables. The student researcher xjgdladatory statistics analysis for the study.
The analysis was conducted with the assistancé#8GXdata analysis application. Tabulations

and graphs was used to present the analyzed data.
3.7 Ethical Considerations

Several ethical considerations were taken into @ucavhile the current research was being
undertaken. The study was undertaken within an nizgdon; therefore a confidentiality

contract was signed by the researcher and theocaspany. Each interviewee was informed
about the research purpose during interview ineitat and in the beginning of the interviews.
Interviewees were also notified about the confiddity agreement in order to secure
anonymity of information provided. A consent fornasfilled in by each research participant
to ascertain that all ethical issues were discus$bi$ ensured participants' confidence and
thus the feeling of freedom to provide responsebawit a fear of influencing their position in

the case company.

Each reference to information about (Graphical lligence Electronic Operational
Management System), which was received during rikeniiews, documentation reading or

observation, was orally agreed on with the superyisovided by the company.
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3.8 Validity and Reliability

Each study is questioned to be valid and reliaBlesearch is proven to be valid if it is
adequate for other researchers and practitionéesested in the same area (Biggam, 2008).

For this, the study has to

1) Have well established research methods asatsng,

2) Use verified data collection techniques, and

3) Analyses collected data utilizing techniqueg #ra appropriate to the current research.

Research methods, and data collection and anabaisiques used in the current study were
chosen based on state of the art in the researtifodseliterature with the help of a thorough
analysis of the study aim and context, as welhasauthor's resource accessibility. Thus, it can
be acknowledged that the current study is a vatidigcal research.

Reliability of a research is defined by its trustthiness and minimization of any kind of bias
(Biggam, 2008). For a research to be trustworthg data collected to be unquestionable,
Biggam (2008) suggests providing as much detaifddrmation about data collection and
analysis as possible. It is also proposed to ireclaterview questions, transcripts and notes in

research appendices to reduce any possibilititseofeliability to be questioned.

Details on the data collection and analysis prodesshe current study were presented in
Sections. Moreover, interview questions for empésygom project and line organizations are
founded.

The issue of bias was also addressed during tleecdéection process. Case studies are often
accused of being biased. However, Yin (1994) argluasother research methods cannot fully
exclude bias and misinterpretation, therefore tbstie is a common one. Nevertheless, he
agrees that case studies are at a bigger risk @hteipreting the data received, therefore he
suggests researchers to keep the concern in mmodigthout the whole study and try to

eliminate it in any way possible (Yin, 1994).

Biggam (2008) claims that interviews can be seea dslicate research method, as interviews
provide respondents' opinions. Moreover, interviesveay sometimes give responses that are

not truthful, but are expected to satisfy the red®ar. Being aware of such risks, the author of
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this study emphasized to the interviewees the tfzat it is their personal opinions that are
valuable for the research and that there was neaeg "model” answers to the questions
being asked.

The results of both steps of data gathering wemapewed, and brief explanations were
requested from the interviewees in case any instergiies were observed. Furthermore, the
researcher followed advice of Yin (1994) who suggggeceiving help from colleagues in
interpreting data collected. People, who are noeadtly involved in the research, Yin
explained, could see the flaws of the analysishay tlo not have personal connection to the
research unit. Therefore, personal observationg Weld by the author of the current study,
and then presented to the company supervisor ahdraicolleagues. In this way, possibilities
of misinterpreting of the data collected were restlito minimum. Internal documentation of
(Graphical Intelligence Electronic Operational Mgement System) project was alsoused to
verify some of the results.
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CHAPTER FOUR
DATA PRESENTATION, ANALYSIS AND DISCUSSION

4.1 INTRODUCTION

This chapter presents analysis of the data cotleficten the questioner and the discussion Data
gathered from the project team was analyzed ustagsgcal Package for Social Sciences
(SPSS) software and Microsoft excel spreadshee®7(dbe SPSS was used for data
Transformation, running of cross tabulation, petagas and ratios while the Microsoft excel
was Used for designing tables. Out of the 45 qoestires administered, 43 questionnaires
were completed and collected. It is therefore ewidbeat a total response rate of 98.00% per

cent was obtained.

4.2Respondents background characteristics

Demographic characteristics of the respondents wensidered significant, as these features
generally predispose people to display certain usipehavior patterns in the organizational.
Such demographic features considered in the shudyde sex, age, and matrital status, level of
education, specific area of GIEOM engagement aeddiration of undertaking duties in a
given project

Table 4. 1 background characteristics

category Percent Frequency
Sex of respondent  Male 80 32

Female 20 8
Age of 21-30 55 22
respondents

31-40 42.5 17

41-50 2.5 1
Marital Status Married 37.5 15

Single 62.5 25
Education level Degree 85.00 34

Masters and 15.00 6

above
Functional area of Project 18
respondents management 45.0

team
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Officer 27.5 11

Other 27.5 11
Respondents <3 years 12 5
length of Service

3 to 5 years 32.5 13

>5years 55.5 22

Table 4.1:- Demographic data

The study established that majority of the emplsyieethe projects young persons in the age
bracket of 21-30 years, revealing commonly heldomothat project work is trendier than most
engagements, hence preferred by young people. Owitige fact that young people formed
the bulk of employees in the projects, turnover exgsected to be high due to the desire of this
young person’s desire to look for better payinganoigations.

Marital status was helpful in revealing the exteat which these would influence the

composition of employees in the projects and hois tfender factor would contribute to

employee turnover. The study found that many sipgiesons formed a formidable working

force in projects in, though the majority of theayees were single. These findings give the
impression that project work is a field of the yguadventuring in nature and often hop from
job to job as they seek to settle in better ona&plaiing the reasons for high employee
turnover.

Owing to different social roles assigned to theesexhat could be at variance with the

prevailing working environments. It was noted thetny employees in the project were males,
depicting the trademark nature of young men inhopping. Females on the other hand, are
seen as less aggressive and tend to be more efjatntented with their present engagements
and can often be contented with even less trenaly. jo

The researcher was interested in establishingdtterp of education level of the employees in
project in comparison to other sectors. Establishad that educational level had great things
with being employed in project, as the employees varticipated in the study have
competitive level of education to be depended uppan organization.

The duration of time that an individual serves maganization is a clear indicator of the
extent of employee turnover, since if employeesdean organization frequently, then issues
of turnover becomes a grave concern as no formedafganizational culture is built. It was

realized that most of the employees serving inpiagect were serving for a relatively long

period of time.

Moreover, most areas of the projects being impléetenin project were in project
management team.
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4.3 Respondent profile on impact of Motivationalrewards on employees turnover

Category Frequency Percent
Monetary 8 21.6
Material 1 2.7
Recognition 15 40.5
Training 10 27.0
Other 3 8.1
Missing 6

Total 43 100

Table 4.2 motivational rewards

The type of motivational reward given to an indivédl employee is not necessarily a motivator
to the other and therefore organizations have &duete the needs of every worker to ensure
that the rewards offered actually meet those sigenifeds (hygiene factors).

On this account, the respondents were asked toletamihe questionnaire indicating the type
of motivational rewards given and their respons@sdh as the employee in GIEOM project is
motivated by recognition. Many respondents, thoolgtained motivational rewards, just a few
mentioned monetary rewards viewed as that whickagly convertible into other rewards on
the basis of the need of individual worker. In GM(roject employee is motivated by
recognition.

4.4 How adequate are the rewards given to employees

Category Frequency Percent
Very adequate 5 11.6
Adequate 9 20.9
Neutral 6 14.0
Inadequate 15 34.9
Highly 5 11.6
inadequate

Missing 3 7.00
Total 43 100

Table 4.3 Reward

4.5 Extent Statements on remuneration, reward andmportunities career

Category Very great great Moderate little No extent
extent extent great extent extent

To what extent that remuneration affec 7 17 12 1 2

employee’s turnover in Gieoms project

To what extent are you satisfied by the rewa#l 7 13 6 9

system in your project compared to other
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project
The extent of opportunities for care 4 17 18 1 2
progression in Gieom project

Table 4. 4 Opportunity carrier

The research sought to determine the level at whédpondents agreed with the above
Statements relating to the extents of remuneraiimemployees’ turnover in GIEOM project
From research findings majority of the respondaigieed that: remuneration has great extent
on employee turnover, the extent which satisfiedhgyreward system is moderate and there is
great extent on opportunities for career progressidGIEOM project.

4.6 This section summarizes workers’ views on tuenoand compensation factors from
Workers were asked to indicate the extent to wihiedy agree or disagree to each of the
statements using a 5-point Likert scale. This ferpreted ad- Strongly agree, 2- Agree, 3-
Unsure, 4- Disagree, and 5- Strongly disagree

Categor . o) —
) < 7_2“; o >
- s g 58
=5 o o) 0 5.9 <
N < =z a non

Working condition in the 5 10 2 22 1

project is attractive thai

similar projects in othe

organization?

I am recognized for m' 5 15 8 5 4

performance?

The work place lack 22 12 1 4 1

important facilities, such a

proper lighting furniture,

clean restrooms, and oth

health and safety provisions

Regarding salary, | feel tha 11 4 13 7 5
am treated fairly compared

with  colleagues in my

organization who  have

similar qualifications and

who have served a similar

number of years

My  supervisor alway 9 19 6 3 3
consults co-workers whe

deciding which affect works

| Intend to leave thi 6 13 12 6 3
company within a short

period of time

There is no-competitive 5 13 1C 11 1
compensation and differenc

in compensation packac

among staff

Table 4. 5 Working Condition
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The study sought to determine the degree of workorglitions compared to other influenced
employee turnover from the research findings showimat the project is not attractive

respondents indicated to a great extent, and areewsognized for performance ,The work
place lacks important facilities, such as propghting furniture, clean restrooms, and other
health and safety provisions ,Regarding salaryy thad treated fairly compared with

colleagues in my organization who have similar digations and who have served a similar
number of years ,there is good supervision inpitugect, they Intend to leave the company
within a short period of time There is non-competitcompensation and differences in
compensation package among staff .

Category

agree (SA
Disagree(:

D)
D)

@IStrongly
~Agree(A)
®INeutral(N'
& |Disagree
@IStrongly

Myorganization
managementcarefully
selects and employs peopl
who are well suited for the
job

Theprojectmanager 13 14 10 2 1
encourages teamwork in

the project

| am clear of the vision 13 10 1 5 8
and mission of the project

| am paid fairly for the 10 4 10 6 10
work | perform

All necessary  fringe 18 14 5 3 3
benefit are provided in my

organization(eg,health

insurance,transport

allowance,provident

fund/pension, and

different types of loan)

Table 4. 6 Remuneration

From research findings majority of the respondagteed that: the organization is not select

and suited employees in a position and this a clurgernover had in a project, placement of
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individual with their experience,knowledge and wogkcondition reduced turnover, with in
the project there is a good team work between proj@nager and team members ,employees
is well known of the organization vision and missif the project different types of training
can play an important role in creating and reinfaychigh involvement work processes , paid
fairly for the work | perform above findings comsudound that fringe benefits have a stronger
influence on reducing turnover than would be int#idaby the direct costs of the benefits .

4.7. Summary of Findings
4.7.1 Effects of Remuneration on Employees Turnover

The study established that remuneration influeneesployee turnover in Graphical
Intelligence Electronic Operational Management &ys{(GIEOMS) and affect the success of
project. Employee benefits and compensation paskaipys a strategic role in enhancing
organizational performance and profitability aspéogers view compensation as a major cost
factor of production and as a necessary inducerfoerdttracting suitable job applicants in
addition to retaining valued employees, motivafiegformance, and other desirable behaviors,
an effective remuneration program can help shap@npeance and improve job satisfaction.

Employers should attempt to maintain competitivenesh respect to benefit offerings.

The study further established that remuneration réeeh to project teams increases

productivity and again increased project succedsdmause members would be looking out for
the collective good of the team. Pooling employiees team with a collective goal increases

productivity if they are provided worthwhile remuagon, such as bonuses, extra commission
or paid for vacations(interviewed fromproject aimgkImanager).

4.8 Reward and Recognition

The study revealed that reward and recognitioruerftes employee turnover in Graphical
Intelligence Electronic Operational Management &ys{GIEOMS) and the project successto
a great extent. The employees are theengine ohag#n vehicles while reward is the fuel,
motivated employees are more productive, moreiefficand more willing to work towards
organizational goals than the employees who areereqing low levels of motivation.
Reward was seen to be a vital instrument in empglogerformance. A well-rewarded
employee feels that he/she is being valued by tbmpany that he/she is working

for.(interviewed from project and line manager).

4.9 Opportunities for Career Progression
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The study revealed that opportunities for careeggassion influences employee turnover in
Graphical Intelligence Electronic Operational Masagnt System(GIEOMS) and project
success to a great extent. It established thaegtrajctivities in contrast, have a longer —term
focus on preparing employees for future work respmlities while also increasing their

capacities to perform their current jobs.

Training typically involves providing employees theowledge and skills needed to do a

particular task or job as well as attempting torgeaemployees’ attitudes.

The study revealed that different types of trainbag be employed to create and reinforcing
high work processes involvement. Formal traininggpammes should be used as effective
ways of directly transferring the project goals avalues to a whole group of people

simultaneously, to achieve shared values and fae$ network building between headquarters
and subsidiaries. The study further establishetldaeeer progression helps builds employee
loyalty while loyalty increases productivityEmplase should be supported in pursing career
progression programs within and outside the orgaioa.(interviewed from project and line

manager).
4.10 Working Conditions

The research revealed that working conditions erfkes employee turnover in Graphical
Intelligence Electronic Operational Management &y§GIEOMS) and project successto a
great extent. The study established that employmsecrity, workplace organization and the
working environment were very important factorsttbeployees consider at work place. A
poor work environment may cause discomfort to s@mgloyees who may end up being
attracted to other project with better working citiods. Flexible work-schedules lead to

greater work-life balance and can offset work stres

The study revealed that If the workplace lacks irtga facilities, such as proper lighting,
furniture, clean restrooms, and other health arfdtysgrovisions, employees will not be
willing to put up with the inconvenience for lornigfurther established that the environment in
which an employee works should be considered safel abid by health and safety

standards.(Interviewed from project and line manage
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4.10 Regression

Table 4.7 Model Summary

Model R R Square Adjusted R Std. Error of the
Square Estimate
1 .832"a .692 .660 .09038

Adjusted R squared is coefficient of deterion which tells us the variation in the
dependent variable due to changes in the indepérdeable, from the findings in the above
table the value of adjusted R squared w&60 an indication that there was variation
of 66% on employee turnover in gieom project duettanges in working condition, career
progression, reward and recognition and remunerai®5% confidence interval . This
shows that 66% changes in employee turnover inrGi@mject could be accounted for by
working condition, career progression n, reward i@ugnition and remuneration.

R is the correlation coefficient which shows thiatienship between the study variables, from
the findings shown in the table above themes a strong positive relationship between
the study variables as shown by 0.832.

Table 4.8 ANOVA

Model Sumof | df Mean Square | F Sig.
Squares

Regression| 19.612 4 4.903 10.288 .000"b

Residual | 65.826 138 0.477

Total 85.438 142

From the ANOVA statics in table above, thecessed data which is the population
parameters, had a significance level of 0% whidwshthat the data is ideal for making a
conclusion on the population’s parameter as theevaf significance (p-value ) is less than
5%. The calculated value was greater than thealtialue (10.288 > 1.984) an indication that
working condition, career progression, reward aabgnition and remuneration significantly
influence employee turnover in gieom project.

Table 4.9 Coefficient

Model Un standardized | Standardized t Sig
Coefficients Coefficients
B Std. Error Beta
(Constant) 3.032 .348 8.702 .000
Working Condition
-.028 127 -.025 |-.221 |026
Remuneration -.148 115 -.160 -1.292 .001
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Career Progression
-.080

175

-.064

-.459

.048

Rewards and recognition-1.112

.183

-.616

-6.08%

D

.000

From the data in the above table the establishgg@ssion equation was

Y =3.032-0.028 X1 -0.148 X2 - 0.080 X3 — 1.142

From the above regression equation it wagaled that holding working condition,
career progression, reward and recognition @rduneration to a constant zero |,
employee turnover in gieom project would be8@32 , a unit increase in working
condition would lead to decrease in the employesoteer in gieom project by a factors of
0.028, unit increase in remuneration would leaddorease in employee turnover in gieom
project by factors of 0.148, a unit increasecareer progression would lead to decrease
in employee turnover in gieom project by a factb0.080 and unit increase in reward and
recognition would lead to decrease in employeedwenin gieom project by a factors of

1.112.
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CHAPTER FIVE

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

5.1 INTRODUCTION

This chapter presents the summary of key datarfggjiconclusion drawn from the findings
highlighted and recommendation made there-to. Dmelasions and recommendations drawn
were focused on addressing the objective of theystine researcher had intended to find out
how remuneration affects employees’ turnover in pBieal Intelligence Electronic
Operational Management System(GIEOMS), to deterntivge extent to which reward and
recognition affect turnover in Graphical Intelligen Electronic Operational Management
System(GIEOMS), to establish the extent to whicphasfunities for career progression affect
employees’ turnover in Graphical Intelligence Hlenic Operational Management
System(GIEOMS), to examine how working conditiomdluences employee turnover in

Graphical Intelligence Electronic Operational Mag@agnt System(GIEOMS).

5.2 Conclusion

From the findings the study established that eng®wiew compensation as a major cost
factor of production and as a necessary inducerfoerdttracting suitable job applicants in

addition to retaining valued employees, motivatpegformance, and other desirable behaviors
thus the study concludes that better remuneratamkegdl discouraged employees’ turnover in

Graphical Intelligence Electronic Operational Mamagnt System(GIEOMS) project.

The study established that the real successepraject originate from employees’ willingness

to use their creativity, abilities and know-howfavor of the company and it is organization’s
task to encourage and nourish these positive eraplayputs by putting effective reward

practices in place thus the study concludes thaane and recognition discouraged employee
turnover in Graphical Intelligence Electronic Ogernaal Management System (GIEOMS)

project. Project activities in contrast, have agen—term focus on preparing for future work
responsibilities while also increasing the capasitf employees to perform their current jobs,
thus the study concludes that failure by projechaggment to provide opportunities for career
progression opportunities encouraged employeesouar in Graphical Intelligence Electronic

Operational Management System (GIEOMS) project. IBympent security, workplace

organization and the working environment were tlestimportant factors that employees do
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consider and the main component for project sucdbss the study concludes that poor
working conditions encourages employee turnoverGraphical Intelligence Electronic
Operational Management System(GIEOMS) project.

5.3 Recommendations

In order to reduce employee turnover in Graphiaatelligence Electronic Operational
Management System (GIEOMS) project, the study rewenuds that; the top project
management should provide the opportunity for caseel personal growth through training
and education, challenging assignments and mongomsgility. This will help to build

employee loyalty and trust with the project, theducing employee turnover.

The management should keep employee compensationbamefits aligned with current
economic status, paying employees the fair goingenar their work (or better) and offer
them competitive benefits. The management shoutdgréze excellent performance, and

especially, link pay to performance to reduce erygéaturnover.

Employees are motivated when their above-averdget®fire recognized and rewarded. This

helps to build a sense of employee attachmenttpibject thus reducing employee turnover.

The project management should ensure work lifenc@aamong employees by encouraging
and giving employees’ opportunity to connect witecanother through acts of generosity,
teamwork and the expression of gratitude. Employgkde healthier, happier, feel more like
at home thus will be less likely to resign.

The study also recommends that the management cshowhsider improving project
environment like provision of safe working conditsy provision of flexible working schedule.
Provision of flexible working schedule will help tweate balanced work life balance hence

eliminating stress.

5.4 Recommendations for further studies

The study sought to determine the impact of em@dyenover in project success in Graphical
Intelligence Electronic Operational Management &yst(GIEOMS) project. The study

recommends that an in-depth study should be donth@mmpact of employee turnover on
Project success.
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ANNEX -A Questionnaire

St Mery University
Program MA in project Management
Executive MBA Program

This is a questionnaire designed to collect dattherimpacts of employee turnover on project
success a on commercial bank of Ethiopia a casly sia (Graphical Intelligence Electronic
Operational Management System) project which wllused as an input for a thesis in partial
fulfillment of Executive MBA. Your genuine respongesolely used for academic purpose.
Therefore, your kind cooperation is appreciateddmance. If you have any question about this
guestionnaire, you can contact:

Lozamaryammulugeta

Mobile No. 0911 799685,

Part I: Demographic Profile of Respondents

1. GenderMale [ ]T/Female [ ]

2. Age 21-30 years old [ ] 31-40 years’ old [ [L-BO years’ old [ ] > 51 years’ old [ ]
3. Marital Status Married single [] married [Divorced [] Widow [ ]

4. Education level Diploma[] Bachelor[] Btars and above [ ]

5. Tenure < 3 years[] 3to5years[] >5 yedrs [

6. Job Category project management team[ | Offi¢ather................

Part Il: PERCEPTION

Effects of Remuneration on Employees’ Turnover

7 Which motivational rewards do employees obteamfiproject?
a) Monetary [ ] b) Material [ ] ¢) Recognition f) Training [ ]
€) Other (SPeCIfY) ... ..u e e

8, how adequate are the rewards given to employees?
a) Very adequate [ ] b) Adequate [ ] c) Neutral [ ] d) inadequate [ ] e highly inadequate
€) Other (SPECITY) ... e

7. To what extent that remuneration affects emgesyturnover in GIEOMS project

53



a, Very great extent [ | b, Great extent [ Mnderate extent [ ] d, Little extent [ e, No

extent [ ]
Part Il: Reward and Recognition

8. The degree of recognition made in the projecttiie performance of employees Gieoms
project

A, Very high [ ]b, high [] ¢, moderate [] d, lojy

Part D: Opportunities for Career Progression

10. The extent of opportunities for career progoes&ieom project?

A, Very great extent [ ] B, Great extent [ |C, Mode extent [ ] D, Little extent [ ] E,No extent
Part E: Working Conditions

11. Indicate your level of agreement with the faliog statements relating effects of how
working conditions influences employee turnoveGieom project

Scale 1=strongly agree 2= agree 3= moderate 4= disae 5=strongly disagree

Statemer 1 2 3 4 5

12 Condition in the project is attractive than sim

projects in other organization

13 | am recognized for my performan

14 The workplace lacks important facilities, such
proper lighting, furniture, clean restrooms, and

other health and safety provisions.

15 The project manager encourages teamwork ir
project.
16 | am clear of the vision and mission of the pra

Table 4. 10 questioner 1
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Part F :Compensation

12, Indicate your level of agreement with the foliog statements relating effects of how
working conditions influences employee turnoveGieom project

Scale 1=strongly(SA) 2=agree(A) 3= neutral(N) 4=ishgree(D) 5=strongly disagree(SD)

1SA | 2A | 3N 4D 5SC

17 | I am paid fairly for the work | perfor

18 | All necessary fringe benefits are provided in
organization (e.g. health insurance, transporwaltce,

provident fund/pension, and different types of k)an

18 | Regardincsalary, | feel that | am treated fairly compa
with colleagues in my organization who have simjlar
qualifications and who have served a similar nundjer

years

20 | My supervisor always consults -workers wher

deciding which may affect works.

21 | | intend to leave this company within a short perif

time

22 | There is no-competitive compensation and differen

in compensation package among staff

23 | My organization’s management carefully selects

employs people who are well suited for the job

Table 4. 11:- Questioner 2
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Interview questions

For project team and project manager
1 There is turnover in your project?
2 Is the projects have any cost overrun and itsence on employee turnover?

3. Does the project has employees with sufficient number and with adequate qualification or do you

have a feeling that additional employee are needed to fulfill the objective of the project?
4. What are problems do you faced due to employee turnover?

5. Which problems do you as a line manager facealtige turnover?

7. What are the problems a project team faceshiiermployee turnover?

Thank you for your time
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