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ABSTRACT 

 

This study investigates the impact of drivers turnover on the performance of 

transport and logistic company in Tanzania with references to ITL: 2007-2013. This 

was  motivated by the fact that despite efforts of Isumba Company to improve 

benefits paid to drivers and recruit drivers, every year almost 70 percent of drivers 

leave the company after staying for only 3 months and this forces the management of 

Isumba company to practice constant recruitment and employments of drivers. The 

study used both primary and secondary data. Sample of the study consisted Former 

Drivers of ITL and Logistic Company 20. Current Drivers of ITL 12.Former 

Supervisors at ITL 12.Current Supervisors at ITL 3.Heads of Driving Departments at 

ITL 2.Managers at ITL 3 and Supervisors at Logistic Department 3.Data  was 

analyzed using both qualitative and quantitative methods. The study found that  the 

most pressing factors causing higher and frequent drivers turnover were monetary 

factors obtained by drivers namely basic salary and other fringe benefits which alone 

cannot meet fully all drivers basic and entertainments consumption expenditure 

needs. The most effects of drivers turnover on operational performance of  Isumba 

have been increasing higher loss to the company. The most effecs on profits of the 

firm   have been reducing profits of Isumbacompany by greater percentage. It is 

recommend that in order to reduce higher and frequent rate of drivers turnover at 

Isumba Company the following should be done: Drivers Form Formal SACCOs, 

Drivers reduce Unnecessary luxury expenditures , Drivers establish other business   

and increase of salary and incentive to drivers, increased Drivers retention, 

competitive pay and benefits, Respect and appreciation, Safe and competent Drivers, 

Training programs to Driver, Trusting and honest Supervisors, honest and satisfied 

Drivers, Open communication with Managers, Driver to share company goals and 

feel a part of the team, Management to arrange meeting and programs that respond to 

Drivers issues and provide feedback, senior leadership or CEO of the company must 

be involved with drivers and show interest concerns.  
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CHAPTER ONE 

 

OVERVIEW OF THE STUDY 

 

1.0 Introduction 

In this chapter the study introduces the background of the research problem, a 

statement of the problem, objectives of the study, research questions, research 

hypothesis, significance of the study, scope of the study, organisation of the study 

and limitation of the study. 

 

1.1 Back ground of the Problem 

Today‟s globalization era which characterized by rapidly changing of business 

environment and competition among firms resulting into different organizations 

work hard to develop more sophisticated, responsive, agile, demand-oriented, 

process-driven supply chains, considerable attention is focused on enhancing the 

efficiency and effectiveness of every single component of global supply chains. An 

extraordinarily significant mainstay of modern day supply chains is the truck driver 

(Williams, 2013). From an operational perspective, truckers are responsible for 

delivering the value expected by customers.   

 

Stank, et al. (1999, 2003) reinforce the point that, organizations providing on-time 

and reliable delivery services and are responsive to customer needs are most likely to 

experience an increase in market share.  Keller and Ozment (1999) suggest a direct 

relationship between the quality of delivery service offered by the motor carrier and 

the performance of truck drivers.  Keller and Ozment further state “how drivers 

operate their trucks directly affects fuel efficiency, operating costs, and delivery 

performance which in turn affects customers‟ perceptions of a given carrier‟s service 

quality and consequently influences that carrier‟s competitiveness. 

 

From a marketing perspective, truckers are responsible for relationship building, 

customer satisfaction, and frontline problem-solving. Abadi and Cordon (2012) argue 

that, truckers are indeed a fundamental resource to be managed both strategically and 
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operationally. Truckers are also value-added elements of any supply chain 

integration initiative.  In their review of factors nurturing internal supply chain 

integration, Basnet and Wisner (2012) pay particular attention to distribution.  As 

such, distribution effectiveness, facilitated by truckers, contributes directly to supply 

chain integration efforts.  

 

In United States every good consumed by households and business at some point 

transported on a truck (Bureau of Labor Statistics, 2007). While trucking is 

intertwined with virtually every sector of the U.S. economy, it is easy to 

underestimate the importance of this industry.  The vast majority of communities in 

this country rely on trucks to routinely deliver all of the essential products necessary 

for basic existence, and 2.3 percent of the American workforce is involved in the 

trucking industry as drivers or as sales workers associated with the industry. The 

trucking industry is one of the key components of the U. S. economy and as such has 

a major impact on the health and well-being of the overall economy.  

 

Like other countries, in Tanzaniathe trucking industry is enormously significant to 

the economy. According to the Tanzania Truck Operators Association Annual report 

(2013), trucking industry has been expanding in recently years it evidence that up to 

December 2013 Tanzania had a total number of 250,690 trucks. The industry play a 

significant role to both local and international economy. It further explain that, 

transportation sector account for six percent of Tanzania GDP and make about 15 

percent of foreign exchange earnings. Also the road transport accounts for over 70 

percent of freight movement in the country. Generally, most of the goods transported 

within and outside Tanzania are transported by trucks than other means of transport 

(waterways, Airways and railways). Also Transportation by trucks heavily affects the 

performance of Dar es Salaam harbors and other harbors in Tanzania (TTOAA, 

2013). 

For effective operation and large contribution of trucking industry to the economy, it 

is necessary for carriers to find, recruit, and retain qualified drivers for each truck on 

the road. Unfortunately, driver turnover and retention problems have been such a 

dilemma for so many years that the condition has almost become an accepted 
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obstacle and expense in the trucking industry in Tanzania.Since the performance of 

truck industry depend truck drivers. The truck drivers, by virtue of their position in 

the supply chain, are in fact drivers of the economy.  Any actions, behaviors, 

policies, regulations, or work environments that negatively impact professional 

truckers, correspondingly affect negatively the economy. Thus, it is important to 

better understand the myriad factors contributing to truck driver performance and 

overall job satisfaction (Williams, 2013). 

 

1.2 Statement of the Problem 

Despite of the greater contribution of the truck drivers to the performance of the 

trucking industry and to the economic growth of the respective country, driver 

turnover is the mainly problem facing the industry all over the world. In Tanzania 

like other countries the driver turnover is the problem which at large affecting the 

performances of many logistic companies. Many companies fail to survive in the 

industry due to lack of well train and experience permanent truck drivers. This 

situation have impact on company operation mainly tend to disrupt the supply chain. 

Cantor et al. (2011) indicate that, the drivers turnover have resulting into financial 

costs which associated with training new drivers, drug screenings, and tractor 

repositioning costs. Turnover also may negatively affect the capacity of the service 

component of the supply chain, including the possibility of having to refuse 

shipments due to a lack of drivers and supply chain disruptions through 

compromising safety with the hiring of inexperienced drivers.  

 

Different previous studies in relation to the trucking industry relay on the 

contribution of the industry to the growth of the economy of the national. For 

example Burks, (2010) points that the trucking industry is the most important sectors 

of the transportation industry since almost every commodity that is transported 

through any other mode of transport is at some point should be transported through a 

truck. Other studies focus on the cause of truck driver turnover. For example 

Sherphard et al (2012) points that, turnover of truck drivers it mainly affected by 

various factors such as relationship between drivers and their top management, 

company support, driver‟s satisfaction and relationship with dispatchers.  
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However, to the best of my knowledge no a single empirical study in relation to the 

truck driver turnover have been done in Tanzania. Hence the study on the impact of 

driver‟s turnover on the performance of transport and logistic company in Tanzania 

is of paramount important to bridge the gap in knowledge. 

 

1.3 Research Objectives 

The main objective of the study was to investigate the impacts of driver‟s turnover 

on the performance of   transport and logistic company in Tanzania with reference to 

Isumba transport limited for the period of 2007-2013 

 

1.3.1 Specific Objectives 

(i) To find out the causes of higher rate of drivers turnover at ITL and Logistic 

Company for the period of 2007-2013 

(ii) To find out the effects of driver‟s turnover on operations performance of ITL 

and Logistic Company for the period of 2007-2013 

(iii) To find out the effects of drivers turnover on profit performance of ITL and 

Logistic Company for the period of 2007-2013 

(iv) To suggest measures that will reduce driver‟s turnover at Isumba transport 

and Logistics Company 

 

1.4 Research Questions 

(i) What have been the causes of higher rate of driver‟s turnover at ITL and 

Logistic Company for the period of 2007-2013? 

(ii) What have been the effects of driver‟s turnover on operations performance of 

ITL and Logistic Company for the period of 2007-2013? 

(iii) What have been the effects of driver‟s turnover on profit performance of ITL 

and Logistic Company for the period of 2007-2013? 

(iv) What measures should be undertaken by management of Isumba Transport 

and Logistic Company to reduce driver‟s turnover at Isumba transport and 

logistic company? 
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1.5 Study Hypothesis  

Hypothesis 1: 

(i) Null Hypothesis (H0): Higher rate of Drivers Turnover Does not affect profit 

performance of ITL Company in Dar es Salaam 

(ii) Alternative Hypothesis (H1): Higher rate of Drivers Turnover Does affect 

profit performance of ITL Company in Dar es Salaam 

 

Hypothesis 2: 

(i) Null Hypothesis (H0): Higher rate of Drivers Turnover Does not affect 

operational performance of ITL Company in Dar es Salaam 

(ii) Alternative Hypothesis (H1): Higher rate of Drivers Turnover Does affect 

Operational performance of ITL Company in Dar es Salaam 

 

1.6 Significance of the Study 

The finding of the study is of greater benefit to public and private sectors, policy 

makers as well as in academic field. 

 

In public and private sectors the study is relevance important due to the fact that it 

explain the important of truck drivers to the development of truck industry as well as 

transportation sector in Tanzania. Since the transpotatation sector is contribute about 

six percent of Tanzania GDP. The study is also important to the managers and 

owners of logistic companies in Tanzania specifically to the ITL simply because it 

aimed on investigating the impact of driver‟s turnover on the performance of ITL 

Company and suggest measures to be undertaken by the management of the 

company in order to reduce higher rate of truck driver‟s turnover. 

 

Academically, there are different study in relation to the impact of driver‟s turnover 

on the organization performance. For exampleSherphard et al (2012), Williams, 

(2013), Ton and Huckman, (2008). However no study in relation to the impact of 

driver‟s turnover on the performance of transport and logistic company in Tanzania 

specifically focus on Isumba Trans Limited: 2007-2013. Therefore the study is of 

paramount important since it aimed on adding of knowledge and bridging the gap. 
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1.7 Scope of Study 

Although thetruckdriver turnover is the common problem in Tanzania and have 

impact to the performances of both logistic company and also to the Tanzania 

economy as whole, however the study was only focus on a single transportation and 

logistics company Isumba Trans Limited and it was aim to investigate the impact of 

truck drivers turn over from the years 2007-2013. 

 

1.8 Organization of the Study 

This study was organized in five chapters. Chapter one covers background to the 

study, statement of the problem, purpose of study, research objectives, research 

questions, research hypothesis, significance of the study, scope of the study, 

organization of the study and limitation of the study. Chapter two covers literature 

review. Chapter three coves research methodology. Chapter four data analysis, 

presentation and interpretation while chapter five cover summary of the findings, 

discussions, conclusions and recommendations. 

 

1.9 Limitation of the Study 

The primary delimitation of this study emanates from the use of cases study as a 

research design for data collection. Although the case-study design presumes that the 

cases under study reflect similar entities, the results cannot be easily generalized to 

other contexts. Other study constrains includes time and financial resource was not 

sufficient enough to involve a large number of logistic companies in Dar es Salaam 

this made some difficult for researcher in collections of primary data; hence used 

also secondary data. However, researcher managed to collect the data effectively to 

the selected samples to come up with this dissertation. 
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CHAPTER TWO 

 

LITERATURE REVIEW 

 

2.0 Introduction 

This chapter consists of theoretical review, empirical reviews and Conceptual 

Framework. In this chapter the researcher visited different books articles web site 

and the work that has been done by other researchers. This helped the researcher to 

understand the well the topic under study and also to establish relationship between 

variable. 

 

2.1 Theoretical Literature Review 

In this section we briefly discuss theoretical framework and relate it to the impacts of 

driver‟s turnover on the performance of transport and logistic company. The theory 

which is using by the study is theory of reasoned action and burnout psychological 

theory of truck driver‟s turnover. 

 

2.1.1 Theories of Employees Turnover 

Hulin, (1968) points that the basic concept of the theory of reasoned action (e.g., 

intention precedes behavior) has been incorporated into a number of models 

explaining employee turnover   and its antecedent job satisfaction. He further says 

that over time, the study of the job satisfaction-employee turnover relationship have 

resulted into formulations of different models that explain the causes of employees 

turnover at various sectors. 

 

Mobley (1977) formulated a model that describes the job satisfaction-employee 

turnover relationship. He suggests that beginning with the evaluation of the existing 

job; an employee experiences job  satisfaction or  dissatisfaction; thinks of quitting; 

evaluates the usefulness of job search as  well as cost of quitting; intends to, searches 

for, and evaluates alternatives compared to present job; intentions to quit or stay; and 

quits or stays. He concludes by showing that job dissatisfaction may stimulate a 

behavioral predisposition to withdraw. 
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Mobley et al. (1979)  say that the withdrawal decision process as flowing from job 

satisfaction to thoughts of quitting then to search intention, quit intention, and 

turnover Their formulated  employees turnover model is  characterized by individual-

level turnover behavior; treatment of the evaluation of alternative jobs; recognition of  

individual values, interests, and beliefs‟ the proposition of possible joint 

contributions of job satisfaction, job attraction, and attraction of attainable 

alternatives on turnover; and the consideration of intention to quit as the immediate 

precursor of turnover. 

 

Muchinsky and Morrow (1980) formulated a model which shows that there is a 

predicted relationship between job satisfaction and turnover which is based on the 

economy. Their model point out that the job satisfaction-turnover relationship is 

strongest during periods of low unemployment and weakest during periods of high 

unemployment. Their model recognized that the variable turnover intent served as 

the immediate precursor of Turnover. 

 

2.1.2 Theories of the cost of Employees Turnover on the Performance of the 

Company 

Joinson, (2000) says that cost of employee‟s turnover can be categorized into the 

following groups:  pre-turnover costs, separation costs, vacancy costs, recruiting 

costs, and new-hire costs. 

 

Pre turn over costs included the costs incurred due to the leaver‟s withdrawal 

cognition behaviors reduced productivity due to lack of motivation, tardiness, 

absenteeism, morale impact on others in the work group, decline in customer 

relations, and supervision associated with performance improvement interventions.  

 

Vacancy costs included lost business during the vacancy period, overtime for 

employees picking up the slack, job stress leading to absenteeism and morale 

declines, and decline in customer service with risk of subsequent business level 

decline. He ends by concluding that the management of companies, whether private 

or public should take measures to reduce the number and rates of employees turnover 
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in order to reduce the negative impacts of employees turnover on the performances 

of the company. 

 

2.1.3 Theories of Truck Drivers Turnover 

Sherphard et al (2012) points that turnover of truck drivers in a transport company is 

affected by the combination of factors such as relationship between drivers and their 

top management, company support, driver‟s satisfaction and relationship with 

dispatchers.  He also mentioned other factors such as psychological factors that 

drivers face and be impacted about. They recommend that the top management of 

trucking companies should take the combination measures to solve that problem after 

considering these factors. 

 

Cordes and Dourgherty, (1993) formulated the theory of drivers turnover known as 

burnout psychological theory of truck drivers turnover. They point that job burnout 

the situation whereby burnout is defined as the extreme demand of particular benefits 

by truck drivers such as higher salaries, better working conditions, better relationship 

with top managements, reduction of working hours etc. They conclude that when any 

of the issues contained in the bundle of burned out demanded by truck driver‟s is not 

met, then the possibilities of truck drivers to turn over is higher and vice versa. 

 

2.1.4 Over View of the Concept of Employee Turnover 

Employee turnover is the rotation of workers around the labour market; between 

firms, jobs and occupations; and between the states of employment and 

unemployment (Abassi et al. 2000). It also define by (Hissom, 2009) as the ratio 

comparison of the number of employees a company must replace in a given time 

period to the average number of total employees (hissom, 2009). 

 

A huge concern to most companies, employee turnover is a costly expense especially 

in lower paying job roles, for which the employee turnover rate is highest.Many 

factors play a role in the employee turnover rate of any company, and these can stem 

from both the employer and the employees. Wages, company benefits, employee 

attendance, and job performance are all factors that play a significant role in 
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employee turnover.  Companies take a deep interest in their employee turnover rate 

because it is a costly part of doing business."  (Beam, 2009). 

 

Companies incur direct and indirect expenses, which include the cost of advertising, 

headhunting fees, human resource costs, loss of productivity, new hire training, and 

customer retention, every time they have to replace an employee. These expenses can 

add up to anywhere from 30 to 200 percent of a single employee's annual wages or 

salary, depending on the industry and the job role being filled.  (Beam, 2009). 

 

"While lower paying job roles experience an overall higher average of employee 

turnover, they tend to cost companies less per replacement employee than do higher 

paying job roles. However, they incur the cost more often. For these reasons, most 

companies focus on employee retention strategies regardless of pay levels." (Beam, 

2009) Potential negative consequences of employee turnover include operational 

disruption, demoralization, negative public relations, personnel costs, strategic 

opportunity costs, and decreased social integration.  (Colema, 1987). 

 

2.1.4 The Expectancy Theory 

The motivation based on expectancy theory focuses on a person‟s beliefs about the 

relationship among effort, performance and reward for doing a job. The theory was 

originally expressed as a probability relationship among three variables labeled 

expectancy, instrument and valence, the concept of their interrelationship provides 

the foundation for the usefully way of thinking about work motivations. 

 

Expectancy: the probability from zero to one that an individual believe his or her 

work effort directly affects the performance outcome of a task. Instrumentality the 

probability that from zero to one that an individual anticipates that an attained level 

of task performance will have personal consequences. Valence the value from 

positive to negative that a person assigns to the personal consequences that follow 

work performance. (Cook C.W, Hunsaker, P.L and Coffey R. E 1997). 
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For example Todd expects he will have asignificant influence over the audits he 

performs as an accountant. He believes that performing high quality audit will result 

in substantial pay increase and his promotion to manager. His number one goal is to 

make manager within five years and to be paid more that his peers (H.J Arnold 1981) 

 

Therefore this theory has been powerful in explaining the relationship between 

performance expectations and outcome and also how job performance through job 

satisfaction can impact turnover intentions but this cannot be generalized. 

Performance occurs in a given context and to particular situations and its impact on 

turnover depends on the personal styles and perceptions of work environment. 

Therefore basing on the strength and weaknesses of the theory, the study is not going 

to be guided by the theory.  (www.valuebasedmanagement.net) 

 

2.1.5 Equity Theory 

The equity theory suggests that motivational is moderated by the perceived fairness 

or discrepancy between personal contribution and reward related to others. It focuses 

on people‟s feeling of how fairly they have been treated in comparison with the 

treatment received by others. 

There is two dimension of equity process. Ratio of person outcome to inputs - people 

often think in terms of the ratio of their personal outcomes to work input. That is 

their perception of equity depends on how they answer the questions, what is the 

payoff to me? (In term of status, benefit, recognition, money, promotion and job 

assignment) External comparison  people also compare their own outcome / input 

ratio to those they perceive for other people doing comparable work. 

 

These comparison may be made in three levels -Comparison to specify other 

individual for example Bev might conclude that „I guess Kerry really has been 

outperforming me‟ Bedv would expect Kerri to be getting more in the way of reward 

and recognition. 

 

Another comparison can be by referring to another group where workers might think 

„our department is getting much better treatment than the other department. This 

http://www.valuebasedmanagement.net/
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comparison recognizes that there are differences in payoff and our group is getting a 

better deal. 

 

But it does not indicate that better treatment is the result of better performance and 

therefore deserved. At a time people compared themselves to people in a similar 

position in other organization. A physical therapist at a private hospital might 

observe „According to the national salary survey data, my pay is at only the twenties 

percentile - way below what someone with my experience should earning‟. 

 

Another common comparison is across gender within the same occupation, where 

women often experience discrepancies of earning 20 percent to 40 percent less pay 

than men. This theory concept affects motivation whenever people perceived a 

meaningful difference in personal or group outcome and then adjust behavior or 

perception to reduce the gap.  (www.buzzle.com). 

 

According to the study of Employee Motivation within Domino's Pizza the theory  

explain the fact that people are motivated first to achieve and then to maintain a 

sense of equity. Equity refers to the allocation of rewards in direct parity to the 

contribution of each employee to the organisation. 

 

Within Domino‟s, each employee perceives their contribution in differing levels. For 

example, pizza-makers and telephone operators provide similar inputs as delivery 

drivers; however, the delivery drivers receive less financial reward creating inequity. 

 

The study suggests that employees will experience an emotional tension when they 

perceive inequities, and, when sufficiently strong, the tension motivates them to 

reduce the inequities. There are numerous methods that an employee can employ to 

correct inequity feelings. These include reducing inputs, increasing outcomes, 

changing perceptions, or changing the comparison other. 

 

These include reducing inputs, increasing outcomes, changing perceptions, or 

changing the comparison other ultimately, if these methods do not obtain the desired 

http://www.buzzle.com/
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outcomes, an employee will become de-motivated and may quit their occupation. 

The motivation of each employee will also depend on the manner in which the 

organisation is managed. 

 

In Domino‟s case, the store manager is considered as the force multiplier in terms of 

motivating, administering and retaining the casual employees, “Without a steady 

boss, workers there (Domino‟s) had a turnover rate as high as 300% a year”. In 

Domino‟s case this indicates that previous store managers had experienced under-

reward inequity creating a high turnover rate in employees. 

(www.freeonlineresearchpapers.com). 

 

Understanding Equity Theory - and especially its pivotal comparative aspect - helps 

managers and policy-makers to appreciate that while improving one person's terms 

and conditions can resolve that individual's demands (for a while), if the change is 

perceived by other people to upset the Equity of their own situations then the 

solution can easily generate far more problems than it attempted to fix. 

 

Equity Theory reminds us that people see themselves and crucially the way they are 

treated in terms of their surrounding environment, team, system, etc - not in isolation 

- and so they must be managed and treated accordingly. www.businessballs.com . 

 

2.1.5 Cause of Employee Turnover in the Organisation 

Turnover basically arises from the unhappiness from job place for individual 

employee. But being unhappy in a job is not the only reason why people leave one 

company for another. If the skills that they possess are in demand, they may be lured 

away by higher pay, better benefits or better job growth potential. That's why it is 

important to know and recognize the difference between employees who leave the 

job because they are unhappy and those who leave for other reasons. There are 

number of factors that contribute to employee turnover. These includes the 

followings;  

 

http://www.freeonlineresearchpapers.com/
http://www.businessballs.com/
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The Economy 

In exit interviews, one of the most common reasons given for leaving the job is the 

availability of higher paying jobs. Some minimum wage workers reported for leaving 

one job to another that pays only 50 cents an hour more. Obviously, in a better 

economy the availability of alternative jobs plays a role in turnover, but this tends to 

be overstated in exit interviews. 

 

The Characteristics of the Job 

Some jobs are intrinsically more attractive than others. A job's attractiveness will be 

affected by many characteristics, including its repetitiveness, challenges, danger, 

perceived importance and capacity to elicit a sense of accomplishment.  

 

The person; In addition to the factors listed above, there are also factors specific to 

the individual that can influence turnover rates. These include both personal and 

trait-based factors. Personal factors include things such as changes in family 

situation, a desire to learn a new skill or trade or an unsolicited job offer. In addition 

to these personal factors, there are also trait-based or personality features that are 

associated with turnover.   

 

A bad match between the employee's skills and the job; Employees who are placed in 

jobs that are too difficult for them or whose skills are underutilized may become 

discouraged and quit the job. 

 

Substandard equipment, tools or facilities;  If working conditions are substandard or 

the workplace lacks important facilities such as proper lighting, furniture, restrooms 

and other health and safety provisions, employees will not be willing to put up with 

the inconvenience for long time. 

 

Lack of opportunity for advancement or growth;if the job is basically a dead-end 

proposition, this should be explained before hiring so as not to mislead the employee. 

The job should be described precisely, without raising false hopes for growth and 

advancement in the position.   
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Feelings of not being appreciated;since employees generally want to do a good job, it 

follows that they also want to be appreciated and recognized for their works. Even 

the most seasoned employee needs to be told what he or she is doing right once in a 

while. Inadequate or lacklustre supervision and training; Employees need guidance 

and direction. New employees may need extra help in learning an unfamiliar job. 

Similarly, the absence of a training program may cause workers to fall behind in their 

level of performance and feel that their abilities are lacking.  

 

Unequal or substandard wage structures; Inequity in pay structures or low pay is 

great causes of dissatisfaction and can drive some employees to quit. Again, a new 

worker may wonder why the person next to him is receiving a higher wage for what 

is perceived to be the same work.   

 

High labour demand; when the demand for labour in an industry is high, an 

opportunity for changing jobs in that industry becomes enhanced (Neo, et al., 

2006:33). This assertion is supported by Harrison and Kessels (2004:291) who in 

their research on labour turnover in the retail industry found that environmental 

factors such as local labour markets had a major influence on labor turnover. 

 

Job-person match; it is important for the person‟s abilities, personalities and skills to 

match the job requirements. If there is no match, the employees become bored by the 

job that provides no challenges or one that provides unrealistic challenges. These 

realities are the ones that make people leave the organization (Erasmus and Schenk, 

2003:41) 

Individual employee; There are factors specific to the individual that can influence 

turnover. These include both personal and trait-based factors. Robbins and Decenzo 

(2001:67) state that personal factors include issues such as changes in family 

situation, a desire to learn a new skill or trade or an unsolicited job offer. In addition 

to these personal factors, there are also trait-based or personality features that are 

associated with staff turnover. These traits include behaviors such as loafing, 
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absenteeism, theft, substance abuse on the job and sabotage of employer's equipment 

or production. 

 

Employee recognition; Robbins (2003:102) states that individuals at all levels of the 

organization want to be recognized for their achievements on the job. Their successes 

do not have to be monumental before they deserve recognition, but the praise should 

be sincere. Steers (2002:59) states that one premise inherent in Herzberg's theory 

(1959) is that most individuals sincerely want to do a good job. To help them, they 

should be placed in positions that use their talents to an optimal level and where they 

are not set up for failure (Mathis and Jackson, 2007:116).  

 

Clear, achievable goals and standards for each position should be set and should be 

known to employees. Individuals should also receive regular, timely feedback on 

how they are doing and should feel they are being adequately challenged in their 

jobs. Individuals should not be overloaded with challenges that are too difficult or 

impossible (Tyani, 2001:176). 

 

Lack of supervision; According to Booyens (2000:70), the essence of supervision 

lies in the evaluating the effectiveness of the organization, both vertically and 

horizontally, and ensuring that resources are used adequate and correct, errors are 

rectified, standards maintained and objectives attained. According to Robbins 

(2003:79), supervision should be a democratic process during which employees are 

given help and encouragement by supervisors. The supervisor must recognize the 

value of each member of the team and each one has a vital role in to play to achieve 

quality service delivery and creating high level of motivation among personnel.   

 

A study conducted by Booth and Hamer (2007:298), showed a significant positive 

relationship between supervision and employee turnover. Page (2001:73) states that 

supervisors act as a source of social support to the employee. They provide means of 

attaining the desired goals and they orient the employee when he\she first joins the 

organization. Supervisor willingness or unwillingness to delegate responsibility or to 

teach the employee or exercise fairness in treatment can lead to the employee‟s 
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dissatisfaction with his work and possible turnover (Falkenburg and Schyns, 

2007:708). 

 

2.1.6 Classification of Employee Turnover 

Employee Turnover is classified in a number of ways. According to (Mathis R.L and Jackson J 

H 2006), the below classification can be used and various types are not mutually 

exclusive.  

 

Involuntary turnover; this occurred when an employee is terminated for poor 

performance or work rule violation. This is triggered by the organization policies, 

work rules and performance standards that are not met by employee.  

 

Voluntary turnover;occurred when an employee leave by choice. These appears to 

increase the size of organization, most likely because larger firm are less personal, 

permeated by an „organizational bureaucracy‟ and have employees who are inclined 

to move. 

 

Functional turnover;this occurred when low performing or disruptive employee 

leave. Not all turnovers is a negative for an organization on the contrary some 

workforce losses are desirable, especial is those who leave are lower performing, less 

reliable individuals, or disruptive co- workers. This can help sub-optimal 

organization performance although the excessive turnover can detrimental to the 

firm‟s productivity 

 

Dysfunctional turnover; occurred when good performers leave the organization. 

When this happens to the organization it results to a negative impact.  It can even 

damage the organization through decrease of innovation delayed services. Lethargic 

implementation of new programs and degenerated productivity (Abassi and Hollman 

2000) Example a software project leader left in the middle of a system   upgrade in 

order to take a promotion at another firm in the city. His departure caused the system 

upgrade timeline to slip by two month due to the difficulty of replacing that project 

leader. 
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Uncontrollable turnover; employees leave for the reasons outside the control of the 

employer; Employees leave or quit for many reasons that cannot be controlled by the 

organization. These reasons include: the employee moves out of geographical area, 

the employee is a student worker who graduates from the college. Even though some 

turnover is inevitable many employer recognize that reducing turnover is crucial. 

Therefore they must address turnover that is controllable. Organization are better 

able to retain employees if they deal with the concerned of employees that are 

leading to this type of turnover controllable turnover, this occurred when employees 

leave for the reasons that could be influenced by the employer. 

 

Internal vs. External turnover; Turnover can be classified in terms of internal and 

external turnover; whereby internal turnover involves employees leaving their 

current job positions and taking new positions within the same organization. It 

involves promoting current employees, adding new responsibilities to job titles and 

bringing in entry-level employees due to company growth. External turnover means 

employees leave the organization or company to seek new jobs, raise families or 

enter retirement.  

 

Staff turnover can also be observed in terms of positive and negative influences. 

While positive turnover involves the creation of new jobs in recognition of a 

company's expansion, negative turnover demonstrates a contraction of company 

finances due to hard times. (www.ehow.com). Internal turnover can be controlled by 

human resource mechanisms such as internal recruitment policy and succession plan. 

However, the internal turnover is not the subject of this study. (www.enotes.com) 

 

2.1.8 Factors Affecting Reduction of Staff Turnover 

Reconciling family and work; the employer must try to reconcile employee‟s family 

needs with work needs. This may lead to the development of child care centre at the 

organisation or institution, or the use of flexi time schedules. The establishment of an 

onsite sick child bay could also enhance work attendance. According to Jones 

(2006:34), there is evidence that the introduction of flexible staffing schedules 

(combination of 8 hour, 12 hour and 4 hours schedules) will reduce staff turnover, 

http://www.ehow.com/
http://www.enotes.com/
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because employees can more easily arrange time off for personal and family 

commitment 

 

Management of transport ;  Arranging transport for employees by coordinating work 

hours with public transport, or investing in organisational transport for employee, 

should reduce staff turnover (Neves, 2009:215) 

 

Provision of free health care; Parish, Cadwallader and Bush (2008:121) state that it is 

also important to control stress and to implement physical fitness programmes. The 

workplace is the prime location from which to promote health care and disease 

prevention. Free health care for employee may be another method to improving staff 

retention strategy because employees are sometimes unable to pay for a doctor‟s 

visit, or have to wait several days for a doctor‟s appointment. 

 

Establishment of a reward system; Parish, et al. (2008:122), believe that 

organisations should reward employee for long term service. These rewards may be 

in the form of posting names on bulletin boards, announcing the names of employees 

in notices, or giving monetary reward, but such a system can be very expensive. 

Personal interest and background; Employees with rural backgrounds are more likely 

to relocate to a rural location and remain there. According to Ivancevich and 

Matteson (2004:88), the employee‟s spouse is becoming an important determinant to 

the likelihood of them being retained in their positions since the contentment of these 

spouses in a rural setting is a huge factor that can make them stay in service. 

 

2.1.9 The five Steps in Managing Staff Turnover 

According to Gardner (2009), Neo, et al. (2006), Cabrera and Cabrera (2005), 

businesses can improve their ability to attract, retain and improve productivity by 

applying the following five-step in managing staff turnover:   

P - Provide a positive working environment;  

R - Recognize, reward and reinforce the right behaviour;  

I - Involve and engage; 

 D - Develop skills and potential; and  
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E - Evaluate and measure.   

 

Provide a Positive Working Environment 

Introduction of progressive work environment and host of family-friendly benefits 

keeps their turnover rate far below the national average. Neo, et al. (2006:354) state 

that one of the main reasons employees quit is the relationship with their first-line 

supervisor. The fact is many supervisors and managers are unaware of how their 

actions and decisions affect employee turnover.  

 

Managers need the skills, tools and knowledge to help them understand their 

employees‟ needs and be able to implement a retention plan designed to increase 

employee engagement in the organisation (Gardner, 2009:109) 

 

Recognize, reward and reinforce the right behaviour; Money and benefits may 

attract people to the front door, but something else has to keep them from leaving the 

organisation. People have a basic human need to feel appreciated and proud of their 

work. Recognition and incentive programs help to meet those needs.  A successful 

reward and recognition program does not have to be complicated or expensive to be 

effective. This builds a stronger team, unity, and improves communication within the 

company (Gardner, 2009:109). 

 

Creative non-monetary reward and recognition programs can be powerful tools. 

Increasingly, companies are using informal methods for rewarding staff while 

financial compensation is becoming less of a norm for recognising employee 

accomplishments. The most important part of any informal reward and recognition 

system is that it is linked to organisational values and that it is given personally from 

management (Erasmus, et al., 2006:368).   

 

According to Erasmus, et al. (2006:369), reward systems that are person-based are 

proving to be effective especially when recognition is linked to personal desires or 

needs such as:  Time off, Flexible work hours, Job-sharing, Office space and Home 

office.  
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Offering things like competitive salaries, profit sharing, bonus programs, pension and 

health plans, paid time off, and tuition reimbursement sends a powerful message to 

employees about their importance at the organisation. The rewards given to 

employees must be meaningful in order to attract their perception of the organisation 

and therefore have a marked influence on its retention efforts. Moreover, if an 

organisation promises a reward, it should keep that promise (Allen, et al., 2007:36). 

 

Involve and engage; Gardner (2009:210) states people may show up for work, but 

are they engaged and productive? People are more committed and engaged when 

they can contribute their ideas and suggestions. This gives them a sense of 

ownership. The Sony Corporation is known for its ability to create and manufacture 

new and innovative products. In order to foster the exchange of ideas within 

departments, they sponsor an annual Idea Exposition. During the exposition, 

scientists and engineers display projects and ideas they are working on (Erasmus, et 

al., 2003:374). 

 

Develop skills and potential; for most people, career opportunities are just as 

important as the money they make. In a study by Nel, et al. (2004:328), more than 40 

percent of the respondents said they would consider leaving their present employer 

for another job with the same benefits if that job provided better career development 

and greater challenges 

 

According to Cabrera and Cabrera (2005:148), Deloitte is listed as one of the Top 

100 Best Places to Work. In their study they discovered several years ago that they 

were losing talented people to other companies. They conducted exit surveys and 

found 70 percent of those employees who left to take new jobs and careers outside 

the company, could have found the same jobs and careers within Deloitte.  

 

As a result they created career connections, an intranet-based development and 

career coaching program for all employees of Deloitte (Cabrera and Cabrera, 

2005:148). Gardner (2009:213) states that skilled people will not remain in a job if 
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they see no future in their position. To eliminate the feeling of being in a dead-end 

job, every position should have an individual development plan. 

 

Evaluate and measure; Continuous evaluation and never-ending improvement is 

the final step of the PRIDE system. The primary purpose of evaluation is to measure 

progress and determine what satisfies and dissatisfies organisational workforce. The 

evaluation process includes the measurement of attitudes, morale, turnover and the 

engagement level of the workforce (Gardner, 2009:213). 

 

2.1.10 Effective Methods to Reduce Staff Turnover 

Training; training employees reinforces their sense of value. Through training, 

employer‟s help employees achieve goals and ensure they have a solid understanding 

of their job requirements ((Van Tiem, Moseley and Dessinger, 200). 

 

Mentoring program; a mentoring program integrated with a goal-oriented feedback 

system provides a structured mechanism for developing strong relationships within 

an organisation and is a solid foundation for employee retention and growth. With a 

mentoring program, an organisation pairs someone more experienced in a discipline 

with someone less experienced in a similar area, with the goal to develop specific 

competencies, provide performance feedback and design an individualised career 

development plan (Zeil and Antoinette, 2003:243). 

 

Feedback to employees; It is important for companies to give feedback and 

coaching to employees so that their efforts stay aligned with the goals of the 

company and meet expectations. During an employee‟s first few weeks on the job, an 

employer should provide intensive feedback. Employers should also provide formal 

and informal feedback to employees throughout the year (Nel, et al., 2004:243). 

According to Johns and Saks (2007:190). 

 

Today‟s workplace requires that criticism must come with support and a sense that 

the company is there to assist the employee in achieving and attaining success. 

Proved time and again, even the most average employees are likely to raise their 
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quality standards if they are encouraged through constructive, open reviews. 

Management should always recognize successes and never berate an employee who 

works hard but whose work lacks company standards. In fact, these individuals are 

often the most open to suggestions of improvement and are ready to be moulded into 

the most ideal of employees (Johns and Saks, 2007:19. 

 

Instill a positive culture; a company should establish a series of values as the basis 

for culture such as honesty, excellence, attitude, respect, and teamwork. A company 

that creates the right culture will have an advantage when it comes to attracting and 

keeping good employees (Martin, 2003:21 

 

Encourage referrals and recruit from within the organisation; Having current 

employees offer referrals could help minimise confusion of job expectations. Current 

employees can realistically describe a position and the environment to the individual 

he/she is referring. Another way an employer can lessen the impact of staff turnover 

is to hire from within, since current employees have already discovered that they are 

a good fit in the organisation (Del Val and Fuentes, 2003:155). 

 

Make employees feel valued; According to Carrel, et al. (2000:356), employees will 

go the extra mile if they feel responsible for the results of their work, have a sense of 

worth in their jobs, believe their jobs make good use of their skills and receive 

recognition for their contributions. Employees should be rewarded at a high level to 

motivate even higher performance. The use of cash pay-outs could be used for on-

the-spot recognition. These rewards have terrific motivational power, especially 

when given as soon as possible after the achievement.  

 

It is important for employers to say thank you to employees for their efforts and find 

different ways to recognise them. Even something as simple as a free lunch can go a 

long way towards making employees feel valued. Listen to employees and ask for 

their input as to what rewards might work best to the organisation. Conduct meetings 

and surveys to enable employees to share their input. Most team members will work 

harder to carry out a decision that they have helped to influence (Hopkins, 2005:74) 



24 

Foster trust and confidence in senior leaders; Develop strong relationships with 

employees from the start to build trust. Employees have to believe that upper 

management is competent and that the organisation will be successful (Allen, et al., 

2007:37). An employer has to be able to inspire this confidence and make decisions 

that reinforce it. An employer cannot say one thing and do another. For example, an 

employer should not talk about quality and then push employees to do more work in 

less time. In addition, employers need to engage and inspire employees by enacting 

policies that show they trust them, such as getting rid of authoritarian style of 

management (Brief, 2008:41 

 

2.1.11 TheRelationship between Employee Satisfaction and Turnover 

According Stovel M and Bontis N (2000) conducted a study on the Knowledge 

Management – friend or foe. The study was conducted to study the Canadian 

Financial Services industries as this industry has transformed itself due to the 

knowledge intensive structure it possesses. However high competition and career 

minded professionals have created a situation in which leading financial services 

firms are losing key human capital each day  capital that can and will be used against 

them in the modern, fast-paced labor market.  

 

In the fight for the brightest senior executives, portfolio managers and fund 

administrator, human resources professionals must pay attention to the investment 

they are making in their employees through training and development, while 

monitoring reward and recognition programs, so that loss of intellectual capital is 

kept to a minimum.  

 

This study examines 19 Canadian financial service firms and their current human 

capital practice. This study examines 19 Canadian financial service firms and their 

current human capital practice. Result shows that while human resources managers 

are effectively managing the people in their organization through training and 

development, performance reviews and the effective management of fluctuating 

workforce demands. Senior management must be prepared to minimize the effects on 
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productivity and competitiveness; utilizing turnover contingency planning and 

knowledge management strategies.  

 

Senior managers who failed to recognize this need will almost assuredly be left 

behind, while firm with knowledge management strategies will have the opportunity 

to leverage past experience to create future business plans.  This study highlights the 

need for great attention to be paid to the leveraging of human capital that exists 

within their knowledge intensive workforce. Furthermore, research findings strongly 

suggest the need to increase knowledge management behaviors such as the valuation 

and codification of organizational knowledge assets.   

 

Another study is that of Tiamiyu L. and Disner J (2009) who conducted a research on 

„A study of Voluntary External Turnover of Internal Auditors‟ that aimed at 

determines which factors are relevant to the voluntary external turnover of internal 

auditors. The research uses knowledge from audit literature and voluntary employee 

turnover were it indicates that job dissatisfaction, organizational commitment and 

alternative job opportunities are relevant to voluntary turnover of employees. In this 

research members of St Louis Chapter were surveyed to determine the relevance of 

these factors to the voluntary external turnover of internal auditors for the last five 

years.  

 

The result suggested that the availability of alternative job opportunities is more 

significantly related to voluntary turnover of internal auditors than their job 

satisfaction and that organizational commitment is not significantly relevant to 

voluntary turnover of internal auditor. Therefore management should be paying 

attention to the results of the annual salary survey of internal auditors conducted by 

entities to insure that the salary of their auditors is at per with their counterparts in 

the organizations.  

 

This will reduce the tendency for their auditors to leave voluntarily due to availably 

of alternative jobs. This study could serve as useful tool for management to promote 
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the retention of employees or to facilitate a functional turnover of internal 

employees. 

 

2.1.12 The Impact of Organizational Size on Staff Turnover 

Kirschenbaum and Weisberg (2002:338) state that organizational size impacts on 

staff turnover primarily through wage rates but also through career progression paths. 

Martin (2003:96) looked at the effect of unions on labour turnover and found clear 

evidence that unionism is associated with lower employee turnover.  

 

He suggested that lower turnover is a result of the ability of unions to secure better 

working conditions thus increasing the job attractiveness for workers to stay. A study 

by Ziel and Antointette (2003:319) of 477 employees in 15 firms, examined 

employees‟ choices as part of employee turnover process. One of their main findings 

was that co-workers‟ intentions to leave had a major significant impact on employee 

turnover. The researchers suggested that a feeling about co-workers‟ intentions to 

change jobs acts as a form of social pressure or justification on the employee to make 

a move (Van Tiem, et al., 2003:53). 

 

2.1.13 Impact of Organizational Effectiveness 

Organizational effectiveness is the concept of how effective an organization is in 

achieving the outcomes the organization intends to produce. According to 

Cohen(2000:47), organizational effectiveness captures organizational performance 

plus the plethora of internal performance outcomes normally associated with more 

efficient or effective operations and other external measures that relate to 

considerations that are broader than those simply associated with economic valuation 

(either by shareholders, managers or customers), such as corporate social 

responsibility.  

 

Mathis and Jackson (2007:101) state that organizational effectiveness is also 

dependent on its communicative competence and ethics. The relationship between 

these two variables are simultaneous. However, there are other variables that impact 

on organizational effective. 
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Park (2003:123) states that organizational effectiveness serves as a gateway to 

training, development and consulting resources that build organizational capacity, 

increase individual capabilities and promote a culture of excellence through strong 

leadership. The division collaborates with institutional stakeholders to strategically 

and systemically address the organizational mission and goals. Organizational 

effectiveness represents a desirable attribute in organizations. According to Mathis 

and Jackson (2007:58), effectiveness could be defined as the degree to which the 

organization realizes its goals. 

 

According to Cohen (2000:50), organizational effectiveness is the extent to which an 

organization, given certain resources and means, achieves its objectives without 

placing undue strain on its members. According to Mobley, Griffeth, Hand and 

Meglino (2001:493), effectiveness is the ability of an organization to mobilize its 

centers of power for action-producing and adaptation. Effectiveness of an 

organization can be seen in terms of survival of the organization. 

 

2.2 Empirical Literature Review 

In this section researcher reviewed the work done by other researcher which relate to 

the topic under investigation. It basically aims at relating theoretical literature review 

with finding of other researchers. 

 

According to Whitaker, (2010) on the study titled “the impact of truck driver‟s 

turnover on the performances of trucking company in USA. He found that there is 

growing concern about the driver shortage in the U. S. trucking industry. Such 

concerns often stem from the increased turnover which raises difficulty in recruiting 

and retaining qualified drivers. He also points that according to the American 

Trucking Associations, the turnover rate for truckload drivers in USA is 75%; and 

that this rate is further expected to increase in the future since many of the drivers 

will be reaching their retirement age. 

 

He concluded by saying that this a major issue for the trucking industry because it 

costs companies millions of dollars in labor replacement. The average replacement 
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cost per driver is approximately $12,000. He further points that t according to some 

estimates that cost could exceed $20,000. 

 

According to Samwel andChipuza C (2009) conducted a study on Employee 

retention and turnover: Using Motivational Variable as a panaceas. A study was 

conducted in South Africa and two public and two private sector organizations was 

examined to study the extent to which identified intrinsic and extrinsic motivational 

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

and private sector organisations.The research was aimed at achieving the following 

objectives: identify and establish the key intrinsic and extrinsic motivational 

variables being used by selected public and private sector organisations in retaining 

their employees; 

 

Determine the extent to which the identified intrinsic and extrinsic motivational 

variables are influencing employees‟ retention and turnover in the selected 

organization‟s; and make recommendations to management of the selected 

organizations on how to effectively retain employees and reduce turnover. The study 

adopted the cross-sectional survey research design, investigating the extent to which 

selected motivational variables influence employees‟ decision to either remain or 

quit an organization.  

 

According to Kettinger, et al (2012) on the study to the Role of Information 

Technology in Causing and Reducing Truck Driver Stress and its Relationship to 

Turnover in USA. He used a sample of 190 truck drivers in Mid-South and Southern 

USA. They found that low payments to drivers, work overloads and work stress 

among Drivers were the major factors increasing Truck Drivers turnover in USA. On 

the side of the impacts of truck drivers on the performances of trucking company, 

they found that frequent turnover of drivers have significantly increased overall 

operations costs and thus reduce efficiency and profits of individual trucking 

company and the whole trucking industry in USA.  
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They recommend that the management of trucking companies in USA should take 

measures to ensure that drivers  receive good payments and that also their working 

environments is good in order to reduce the number of drivers turnovers and their 

overall impacts to the trucking companies and the whole trucking industry in USA. 

 

According to Gupta et all (1996) on the study the causes and effects of truck drivers 

turnover in USA in the states of California and New York, using the sample of 68 

trucking company in California and 71 trucking company in new York. They used 

both primary and secondary data. They found that the most cause of trucking drivers 

turnover at these sampled states were  management not to recognize the importance 

of driver needs; Poor training programs that attracted secondary drivers; “Churning 

moving from job to job and not viewing driving as an occupation; and  

Dissatisfaction over salaries and benefits. They noted that higher rate of truck drivers 

turnover had contributed to make these trucking company to work under capacity. 

They recommend that the management should take measures that will reduce the rate 

of truck driver‟s turnover and hence cause these trucking company to operate at its 

fully capacity. 

 

According to Samwel S and Chipuza C (2009) conducted a study on Employee 

retention and turnover: Using Motivational Variable as a panaceas. A study was 

conducted in South Africa and two public and two private sector organizations was 

examined to study the extent to which identified intrinsic and extrinsic motivational 

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

and private sector organisations.  

 

The research was aimed at achieving the following objectives: identify and establish 

the key intrinsic and extrinsic motivational variables being used by selected public 

and private sector organisations in retaining their employees; determine the extent to 

which the identified intrinsic and extrinsic motivational variables are influencing 

employees‟ retention and turnover in the selected organization‟s; and make 

recommendations to management of the selected organization‟s on how to 

effectively retain employees and reduce turnover.  
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The study adopted the cross-sectional survey research design, investigating the extent 

to which selected motivational variables influence employees‟ decision to either 

remain or quit an organization.  

 

Quantitative research design was used and this design was chosen because its 

findings are generalise able and the data objective. The total population of the 

research comprised 1800 employees of the surveyed organization‟s with a sample 

size of 145 respondents. The total population of the research comprised 1800 

employees of the surveyed organization‟s with a sample size of 145 respondents.  

 

A self-developed questionnaire, measured on a Likert Scale was used to collect data 

from respondents. The questionnaire had a Cronbach alpha coefficient of _ = 0.85 

suggesting that the instrument was reliable. The Chi-square test of association was 

used in testing the hypothesis of the study. The result showed that employees in both 

public and private sector organizations were, to a very large extent, influenced to stay 

in their respective organizations by a combination of intrinsic and extrinsic 

motivational factors.  

 

The following motivational variables were found to have significantly influenced 

employee retention in both the public and private sector organisations: training and 

development, challenging/interesting work, freedom for innovative thinking, and job 

security. 

 

According to Robbins (2003:78), staff turnover is costing South African 

organisations millions of rands in decreased efficiency. He further states that in the 

United States, staff turnover is estimated at $40 billion a year, in Canada $12 billion 

and in Germany DM 60 billion (Robbins, 2003:78). The cost of staff turnover and 

the impact thereof on productivity alone is enough to depress any human resource 

manager and the organisation. There might be a delay of service delivery while 

waiting for the replacement staff to arrive.  
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In addition, there might be production losses while assigning and employing 

replacement staff (Ziel and Antointette, 2003:367). Often the organisation 

experiences a waste of time due to inexperienced replacement of staff. Management 

and other staff spend valuable time not doing their job but trying to orientate the 

replacement staff. According to Nel, et al. (2004:245), the following are some of the 

factors that impact on staff turnover and organisational effectiveness: 

 

2.3 Research Gap 

Form empirical literature review, the study appreciate some work which was done by 

other researchers in relation to truck driver turnover and employee turnover in 

general. For example Whitaker, (2010) on the study titled “the impact of truck 

driver‟s turnover on the performances of trucking company in USA, (Kettinger, et al 

2012) on the study to the Role of Information Technology in Causing and Reducing 

Truck Driver Stress and its Relationship to Turnover in USA.  Other studies includes 

(Gupta et al, 1996), Samwel and Chipuza (2009).However none of the studies above 

has discussed the impacts of driver‟s turnover on the performance of transport and 

logistic company in Tanzania with references to ITL for the period of 2007-2013. 

Therefore the study is needed for bridging the gap. 

 

2.4 Conceptual Framework 

The conceptual frameworks guide this research drawn in relation to the problem 

identification and based on the impacts of driver‟s turnover on the performance of 

transport and logistic company in Tanzania with references to ITL. The main 

problem is truck driver‟s turnover which resulting into poor performance to the 

company through increasing of company cost like Cost of Recruiting new Drivers, 

Cost of Keeping cargo and Cost of hiring Temporary Drivers. The turnover of truck 

drivers generally have negative impact to the performance of the company. 
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Figure 2.1: A Conceptual Framework Which Explain the Impact of 

Truckdriver Turnover on Organisation  Performance 

 

 

 

 

 

 

 

 

 

 

 

 

 

Source: Researcher Worker, 2014 
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CHAPTER THREE 

 

RESEARCH METHODOLOGY 

 

3. 0 Introduction 

This chapter covers the methods as well as the procedures that enabled the 

accomplishment of the study satisfactory. It includes research design, study area, 

study population, sample size and sampling techniques, types and sources of data, 

data collection methods, validity and reliability  issues, and data analysis methods.  

 

3.1 The Research Design 

The study used a cross section research design to describe the impacts of driver‟s 

turnover on the performance of transport and logistic company in Tanzania with 

references to ITL for the period of 2007-2013. The selection of case study design 

based on its ability to provide in-depth of the case to be studied. Also enables the 

researcher to use multiple sources of data and a variety of research methods to 

explore the research questions which, in turn, foster the validation of data through 

triangulation (Denscombe, 1998).  

 

Thus, any findings or conclusions are likely to be more compelling and accurate 

(Yin, 2003). Furthermore the uses of case study was based on the fact that, it 

intended to provide description of the state of affairs as it exists in the drivers 

turnover at ITL and Logistic Company in Dar es Salaam City of Dar es Salaam 

Region. 

 

A case study design is defined as the research strategy which is used in many 

situations to contribute to the knowledge of an individual, group, organizational, 

social, political, and related phenomena(Yin 2003:1-7). The strategy offers the 

opportunity to “explain why certain outcomes may happen more than just find out 

what those outcomes are” (Denscombe, 1998). The case study strategy is best for 

gaining a deeper understanding of the research being investigated (Morris and Wood, 

1991).  
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However, the case study approach has not been widely accepted as a reliable, 

objective and legitimate research strategy. One of the most critical criticisms directed 

to this approach related to the difficulty in generalizing the findings to a larger 

population (Yin, 1994; Thomas, 2003). 

 

3.2 Study Area 

The study was conducted in Dar es Salaam at ITL and Logistic Company head 

quarter. The selection of the city was based on the fact that the heardquarter of the 

company locate in the city.  Although the problem of driver turnover is the common 

problem in Tanzania not only to the trucking industry but also to the town transport 

drivers (Daladala drivers). However the focus of the study was on truck driver 

companies specifically to ITL and Logistic Company.  

 

3.3 Study Population 

The study was used a target population of 123 respondents in which the driver of ITL 

in Dar es Salaam (both former and current drivers), supervisor (former and current), 

head of departments, managers and supervisor at logistic department.  

 

3.4 Sample Size and Sampling Techniques 

3.4.1 Sample Size 

Sampling of the study population allows the researcher to have a manageable area 

that can be possible to maintain the objectivity of the study within a specified period 

of time (Kothari, 1990). The total target population of 123 respondents was used. In 

determination of the sample size the famous formulae of taro Yamani‟s was used. 

The formula states that, the desired sample size is a function of the target population 

and the maximum acceptable margin of error (known as the sampling error) and it 

is express mathematically thus; 

   
 

     
 

Where: 

n =sample size 

N = target population 
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e =maximum acceptable margin of error (5-10%) 

 

Then to compute for the sample size consider the formula above; 

   
 

     
   Then it follows that;  

 

   
   

          
 

                   

n = approximately 55 respondents 

 

3.4.1 Sample Size 

Sampling of the study population allows the researcher to have a manageable area 

that can be possible to maintain the objectivity of the study within a specified period 

of time (Kothari, 1990). The total target population of 123 respondents was used. In 

determination of the sample size the famous formulae of taro Yamani‟s was used. 

The formula states that, the desired sample size is a function of the target population 

and the maximum acceptable margin of error (known as the sampling error) and it 

is express mathematically thus; 

 

3.4.2 Sampling Technique 

The study adopted a non-probability sampling strategy using purposive and snowball 

techniques which enabled researcher to select and study cases that would serve the 

purpose of the study and answer the research questions. A non-probability sampling 

involves the researcher in choosing subjects for a particular reason. (Polit and 

Hungler 1993:174).According to Corbetta (2003), a non-probability approach 

reflects that, the chances of each person to be chosen in the sample is unknown but 

the features of the population are used as the main measure for selection. A 

purposive approach is well-suited to small-scale and in-depth studies (Ritchie and 

Spencer, 1994). 

 

The study used the driver of ITL in Dar es Salaam (both former and current drivers), 

supervisor (former and current), and head of departments, managers and supervisor 
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at logistic department. Table 3.1 identifies the Number of respondents and the 

sampling technique for each stakeholder. 

 

Table 3.1: The Sample Size and Sampling Techniques Used 

Key stakeholders Number of respondents Sampling techniques 

Head of driving department  2 Purposive sampling 

Managers at ITL company  3 Purposive sampling 

Supervisor (former and current ) 15 Purposive  sampling 

Supervisors at Logistic Department(both 

former and current ) 

3 Purposive  sampling 

Drivers (both former and current ) 32 Snowball sampling 

Total  55  

Source; Researcher (2014). 

 

Researcher collect data from 32 respondents from Drivers (both former and current) 

by non-probability sampling in which snowballing techniques was used. The 

snowballing technique is well-suited for purposive sampling (Denscombe, 1998). 

With the snowballing technique the sample is formed as a referral in which each 

participant is asked to suggest other people who could potentially take-part in the 

study.  

 

Also, this type of sampling is often used with very small-sized samples such as case 

study or if there is a need to choose participants that are well-informed (Neuman, 

2000). The researcher can approach the new person using the name of the nominator 

as a source of reference to increase his/her credibility (Denscombe, 1998). 

 

On the side of the company managerial, head of departments, managers and 

supervisor at ITL logistic departments. The study used purposive sampling approach 

to identify a sample. A purposive sampling is a type of non-probability sampling in 

which the researcher chooses subjects with specified characteristics. Convenience 

sampling involves choosing subjects that are easily available to the researcher 

(Kothari 2001:72-73). A researcher used a total of 23 respondents which includes 
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managerial, head of departments, managers and supervisor at ITL logistic 

departments. 

 

With the purposive sampling the researcher has to use personal judgment to select 

cases that will best meet the research questions and objectives (Saunders et al., 

2003). Rubin and Rubin (1995) named three main guidelines for selecting a 

purposive sample. The researcher should select the informants who are 

knowledgeable about the issues being investigated, willing to talk and representative 

of the range of points of view.  

 

3.5 Data Sources and Type 

According to Yin (2003:83) “evidence from case studies can come from six sources: 

documents, archival records, questionnaire, interviews, direct observation, 

participant-observation, and physical artifacts”. For the case of this study the primary 

data was gathered directly from respondents which was includes managerial, head of 

departments, managers and supervisor at ITL logistic departments and truck drivers. 

The secondary data was obtained from indirect sources, such as textbooks, articles, 

and websites. 

 

3.5.1 Primary Data Collection Method 

The study was collected primary data by using various methods; these includes 

interviews, observation, questionnaires, documentary analysis and focus group 

discussion. According to (Collis et al, 2009) primary data includes the information 

obtained directly from a source, such as interviews or observations and 

questionnaire.  

 

3.5.1.1 Questionnaire 

The study was used questionnaires which containing structured and unstructured 

questions in collection of primary data. Researcher prepare questionnaires 

thematically on the basis of the research questions and divided into two sections 

where by the first section; Section A, captures personal information of the 

respondents, while Section B captures information in addressing research questions. 
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The questionnaire was distributed to the selected sample of respondents in the ITL 

Company in which managers, head of department were given the list of question to 

fill. The uses of questionnaire was based on the fact manager preferred the question 

specifically the closed one. The questionnaire also was the simplest method for data 

collection during the study because of its advantages in saving time.  

 

3.5.1.2 Interview 

Researcher used unstructured interview to collect primary data from the truck drivers 

and some managers.  An interview is literally an inter-change of views between two 

persons conversing about a theme of mutual interest” (Kvale, 1996). According to 

Kothari (2004) the researcher shall use both structured and unstructured interview 

that involve face to face contact with the respondents. The uses of interview was 

based on the fact that; the researcher want to get information from the truck drivers 

in which most of them were buzzy. 

 

Also the uses of interview was aim on solving the language problems. Juntunen 

(2000) notes that “language barrier and the role of the research assistant are in focus 

when evaluating the relevance of the data collection”. Choosing informants who 

were all fluent in English would have severely restricted the choice of informants, so 

Swahili language was used for purpose of getting response form the truck drivers 

who are most of them used Swahili language 

 

The researcher is fairly fluent in Swahili, and was helped by an assistant on a few 

occasions when a word or two in the answer was not fully understood, and seemed to 

be critical in understanding the response, or where a „new‟ sub topic opened up for 

which the researcher needed an additional phrase to probe the issue. All interview 

was done in line with the researcher questions. A researcher develop a pattern of 

questions in advance to guide the conversation with the respondents.   

 

At the beginning of each interview, researcher introduced himself to the interviewee 

stating my name, position, institution and then explained the aim of the research to 

formalize the interviewee with the research topic. This brief introduction was 
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followed by asking the interviewee about his/her personal information (education, 

marital status, residential area and for how long have been there). All these was 

aimed on creating a good atmosphere to conduct the interview and facilitate the 

interaction with the interviewee. The interviews was conducted to the truck driver at 

ITL Company in Dar es Salaam and it lasted between 45–120 minutes.  

 

3.5.1.3 Direct Observation 

The researcher also using direct observation in collection of primary data which 

enable the researcher to detect some issues investigated in a natural and unplanned 

situation. According to Krishnaswami (2002), observation is the systematic 

phenomenon in its proper setting for the purpose of gathering data for particular 

study. This type of observation implies that the observer watches and listens to 

events directly. The observation can be guided through a set of questions that an 

investigator attempts to answer (Thomas, 2003). In fact, visiting the field to collect 

the data through other evidence, i.e. interviews, creates an opportunity to make direct 

observation (Yin, 2003). 

 

The researcher used non participatory method during the study that is researcher did 

not actively participate but observed the situation under study. The reason of using 

observation is because the research method gives an opportunity to gather firstly live 

data from the situation (Cohen et al, 200). Throughout the observation researcher 

took field notes to the issues observed and supported the notes with pictures.  

 

3.5.2 Secondary Data Collection Method 

The researcher collect secondary data through documentary review.  A document is 

any substance that gives information about the investigated phenomenon and exists 

independently of the researcher‟s actions. It is normally produced for specific 

purposes other than those of the research but it can be used by the researcher for 

cognitive purposes, e.g. letters, newspapers, diaries and websites. (Corbetta, 2003). 

Saunders et al (2003:201-202) argue that, the uses of this source of data saves 

particular time and money for the researchers, it allow the researcher to analyses far 

and larger data sets and give the researcher opportunity to think about the theoretical 
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aspirations and substantiate issues, as there is more time to analyses and 

interpretation of  data.  

 

In the present study, a number of documents were critically analyzed, including 

various document from ITL Company, EWURA, official reports, Tanzania Truck 

Operators Associations and also electronic sources of information was used for 

collecting secondary data.   

 

3.6 Validity and Reliability 

3.6.1 Validity 

The study validity was achieved by undertaking by using triangulation strategy in 

which multiple methods was used to investigate the problem from different angles 

and strengthen the validity of the findings. According to (Arksey and Knight, 1999), 

Triangulation is a strategy that can be used to strengthen the confidence of the 

research findings. The uses of data and methodological triangulations by researcher 

in which data was collected from different sources and by using multiple methods, 

including questionnaire, interviews, direct observation and document analysis  

increasing study  validly.  

 

Ritchie and Lewis (2003) indicated that the validity of research is conceived as the 

precision or correctness of the research finding. Researcher used triangulation and 

generalization strategies to make study more valid. 

 

3.6.2 Reliability 

A number of measures were undertaken to enhance the reliability of the current 

research. Lysons (2002) define Reliability as a measure of the ability of a product to 

function successful when required for the period required under specified condition. 

Reliability is known as to what extent the research findings can be replicated, if 

another study is undertaken using the same research methods (Ritchie and Lewis, 

2003). Reliability in current study was achieved through recording of all interviews 

to present more reliable evidence and avoid any bias which might happen if the 

researcher attempted to remember the conversation.  
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Gray (2004) asserted that “in terms of reliability, it is fairly obvious that taped 

conversations will tend to present more reliable evidence than hastily written field 

notes”.  Also, all the questions were worded clearly and asked in a natural tone of 

voice. If there was any misunderstanding the question would be repeated in order to 

enable the interviewee understand what she/he was asked for. Moreover, all 

interviewees were given the opportunity to explain their own beliefs and thoughts 

freely without any intervention either with comments or gestures, which would 

create bias in the interviewee‟s response to the question being asked. 

 

3.7 Data Management and Analysis 

Data Management and analysis is an important step in research the researcher stated 

how the data was inspected, collected, analyzed and program used in the analysis. 

This ensured correctness and reliability of the findings.  

 

3.7.1 Data Management 

Data management is an administrative process by which the required data is 

acquired, validated, stored, protected and processed and by which its accessibility, 

reliability and timeliness is ensured to satisfy the needs of the data users. Data used 

by the current study includes qualitative and quantitative data. After collection of 

data, later the collection was edited and summarized to reduce errors that occurred in 

collection process.  

 

The exercise was involved careful scrutiny or checks of the complete questionnaire 

not only to ensure that they all filled but also to detect errors and omission so as to 

ensure consistency with other facts gathered. Immediately after the interview session, 

proper notes about the responses obtained were compiled to avoid the possibility of 

forgetting. Data collected was entered into the computer to accelerate the analysis 

stage. 

3.7.2 Data Analysis 

The study findings were presented using statistical procedure or models such as 

tables and percentages, which were used to summarize the results in order to draw 

conclusions. The study applied both qualitative and quantitative analysis techniques. 
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The researcher used Microsoft Excel in analyzing both primary and secondary data. 

With the use of Microsoft and Excel the researcher was able to analyze the 

information from the findings quickly. The analysis was guided by research 

objectives and research questions. 
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CHAPTER FOUR 

 

DATA ANALYSIS AND PRESENTATION AND 

DISCUSSION OF FINDINGS 

 

4.0  Introduction 

In this chapter the analysis and discussion of the findings are presented. The analysis 

and discussion in this chapter is based on the responses from research questionnaires, 

interview questions, observation and secondary source of information. The study 

intended to investigate the impacts of driver‟s turnover on the performance of   

transport and logistic company in Tanzania with reference to Isumba transport 

limited for the period of 2007-2013. 

 

Specifically focus on find out the causes   of higher rate of driver‟s turnover at ITL 

and Logistic Company for the period of 2007-2013, to find out the effects of driver‟s 

turnover on operations performance of ITL and Logistic Company for the period of 

2007-2013, also to find out the effects of drivers turnover on profit performance of 

ITL and Logistic Company for the period of 2007-2013 and to suggest measures that 

will reduce driver‟s turnover at Isumba transport and Logistics Company. 

 

4.1 Characteristics of Respondents 

The following respondent‟s characteristics were found to be important variables as 

basis for the situational analysis, that is, gender, age education level. 

 

4.1. Gender of Respondents 

The study sought to find out the distribution of the respondents by gender. This is for 

general information and is not a direct objective of the study. The findings are 

presented in the Table 4.1 
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Table 4.1: The Gender of Respondents 

Gender Respondents  Percentage of respondents  

Male  52 94.6% 

Female 3 5.4% 

Total  55 100% 

Source: Field Work Survey 2014 

 

From the table 4.1 above the study found that, the male respondents were 94.6% 

while the female were 5.4%.  From the finding it evidenced that the majority of 

respondents were male. This imply that most of the employee in ITL are male 

specifically most of truck drivers are male. Female respondents are secretaries, 

finance and assisting managers. The inclusion of females in this research aimed at 

ensuring gender equality in getting relevant answers for this research. Hence it can 

be concluded that the answers obtained in this research were relevant gender wise 

since it considered both gender of males and females. 

 

4.1.2 Age of the Respondents 

Because of differences in the peoples‟ age groups, the study sought to find out age 

brackets of the respondents. This is for general information and is not a direct 

objective of the study. The results are shown in Table 4.2 

 

Table 4.2: Distribution of Ages of Respondents 

Age (Years) Respondents Percentage of respondents 

21-30 4 7.27 

31-40 32 58.18 

41-50 14 25.45 

51-60 2 3.64 

61 and above 3 5.45 

Total 55 100.00 

Source: Field Work Survey 2014 
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From the table 4.2 above the study found that, most respondents covered by the study 

were in the age group of 31-40 years who accounted 58.18 percent of all total 55 

respondents, followed by those in the group of 41-50 years who accounted for about 

25.45 percent and those in the group of 21-30 years accounted for 7.27 percent, 51-

60 years accounted for 3.64 percent and 61 and above years accounted for 5.45 

percent.  

 

This is because most respondents in this research were former drivers, current drivers 

and former supervisors who usually have age from 21 and above years, while those 

between 51 and above years are few employed since the increasingly become more 

less active and Isumba Company employ few of them since its work involve hard 

tasks which are in operational for 24 hours per day and 7 days per week. The age of 

respondents were of more important to researchers in order to enable the him obtain 

meaningful answers from matured persons and not children whose thinking ability is 

still low. Since the researcher started with the age group of matured persons of 18-30 

years it can be concluded that the answers of got are relevant to this research. 

 

4.1.3 Education Level of Respondents 

The study sought to find out the distribution of the respondents by education. The 

study finding represented in the table below as follows;  

 

Table 4.3 shown the  education Background of the Respondents 

Level of Education) Frequency percentage 

PR&SEC  32 58.18 

CCert 2 3.64 

DIP 14 25.45 

Bachelors 6 10.91 

Masters 1 1.82 

PHDs 0 0.00 

Total  55 100.00 

Source: Field Work Survey 2014 
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Note: PR&SEC = Primary and Secondary Level Education. 

CCert = College Certificates 

DIP = Diploma 

 

From the table 4.2 above, it was noted that most respondents were in the education 

group of Primary and secondary school education level who accounted for 58.18 

percent of all total 55 respondents. Diploma accounted for 25.45 percent. Bachelor 

10.91 percent.Masters level accounted for 1.82 percent. 

There was no PHD respondents. This is because most employees at Isumba are 

drivers whose education level is primary school and secondary school education 

level, while for the case of management and supervisors considered in this study, 

their level starts mostly from Diploma level.  

 

The low level of education of drivers are the most contributing factor to affect their 

financial management plans since they have been noted to use most of the income 

they get on luxury expenditures rather than investing in small scale business projects 

and this makes them continue to complain on salary level and found them frequently 

moving from one company to another, regardless of how much they are improved for 

their overall financial incentives.  

 

These views are in line agreements with the views of Cordes and Dourgherty, (1993) 

whose theory of driver‟s turnover known as burnout psychological theory of truck 

driver‟s turnover. Points that job burnout the situation whereby burnout is defined as 

the extreme demand of particular benefits by truck drivers such as higher salaries, 

better working conditions, better relationship with top managements, reduction of 

working hours etc. They conclude that when any of the issues contained in the 

bundle of burned out demanded by truck driver‟s is not met, then the possibilities of 

truck drivers to turn over is higher and vice versa. 

 

4.1.4 Respondents’ Years Spent in the ITL Company 

The study sought to find out respondents‟ years of experience spent in the 

organization (ITL Company) this was set because the researcher believed that, 
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experience respondents they have enough information in relation to the performance 

of the ITL and they experience the problem of truck driver turnover in the 

organization (ITL company). 

 

Table 4.4 : The Respondents Years Spent in the Organization 

Years of Experience Frequency Percentage 

one year 5 9.09 

two years 5 9.09 

three years 6 10.91 

four years  11 20.00 

Five years and above 28 50.91 

Total  55 100.00 

Source: Field Work Survey 2014. 

 

From the table 4.4 above most respondents were in the group of five and above years 

who accounted for 50.91 percent, followed by four years‟ experience who accounted 

for 20.00 percent. Three years‟ experience accounted for 10.91 percentages. One and 

two years‟ experience accounted for 9.09 percent. This implies that most respondents 

had good information in relation to the truck driver turnover.  

 

4.2 Discussion of Study Findings Based on the Research Objective 

4.2.1 The Causes of Higher Rate of Driver’s Turnover at ITL and Logistic 

Company 

The study was intended to gauge respondent‟s views on the causes of higher rate of 

driver‟s turnover at ITL and Logistic Company specifically for the period of 2007-

2013. The finding of the study was presented in the table below as follows;  
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Table 4.5: The Respondents View on Cause of Higher rate of Drivers 

Turnover at ITL and Logistic Company 

causes Frequency Percentage 

Low Basic Salary 37 67.3% 

Low other Benefits 11 20.00% 

Poor Working environment and Equipment‟s        2 3.6% 

Poor Management 5 9.1% 

Total  55 100.00 

Source: Field Work Survey (2014) 

 

From the study finding 67.3% of the respondents claim that low basic salary is the 

main cause of driver turnover in ITL Company, 20% of the study respondents claim 

that, shortage of working benefits like transportation allowance,and other benefits are 

the main cause of drivers turn over. About 3.6% of respondents argue that, poor 

working environment at ITL is the cause of driver‟s turnover in the ITL. The 

respondents‟ further claim that poor company management which does not deal with 

the driver complain resulting into high rate of driver turnover. This was supported by 

9.1% of the study respondents.   The study finding it further explain as follows;  

 

Low Basic Salary 

The study respondents argue that the low basic salary is the main cause of truck 

driver turnover in ITL. About 67.3% of the study respondents are not happy with 

their basic salaries at ITL. According to the company payment policy the basic 

salaries of truck driver is salaries Tzs 400, 000 this amount is for local truck driver 

which are working with is the country while for international truck driver the basic 

salary is range up to Tzs 500,000.   

 

The driver complain that this amount is not enough for them simply because does not 

satisfy their basic need with their family. The driver further claim that the amount of 

money given as the salary some time used in their journey at the time they face 

various problems. The low payment of truck driver at large discourage driver to work 

in the company for a number of years. 
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The finding of the study is line with (Minja, 2011) which argue that, good pay for 

employee is the important variable for good retention strategy. Pay can be transform 

into compensation and benefit as part of retention strategy. The study stress the 

importance of compensation in attracting and keep good employees, particular for 

workers whose skills and responsibility are unique or indispensable to the 

organization.The finding also supported by Lawler (1990), which maintained that the 

key issue in retention is the amount of total compensation relative to levels offered 

by other organizations. “Organizations that have high levels of compensation,” he 

wrote, “have lower turnover rates and larger numbers of individuals applying to work 

for them.”  

 

Furthermore, he argued, high wage workplaces may create a “culture of excellence.”  

Although compensation it term of good salary is not enough, Smith (2001) argues 

that “money gets employee in the door but it doesn‟t keep them there”. Whatever 

their circumstances, companies that successfully incorporate compensation and 

benefits into their retention efforts have a clear understanding of their business 

objectives and use compensation as a tool for influencing organizational and 

employee behavior (Lawler, 1990). In fact many companies have done a very good 

job of retaining their employees without any pay-based retention incentives but 

concentrate on other human resources practices.  

 

According to Gardner, (2009:109), money and benefits may attract people to the 

front door, but something else has to keep them from leaving the organization. 

People have a basic human need to feel appreciated and proud of their work. 

Recognition and incentive programs help to meet those needs. A successful reward 

and recognition program does not have to be complicated or expensive to be 

effective. This builds a stronger team, unity, and improves communication within the 

company  

 

Low other Benefits 

The more working benefits the more employee loyalty to the organization. Most of 

the study respondents claim that low level of benefit provided by the ITL Company 
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is the major cause of the employee turnover in the organization. The interviewed 

truck drivers explain that, the benefits paid were Tzs 200,000 per journal which is 

not enough for them. The further claim that additional problem emerges which is 

increasing unnecessary higher expenditures by drivers during their travelling journey 

which drains a lot of their paid monetary salary and other benefits.The low level of 

benefit provided by truck driver by ITL at large extent increasing the driver turnover 

to the company. 

 

The study findings is inconsistence with (Minja, 2011) which explain that employees 

always flock to companies who offer more benefits. There are many employees who 

are not aware of the benefits that are provided to them in their compensation 

package. The employers need to reduce their bureaucratic procedures in order for the 

employees to receive the best available benefits without any difficulty. They should 

make a note of what all benefits other organizations are providing, which may attract 

their current employees. 

 

Poor Working environment and Equipment’s     

The shortage of facilities by organization discourage employee to utilize their 

potentiality for the betterment of the organization.  In ITL the problem is too minimal 

even if it exist. The study respondents shown that were not comfortable with this 

situation this was prove by the respondents in which 3.6% of the respondents claim 

that poor working environment and shortage of equipment  at large is the main cause 

of driver turnover.  

 

The finding of the study is in agreement with Hamermesh (2001:146) which argue 

that, the physical environment includes physical structures in which employees work, 

such as buildings, offices and the lighting, ventilation, noise vibration temperature, 

humidity and air quality. To motivate the workforce, it is important to ensure a 

hazard free and safe environment which also enhances efficiency and productivity 

(Del Val, and Fuentes, 2003:148). When the adverse effects of the physical work 

environment are not attended to by management, employees may lose interest in the 

work and might leave the organization. In support of this assertion, Heizer and 
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Render (2006:469), statethat if the work environment is not conducive to the 

employee‟s wellbeing and expectations it can contribute to decisions to leave. 

 

Poor Management 

The growth and development of any organization depend on availability of well 

trained, experience and job satisfied employee. All these requirement can be 

achieved if there is proper management of both human and physical resources. In 

trucking industry management of truck driver is the important factor for realizing the 

company objective. In the present study about9.1% of the study respondents claim 

that, poor management of the ITL is the main cause of truck driver‟s turnover in the 

company. The respondents further explain that the company does not took much of 

the time to deal with driver problems rather than concentrate much in dealing with 

business matters. This at large increasing the driver turnover rate simply because the 

driver betterment is not put much effort by organization.  

 

The study finding is in line with (Russell and Bvuma, 2001:49), which explain that, 

in every organization there are managers who manage the day to day running of the 

business. But do managers ever know the problems and grievances of the staff and 

the way they feel if they only talk to them or when they follow up on duties assigned 

to staff members? The managers only see the employees whose performance is 

declining but sometimes they do not realize that the performance is affected by social 

problems or they do not care as long as the cause is not work related. If employees 

feel that the organization does not help them when they have social problems like 

financial assistance or counselling they may leave the organization (Erasmus, et al., 

2003:487). 

 

The study finding corresponding with study conducted by Booth and Hamer 

(2007:298), which was argue that, a significant positive relationship between 

supervision and employee turnover.  States that supervisors act as a source of social 

support to the employee. They provide means of attaining the desired goals and they 

orient the employee when he\she first joins the organization. Supervisor willingness 

or unwillingness to delegate responsibility or to teach the employee or exercise 
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fairness in treatment can lead to the employee‟s dissatisfaction with his work and 

possible turnover (Falkenburg and Schyns, 2007:708). 

 

4.2.2 The Effects of Driver’s Turnover on Operations Performance of ITL 

Company 

The study was aimed to find out the respondents view on the effect of driver‟s 

turnover on operations performance of ITL and Logistic Company for the period of 

2007-2013. The study finding was presented in the table below as follows;  

 

Table 4.6 :The Effect of the Driver’s Turnover on Operations Performance of 

ITL Company 

Effects Frequency Percentage 

Increasing loss to company 52 94.55 

Increasing profits to company - - 

No effects        2 3.64 

I don‟t Know 1 1.82 

Total  55 100.00 

Source:Field Work Survey 2014 

 

From the table 4.6 above the study shown that, 94.55% of respondents pointed that 

the most notable effects have been increasing loss to the company. 3.64% said that 

there were no effects. 1.82% percent said that they do not know. From the study 

response the driver turnover have greater negative impact to the company and it 

increasing the loss to the company.  The respondents explain that the truck drivers 

turn over at large affecting the company financial performance, through brought of 

various loss like financial losses, loss of time the management incur to advertise, 

interview, recruits, train newly recruited drivers on how to perform work and loss of 

keeping customers luggage‟s which fails to be transported in time due to lack of 

drivers after the company in meantime experience unexpected turnover of drivers.  

 

The study findings are in line agreements with the views of American Truck 

Association (2009)whose study which examined the impact of truck driver‟s 
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turnover on the performances of trucking company and other players in the economy 

in USA, found that frequent and higher rate of truck driver turnover adds to the cost 

of consumer goods, cuts profits for trucking firms, and lowers logistics productivity.  

Specifically they point that in 2005; Ozark Motor Lines in USA reported a 66% 

annual turnover rate for 750 drivers. They hired 495 drivers that year, estimating the 

turnover cost to be $2.5 million and those costs were likely passed down the supply 

chain. 

 

4.2.3 The Effects of Driver’s Turnover on Profit Performance of ITL 

Company 

The study was intended to gauge respondent‟s views on the effects of driver‟s 

turnover on profit performance of ITL and Logistic Company for the period of 2007-

2013. The study finding was presented in the table below as follows;  

 

Table 4.7: The Effect of The Driver’s Turnover Performance of ITL 

Company 

Causes Frequency Percentage 

Reduce profits by larger % 48 87.27 

Reduce profits by smaller % 4 7.27 

No effects        1 1.82 

I don‟t Know 2 3.64 

Total  55 100.00 

Source: Field Work Survey 2014  

 

From the table 4.7 above the study found that, out of 55 respondents, all 87.27 

percent said that it reduces profits by larger percentage. 7.27 percent said that it 

reduce profits by smaller percentage. 1.82 percent said that it had no effects and 3.64 

percent said that they do not know. Thus in conclusion the effect is to reduce overall 

profit of Isumba Company. This profits is reduced through the combination of factors 

such as increasing costs of looking for new drivers, increasing cost of   time the 

management incur to hold meeting to discuss turnover and replacements issues, 

increasing costs time the management incur to advertise, interview, recruits, train 

http://encyclopedia2.thefreedictionary.com/Consumer+goods
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newly recruited drivers on how to perform work and increasing costs of keeping 

customers luggage‟s which fails to be transported in time due to lack of drivers after 

the company inmeantime experience unexpected turnover of drivers 

 

The study finding is in line with findings of Whitaker, (2010) on the study which aim 

to investigate the impact of truck driver‟s turnover on the performances of trucking 

company in USA, in which it found that there was growing concern about the driver 

shortage in the U. S. trucking industry. Such concerns often stem from the increased 

turnover which raises difficulty in recruiting and retaining qualified drivers.  

 

He also points that according to the American Trucking Associations, the turnover 

rate for truckload drivers in USA is 75%; and that this rate is further expected to 

increase in the future since many of the drivers will be reaching their retirement age. 

He concluded by saying that this a major issue for the trucking industry because it 

costs companies millions of dollars in labor replacement. The average replacement 

cost per driver is approximately $12,000. He further points that t according to some 

estimates that cost could exceed $20,000. 

 

These findings are also in agreements with the views of Gupta et al (1996) who 

conducted a study to determine the causes and effects of truck drivers turnover in 

USA in the states of Califonia and New York, and found that the most cause of 

trucking drivers turnover at these sampled states were  management not to recognize 

the importance of driver needs; Poor training programs that attracted secondary 

drivers; “Churning” moving from job to job and not viewing driving as an 

occupation; and  Dissatisfaction over salaries and benefits.  

 

They noted that higher rate of truck drivers turnover had contributed to make these 

trucking companies to work under capacity at higher level. They recommend that the 

management should take measures that will reduce the rate of truck driver‟s turnover 

and hence cause this trucking company to operate at its fully capacity. 
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4.2.4 Measures for Reduce Driver’s Turnover at ITLogistic Company 

The study was intended to gauge respondent‟s perception on the measure to be taken 

by ITL Company in order to reduce driver‟s turnover. The study finding was 

presented in the table below as follows;  

 

Table 4.8 : The Measures for Reduce Driver’s Turnover at ITL Company 

causes Frequency Percentage 

Drivers Form Formal SACCOs 32 58.2 

Drivers reduce Unnecessary luxury expenditures  6 10.9 

Drivers establish other business        10 18.2 

Increase Salary and other benefits 7 12.7 

Total  55 100.00 

Source:Field Work Survey 2014 

 

Form the study findings the study shown that, 58.2% of the study respondents argue 

that the truck drivers should establish their own form of formal SACCOs. While 

10.9% of the respondents explain that, truck drivers should reduce unnecessary 

luxury expenditures. It also explain by 18.2% that the driver should think on other 

source of income through establishing of other business.  While the rest of the study 

respondents that is 12.7% claim that, increasing of truck driver‟s salaries and other 

benefit in ITL Company is the main solution for solving the problem of driver turn 

over.  

 

Thus in conclusion, these combinations measures should be implemented by the 

management, Drivers, commercial banks and other stakeholders since it has been 

noted that the major cause of frequent driver‟s turnover at Isumba Company is 

centered on monetary factors. 
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CHAPTER FIVE 

 

SUMMARY OF KEY FINDINGS, CONCLUSIONS AND 

RECOMENDATIONS 

 

 

5.0 Introduction 

This chapter summarizes the findings resulting from the data collected and analyzed 

in chapter four. It also gives the opinion of the researcher as a result of reasoning 

from the summary of findings and finally recommendations for improvement in 

order to solve the problem of truck driver turnover and its related impact in truck 

industry in Tanzania specifically in ITL Company.  

 

5.1 Summary of Key Findings 

This study intended to investigate the impacts of driver‟s turnover on the 

performance of transport and logistic company in Tanzania with reference to Isumba 

transport limited for the period of 2007-2013. The study collect primary data by 

using questionnaire,  interview and direct observation while secondary data was 

collected  by using  secondary source like review various documents.   

 

Four important areas of the study concern includes; finding out the causes of higher 

rate of drivers turnover at ITL Company, also find out the effects of driver‟s turnover 

on operations performance of ITL company, to find out the effects of drivers 

turnover on profit performance of ITL Company and to suggest measures that will 

reduce driver‟s turnover at Isumba transport and Logistics Company 

 

The first specific objective was aimed on identify the causes of higher rate of drivers 

turnover at ITL and Logistic Company for the period of 2007-2013. According to the 

study findings the most Cause of the truck drivers turnover in ITL was associated 

with monetary factors obtained by drivers namely basic salary and other fringe 
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benefits which alone cannot meet fully all drivers basic and entertainments 

consumption expenditure needs. 

 

This is also from the fact that currently Drivers at Isumba Company have not yet 

organized themselves into SACCOs which could have helped them to reduce 

financial constraints they face. Instead they are helping among themselves in the 

form of informal money contributions when each month one driver receives money 

contributed from other drivers in self-help group and others in the same group wait 

for their turn to come and receive their contributions. 

 

Moreover, drivers at Isumba Company have not yet made any arrangements with 

commercial banks such as CRDB, NMB or NBC which could have arranged the 

granting of micro loans to Drivers to enable them finance their (drivers) small scale 

entrepreneurial projects and earn addition money income which could be used to 

supplement their salary.  

 

This practice has already been adopted by workers in other sector such as teachers, 

Police force, and Tanzania prison Force whereby arrangements are made with banks 

to enable these banks grant micro loans to employees of these sectors in order to 

enable these employees pursue their smalls scale entrepreneurial projects and hence 

earn addition money income. 

 

The second objective was focus on finding out the the effects of driver‟s turnover on 

operations performance of ITL and Logistic Company for the period of 2007-2013. 

Based on the study findings the most notable effects have been increasing higher loss 

to the company. This loss can be interpreted  into financial-monetary loss, loss of 

time the management incur to hold meeting to discuss turnover and replacements 

issues, loss of time the management incur to advertise, interview, recruits, train 

newly recruited drivers on how to perform work and loss of keeping customers 

luggage‟s which fails to be transported in time due to lack of drivers after the 

company in meantime experience unexpected turnover of drivers which results into 
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overall high level of the Isumba company to work under capacity and hence 

increases its loss. 

 

The third study objective focus on find out the effects of driver‟s turnover on profit 

performance of ITL and Logistic Company for the period of 2007-2013. The study 

found that the most effecs on profits of the firm  have been have been reducing 

profits of Isumba company by greater percentage. This profits is reduced through the 

combination of factors such as increasing costs of looking for new drivers, increasing 

cost of   time the management incur to hold meeting to discuss turnover and 

replacements issues, increasing costs  time the management incur to advertise, 

interview, recruits, train newly recruited drivers on how to perform work and 

increasing costs of keeping customers luggage‟s which fails to be transported in time 

due to lack of drivers after the company in meantime experience unexpected turnover 

of drivers 

 

The lastly study objective was aimed on suggestion of measure for overcoming the 

consequence of truck driver‟s turnover in ITL Company. The study found that the 

following measures should be undertaken Drivers Form Formal SACCOs. Drivers 

reduce unnecessary luxury expenditures. Drivers establish other business   and 

Increase Salary and other benefits. Recognition and awards for safety performance to 

Drivers on good fuel economy, trucks cleaning,accident free. 

 

Helping Driver when they have problem, health work environment, Taking the time 

to listen, Treat them as you or one of your family members would want to be treated 

in this job, be sure to get drivers home when they need to go home and give 

sufficient time off to avoid driver burnout. Do communication between Drivers and 

office workers.     

 

5.2 Conclusion and Recommendation 

In this section, the author make his conclusion and give a recommendation based on 

the research findings. 
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5.2.1 Conclusion 

The objective of this study was to investigate the impacts of driver‟s turnover on the 

performance of   transport and logistic company in Tanzania with reference to 

Isumba transport limited for the period of 2007-2013. Based on the summary of 

findings, the following conclusions were made;  

 

Management of the company that is ITL Company should develop financial strategy 

in order to increasing retention of the truck driver to the organization. This was based 

on the truth that turnover in the origination is associated with monetary factor than 

other factors. The basic salary and other fringe benefits which alone cannot meet 

fully all drivers basic and entertainments consumption expenditure needs.  

 

This is also from the fact that currently Drivers at Isumba Company have not yet 

organized themselves into SACCOs which could have helped them to reduce 

financial constraints they face. Instead they are helping among themselves in the 

form of informal money contributions when each month one driver receives money 

contributed from.  

 

The study also conclude that the truck driver turnover in ITL company at large 

affecting the performance of the company specifically in increasing its efficiency and 

in reduction of cost. The ITL company used huge financial resource in finding and 

employing new truck drivers than retain the existing ones. The study further 

conclude that the truck driver turnover also have impact on both operational and 

financial performance of the organization. All cost associated with recruitment of 

new truck driver can hamper performance of organization.  

 

The study respondents suggest various measure overcoming the consequence of 

truck driver‟s turnover in ITL Company like introduction of truck driver SACCOs in 

the company, to provide training to the truck driver on saving of money and 

involving in small business out of their professional also the management of the 

company should work together with driver through equally and fair treatment of all 

employee in organization. 



60 

5.2.2 Recommendation 

The study has made the following recommendations based on the study findings;  

(i) Drivers Form Formal SACCOs which will facilitate loans advancements to 

drovers and hence improve significantly driver‟s income and living standard. 

(ii) Drivers reduce unnecessary luxury expenditures. Drivers establish other 

business. Also a salary and other benefits increase to drivers should be 

adequate affiliation on new drivers through a comprehensive orientation 

process, activities.  

(iii) Moreover, those Drivers who are hardworking should be given addition 

rewards in order to increase further their motivations, For the case of 

management role, the following are proposed to be done: To hire the right 

person and good selection through interview, Supervisor on Driver follow up 

to driver during probation period, To recruit good candidates and educate 

them about company as well as personal assessment.  

(iv) Arrangements should be made by managements of commercial banks such as 

CRDB, NMB or NBC so that these banks through drivers SACCOs, or at 

individual drivers level, they (banks) will advance low interest loans to 

drivers which could make them(Drivers) establish small scale entrepreneurial 

projects and earn addition money income which could be used to supplement 

their salary. This practice has already been adopted by workers in other sector 

such as teachers, Police force, and Tanzania prison Force whereby 

arrangements are made with banks to enable these banks grant micro loans to 

employees of these sectors in order to enable these employees pursue their 

smalls scale entrepreneurial projects and hence earn addition money income. 

 

 Also other financial institutions such as pension funds organizations like PPF, 

NSSF, LAPF and GEPF could organize and motivate drivers at Isumba company and 

other companies to forms SACCOs and then these Pension Funds and other financial 

institutions use these Drivers SACCOs to channel loans to Drivers to help them 

improve significantly their money income, business entrepreneurial projects, 

consumption, savings and overall living standards 
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Area for Further Study 

This research has investigated the impact of truck driver‟s turnover on the 

performance of transport and logistic company in Tanzania with references to ITL 

for the period of 2007-2013. Future study could investigate the Causes and impact of 

driver‟s turnover on the performance of passenger transport and logistic company in 

Tanzania 
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APPENDICES 

 

Appendix1:  Questionnaires Used to Collect Primary Data 

 

Questionnaire 1: 

Questionnaire To Current/ Former Truck Drivers Of Isumba Trucking 

Company 

 

Respondent’s demographic information  

 

1. Age 

(i.) 15 to 25        (    ) 

(ii.) 26 to35       (    ) 

(iii.) 36 to 45       (    ) 

(iv.) 46 and above       (    ) 

 

2. Your sex 

(i.) Male        (    ) 

(ii.) Female        (    ) 

 

3. Nationality 

(i.) Tanzanian       (    ) 

(ii.) Non Tanzanian      (    ) 

 

4. Your education level 

(i.) Primary  level       (    ) 

(ii.) Secondary level      (    ) 

(iii.) Certificate level      (    ) 

(iv.) Diploma level and above     (    ) 
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5. Are you? 

(i.) Current driver at Isumba Trucking Company   (    ) 

(ii.) Former Driver at Isumba Trucking Company  (    ) 

(iii.) none of the above      (    ) 

 

Awareness of Trucking Drivers Responsibilities  

 

6. Do you know Trucking Drivers Responsibilities? 

(i) Yes         (    ) 

(ii) No        (    ) 

 

7. Do you know various types of trucks driven in Tanzania? 

(i.) Yes        (    ) 

(ii.) No        (    ) 

 

8. (a) Do you know any destinations where the cargo transported by trucks of 

Tanzania ends? 

(i.) Yes        (    ) 

(ii.) No        (    ) 

 

(b) Do you know the benefits of trucking industry to the economy of Tanzania? 

(i.) Yes        (    ) 

(ii.) No        (    ) 

 

Existence of Drivers Turnover at Isumba Trucking and Logistic Company in  

Dar es Salaam  

 

9. (a) Do you know any drivers who have left Isumba Transport and logistic 

Company during the current/past years) 

(i.) Yes 

(ii.) No        (    ) 
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b)   If yes mention the names of Drivers who have left Isumba Transport and 

logistic Company during the current/past years. 

………………………………………………………………………………… 

………………………………………………………………………………… 

 

10. How many times you have heard about current drivers complaints that could 

lead to drivers turnover at Isumba Transport and Logistic Company? 

(i.) One        (    ) 

(ii.) Two        (    ) 

(iii.) Three        (    ) 

(iv.) Four and above      (    ) 

 

(a) Is the number of current drivers complaints increasing? 

(i.) Yes        (    ) 

(ii.) No        (    ) 

 

(b) Who drivers complaints frequently? 

(i.) Elders        (    ) 

(ii.) Youth        (    ) 

(iii.) Newly employed             (    ) 

(iv.) Long term serving driver 

(c) What are the main causes of drivers complaints? 

………………………………………………………………………………… 

………………………………………………………………………………… 

………………………………………………………………………………… 

 

11. (a) Do you think Truck drivers Turnovers seriously affects overall 

performance of ITL? 

(i.) Yes        (    ) 

(ii.) No        (    ) 

 

          (b) If yes, mention these effects? 
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………………………………………………………………………………… 

………………………………………………………………………………… 

………………………………………………………………………………… 

 

12. (a) Has the government taken any measures to resolve these complaints? 

(i.) Yes        (    ) 

(ii.) No        (    ) 

 

(b) If yes what measures have been taken? 

………………………………………………………………………………… 

………………………………………………………………………………… 

………………………………………………………………………………… 

 

(c)  If no, what should be done? 

………………………………………………………………………………… 

…………………………………………………………………………………. 

………………………………………………………………………………… 

 

13. Does the management of Isumba Transport and Logistic Company take any 

measures to reduce these complaints 

(i.) Yes        (    ) 

(ii.) No        (    ) 

 

(b)  If yes what are the measures have been taken? 

………………………………………………………………………………… 

………………………………………………………………………………… 

………………………………………………………………………………… 

 

(c) If no, what should be done? 

………………………………………………………………………………… 

………………………………………………………………………………… 

………………………………………………………………………………… 
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14. If you have any other information that you think may be useful to this 

research, please share below: 

………………………………………………………………………………… 

………………………………………………………………………………… 

………………………………………………………………………………… 

 

 

Thank you for your Cooperation. 
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Appendix 2: Questionnaires to Management of Isumba Transport and Logistic 

Company 

 

Respondent’s demographic information  

1 Age 

(i.) 18 to 24        (    ) 

(ii.) 25 to45       (    ) 

(iii.) 46 and above       (    ) 

 

2 Your sex 

(i.) Male        (    ) 

(ii.) Female        (    ) 

 

3 Nationality 

(i.) Tanzanian       (    ) 

(ii.) Non Tanzanian      (    ) 

 

4. Your education level 

(i.) Primary  level       (    ) 

(ii.) Secondary level      (    ) 

(iii.) Certificate level      (    ) 

(iv.) Diploma level and above     (    ) 

 

5.  What is your position in this company? 

………………………………………………………………………………… 

………………………………………………………………………………… 

………………………………………………………………………………… 

 

6. Name of your department? 

………………………………………………………………………………… 

………………………………………………………………………………… 

………………………………………………………………………………… 
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7. What are the types of drivers complaints do you serve frequently? 

(i.) Salary increase      (    ) 

(ii.) Working conditions      (    ) 

(iii.) Other fringe benefits      (    ) 

(iv.) Management and working relationship   (    ) 

 

8. Mention type(s) of client(s) do you serve frequently. 

………………………………………………………………………………… 

………………………………………………………………………………… 

………………………………………………………………………………… 

 

9. What is the drivers complaints for the past 3 years 

(i.) Increasing  

(ii.) Decreasing  

(iii.) Constant  

 

10. (a) Do solution to drivers complaints handled well at Isumba Transport 

company? 

(i.) Yes        (    ) 

(ii.) No        (    ) 

 (b)  If yes, mention them. 

………………………………………………………………………………… 

………………………………………………………………………………… 

………………………………………………………………………………… 

11. If No Mention the reason that cause the complaints not to be handled well 

………………………………………………………………………………… 

………………………………………………………………………………… 

 

(a) Do the number of truck driver‟s turnovers increasing at Isumba Trucking 

Company? 

(i.) Yes         (    ) 

(ii.) No        (    ) 
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 (b)  If yes what are the effects? 

………………………………………………………………………………… 

………………………………………………………………………………… 

………………………………………………………………………………… 

 

12. (a) Do the management of Isumba Company taken any measures to reduce 

the problem of? 

(i.) Yes        (    ) 

(ii.) No        (    ) 

 

(b)  If yes what measures have been taken? 

…………………………………………………………………………………. 

………………………………………………………………………………… 

………………………………………………………………………………… 

 

(c)  If no, what should be done? 

………………………………………………………………………………… 

………………………………………………………………………………… 

………………………………………………………………………………… 

(d) Mention the effects that Isumba Transport company ahs been 

experiencing due to frequent higher rate of Drivers Turnovers at the 

company 

………………………………………………………………………… 

………………………………………………………………………… 

………………………………………………………………………… 

 

(e) Provide other information that is useful to this research 

………………………………………………………………………… 

………………………………………………………………………… 

 

 

Thank you for your cooperation 


