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ABSTRACT 

Most public organizations are facing problems of labour turnover, a situation which 

could lead to poor public service delivery and high recruitment costs. The aim of this 

study was to analyse the causes of labour turnover in public organizations, the study 

took the Ministry of Labour and Employment as its case study. 

 

Both qualitative and quantitative data were used. Data was collected using a variety of 

collection methods that included Questionnaires, structured and unstructured; direct 

observation; personal interview; and literature review. 

 

Study findings showed that determinants of labour turnover included Insufficient salary, 

poor working conditions, insufficient recognition by management, few opportunities for 

carer development and management conservatism. 

 

The study also showed ways of overcoming the labour turnover, including the increase 

of salaries and allowances, recognition to employees and the effective use of human 

resources.  

 

Therefore it is recommended that, Human resource Managers should endlessly 

investigate and monitor the rationale for employees‟ turnover and constantly initiate, 

develop, execute and monitor new strategies for their retention.  
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CHAPTER ONE 

INTRODUCTION 

 

1.0 Introduction  

This chapter focuses on the following substantive topic: background to the study; 

statement of the problem situation; purpose of the study; research objectives and 

questions; significance and justification of the study and scope of the study. 

1.1 Background information of the Research 

In recent years, Tanzania has experienced increasing economic and social development 

in various sectors. It has sustained annual growth rates of more than six percent. These 

economic developments have brought in them some challenges as far as human 

resources management is concerned. Author‟s experience suggests that some of the 

challenges include job satisfaction, organizational commitment and job turnover.  

 

Boshoff and Mels, (2000) suggested that employee turnover is becoming a serious 

problem in today's business environment, the impact of which has received considerable 

attention by senior management, human resources professionals, industrial 

psychologists as well as ministry stuff. Arguably, when employees experience low job 

satisfaction, and low organizational commitment, they can engage in high turnover. 

Staying happy with an employer has become a difficult task and unless both the 

employer and the employee recognize and address the cause, high employee turnover 

will be experienced. Angle and Perry (1981) suggest that, the desire to stay in an 

organization is directly related to the motivation to participate.  Kacmar and Ferris 

(1989), on the other hand suggested that, among the many potential causes for turnover 

is individual motives, it is of paramount importance therefore for organizations‟ 

executives to understand turnover by motives, being involuntary and voluntary. In the 

former type, that includes dismissals, layoffs, and forced retirements, it is difficult to 

directly manage as they emanates from labour market conditions. However the 

voluntary one may result from a host of conditions including non-competitive 

compensation, high stress, unpleasant physical or interpersonal working conditions, 

monotony, and poor direct supervision. This according to Kacmar and Ferris (1989) are 

directly manageable by the organization.  
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A related study by Dess and Shaw (2001) suggested that in voluntary turnover 

organizations incur significant costs including; replacement, recruitment and selection, 

temporary staff, management time; and also in terms of indirect costs such as morale, 

pressure on remaining staff, costs of learning, product/service quality, organizational 

memory and the loss of social capital. On the other hand, these costs are inherent in the 

involuntary turnover but with lesser impact. A contradicting but related view by 

Jackofsky, Ferris and Brecknridge (1986) suggests that when there is downsizing 

programs, the more able employees are retained, however due lack of organizational 

commitment they are more likely to find alternative employment and thus leave in a 

voluntary manner. This study will focus mainly the determinants that lead to both 

voluntary and involuntary turnover. 

 

Employee turnover is a much studied phenomenon. A number of potential turnover 

triggers have been identified including economic and labour market conditions. 

However, certain causes associated with turnover in any specific job or organization can 

be managed. These include non-competitive compensation, high stress, working 

conditions, monotony, poor supervision, poor fit between the employee and the job, 

inadequate training, poor communication, and organization practices (Lynch 1993). 

 

A substantial academic and business literature demonstrating the importance of 

employee satisfaction in building loyalty to an organization and, by extension, reducing 

employee turnover have been published (Arthur, 1994). However no emphasis has yet 

been placed specifically on the factors for managing turnover.   

According to Abassi and Hollman (2000), there are three key elements that should 

motivate management in dealing with employee retention rather than simply being a 

concern of human resource. These include cost of replacement, quality of service, and 

productivity of the remaining members of the team.  

 

Despite of many studies on labour turnover, there are no established standard solutions 

to address the question of labour turnover and especially in public organization.  Also, 

the lack of convergence among the models proposed in previous research has added to 
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this confusion. Fundamentally, these models were aimed at enlightening an 

understanding and predictions of employee movements within and outside of the 

organization.  

The proposed study focused mainly on specific reasons which lead to turnover in the 

ministry of labour and employment. 

 

1.2 Statement of the Problem 

Employees‟ turnover is one of the key global Human Resource challenges today at the 

same time employees retention is indeed a tough strategy to handle. The seriousness of 

losing key people or key post becoming vacant is critical because the Ministry is forced 

to rely on low skilled employees with low technology; this compromises the quality of 

service 

Human Resource Managers are continuously investigating and monitoring the reasons 

for employees  turnover and continuously initiate, develop, implement and monitor new 

strategies for employee retention. 

 

When Ministry loses a critical employee there is a negative impact to the customer 

service hence there is a general disruption of performance for instance consistency in 

providing services to customers may be jeopardized. However employees leave the 

Ministry with reasons and this can be on the raise if the needs of employees are not 

properly addressed. 

 

Despite of the available motivation efforts done by the Management of the MLE 

“Ministry of Labour and Employment”   such as provision of allowances and short 

course training, labour turnover is still high and persistent. It is therefore necessary to 

conduct study on the determinants of employees‟ turnover in Tanzania through 

investigation on the nature, causes and effect to Public Organization and thus obtaining 

empirical evidence that can be used to lay down fundamental principles and strategies to 

be used by management for employees‟ retention.  

 

Therefore this research seeks to examine and understand the causes of labour turnover 

in Public Service in Tanzania. The study uses MLE as its case study 



4 

 

1.3 Objectives of the Study 

The general objective of this study is to analyse the causes of labour turnover in the 

Ministry of Labour and Employment. 

Therefore, specific objectives for this study included. 

1. To identify major causes of turnover of  Employee in Ministry of Labour 

and Employment 

2. To understand the efforts done by management of Ministry of Labour 

and Employment  to retain their employees 

3. To identify ways to overcome turnover of Employee in Ministry of 

Labour and Employment. 

 

1.4 Research Questions  

In order to fulfil the above stated objectives, the study has been set to answer the 

following research questions: 

1. What are the main causes of labour turnover at MLE? 

2. What are the measures taken by the ministry to reduce/eliminate labour 

turnover? 

3. What ways should be used to overcome voluntary labour turnover? 

  

1.5 Significance of the Study 

The significance of the study revolves around the fact that there is a need to find out 

what actually causes the core staff of the Ministry of Labour and Employment   to 

depart from their jobs. 

 

A good number of researchers on both the public and private enterprises have dwelt on 

what to be done to make workers work harder in order to increase productivity. As such 

it is important to study the extent and circumstances which are behind the labour turn 

over due to the fact that the study may not only add positive ingredients to the body of 

the knowledge over the subject matter but also assist managers and those managing or 

supervising employees within and outside the Ministry to understand the subject matter 

in its wide spectrum. 
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Also it is our anticipation that by doing this study Ministry of Labour and Employment 

will minimize the costs involved in recurrent recruitment of new employees who 

unnecessary happen to consume limited resources for nothing. 

 

A long the same line, the Study findings are expected by top officials in the Ministry of 

Labour and Employment in planning and managing employees under them in a way that 

might result into maximum realization of goals of the Ministry by addressing areas of 

dissatisfaction. Moreover, the study will assist interested parties in exploring managerial 

attributes that influence employees to remain to the organization. 

 

1.6 Scope of the Study. 

The study was conducted in Dar es salaam mainly at the Headquarters of the Ministry 

and its vicinity for a number of reasons such as the fact that the Headquarters is the 

oldest office in the country and is highly staffed than any other Ministry offices across 

the country; A handful of respondents both the former and present employees of 

Ministry reside in Dar es salaam. 

  

 Also the study was confined to employees of the Ministry in all departments. This was   

involve management at all levels and senior staff with junior staff specifically those 

who within and those who left the job. 

 

1.7 Limitation of the Study 

The researcher anticipates facing problem in getting information for data collection and 

also the researcher anticipates running shortage of resources. Due to the researcher 

being a very sensitive issue especially in public sector a lot of Bureaucracy and 

difficulties in achieving or getting data will be experienced. On top of that selection of 

Dar es Salaam is purposive following financial and time constraints on the part of the 

researcher. 
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CHAPTER TWO 

LITERATURE REVIEW 

2.0  Introduction 

This chapter aims to review the theoretical foundation upon which the research is based 

by reviewing the relevant literature. This chapter gives an overview of the literature 

relevant for the domains which are combined for the present research. The literature 

review will provide a detailed overview about turnover; why organization needs to 

retain their employees, types of labour turnover and factors influence turnover. It will 

go on to further discuss measuring of employee turnover, a detailed explanation of the 

strategy to reduce turnover, and talk about impact of turnover on organization. 

 

2.1 Theoretical Literature Review 

Employee turnover is broad in the sense it comprises voluntary and involuntary 

turnover. This paper however address voluntary turnover only. And the study also 

focuses on voluntary turnover in the ministry of labour and employment.  A measure of 

a company‟s or organizations, employment stability expressed as a percent  that 

compares the number of employees that leave an employer, voluntary or involuntarily to 

the number of existing employees during a 12 months period. The turnover rate is also a 

measure of the length of employee tenure at a particular company. Labour turnover is 

the proportion of employees that leave the job over a period of time. 

 

In human resources context, turn over or staff turnover or labour turnover is the act 

which an employer gains and losses employees. Simple ways to describe it are “how 

long employees tend to stay “or leave the rate of traffic through the revolving door. 

 

Labour turnover index is used to measure staff turnover and according to Armstrong 

(2001) "labour turnover rates provide a valuable means to benchmarking the 

effectiveness of HR policies and practices in organizations." 

Turnover becomes a serious but intractable issue. Unfortunately, despite employee 

turnover being such a serious problem in Asia, there is a death of studies investigating 

it; in particular studies using a comprehensive set of variables are rare (Khatri, Fern and 

Budhwar, 2001). Organizational turnover occurs when members of the organization 
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leave and are replaced by new personnel (Carley, 1992). George and Jones (1996) 

supports that turnover is the permanent withdrawal of a worker from the employing 

organization. 

 

Another author says that turnover occurs when people quit their jobs. An organization 

usually incurs costs in replacing individuals who have quit, but if turnover involves 

productive people, it is even more costly. Turnover seems to result from number of 

factors, include aspects of the job, the organization, the individual, the labour market 

and family influences. In general a poor job fit is also a likely cause of turnover 

(Graffint, 1997). 

 

High turnover is found to be the major source of poor morale in many organizations 

(Khatri, Fern and Budhwar, 2001). "Inventory" is the population of employees, and 

“demand" correspond to turnover (Zhou, Gans, 1999). Retention has become the 

greatest challenge for organizations to deal with in today's world. Retention becomes a 

potential problem when employees leave their jobs voluntarily (Drucker, 1999). 

 

Wastage generally refers to the rate (ratio) of employees who leave an organization, 

through resignation, retirement or death during specified periods (i.e. movement out of 

an organization). Turnover, on the other hand, concerns Human Resource Management 

within organizations (i.e. employees moving from job to job through transfer, 

promotion or relocation) (Compton and Baird, 2002). Turnover is generally measured in 

terms of the number of employees hired or separated per one hundred employees on the 

average payroll during a given time `period (Lurie, 1966). Taras (1997) study on IT 

professionals says that a heavy investment in the implementation of HR practices may 

contribute to organizational success, specifically by reducing the turnover of IT 

professionals. 

 

Employee turnover occurs when an individual exits an organization either voluntarily or 

involuntarily. Although some organizational turnover is unavoidable, and may even be 

desirable, voluntary turnover is difficult to predict and can reduce the overall 

effectiveness of an organization (Smith & Brough, 2003). On the other hand Naumann 
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(1990) defines voluntary turnover occurs when the employee quits or requests and 

receives a transfer. Involuntary turnover occurs when an employee is fired or transferred 

at the will of the organization .Dysfunctional turnover damages the firm in some way by 

having a valued employee quit or request an early transfer. The voluntary turnover of 

desirable employees is generally considered detrimental to the organization, both in 

replacement costs and work disruption. In an effort to promote clarity, theorists have 

sought to explain factors that predict turnover (Hellman, 1997). 

 

Decision to quit is not usually made lightly but is instead the result of a carefully 

thought process (George and Jones, 1996), in addition turnover often causes disruptions 

for existing members of organization, it may result in delays on important projects and 

it can cause problems when workers who quit are members of team. Structure and 

culture are also affected by turnover. 

 

Bluedorn (1982) suggested that the transmission of culture gets very difficult. It gets 

haphazard and incomplete if the turnover rates are high and the structure becomes 

difficult to maintain as there are lesser experienced people left to help with socialization 

of the new comers and to teach them the established norms and procedures. 

 

Various studies show an inconsistent relationship between employee turnover and 

productivity but there is general opinion that high turnover rates can have a great effect 

on organization's performance (Bluedorn, 1982) because turnover can cause disruption 

and disruption is negatively related to efficiency. Thus turnover can affect an 

organization's finances, efficiency, productivity and resources. Turnover reduces 

organizational performance because portions of the institution's memory leave as 

personnel leave (Carley, 1992). Koh and Goh (1995) support that while the turnover of 

employees can have positive consequences (E.g. displacement of poor performers, 

infusion of new ideas and increased opportunities within the company), the costs 

associated with employee turnover can be substantial. These include the cost of training 

and recruitment, loss of continuity and productivity, and poor company morale and 

image. Job attitude factors, such as job involvement and autonomy, do not appear to 

affect turnover intention either. 



9 

 

 

Turnover is the rate at which workers are replaced with new staff members in an 

organization. Turnover rate is calculated by dividing the number of resignations by 

number of staff in a given period of time usually a calendar year. Gberevbie, (2008) 

refers to frequent labour turnover as a state of affairs in an organization whereby 

employees for reasons best known to them based on their perception of personnel 

policies and practice of an organization resign or leave their job. Employees switch 

organizations for several reasons.  

 

These reasons could be either organization related or job related. Managers would 

readily agree that retaining the top performer‟s results in higher customer satisfaction, 

quality improvement, effective succession planning and a considerable increase in 

organization knowledge and learning. Smith (2001) discusses companies with work 

environments that attract and retain people and where people are willing to give their 

best. These environments aren‟t expensive. In fact, they save money. In most cases, they 

improve retention and productivity without lavish salaries or bonuses. And they 

certainly lower the expense of continually hiring and training new people 

 

2.2 Models of Labour Turnover 

Over the years, a significant amount of research has been done on employee turnover to 

investigate aspects of employee turnover like causes and retention strategies. As a 

result, different models or designs have been promulgated. The first model was 

presented by March and Simon in 1958. Different models which include different 

aspects of turnover followed, such as the unfolding model which focuses on decisional 

aspects (Hom & Griffeth, 1995, as cited in Ongori, 2007: 49). The following models of 

employee turnover, namely the image theory, the unfolding model and the theory on 

emboldens, will be discussed 

2.2.1 The Unfolding Model  

Lee, Mitchell, Wise & Fireman (1996: 5-36) state that the unfolding model views 

incoming information as shocks (pregnancy, alternative job offers, etc.). This theory 

suggests that internal or external shocks will lead the individual to leave an organisation 

because the situation (shock) compels the employee to leave. This model introduces five 
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paths that will lead to turnover. In Path 1, the shock activates a pre-existing writing or 

script with which the individual connects and this causes the individual to leave the 

organisation without considering an alternative or the individual‟s connection with the 

organisation. Path 2 has a shock that triggers the person leaving, without thinking of 

other job alternatives. With Path 2, there is no existing script that determines the 

decision (Lee, Mitchell, Wise & Fireman, 1996: 

5-36).  

 

The incoming information is perceived as a violation of the person‟s values, objectives 

and strategies. Path 3 includes a shock that triggers an assessment of the images of the 

job he or she currently has, provided the information in the shock is not in tune with the 

images. This path leads to intentional job search. The last two paths do not have shocks. 

Path 4 explains a situation where the person‟s job satisfaction is so low that the person 

leaves without having an alternative. With Path 5, the person‟s job satisfaction is low 

and this leads to job search, an assessment of alternatives, the intention to leave and, 

subsequently, turnover (Lee, Mitchell, Wise & Fireman, 1996: 5-36).  

 

2.2.2 Vroom’s Expectancy Theory 

The theory was developed by Vroom (1964) and it suggests that people are not only 

driven by needs but also make choices about what they will or will not do. He proposes 

that individuals make work-related decisions on the basis of perceived abilities to 

perform tasks and perceived rewards in such a way that apart from looking at interaction 

between personal and workplace variable, elements of workers put forth more efforts 

and perform better at work, hoping that they will be compensated accordingly. 

 

In this study Vroom generated a 3-variable equation for scientifically determining job 

satisfaction, namely Expectancy, Instrumentality and Valence. Whereas Expectancy 

refers to individuals‟ perception of how well he or she can carry out specified task, the 

Instrumentality refers that he or she be compensated fairly for performing the task. 

Valence on the other hand considers the values of the employees expected rewards. 
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Vroom is in favour that if these factors are high, workers will be more satisfied and well 

motivated. If these factors are low employees will record decline in both the work 

performance and employees motivation. 

 

As far as our study is concerned, Vroom‟s theory is not convenient due to the fact that 

in modern competitive environment and diversity of priorities for similar organizations 

both in public and private spheres, it is unrealistic for an organization to satisfy their 

employees in entirely in terms of the said scenario, expectancy, instrumental and 

valence. 

 

For instance in some government MDAs employees may be remunerated through 

attractive allowances after accomplishing some tasks while in other MDAs the 

management is not in a position to offer any allowances because the accomplished tasks 

is considered part of employees responsibilities of which they are remunerated through 

their monthly salary. On grounds of the shortcoming our study kept the theory aside. 

 

2.3 Types of Employee Turnover 

2.3.1 Voluntary vs. Non Voluntary Turnover  

Employee turnover can be classified in two categories, the first category includes 

Voluntary or involuntary while the second category includes Functional or 

dysfunctional turnover. 

Involuntary turnover occurs   due to factors that are, in part, beyond the control of 

management, such as the death or incapacity of a member of staff as well as employee 

dismissal. On the other hand voluntary turnover occurs when employees resign. 

Voluntary turnover occurs when of an employee departs at his/her own will with 

varying intentional reason which might include, more pay, starting own business, 

pursuing further career studies among others. (Kransdorff, 1996).  

 

2.4 Impact of Employee Turnover on the Organisation. 

The reason so much attention has been paid to the issue of turnover is because turnover 

has some significant effects on organizations (DeMicco and Giridharan, 1987; Dyke and 

Strick, 1990; Cantrell and Saranakhsh, 1991; Denvir and Mcmahon, 1992). Many 
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researchers argue that high turnover rates might have negative effects on the 

profitability of organizations if not managed properly (Hogan, 1992; Wasmuth and 

Davis, 1993; Barrows, 1990). 

  

An employee leaving a company for whatever reason must have an effect on the 

organization and the people that compose it. Employee turnover is expensive from a 

business point of view and Voluntary quits which represents an exodus of human capital 

investment from organizations and the subsequent replacement process entails manifold 

costs to the organizations. These replacement costs include for example, search of the 

external labour market for a possible substitute, selection between competing 

substitutes, induction of the chosen substitute, and formal and informal training of the 

substitute until he or she attains performance levels equivalent to the individual who 

quit (John, 2000). In addition to these replacement costs, output would be affected to 

some extent or output would be maintained at the cost of overtime payment. Besides 

from economic effect, uncontrolled employee turnover can actually have social and 

psychological effects. 

 

Gustafson (2002) argue that turnover include other costs, such as lost productivity, lost 

sales and management‟s time. She estimates the turnover costs of an hourly employee to 

be $3,000 to $10,000. This clearly demonstrates that turnover affects the profitability of 

the organization and if it‟s not managed properly it would have the negative effect on 

the profit. Research estimates indicate that hiring and training a replacement worker for 

a lost employee costs approximately 50 percent of the worker‟s annual salary (Johnson, 

2000) – but the costs do not stop there. Each time an employee leaves the firm, we 

presume that productivity drops due to the learning curve involved in understanding the 

job and the organization. Furthermore, the loss of intellectual capital adds to this cost, 

since not only do organizations lose the human capital and relational capital of the 

departing employee, but also competitors are potentially gaining these assets (Meaghan, 

2002). Therefore, if employee turnover is not managed properly it would affect the 

organization adversely in terms of personnel costs and in the long run it would affect its 

liquidity position 
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2.5 Strategies to Minimize Employee Turnover 

Strategies on how to minimize employee turnover, con- fronted with problems of 

employee turnover, management has several policy options viz. changing (or improving 

existing) policies towards recruitment, selection, induction, training, job design and 

wage payment. Policy choice, however, must be appropriate to the precise diagnosis of 

the problem. Employee turnover attributable to poor selection procedures, for example, 

is unlikely to improve were the policy modification to focus exclusively on the 

induction process. Equally, employee turnover attributable to wage rates which produce 

earnings that are not competitive with other firms in the local labour market is unlikely 

to decrease were the policy adjustment merely to enhance the organization‟s provision 

of on-the- job training opportunities. Given that there is increase in direct and indirect 

costs of labour turnover, therefore, management are frequently exhorted to identify the 

reasons why people leave organization‟s so that appropriate action is taken by the 

management. Extensive research has shown that the following categories of human 

capital  management factors provides a core set of measures that senior management 

can use to increase the effectiveness of their investment in people and improve overall 

corporate performance of business:  

 

Employee engagement, the organization‟s capacity to engage, retain, and optimize the 

value of its employees hinges on how well jobs are designed, how employees' time is 

used, and the commitment and support that is shown to employees by the management 

would motivate employees to stay in organizations.. Knowledge accessibility, the extent 

of the organization‟s “collaborativeness” and its capacity for making knowledge and 

ideas widely available to employees, would make employees to stay in the organization. 

Sharing of information should be made at all levels of management. This accessibility 

of information would lead to strong performance from the employees and creating 

strong corporate culture Meaghan et al. (2002). Therefore; information accessibility 

would make employee Manage that they are appreciated for their effort and chances of 

leaving the organization are minimal. 
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Workforce optimization, the organization‟s success in optimizing the performance of 

the employees by establishing essential processes for getting work done, providing good 

working conditions, establishing accountability and making good hiring choices would 

retain employees in their organization. The importance of gaining better understanding 

of the factors related to recruitment, motivation and retention of employees is further 

underscored by rising personnel costs and high rates of employee turnover (Badawy, 

1988; Basta and Johnson, 1989; Garden, 1989; Parden, 1981; Sherman, 1986). With 

increased competitiveness on globalizations, managers in many organizations are 

experiencing greater pressure from top management to improve recruitment, selection, 

training, and retention of good employees and in the long run would encourage 

employees to stay in organizations. 

 

Job involvement describes an individual‟s ego involvement with work and indicates the 

extent to which an individual identifies psychologically with his/her job (Kanungo, 

1982). Involvement in terms of internalizing values about the goodness or the 

importance of work made employees not to quit their jobs and these involvements are 

related to task characteristics. Workers who have a greater variety of tasks tend stay in 

the job. Task characteristics have been found to be potential determinants of turnover 

among employees (Couger, 1988; Couger and Kawasaki, 1980; Garden, 1989; 

Goldstein and Rockart, 1984). These include the five core job characteristics identified 

by Hackman and Oldham (1975, 1980): skill variety, which refers to the opportunity to 

utilize a variety of valued skills and talents on the job; task identity, or the extent to 

which a job requires completion of a whole and identifiable piece of work - that is, 

doing a job from beginning to end, with visible results; task significance, which reflects 

the extent to which the job has a substantial imp- act on the lives or work of other 

people, whether within or outside the organization; job autonomy, or the extent to which 

the job provides freedom, independence, and discretion in scheduling work and 

determining procedures that the job provides; and job feedback, which refers to the 

extent to which the job provides information about the effectiveness of one‟s 

performance (Tor et al., 1997).  
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Involvement would influence job satisfaction and increase organizational commitment 

of the employees. Employees who are more involved in their jobs are more satisfied 

with their jobs and more committed to their organization (Blau and Boal, 1989; Brooke 

and Price, 1989; Brooke et al., 1988; Kanungo, 1982). Job involvement has also been 

found to be negatively related to turnover intentions (Blat and Boal, 1989). Job 

satisfaction, career satisfaction, and organizational commitment reflect a positive 

attitude towards the organization, thus having a direct influence on employee turnover 

intentions. Job satisfaction, job involvement and organizational commitment are 

considered to be related but distinguishable attitudes (Brooke and Price, 1989). 

Satisfaction represents an effective response to specific aspects of the job or career and 

denotes the pleasurable or positive emotional state resulting from an appraisal of one‟s 

job or career (Locke, 1976; Porter et al., 1974; Williams and Hazer, 1986).  

Organizational commitment is an effective response to the whole organization and the 

degree of attachment or loyalty employees feel towards the organization. Job 

involvement represents the extent to which employees are absorbed in or preoccupied 

with their jobs and the extent to which an individual identifies with his/her job (Brooke 

et al., 1988). The degree of commitment and loyalty can be achieved if management 

they enrich the jobs, empower and compensate employees properly. 

 

Empowerment of employees could help to enhance the continuity of employees in 

organizations. Empowered employees where managers supervise more people than in a 

traditional hierarchy and delegate more decisions to their subordinates (Malone, 1997). 

Managers act like coaches and help employees solve problems. Employ- ees, he 

concludes, have increased responsibility. Superiors empowering subordinates by 

delegating responsibilities to them leads to subordinates who are more satisfied with 

their leaders and consider them to be fair and in turn to perform up to the superior‟s 

expectations (Keller and Dansereau, 1995). All these makes employees to be committed 

to the organization and chances of quitting are minimal. 
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2.6 Causes of Employee Turnover 

2.6.1 Goal Orientation  

Behavioural scientists often argue that any behaviour is motivated and serves the 

individual expected needs and wants. By nature human being (Including stuff member 

of Ministry of Labour and Employment.), are goal oriented and are bound to be engaged 

in goal directed behaviour motivated by certain expectations and will continue to be 

engaged in those behaviours as long as their aspirations are being satisfied. Thus staff of 

Ministry of Labour and Employment will continue to work with commitment as long as 

their needs and aspirations are met (Armstrong 2001) 

 

2.6.2 Push and Pull Factors 

Dovlo (2004) suggested a different modality in which the causes for employee turnover 

can be explained. In his study on African highly skilled health professionals, he contended 

the factors to be push and pull factors.  The push effect has been argued to be factors that 

come within the organization, while pull factors are those that are associated with external 

influence. Accordingly the push factors effects include low remuneration; poor working 

conditions; low job satisfaction; lack of professional and career development; and 

political instabilities. On the other hand the pull effect includes aspects that influence an 

individual out of his present employment which include attractive remuneration and good 

working conditions which leads to job satisfaction; opportunities for professional and 

career development; job security; advanced technology and availability of basic and 

necessary equipment to perform professional tasks.  

 

2.6.3 Traditional Attitude Models: 

The traditional attitude models suggests that people become dissatisfied with their job, 

then search for alternatives, compare those options with their current job using an 

expected-value-like decision process and leave if any of these alternatives are judged 

better than their current situation (Mobley, 1977). Job attitudes combined with job 

alternatives predict intent to leave which is the direct predecessor to turnover.  
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As proposed by Blau (1993) the traditional attitude model suggests that negative 

attitudes combined with job search do predict leaving. However the degree of success 

on the search partly depends on the job market.  

 

2.6.4  Different Directions  

Studies that have incorporated personality as a potential cause of turnover have 

generally assumed direct causal linkages between these variables [Jamal and 

Vishwanath, 1992; and Bernardin, 1977). These studies have undermined the potential 

relevance of wider organizational characteristics (such as organization structure and 

management style) which might affect turnover.  

 

2.6.5 New Turnover Theory  

The “Unfolding Model” by Lee and Mitchell (1994) suggest different approach in 

which people decide to leave organizations. From the model perspective, the interesting 

points are that many people who leave are relatively satisfied with their job, don‟t 

search for other jobs before leaving, and leave because of some sort of precipitating 

event (called “a shock”) rather than a negative attitude.  

 

2.6.6 Employee Demographics 

The variables that can be categorized in this group as predictor for employee turnover 

include education level, age, gender, tenure, and family responsibilities (Griffeth et al, 

2000). Ministry of Labour and Employment attainment may increase job mobility for 

the fact that organizations are interested in obtaining the skills a more educated 

employee has invested in obtaining (Spence, 1973). Employees with higher education 

levels also may become dissatisfied quickly if the job does not meet expectations, and 

leave a job for other opportunities (Trevor, 2001).  

 

2.6.7 Current Job 

Job variables that may predict employee turnover to a new job situation include skill 

variety and autonomy, job stress, and job satisfaction (Griffeth et al., 2000; Mobley, 

Griffeth, Hand, and Meglino, 1979). Also high levels of routine combined with limited 

autonomy tend to cause job strain and lead to higher turnover.  
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2.6.8 Organization 

The organizational variables that may predict job change include job security, pay and 

benefits, supervisory practices, and performance ratings (Griffeth et al., 2000). Employees 

that anticipate that their continued employment may be insecure are more likely to seek 

other job alternatives. Organizational instability has been shown to have a high degree of 

high turnover. Indications are that employees are more likely to stay when there is a 

predictable work environment and vice versa (Zuber, 2001).  

 

Labour turnover. A measure of a company‟s or industry‟s employment stability 

expressed as a percent  that compares the number of employees that leave an employer, 

voluntary or involuntarily to the number of existing employees during a 12 month 

period. The turnover rate is also a ganged of the length of employee tenure at a 

particular company. 

 

Or Labour turnover is the proportion of employees that leave the job over a period of 

time. In human resources context, turnover or staff turnover or labour turnover is the act 

which an employer gains and losses employees. Simple ways to describe it are “how 

long employees tend to stay “or leave the rate of traffic through the revolving door. 

“Turnover creates opportunities for replacements. The replacement may bring 

new knowledge, ideas, approaches, and technology styles etc. Also they may give 

chance for organizational cost reduction by eliminating or merging  vacant 

positions…. … … ones decision to quit a job is a function of being motivated by 

some expectations of higher earnings, job challenge, career development, more 

supportive organizational climate etc.it is also perceived to be an escape from a 

stressful work situation and or work situation that is not reasonability 

rewarding… … … worker is relieved of some psychological work stress like 

unconducive work environment and physiologically the worker becomes better off. 

Organizational wise, turnover give chance for cost reduction measures as well as 

incorporating new ideas, knowledge, technology etc presumably for a better room 

for creativity and innovation of organizations activities leading to production 

increase and or better services, (Munishi1993:43”) 

 

2.7 Job Satisfaction and Labour Turnover 

Usually there is close relationship between job satisfaction and labour turnover. In most 

cases low job rate of job satisfaction causes labour turnover. Satisfaction and Turnover- 
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are also negatively related but the correlation is stronger, (Robbins 1993). Robbins 

(1993) further suggests that, the importance of high job satisfaction, presents the pro-

satisfaction argument. Employees, who have high satisfaction have fewer absences, are 

less stress to resign, have better health and live longer and more satisfied with their lives 

outside the job. High satisfaction, therefore, provides benefit to employees and to 

society. 

“Empirical studies have firmly established that the satisfied employee is less 

likely than the dissatisfied counterpart to quit the job over a given period. 

The actual strength of the relationship between satisfaction and turnover 

varies considerably from one organization to another ….. Satisfied tend to 

stay and dissatisfied are the most likely to leave. Those actively dissatisfied 

are the most likely to leave, (Organ, and Bateman1991:356)”. 

 

In the same course, Robbin (2007) argues that, there are consequences when employees 

like their jobs, and there are consequences when employees dislike their jobs, and he 

suggested one theoretical framework, the exit-voice-loyalty-neglect framework, 

framework, is helpful in understanding the consequences of dissatisfaction. 

 

The exit-voice-loyalty-neglect framework illustrates four responses which differ from 

one another along two dimensions: constructive/deconstructive and active/ passive. The 

responses are exit (behavior directed toward leaving the organization, including looking 

for a new position as well as resigning), voice actively and constructively attempting to 

improve  conditions, include suggesting improvements, discussing problems with 

superiors, and some forms of union activity, loyalty (passively but optimistically 

waiting for conditions to improve, including speaking up for the organization in the face 

of external criticism and trusting the organization and its management to” do the right 

thing”) and neglect (Passively allowing conditions to worsen, including chronic 

absenteeism or lateness, reduced effort, and increased error rate). Exit and neglect 

behaviors encompass our performance variables-productivity, absenteeism and 

turnover. But this model expands employees‟ responses to include voice and loyalty- 

constructive behaviours that allow individuals to tolerate unpleasant situations or to 

revive satisfactory working conditions. 
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In this case exit as synonym to labour turnover refers to dissatisfaction expressed 

through behavior directed toward leaving the organization, including looking for a new 

position as well as resigning. 

 

Our study complied with aforementioned framework due to the f act that employees of 

the Ministry have been experiencing the four responses exit, voice, loyalty and neglect. 

In particular some employees have just worked for a short period and they are intolerant 

they vacated the Ministry while their counterparts are still working with optimism that 

the management will improve the situation and make the ministry a model public 

institution. .  

 

Generally, job satisfaction and labour turnover differ along the fact that, the former is 

more of a response to a specific job or various facets of the job while the latter is a 

response to low job satisfaction. In addition whereas job satisfaction is independent 

variable to labour turnover, the latter is dependent variable to the former. It is the 

interest of many organizations to retain their employees and minimize turnover. One 

way of averting turnover is to understand the extent of satisfaction among the 

employees on both their jobs and their organizations. 

 

2.8 Empirical Literature Review. 

In this study named understanding Employee Turnover Zeffane (1994) set out to 

evaluate how the contingency approach can be a landmark to organization turnover 

analysis. The findings showed strong body of research evidence in predictions that 

organizational phenomena would be achieved if greater emphasis was put on the 

interactive effects of potential independent variables. 

 

As an integral part of that research, contingency theory has been a landmark approach to 

organizational analysis. It draws on the main body of literature and attempts to show 

that contingency theory and its basic postulate would strongly benefit the study of 

employee turnover. The study explains that voluntary employee turnover is contingent 

on the amount of fit/misfit between individual values and the predominant 

organizational structure / management style. The study suggests that the use of a 
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contingency approach to employee turnover could be of great benefit in future research 

designed to enhance our understanding of this complex phenomenon. From the finding 

the study was a little bit outdated as it was conducted in 1994, of which is thought that 

the time factors hinder the study and cannot therefore be generalized to fit the study. 

 

Estelami (2007) conducted an exploratory study of employee turnover indicators as 

predictors of customer satisfaction. The purpose was to postulate that higher employee 

satisfaction levels lead to high customer satisfaction, and ultimately affect consumer 

loyalty and profitability. One construct that has largely been ignored in most of this 

research has been the role of employee turnover. This study proposes that employee 

turnover can also be a powerful predictor of employee sentiment and resulting customer 

satisfaction levels. Study found out that the test of various turnover indicators suggests 

that certain employee turnover indicators can perform as effectively as single – item 

employee satisfaction ratings do in predicting customer satisfaction. The findings that 

turnover predicts customer satisfaction as effectively as employee satisfaction is new 

and has important implications. More attention should be paid to managing customer 

satisfaction through managing turnover. Also, the use of turnover as an indicator of 

customer satisfaction should be explored in light of the fact that employee turnover is a 

naturally collected managerial measure, and does not require the costly administration 

of employee satisfaction surveys. From the above findings the researchers found that 

employees satisfaction is among the important factors towards employee retention. 

However the gap identified from this study is the limitation put forward by the 

researcher on how turnover affects customer satisfaction in the company. 

 

Karakowsky (2001) conducted a study to examine sources of influence on employee 

turnover in the part – time work context. The purpose of the study was to examine 

sources of influence on employee turnover in the full – time work context. Far less 

research attention has been given to addressing sources of influence on turnover in the 

part – time work scenario. Survey data were collected from 412 part – time employees 

in the military reserves. The findings suggested that the same set of factors that 

influence turnover among full – time employees may not equally influence part – time 

employees. 
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This study has a different scenario as it was conducted in the military, because the 

military is not a profit based organization like the researcher‟s. This study was based on 

factors that influence turnover to part – time workers while the researcher focused to 

assess the influence turnover with the full time employees. 

 

Min (2007) conducted a study with the heading „Sources of warehouse employee 

turnover”. The study aimed to identify key variable that affect warehouse employee 

turnover. These variables included: occupational variable (for example skills, years of 

experience); organizational variables (for example firm size, industry); individual 

variables (for example. Pay scale, job security). The study develops a conceptual model 

for linking the aforementioned variables reflecting job alternatives and job satisfaction 

to warehouse employee turnover. 

 

The conducted analysis determines variables which significantly influence warehouse 

employee turnover. The empirical analysis based on data obtained from the 

questionnaire survey intended for various industries such as manufacturing, third party 

logistics providers, wholesales, and retailers which get actively involved in warehousing 

operations. The survey data was analyzed using a series of regression analyses to 

identify variables significantly influencing warehouse employee turnover.  

 

Job security turned out to be one of the most important factors for recruiting and 

retaining warehouse employees, whereas monetary incentives have little or nothing to 

do with warehouse employee turnover. The larger the warehouse, the higher the 

employees may have the adverse impact on their retention. More experienced 

warehouse workers are less inclined to give up on their current jobs than less 

experienced warehouse workers, probably because the former is more accustomed to 

warehouse working environments than the latter. 

 

The current study did not fully explore the impact of ethnicity on warehouse employee 

turnover, despite the growing diversity of warehousing workforce. Also, the current 

study was primarily based on the feedback provided by warehouse managers. However 
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this study provides to the researcher some of the reasons for employee turnover which 

was job security but does not relate job in security to employee turnover intention. 

 

Fernandez (2003) conducted a study on network hiring and turnover in a retail bank. 

The literature from the study predicts that employees referred through network would be 

better matched and mentored and thus would have lower turnover. However, the 

existing research on this question has neglected the ways in which network effects are 

contingent upon firm organization. Using the personnel records of a large retail bank, 

the researcher examined the relationship between network recruitment and turnover 

among new employees. There was no significant different between network referrals 

and non – referrals, but referrals eligible for the employee referral program did have 

lower turnover. These results are applicable in light of the bank‟s organization, and 

therefore cannot be generalized to the telecommunications industry. Furthermore, the 

study concentrated on ways of retaining employees more than establishing reasons why 

they leave the organization. 

 

Blomme (2008) conducted a research to find the predictors of turnover intentions of 

higher educated employees in the hospitality industry. He aimed at investigating why 

turnover is high in management – level employees. One of the major challenges for the 

hospitals is to retain highly educated and highly skilled employees. As the 

psychological contract approach to the employment relationship has not been 

investigated with regard to the hospitals, it became the subject of this study to 

investigate the issue. 

 

The results demonstrate that psychological contact measures, in particular job content, 

can explain why there is a substantial amount of variance in intention among highly 

educated hotel employees with regard to leaving the organization, especially when the 

mediating role affective commitment is taken into account. Blomme‟s study fails to 

explain how psychological contact contributes to employee turnover in the hospitality 

industry. 
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Booth (2007) conducted a research on labour turnover in the retail industry in the 

United Kingdom. The study predicated the role of the individual, the organization and 

the environment. The paper aims to identify key variables that influence the variability 

of labour turnover. The approach used in this research is a case of a major retailer. 

 

The key data sources are an index for local competitive and labour market factors, an 

annual employee survey, and internal labour turnover data for each UK unit of the 

retailer. The method used for analysis is stepwise regression which identifies the key 

relationship that predict labour turnover. The findings showed that environmental 

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

 

Organizational factors such as company culture and values are a significant influence. 

Management behaviour as seen through operational and control variables is also 

important. Individual employee variables are also important in decisions concerning 

turnover. Form the above results; the researcher had an advantage to find labour markets 

as one of the key reasons for employee turnover. However, the labour market of 

developed countries currently is different to that of developing countries like Tanzania. 

 

Browna (2004) conducted a study on Labour Turnover and Firm Performance in the UK 

workplace. The study aimed to explore the impact of labour turnover on firm 

performance by analyzing the predictions of an extension of the efficiency wage model 

of Salop (1979), which separates inclumbent and newly hired workers in the production 

function. Within this theoretical framework, an exogenous increase in the turnover rate 

can increase profits if firms do not choose wages unilaterally. This study tests the 

theoretical predictions of the model using UK cross – section establishment – level data, 

the 2004 Workplace and Employee Relations Survey. In accordance with theoretical 

priors, the empirical results supports the standard inverse relationship between the quit 

rate firm performance where unilaterally choose the wage and a positive relationship 

between firm performance and the turnover rate trade unions and organization policy 

had a great influence on wage setting. 
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Shaw (1999) conducted a study of job satisfaction and turnover in the U.S. The 

researcher used a non – experimental, quantitative design of full – time and part – time 

workers who were also registered for M.B.A. courses at the college in the southern 

United States. A sampling plan resulted into a data – producing sample of 194. The 3 

itm Global Job Satisfaction Measure developed by Cammann, Fichman, Jenkins, and 

Klesh (1983) was used to measure job satisfaction, and the reliability reported by Shaw 

(1999) was 88. The three – item Turnover Intention Measure development by Camman 

(1983) was used to measure turnover intention, and reliability reported by Shaw (1999) 

was 83. The Organizational Commitment Questionnaire developed by Mowday (1979) 

was used to measure organizational commitment and the reliability was 86 in number. 

The 10 – item PA scale developed by Watson, Clark, and Tellegen (1988) was used to 

measure positive effect, and the reliability reported was 94. The findings showed that 

job satisfaction significantly predicted intentions using hierarchical regression. However 

data collection procedures and hypothesis were not clearly described; the research did 

not report the validity. The study was restricted to M.B.A. students in USA hence 

turned out to be more of an academic exercise. Future studies should consider 

participants from different countries with different educational levels. 

 

Dole (2001) conducted a meta – analysis study that examined the relationship among 

personality, job satisfaction and turnover intentions of professional accountants. The 

researchers widely reviewed related articles from 1935 to 2000. The meta – analysis 

study found a negative relationship between job satisfaction and turnover intention, but 

it should be noted that some of the related articles reviewed by Dole and Schroeder 

were based on earlier theories and measurement tools that different from current 

theories and measurement tools. Future research should focus on articles which use 

current theories and statistic methods. 

 

McNeese – Smith (2001) conducted a qualitative study of staff nurses‟ perceptions of 

organizational commitment amidst the problem of a nursing shortage in the USA. The 

researcher used a non – experimental, qualitative design, interviewing 30 staff nurses 

employed by a large Los Angeles County hospital. 
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A purposive sample of 30 nurses was selected. The researcher created a semi – 

structured interview guide to identify conditions and factors that enhanced or decreased 

organizational commitment. Based in a review of an earlier study, the researcher created 

22 questions for this interview. Questions were examined for content validity by a panel 

of seven experts in nursing human resources issues, resulting in seven questions about 

organizational commitment McNeese – Smith (2001). Data collection procedures were 

clearly described. After six weeks of semi – structured, audiotaped interviews, 

categories and themes emerged from the analysis. Findings resulted in nine factors that 

contribute to respondents‟ commitment to the organization: (a) personal factors; (b) 

opportunities for learning; (c) job satisfaction; (d) plans to retire from the organization; 

(e) monetary benefits (f) patient care (g) co – workers (h) cultural factors and (i) job 

security. There were eight factors that contributed to the lack of organizational 

commitment (a) conflict with personal needs (b) lack of knowledge (c) lack of 

appreciation / fairness (d) inadequate monetary benefits (e) patient care (f) poor 

relations with coworkers (g) career development stage and (h) lack of job security. Six 

of these categories were direct opposites of those categories that created and promoted 

organizational commitment. The researcher stated that these results were limited by the 

non experimental methodology, the setting, and the relatively small sample. The 

findings suggested that administrators should create effective strategies for retaining 

long – term commitment of skilled nurses to reduce the enormous costs of turnover. The 

researchers further suggested creating a performance improvement team to develop a 

strategic plan and to let organizational commitment to reduce turnover. However, the 

study does not show the importance of involving employees in preparation of strategic 

business plans as an approach towards employee retention. Chen (2000) conducted a 

study of the relationships among employee demography, organizational commitment, 

and turnover intentions in China. The researcher used a non – experimental, correlation, 

explanatory study using multiple regressions of employees /managers from 36 

companies in Guangzhou and Shanghai, China. The companies represented two broad 

industry groups: manufacturing and service. 

 

Empirical studies of the main effect of demographic variables on organizational 

commitment and the moderating effect of gender and education on the relationship 
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between organizational commitment and turnover intentions were examined. This study 

tried to fill a gap by studying the moderating effects of demographic variables on 

organizational commitment and turnover, and the influences of demographic variables 

on organizational commitment in China. A sampling plan resulted into a return of 377 

surveys (333 were usable), which represented a response rate of 73.9%. The 

organizational Commitment Questionnaire (OCQ) developed by Mowday, Porter, and 

Streers (1982) was reduced from 15 to 10 items to measure organizational commitment.  

 

The reliability reported by Chen and Francesco (2000) was 87 and validity was 

established. The four – item scale in Chinese used by Farth, Tsui, Xin, and Chang 

(1998) was used as control variables in the regression analysis. Gender was coded with 

1 and 0. Position was coded with three levels. Age, education, and organizational tenure 

were measured by number of years. The findings supported the following hypotheses: 

Hypothesis 1: In a Chinese setting, position will be positively correlated with 

organizational commitment; Hypothesis 2: Gender moderates the relationship between 

organizational commitment and turnover intentions with male employees, and 

organizational commitment will have a stronger negative impact on turnover intentions 

for males than for females. The results did not support Hypothesis 3: Education 

moderates the relationship between organizational commitment and turnover intentions. 

For employees with more education, organizational commitment will have a stronger 

negative impact on turnover intentions than for employees with less education. 

 

The limitation reported by Chen and Francesco (2000) was the nature of the sample: the 

subjects were relatively young with limited organizational tenure, and majority of 

subject were lower – level employees or first – line supervisors. This study suggested 

that managers could predict employee turnover intentions based on organizational 

commitment. The researchers also suggested that future studies include cross – cultural 

research. Internal validity strengths of this study were in hypotheses testing of 

propositions in organizational commitment and turnover theory, and the reliability and 

validity of OCQ measures of variables, resulting in a high level of data quality. The 

study did not specify validity of other measurements. 
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Loi (2006) conducted a study of organizational commitment and intention to leave in 

Hong Kong. He used a non – experimental, quantitative design study of practicing 

solicitors in Hong Kong. The review of literature by Loi (2006) was thorough and 

current in comparing and contrasting theories about organizational commitment and 

turnover intention. A total assessable sampling plan resulted in a return of 514 surveys, 

which represented a response rate of 12.5%. In this study, a modification of seven – 

item measurement of procedural justice, and the reliability reported by Loi (2006) was 

95. The distributive justice, and the reliability reported by Loi (2006) was 97. A shorter 

(six – item) version of the scale development in 1986 by Eisenberger, Huntington, 

Hutchison, and Sowa was used to measure perceived organizational support, and the 

reliability reported by Loi et al. (2006) was 93. A four – item scale developed in 1991 

by Rosen and Korabik was used to measure intention to leave, and the reliability 

reported by Loi (2006) was 88. The Organizational commitment was measured by the 

eight – item affective commitment scale developed by Allen and Meyer (1990) and, the 

reliability reported by Loi et al. (2006) was 85. The findings supported the following 

hypotheses: Hypothesis la: Perceived Organizational Support (POS) mediates the 

positive relationship between procedural justice and organizational commitment; 

Hypothesis 1b: POS mediates the positive relationship between distributive justice and 

organizational commitment; Hypothesis 2a POS medicates the negative relationship 

between procedural justice and intention to leave; Hypothesis 2b: POS mediates the 

negative relationship between procedural justice and intention to leave; Hypothesis 2b: 

POS mediates the negative relationship between distributive justice and intention to 

leave; and Hypothesis 3: Organizational commitment is negatively related to intention 

to leave using hierarchical regression analyses Loi (2006). The study did not include 

continuance and normative organizational commitment in their model. Future research 

should examine the roles of continuance and normative organizational commitment in 

the existing theories, and further studies should test their model in different countries 

with samples from different professions or occupations. The researchers did not report 

the validity of each instrument. 

 

Terpstra (2004) conducted a study on job satisfaction and pay satisfaction levels of 

university faculty by discipline type and by geographic region USA. The researchers 
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used a non – experimental, quantitative design of faculty across different discriplines 

from over 100 four – years colleges and universities in the U.S. Terpstra (2004) 

literature review was thorough and current in comparing theories of job satisfaction and 

pay satisfaction. A two – stage, systematic sampling plan resulted into a return of 490 

surveys, which represented a response rate of 18%. A 5 – point Likert – type scale was 

used to measure job and pay satisfaction. A fixed – choices questionnaires was used to 

measure discipline type and geographic region. 

 

The purpose of this research was to provide empirical data explore potential moderating 

factors on job satisfaction and pay satisfaction levels of faculty in university settings. In 

general, findings provided evidence that college faculties are satisfied with their jobs 

but are not satisfied with their payment. However, payment satisfaction varied 

according to discipline. In general, law faculties and business faculties were found to be 

the most satisfied with their payment. The faculties in the education, engineering, social 

sciences, humanities, and liberal are general satisfied with their pay. Faculties in the 

sciences were found to be the most dissatisfied with their pay. 

 

Pay satisfaction also varied according to geographical location. The faculties from the 

West Coast, Southwest, and the Midwest were relatively satisfied with their pay. 

Faculties from the Southeast and the Northeast were close to the average pay 

satisfaction level. Faculties from the South Central region, Northwest, Mid Atlantic, and 

the Mountain States appeared to be the most dissatisfied with their pay. Faculty on the 

West Coast received the highest overall salary, followed, in order of salary level, by the 

universities in the Northeast, Midwest, Mid Atlantic, Southeast, Southwest, Mountain 

States, South Central region, and the Northwest. 

 

The researchers suggested that future would be required to verity the influence of salary 

level on job and pay satisfaction Terpstra (2004). The researchers clearly described 

research questions, objectives, instruments, and procedures, but did not report the 

reliability and validity. 
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Knoop (1995) conducted a study that explored the relationships among job involvement, 

job satisfaction, and organizational commitment in United State of America. The 

researcher used a non experimental, quantitative design of registered nurses employed 

by 11 hospitals and three community colleges in Southern Ontario. 

 

Knoop‟s (1995) literature review was thorough, current and compared theories of job 

involvement, job satisfaction, and organizational commitment. 

 

A sampling plan resulted in a data – producing sample of 171 nurse educators and 

registered nurses. A graphic scale developed in 1982 by Kanungo and five – point 

scales were used to measure job involvement. A short form of the job Descriptive Index 

developed in 1985 by Hatfield, Robinson, and Huseman was used to measure the 

various facets of job satisfaction. A separate, one – item measure developed in 1972 by 

Iris and Barrett was used to measure overall job satisfaction. The Organizational 

Commitment Questionnaire Mowday (1979) was used to measure organizational 

commitment. 

 

The finding showed that (a) neither job involvement nor involvement in the 

organization was statistically related to overall job satisfaction; (b) job satisfaction and 

organizational commitment were both statistically and meaningfully related; and (c) 

there was a correlation between organizational commitment and job involvement Knoop 

(1995). The researcher did not propose any hypothesis and did not report the reliability 

and validity. The data collection procedures were not clearly described. Future studies 

should present significant hypotheses and clearly describe data collection and analysis 

procedures. 

 

Lund (2003) examined the impact of organizational culture types on job satisfaction in a 

survey of marketing professionals in ma cross- section of firms in the USA. The data of 

the study were obtained through questionnaires which were mailed to 1, 800 marketing 

professionals in across-section of organizations in the USA. The results of the 

researcher indicate that job satisfaction levels varied across corporate culture 

technology. 
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Within the study‟s conceptual frameworks, job satisfaction invoked an alignment of 

cultures on a vertical axis that represents a continuum of organic processes (with an 

emphasis on flexibility and spontaneity) to mechanistic processes (which emphasise 

control, stability, and order. Whereas there are lower levels of job satisfaction in 

organizations in which market or hierarchy culture types dominate, organizations in 

which respondents expressed higher levels of job satisfaction are dominated by clan and 

adhocracy organizational cultures, and negatively related to market and hierarchy 

cultures. 

 

The gap in aforementioned study revolve around  the fact that it took place in a more 

developed country market by abundance of resources  and as distinct with starvation 

and very limited  resources  in our country of study thus come out with diverse 

interpretations of the subject  matter job satisfaction and the magnitude of its effects the 

people  in a question. Along the same line Lund study involve large sample (1,800 

respondents) partly due to ten availability of resources. To this   end our study aimed at 

exploring what took place in Tanzania particularly in the MLE and involved a sample of 

30 respondents. In addition our study involved Civil Servant as district from the said 

marketing professionals. 

 

Furthermore, Oshagbemi (1997) conducted a study on job Satisfaction and 

dissatisfaction in higher education in UK. The study involved 566 university teachers 

from 23 universities in the UK who responded to questionnaires on a job satisfaction 

and therefore establishing that “teaching and research-related activities contribute 

significantly to both job satisfaction and dissatisfaction of university teachers. The result 

further revealed that several miscellaneous dimensions of the jobs of the workers, such 

as relative job security and changes in university funding mechanisms, contribute to 

satisfaction and dissatisfaction. 

 

The study involved large sample (566 teachers) thus open possibility of creating errors 

during data collection. In addition the study not only involved university teachers whose 

job satisfaction is distinct from other professionals but also population from developed 



32 

 

country that is assumed to have reasonable resources both at an individual and 

community level. Taking this into account the study was not useful to ours because our 

study involved civil servants working in developing world marked by endless list of 

resources constraints. 

 

Meanwhile, Linz (2003) undertook a study a job satisfaction among Rusian works. The 

study too place in Moscow, Saratov, and Taganrog, on 1200 employees in summer 

2000, with the specific aim the specific aim of identifying factors that increase the 

probability that a worker will express a high level of job satisfaction. The study further 

involved both objective characteristics (age, gender, education, work experience, 

supervisory responsibilities, unemployed experience, marital status,  recent change in 

workplace, number of jobs held at the time of the interview, for example) and subjective 

characteristics (attitude towards work); ascertain the link between job satisfaction   and 

select intrinsic and extrinsic job characteristics; and evaluate  the extent to which job  

satisfaction is correlated with alternative measures of organization commitment. 

 

Regardless of the measure used, the result of the study established that the Russian 

workers were generally satisfied with their own jobs, somewhat less sanguine about 

their co-workers‟ level of job satisfaction. 

 

Graham and Messner (1998) in the same cause conducted and study to investigate the 

relationship of factors, such as gender, size f enrolment, and years of experience, to 

principal ship job satisfaction. A survey sample of American Midwestern elementary, 

middle and senior high school principals responded to the Principal ship job satisfaction 

survey (PJSS). The PJSSS was based on Herzberg‟s Motivation-Hygiene Theory. Eight 

components of job satisfaction were compared with four principal ship descriptive 

variables. PJSS were mailed to 500 principals and 226 survey forms were returned and 

useable, which resulted in 45.2 percent return rate.  

 

Chi square analyses revealed the relationship between the independent variables. It was 

found that American Midwestern principals were generally sissified with their current 
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job, colleagues/co-workers and levels of responsibility. However, they were less 

satisfied with their pay, opportunities for development, and fringe benefits. 

 

The strength of this study  in connection  to ours rest of the fact  that job satisfaction in 

inconclusive debate and therefore alert our study considered the limitation of job 

satisfaction in our study  especially on grounds that job satisfaction vary from person to 

person regardless the individuals work in the same organization of work environment. 

 

Conversely, Topper (2008) undertook another study an Illinois, USA to explore job 

satisfaction among library workers. The study took the form of literature review of 

psychological studies of job satisfaction in general and specially for library workers. 

 

They study further involved 3,095 library staff members who responded to the study, 

and 85.6 percent responded that they would chose librarianship again if they were to 

start over. Across the survey, 72 percent said they were “satisfied” or “very satisfied” 

with their current positions. Generally the results established that library workers are 

very satisfied in their jobs matter if it is a current study or one from previous years.  

 

The results also indicated that older, experienced and professional workers were more 

satisfied than younger, less experienced and non-professional workers respectively. The 

finding further established that the high levels the satisfaction could end if the library 

profession cannot overcome is chronic under funding and learn new political and 

management skills. There is even disappointment between those library workers in rural 

and small libraries and those workers in larger library systems. Respondents in small 

libraries felt that they “get respect” fro0m these colleagues. In larger libraries, both 

public and academic, bureaucracy and red tape were the common sources of frustration. 

 

Te strength of this study rest on the fact that it involved large sample across whole USA 

and its results has revealed the reality of feelings of staff who work in rural area and 

small libraries. This information was useful in our study in one way or another because 

the feelings and responses of staff working either in rural areas or at lower 

organizations/ levels are quite different from their counterparts and the most cases took 
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inferiority complex role. This experience is more or less the work environment of the 

staff of the MLE and therefore Topper‟s study was widely exploited in our proposed 

study due to the fact that some of the earmarked respondents are well informed if not 

well grounded with work environment in both the rural areas and grassroots. 

 

Bowen and Catel (2008) conducted a study on job satisfaction of South African quantity 

surveyor and their findings concluded that demographic factors found to have a 

significant relationship with job satisfaction are gender and race. Workplace  

characteristics such as feelings of personal satisfaction, recognition, the opportunity to 

undertake challenging work and non- repetitive work, the degree of supervision 

participation in decision making, and the opportunity to social interaction at work were 

found to be significant associated with job satisfaction. Discrimination on the basis of 

gender and religious affiliation were found to have a significance relationship with job 

satisfaction. 

 

Generally speaking, aforementioned studies were conducted in countries which are 

more developed than the country of our study which have distinct environment and 

background thus suggesting diverse interpretations of job satisfaction and 

dissatisfaction. In this case our study aimed at exploring what took place in another 

environment, the MLE in Tanzania as compared aforementioned experience. 

 

Meanwhile, our study has managed to consult a couple of local studies on those subject 

matter as hereunder summarized. Munda (20007) conducted a study on Public 

Employees‟ Job Satisfaction at the Ministry of Water. The study involved a wide a 

range of categories of employees such as 114 (76%) normal employees who were 

employed under permanent bases, 29 (19.3%) supervisors and administrators, five 

(3.3%) normal employees under probation and two (1.3%) interms.  

 

The study established that majority of the employees “were not satisfied by their job. 

Little salary, lack of motivation, poor working condition and title recognition were 

among the factors for job dissatisfaction among the employees under the Ministry of 

Water (MOW). 
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Another study was conducted by Ndemo (2006) on Factors Leading to Employees 

Turnover in Directorate of Investment and Resources Mobilization (DIRM)- University  

of Dr es Salaam and their impact on the Directorate‟s Performance. The study targeted 

40 DIRM employee, 20 males and 20 female. The sample comprised two groups, 

current employees and those left job in three years. The study further applied both the 

primary and secondary resources of information and it involved structured interviews 

(face-t-face), questionnaires and observations units of DIRM. 

 

Among others and with regard to employees‟ turnover the research revealed “97.5% of 

respondents said they experienced DIRM employees leaving their jobs before their 

contract end. For instance in that year “there were two interviews conducted for warden 

ship position. It is like a bus stand where people meet for a while before departing to 

their places. Regarding the reasons for labour turnover, the respondent outlined lack of 

job satisfaction, lack of motivation, lack of security, low salary, looking for greener 

pastures, lack of recognition, lack of good relationships among employees and poor 

methods used in conflict resolutions are some of the reasons behind.  

 

Almost all who left the job said they were not satisfied   with DIRM‟s working 

condition and the work itself, Ndemo (2006). Regarding job security, 20% DIRM 

employees who were interviewed said they are satisfied when they are doing. As far as 

labourers lead them not to benefit from what they are doing. As far as low salary is 

concerned, 31% said money is contributing factor for the leaving. 

 

The result further established that, poor recognition makes employees to leave DIRM 

especially the youngsters. For example other people have been working fiveyears5 with 

contract of six months. That means they have to renew after every six months, (Ndembo 

2006). The respondents also revealed that the management of DIRM has ignored the 

employees‟ cause through their failure to take any action against the dissatisfaction as 

expressed by persistent turnover. In line with this response the study suggested the 

management to avert the situation by conducting exist interview. 
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Regarding this study in relation to ours, there were marriages of issues and approaches 

along with divergences. For instance, the study incorporates both the existing staff and 

the quitted one the same as what ours did. The same marriage will be noticed in the use 

of use primary and secondary information as well as involvement of structured 

questionnaires.  

 

Moreover, where as this study  involved higher  learning institution which among others  

academic member of staff enjoy  management‟s attention  in whatever  of their plights 

over other staff, our study involved  the government ministry with different set-up and 

organization culture among other  trying to consider  all the staff paramount in the 

course   of executing their routine work responsibilities. 

 

Furthermore, Mumba (20006) conducted a study on factors Impending Job Satisfaction 

among Employees at the Muhimbili National Hospital (MNH). The study involved 75 

interviews, whose sex composition was 76% and 24% as males and females 

respectively. The cadres included medical doctors, medical officers, medical officers, 

nurses, pharmacist, biochemists and scientists. Results of the study indicate that be 

extent to which poor remuneration impedes job satisfaction, all respondents (1000%) 

mentioned poor salary as a factor that hinders job satisfaction.  

 

Subject to diversity of fore mentioned cadres, the result revealed diversity responses 

regarding low salaries. As such about 21.3%, 10.7%, 25.3%, 18.7% and 13.3 of the 

respondent mentioned poor salary as anything below Tsh 200,000/= Tsh 300,000/=, Tsh 

400,000/=, and 1,000,000/= respectively. It was agreed by majority of respondents. i.e 

97.3% that poor salaries affected job satisfaction to very high extent, Muimba (2006). A 

part from salary the employees argue other aspects a poor remuneration hinder job 

satisfaction. All these benefits whether in cash or in kind, seems to hinder job 

satisfaction to employees, Mumba (2006). 

 

Mumba discloses  other actors behind poor job  satisfaction as lack of very minimal 

training/capacity development opportunities to all carders so as to refresh their skills 

and update them to cope  with the ongoing science and technology developments; Poor 
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clear administrative policies to the employees as it was found  that most of the 

respondents 69% were unaware of the hospital regulations, their rights and entitlements, 

poor  work environment marked by lack of working equipments, poor  working 

relations  among staffs; and very limited  communication between employees and 

employers, and between employees and administrators. 

 

The study also suggested that the outcome of the dissatisfaction among other evils is the 

strikes like the one that happen at MNH. It further recommended the senior 

management to take into account serious measures to address the identified factor of job 

dissatisfaction. Specially suggests, Management needs to see into the best ways to 

create satisfying atmosphere in the organization, Mumba (2006). Averting techniques 

may include burying ideology that consider medical cadres the vocations  medical 

cadres the vocations while they are profession, remunerating every employee 

accordingly, impartially mediation to both the investor and employees , and 

transparency and accountability. 

 

Since the study was limited to MNH due to limited resources the researcher called for 

further studies  in the same area (topic) to cover at least all government  hospitals in a 

cities and large town in Tanzania. This will give and broaden the picture of factors 

impending job satisfaction among employees in government hospitals in Tanzania, 

Mumba (2006). 

 

As a response to this study, we agreed with the study such as the type of respondents 

spotted for interview. That is the sample   reflects cadres working in the line 

departments/ units and therefore depicting the real picture   of the sector understudy. 

 

Along these lines be benefited from this experience  by limiting our study  to employees 

working in the line departments namely Labour, Employment and Youth Development 

so as to come out with the real picture  of the Ministry. In addition, whereas the study 

revealed strikes as a consequence of job classification our study focused on how effects 

of job satisfaction on labour turnover as possible close related outcomes. Along this line 

our study involved other government institution (MLE) and the area f study was “The 
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Effect of Job Satisfaction on Labour Turnover”, as a step towards filling some gaps that 

were left by Mumba‟s study at MNH. 

 

Regardless the fact that our study did not favour aforementioned studies in their totality. 

Potentials of studies   were considered throughout   our study and therefore came out 

with useful results that may benefit both the policy makers at the MLE   and the body of 

knowledge. This is because not only job satisfaction catchphrase took centre stage role 

but also most of the organizations studied belong to government as god as the MLE 

 

2.8  Conceptual Framework 

The conceptual framework intends to summarize proposals, provides clarifications and 

guides in the predictions of practical observations.  Figure 2.1 lays the conceptual 

framework for this study. The framework is presented in a diagram. These groups of 

variables will be used to assess factors that influence employee turnover in the Ministry 

of Labour and Employment. Management workers and working unit other variable are 

human resource policy and procedures, on recruitment, selection, induction, training, 

job design and wage payment.  

 

2.8.1 Underlying Assumption 

 Good recruitment and selection procedures 

 Competitive wage rates 

 On-the-Job-training opportunities 

 Proper Job design 

 Employee engagement 

 Knowledge accessibility 

 Clear Policies 

 

2.8.2 Relevant Variables and Relationship 

An essential factor in an organisation success is job satisfaction and it is defined in 

various contexts by different authors. Low absenteeism is associated with high job 

satisfaction while high turnover and absenteeism are said to be related to job 

dissatisfaction (Saifuddin, Hongkraclent and Sermril, 2008). The Mobley model (Lee, 
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TW 1988.) was a landmark conceptual piece that persuasively explained the process of 

how job dissatisfaction can lead to employee turnover. The model proposes that an 

employee normally experiences seven sequential and intermediate stages between job 

dissatisfaction and eventual turnover. Mobley theorized that job dissatisfaction leads an 

employee (1) to think about quitting, which may help that employee to lead in. (2) To 

evaluate the expected usefulness of searching for another job and the costs associated 

with quitting the current job. From the evaluation, 3) an intention to search for 

alternative jobs may occur, which in turn likely leads the employee 4) to intend 

searching for alternative jobs and 5) to the evaluation of the acceptability of any specific 

alternatives. 

 

 From that second evaluation, the employee would likely 6) compare the new 

alternatives to the current job which in turn can lead to 7) an intention to quit, and 

eventual employee turnover. The experience of job related stress (job stress), the range 

factors that lead to job related stress (stressors), lack of commitment in the organization; 

and job dissatisfaction make employees to quit Flirth, David, Millor, Moore and Claude, 

(2004).  

 

There is a strong negative relationship between turnover and organisational commitment 

which indicates that staff with low levels of commitment and loyalty are more likely to 

withdraw from the organisation than more committed staff (Johnston et, 1993). He also 

identified a positive relationship between organisational commitment and career 

progression opportunities given to employees through internal promotions and 

succession planning. These employees who are given opportunities to progress up the 

ladder, exhibit higher levels of organisational commitment, and loyalty and results in 

skilled staff retention and a gradual decline of low performing employees. This makes it 

much easier for HR managers to successfully identify low performing employees and 

eliminate them from the work force which is important and a good for the success of the 

company as this turnover is considered healthy. 

 

Prospective employees when joining an organisation look into a number of factors such 

as career development opportunities, total reward policy and work life balance. Lack of 
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incentives is therefore a main reason why many employees leave their jobs after some 

time. Incentives include both financial and nonfinancial and employees may simply 

want praise for their good work and lack of recognition could seriously hamper 

employee retention. Some firms, has managed to reduce employee turnover to a 

significant level by focusing on quality recruitment, providing better training and 

development opportunities and by forming a positive psychological contract with the 

employees, and also by creating long term incentive and reward systems ( Barky, 1996).  

 

Therefore it is fair to assume that to a large extent organisation HRM practices, policies 

and procedures determine staff turnover. Organisation policies and lack of employee 

oriented practices and procedures may not only be the sole reason why many 

organisations particularly in the hospitality industry experience high level of staff 

turnover.  

 

The ability of staff to carry out their tasks and responsibilities up to the required 

standard and the job performance of employees largely affects staff turnover and this is 

also confirmed by a study conducted by Jewell and Siegal (1990). They found that 

employees having very high levels of on-the-job performance are highly unlikely to 

leave their job in contrast with employees with low levels of performance. High 

performing employees are confident in their job and have better work related knowledge 

and skills. Low pay, lack of training and career development opportunities, lack of 

regular and realistic performance appraisals and undesired work environments are 

among the key reasons that cause low performance which in-turn result in high staff 

turnover. Therefore it is clear HR professionals in Ministry of Labour and Employment 

must pay very close attention to developing employee oriented HRM policies and 

practices that help staff achieve their full potential. To name a few these HR policies 

and practices are training and development opportunities open management 

communication systems, employee welfare such as child care, flexible working, 

transport assistant to employees and a comprehensive induction programme that helps 

new recruits to adopt well to their new roles. 
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Training and development and staff retention has a close match as poorly trained staff 

are less satisfied with work and may leave quicker and more than fully trained and 

highly satisfied staff. Therefore training and development directly affects job 

satisfaction and organisational commitment (Lam and Zhang, 2003, Taylor et al, 2001, 

Lowry et al, 2002).  

 

Martin (2003) detected a complex relationship between turnover and training. He 

suggested that establishments that enhance the skills of existing workers have lower 

turnover rates. However, turnover is higher when workers are trained to be multi- 

skilled, which may imply that this type of training enhances the prospects of workers to 

find work elsewhere. The literature on the link between lower turnover and training has 

found that off-the-job training is associated with higher turnover presumably because 

this type of training imparts more general skills (Martin, 2003).  

 

The nature of the work and role played by the employee in the organisation has an 

impact on turnover. In an empirical study of employee turnover in the  Ministry of 

Labour and Employment Cliff (2003) identified the domain of work as one of the 

factors for employees leaving the organisation. Thus, organisations which provide 

opportunities on cutting edge technologies and state of the art domain knowledge are 

likely to experience lower rates of turnover. 

 

Despite a wealth of research, there appear to be few characteristics that meaningfully 

predict turnover, the exceptions being age and tenure. Age is found to be negatively 

related to turnover (i.e. the older a person, the less likely they are to leave an 

organisation). However, age alone explains little of the variability in turnover and as age 

is linked to many other factors, alone it contributes little to the understanding of 

turnover behaviour.  

 

Tenure is also negatively related to turnover (the longer a person is with an 

organisation, the more likely they are to stay). Mangione in Mobley et al concluded that 

length of service is one of the best single predictors of turnover. Griffeth et al also found 

that age and tenure have a negative relationship to turnover. 
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There is little evidence of a person‟s sex being linked to turnover. Griffeth et al‟s (2000) 

meta-analysis re-examined various personal characteristics that may be linked to 

turnover. They concluded that there were no differences between the quit rates of men 

and women. They also cited evidence that gender moderates the age-turnover 

relationship (i.e. women are more likely to remain in their job the older they get, than do 

men). They also found no link between intelligence and turnover, and none between 

race and turnover. 

 

Figure 2. 1 The Conceptual Framework   

 

 

 

 

 

  

 

 

Source:  The author, 2013 

 

2.9 The research gap 

The literature suggests that, labour turnover is determined by many factors depending on 

the individual‟s background, organisation‟s factors as well as socio-economic factors. 

Specifically, factors that determine labour turnover for Ministry staff have not been 

established, hence the need for the analysis of  the  causes of labour turnover in Ministry of 

Labour and Employment. 

 

2.10 Definition of the Key Terms 

2.10.1 Public Service. 

This means a system or organization entrusted with the responsibility of overseeing the 

provision or directly providing the general public with they need from their government 

or any other institution on behalf of the government as permissible by laws. 

Independent Variable 
• Personal characteristics 

• Work condition 

• Technical supervision 

• Job security 

• Company policy 

• work itself 

• Commitment 

• Job satisfaction 

Dependent 

Variable 

 

Labour Turnover 
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2.10.2 Labour Turnover. 

The term turnover is concerned with movement of individuals into job (hiring) and out 

of jobs (separations) over a particular period. It‟s the rate of change in the working staff 

of an organization during a definite period, and I signify the shifting of the workforce 

into and out an organization. It‟s the measure of the extent to which old employees 

leave and new employees enter into the service in a given period. 

 

For the purpose of this study, labour turnover is confined to the movement of workforce 

to and from the organization, either through resigning or quitting the former employer 

or where an employee applies for advertised vacant (promotion) job positions within the 

public service. 
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CHAPTER THREE 

RESEARCH METHODOLOGY 

 

3.0 Introduction 

As far as our study is concerned, this chapter presents the research methodology and 

associated process that we adopted in the study. As such the research comprises data 

types, research design, data collection methods, population of study and data analysis. 

 

The research employed both the primary and secondary data that were collected and 

obtained from the population of interest and other relevant sources. Descriptive study 

will be used and will concern with determining the frequency of how something occurs 

or relationship among the variables. The study will guided by proposition and research 

questions which as collected data from both the existing employees and former 

employees provided they were employees of  MLE within  five –year period (2003-

2008). Data collection and analysis will took place within a month due to several 

constraints such as time and funds. 

 

3.1 Research Design 

The research design was descriptive taking into account that it strived to assess the 

relationship between variable among the line officers in the MLE.  In addition the 

research was involved qualitative approach in order to became examined behavioural 

aspects which are ideal thus cumbersome to quantify them as in quantitative approach. 

Along those lines it was our conviction that job satisfaction factors are too subjective 

and vary from one person to another thus reasonable be analysed through qualitative 

approaches. 

 

3.2 Population of the Study  

The study was  conducted in Dar es salaam mainly at the headquarters of the MLE  and 

its vicinity for a number of reasons such as the fact that the headquarters is the oldest 

labour office in the country and is highly staffed than any other MLE  offices across the 

country; a handful of respondents both the former and present employees of MLE  

reside in Dar es salaam; proximity to the respondents is easier than any other work 
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organization; secondary data may be easily gathered than other places e.g. upcountry 

offices; the respondents in this locality are aware of the countrywide work environment 

of the MLE  and the significance of this study thus anticipated to cooperate in the study; 

and the ministry is involved in a number of researches such as researches on labour 

market and job vacancy surveys thus make respondents familiar with in the study. On 

top of that selection of Dar es Salaam is purposive following financial and time 

constraints on the part of the researcher. 

 

3.3 Sampling Procedure 

Sampling is the scientific way of drawing influence about population without being 

studying the entire population under study. Our study applied random sampling for 

employees in line departments under the MLE mainly labour officers and youth 

officers. Rationale for using random sampling revolved around the fact that our study 

was in the form of non experimental research in such a way that questionnaires were 

used to collect required information from respondents under study. 

 

The sample size of the study was 30 respondents selected randomly. Population 

understudy involved skilled and professional staff at the headquarters of the MLE i.e. 

officers working/ worked in line departments and subject to existing scheme of service 

governing employment line department personnel. Among others the scheme require 

experts in line departments to posses at least an Advanced Diploma. 

 

Generally the proposed sample was act as representative of 109 officers working under 

the MLE and whose occupational category is experiencing the ongoing labour turnover 

in the ministry. In addition the sample was desirable to enable calculations based on the 

use of computer package dubbed, Statistical Package for Scientific Studies (SPSS). As 

such descriptive statistics command tools in the package was highly used thus delivery 

the information that our study explored. 

 

Anticipated findings out of the population was  divide into categories of staff with 

respect to the positions they are holding or previously hold namely, officers grade II, 
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officers grade I, senior officers, principal officers grade II and principal officers grade I. 

random sampling techniques was  applied to obtain those units before they were studied. 

 

3.4 Data Collection Methods 

This study was apply primary collection from questionnaires and secondary data 

collection from official records. As such structured questionnaires that involved a 

number of questions in definite order was used to collect the primary data. Initially the 

researcher defined the goals of collecting data and clarified on how those goals was met 

by collecting various types of data. In addition variables that need to be measured was 

defined.  

The researcher was responsible for dissemination and gathering of the questionnaires. 

As means of collecting data questionnaires involved both the structured and 

unstructured formats depending on the situation. 

 

3.5 Data Collection Instruments 

There are many ways of collecting data. There is observation and direct communication 

with the respondents. In communication the researcher questions the respondent through 

personal interview to collect data, Kothari (2004). Data may also be collected through 

questionnaires in such a way that questionnaires are sent or distributed to specified 

respondents so that they may answer respective questions as a step towards researcher‟s 

objective to gain insights of the subject matter under study. We use questionnaires as a 

general term to include all techniques of data collection in which each person is asked to 

respond to the same set of questions in a predetermined order, Saunders, Lewis and 

Thornhill (2009). Regarding our study, observation as means as data collection was 

applied though at a minimum level. The method was applied partly because the 

researcher is part of the employees in one of the line departments under the MLE and he 

has been witnessing exit frequencies his work colleagues under the banner of job 

dissatisfaction as job turnover concern. 

 

Categorically enough to our study, the use of questionnaires took centre stages in 

collection of required data from targeted respondents. Selection of using questionnaire 

is based on the fact that it was our conviction that aforementioned observation is 
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insufficient should one aim at disclosing underlying circumstances in job satisfaction 

and labour turnover under the MLE.  Moreover, it was our stand that given the nature of 

duties and responsibilities of the respondents under study, it was  convenient to supply 

them with questionnaires so that they may comfortably and unbiased respond to the 

answer the question at their own time relevant answer s were expected thus stirred 

useful and realistic study. 

 

Data was collected through questionnaires and was distributed to the respondents at 

convenient timings such as office hours. Advantage of using questionnaires regarding 

our study revolved around the fact that nature of the respondents was  in such a way that 

was  in a professional grounded class with full maturity in research issues as tipped 

earlier. Under such consideration employing other data collection approach such as 

personal interviews in most cases mean annoying them hence halt if not disrupt the 

rhythms of their true responses. As such each questionnaire included a letter of 

introduction (Appendix 1) that aimed at introducing the respondent objective of the 

research and convincing him/her to answer the questions that followed. 

 

Self- addressed envelopes was included in the questionnaires so that respondents could 

anonymously return the completed questionnaire to the researcher. 30 participants 

involved in this study. The questionnaire administered by researcher himself in person 

through disseminating them to respondents then collected them timely. Along these 

lines some of the respondents return dully filled questionnaires to the researcher in 

person while others returned them through their respective office assistants-cum 

messengers. In most cases the questions in the questionnaires asked the respondents to 

rate their level of job satisfaction on each question by checking whether they are: “very 

much satisfied, satisfied, neutral, not satisfied, completely not satisfied or not 

applicable”. 
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3.6 Data Analysis 

Our study was further involved application of content analysis collection method and 

the instrument that was used to analyse data in descriptive statistics. A simple table was 

created so as to investigate factors that may lead to job satisfaction or dissatisfaction 

among the staff in the MLE using the SPSS computer package. The package was be 

partly used due to its simplicity, convenience, availability and the researcher‟s computer 

literacy. As such primary data from 30 questionnaires was entered into the package and 

later on analysed using descriptive statistics command in SPSS package. As a result 

frequency count based on the number of respondents in each job satisfaction category 

was   used to describe the overall job satisfaction among the employees in the MLE. 
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CHAPTER FOUR 

DATA PRESENTATION, ANALYSIS AND DISCUSSION OF FINDINGS. 

 

4.0 Introduction  

Chapter four presents research findings regarding the causes of labour turnover in the 

ministry of labour and employment. The chapter is divided into four sections. The first 

section gives the general characteristics of respondents. Section two presents reasons 

that lead to labour turnover. Section three presents measures used by  the ministry to 

enhance employee retention. Section four presents findings whether employees exit due 

to organizational push or merely individual exit. 

 

4.1 Profile of respondents  

4.1.1 Sex  

The study was able to capture information from 16 male respondents who constitute 

about 53.3% of the respondents surveyed. The remaining respondents (14) were female 

who constitute 46.7% of the respondents as can be seen in figure 4.1. This result implies 

that majority of the respondents were male. This result depicts the reality that number of 

female in many organizations is few compared to male. Sex was taken into 

consideration during the study because of its influence on the prioritization of the 

various services and participation in various activities in society (Warioba, 2008). 

        Figure 4. 1: Characteristic of Respondents by Sex 
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4.1.2 Age 

The study was also interested to know the age of the respondents. Age was categorized 

into three groups 18 – 25, 25 – 40 and 40 – 60 years. The result shows about  (23.3%) 

respondents falls in the 18-25 age group while  (36.7%) falls in 25 – 40 age group. 

About  (40%) respondents follow in 40 – 60 age groups (see figure 4.1.2). This results 

indicates that majority of the respondents involved in the study were aged between 40 

and 60 years of age.  

 

Furthermore the result shows that all age groups were represented in the study i.e. youth 

and aged. There were no respondents who were below 18 years of age as no one of this 

age is supposed to be employed basing on the Tanzania Labour Act. Likewise no one in 

the study was above 60 years of age as this age is retirement age. The study also 

illustrates that the ministry is served by different age groups and this helps the junior 

staff to acquire experience from senior staff.  

 

       Figure 4. 2: Characteristic of Respondents by Age 
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4.1.3 Education  

Figure 4.3 below presents education level of the surveyed respondents. The figure 

shows that five different levels of education experienced. These include 6 (20%) 

certificate course,  (16.7%) diploma courses,  (20%) first degree, (20%) postgraduate 

diploma and  (23.3%) postgraduate degree. This result implies that majority of the 

respondents had postgraduate degree. Through education we acquire knowledge which 

is considered to have an impact on understanding capacity to various issues and helps in 

handling those issues (Warioba, 2008). This implies that the study involved respondent 

who had sufficient education background which could help them to analyze the 

questions and give appropriate information.  

 

    Figure 4. 3: Level of Education of Respondents  
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4.1.4 Designation   

Out of the respondents contacted, majority of them were officers as they constituted 

more than half of all respondents i.e.  (53.3%) see figure 4.4. Senior officers and 

management staffs were each represented by 5 employees which is 16.7% of the 

respondents. Principle officer or officers in charge were represented by 4 employees 

which is 13.3%. The result shows that the study covered almost all employees‟ 

designation at the ministry. This implies that each category was represented and had 

chance to express their views about labour turnover in the ministry.  

 

        Figure 4.4 Level of Designation of Respondents  
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4.1.5 Working Experience  

In order to establish the level of work experience of employee in the ministry, the 

respondents were asked to mention years of work since joining the ministry. The result 

shows that about 6 respondents which is 20% of the respondents had worked with the 
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ministry for about less than three years. The employees who worked with the ministry 

for three to five years were 10 (33.3. %), five to 10 years were 5(16.7%) and who 

worked for about above 10 years were 9(30%) as presented in figure 4.5. The result 

shows that majority of the respondents had worked with the ministry for 3 – 5 years. In 

general the rest of the respondents had at least three years of working experience with 

the exception of only 6 out of 30. The result suggest that majority of the respondents 

had enough experience in knowing the causes of labour turnover in the ministry.  

 

      Figure 4. 5: Level of Education of Respondents 
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4.2 Reasons  for  Labour Turnover  

To explore information about the reasons which makes majority of the employees to 

leave the organization, the study considered human resources officers, heads of 

department and normal employee‟s views.  

 

4.2.1 Management Staff 

Both human resource officers (2) and head of departments (3) are part of the 

management. When asked whether they had faced persistent labour turnover in their 

section, all of them (100%) said yes. This result shows that the turnover experienced in 

the ministry occurred in almost all sections or departments in the ministry. It was 

important to consider the views of these respondents due to the fact that some employee 

who left the ministry mentioned to them reasons which influenced them.  

 

In Table 4.2. below it can be seen that the management staff  mentioned five factors 

which influence employee to leave the ministry. The result shows that all the five staff 

(100%) contacted said that the employees are leaving the ministry due to insufficient 

salary. This is the major reason mentioned by the management staff. Employees state 

that the money they are paid does not correspond to the work they perform. Most 

important is that the salary does not sustain their daily demands taking into account that 

the increase of salary does not correspond to the rise of prices of commodities. For 

instance in the year 2011 minimal wage was Tshs 104,000 (Mugarula, 2010) which 

used to cover community fare to and from working place which average a daily fare of 

Tshs 120 daily totaling Tshs 36,000 per month (SUMATRA town bus fare for Dar es 

Salaam per trip is Tshs 3000 a month let alone food and house rent. Despite low salary, 

there is deduction of income tax of 14 percent of the total gross salary. Tax reduces the 

amount the employee receives.  
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Table 4. 1: Factors Contribute to Labour Turnover mentioned by Management Staff 

Category label                                                    Count                          Pet of Cases 

Insufficient salary                                                     5                                     100.0 

Poor working conditions                                          3                                      60.0 

Not recognized by the management                        3                                       60.0 

Few opportunity for career development                4                                        80.0 

Management conservatism on important issues  

(act of being rigid)                                                   2                                       40.0 

Total responses                                                      17                                      340.0 

Source; Filed data, 2011                   

 

The second most mentioned reason was few opportunity for career development as 3 

staff which constitute 80% of cases mentioned it. This implies that 80% of the 

management staff mentioned the reasons after insufficient salary.  

 

The other reasons mentioned were poor working condition and not recognized by the 

management as each reasons were mentioned by (60%) respondents. Poor working 

conditions demoralize the employee. In some case they are not performing to their 

capacity level and consider that they underutilized. The use of new technology is limited 

in the ministry which limits the career development.  

 

Majority of the employee left said that they are not recognized by their ordinates in 

what they are doing. This result indicates that management is not giving the employee 

sufficient recognition for the work done, or taking the credit themselves or giving it to 

the wrong person. Research findings show that about 10% of the respondents outlined 

that formal, informal and day-to-day recognition programs, when linked to the 

organizations values and goals, can create a culture of recognition that enhances 

employees‟ engagement, performance and retention.  

 

It should be noted that employees are most valuable resource. Many types of rewards 

and recognition have direct costs associated with them, such as cash bonuses and stock 

awards, and a wide variety of appreciation such as gift certificates. Other types of 
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rewards and recognition may be less tangible, but still very effective. These “non – 

monetary” rewards include formal and informal acknowledgement, assignment of more 

enjoyed job duties, opportunities for training, and an increased role in decision making.  

 

4.2.2 Other Employees 

Table 4.2.2 below presents factors which influence employees to leave the ministry and 

seek for alternative jobs.  

 

Table 4. 2:Factors Contribute to Labour Turnover mentioned by other Employee.  
Category 
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The amount of work paid in 

a month 

- 5 (16.7%) 8 (26.7%) 13 (43.3%) 4 (13.3%) 

The amount paid in as other 

allowances in a month  

- 7 (23.3%) 12 (40%) 6    (20%) 5 (16.7%) 

The physical working 

conditions  

- 8 (26.7%) 14 (46.6%) 8 (26.7%) - 

My recognition in the work 

I do 

2(6.7%) 7 (23.3%) 4 (13.3%) 11 (36.7%) 6(20%) 

The opportunity for 

advancement in this 

position 

4 (13.4%) 7 (23.3%) 7 (23.3%) 9(30%) 3(10%) 

The extent to which my 

professional  

- 14 (46.6%) 8 (26.7%) 8 (26.7%) - 

The extent of mutual 

agreements between 

management and other 

staffs 

5 (16.7%) 16 (53.3%) 6(20%) 3(10%) - 

Interpersonal relation 

between employees 

- 30 (100%) - - - 

The extent of my 

involvement in important 

organizational decision  

- 2(6.7%) 8 (26.7%) 13 (43.3%) 7 (23.3%) 

The organization support 

(e.g. death, injuries, 

transfer, etc.)  

14(46.6%) 8 (26.7%) - - 8 (26.7%) 

Average 2(6.7%) 1(36.7%) 7(23.3%) 7(23.3%) 3 (10%) 

Source: Field data, 2011 

 

Ten factors are used to measure the extent the employees are satisfied in various factors 

of which are considered to have an effect of an employee to stay or leave the ministry. 

 



57 

 

From table 4.2.2 we found that only organization support (e.g deathly, injuries, transfer 

etc.) was the one with high response 14 (46.6%) of employee who were very much 

satisfied while about 8 (26.7%) of the employees said that they were satisfied. This 

implies that the ministry is doing very well in social issues.  

 

There are three factors which majority of the respondents were satisfied with. One of 

them is the extent to which workers professional is recognized. About 14 (46.6%) said 

that they were satisfied with how other employee and their ordinates recognize their 

professional especially in solving or recommending certain issue for the benefit of the 

ministry. The other reason is the extent of mutual agreements between management and 

other staffs. In this factor about 16 (53.3%) which is more than half of all respondents 

said that they were satisfied with how concession is reached in the ministry. This shows 

that there is good relationship and cooperation among staffs as all 30(100%) 

respondents were satisfied with interpersonal relation between employees.  

 

The result shows that the respondents were not satisfied by the among of work paid per 

month because majority of them 13 (43.3%) said that they were not satisfied at all with 

salaries paid. Among them 4(13.3%) completely were not satisfied with salary while 

only 5(16.7%) were satisfied. None of the respondents were very much satisfied as 

8(26.7%) were neutral.  

 

The other factor which seems not to satisfy the respondent were recognition in the work 

they do. Majority of respondents 11(36.7%) said that they were discouraged with how 

the ministry recognize the work they do. This is the highest response for this factor 

compared to other choices of answer. The good thing in this factor is that there were 

few respondents 2(6.7%) who were very much satisfied.  

 

The opportunity for advancement was the other factor which had high satisfaction 

response 9(30%) of respondents. Like the previous factor, this factor also had several 

employees 4(13.4%) who we very much satisfied with their career developed. The study 

found that there employees are the ones who had a chance to go for further training and 
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studies. The very much satisfaction is still low which suggests that this might be one of 

the factors which makes employee to leave the organization.  

 

The study shows that majority of respondents 13(43.3%) were also not satisfied by the 

extent they were involved in important organization decision. This response implies that 

perhaps there is no well organized way of consulting staffs in decision making. It was 

only 2(6.7%) who were satisfied with decision making in the ministry. This suggests 

that few employees are contacted while making decision. 

 

The opportunity for advancement was the other factor which had high satisfaction 

response 9(30%) of respondents. Like the previous factor, this factor also had several 

employees 4(13.4%) who were very much satisfied with their career developed. This 

study found that these employees are the ones who had a chance to go for further 

training and studies. The very much satisfaction is still low which suggests that this 

might e one of the factors which makes employee to leave the organization.  

 

The study shows that majority of respondents 13(43.3%) were also not satisfied by the 

extent they were involved in important organization decision. This response implies that 

perhaps there is not well organized way of consulting staffs in decision making. It was 

only 2(6.7%) who were satisfied with decision making in the ministry. This suggests 

that few employees are involved in making decision.  

 

In general, the study shows that working situation at the ministry is low as only 

11(36.7%) of the respondents were satisfied with it. It was only 2(6.7%) of the 

respondents that were very much satisfied. But this was caused by high response in the 

factor of organization support (e.g. death, injuries, transfer, etc.). Actually, the major 

reasons which seems most to contribute to the employee to leave the ministry are: 

insufficient salaries, recognition from the management and limited opportunity for 

career development.  
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4.2.3 Measured used to Enhance Employee Retention  

In order to retain the employees in the ministry, there must be some strategies adopted 

of which this study was interested to find. Through the office of the human resources 

the study found that the ministry had taken some measure to reduce labour turnover. 

One of the strategies is recruitment of noticeable number of employee‟s especially 

junior and middle officers along the lines of competence and meritocracies. The other 

strategy is that the ministry has initiated several employee motivational strategies such 

as training for career development. Already 20 employees were trained for post 

graduate diploma in labour laws and 6 employees were trained in accountancy courses 

in 2006.  

 

In order to deal with low salaries and employee recognition, some strategies have been 

established. One of them is overtime payment made as extra duty allowance was 

increased by more than 50% in 2008 / 2009. Also the establishment of annual 

promotion programme by public service department and honorarium payment for 

excellent work performance.  

 

Despite those efforts adopted by the ministry yet there are other issues which are not 

well considered. These are the issues rose which contribute the employees to leave the 

organization. The issues include insufficient salary, poor physical working condition 

and conservatism of management in issues. Although establishment of incentives make 

the employees to increase their income, but these are not reliable in the sense that they 

sometimes depends on somebody wish or dependent with a nature of the employee 

position. This implies that some employees might have not been able to enjoy these 

incentives. From this fact it can be clearly seen that monthly salary remains to be the 

fundament main source of income of which should be considered.  

 

It should also be noted that the ministry itself has no mandate of increasing salaries of 

employees but rather depends on government decision. This is the reason to why the 

ministry has no any strategy of increasing the salaries. Even thought the ministry has no 

mandate on this, the government has worked on annual salary increments. The 

government has increasing the salaries of government employees at an average rate of 
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20% (human resource reports 2006 – 2010) in the past three years for the purpose of 

motivating employees. 

 

In responding to the questions about what strategies should be adopted which will lead 

to employee retention, majority o the respondents 14(46.7%) said that there should be 

strategy of increasing salaries (see Table 4.3.). Other 6(20%) said that there is a need of 

increasing or establishment of allowances while 5(16.7%) respondents said that there 

should be proper management. About 3(10%) responded that management should 

recognize and use effectively human resources in terms of professionalism and the 

positions held. it was only 2(6.7%) employees who said that physical working 

conditions should be improved.  

 

Table 4. 3: Strategies to be adopted for Employee Retention  
Strategy Frequency Percent 

If the public services management increases salaries  14 46.7 

Increase or add some more types of allowances  6 20 

Proper management  5 16.7 

Management recognize and use effectively human resource  3 10 

Improve of working conditions  2 6.7 

Total  30 100 

    Source: Field data, 2011 

 

Investigation on Whether Employees Exit Due to Organizational Push or Merely 

Individual Exit Behaviour  

 

Figure 4.2.3 presents response of the respondents about whether employees leave the 

ministry due to organizational pressure. The result shows that 8(26.7%) of the 

respondents said yes while majority of them 22(73.3%) said no (refer figure 4.6). This 

result suggests that despite the shortcoming in the ministry still majority of the 

respondents leave the organization with the individual push.  

As discussed earlier, some of the strategies have been adopted and some have not. But it 

should be noted that now days there are so many employers both in private and public 

sector. This has increased labour mobility of which an employee has to choose where 

he/she wants to work. Majority of the employee are looking for green pastures, 

favourable geographical location, types of work and also type of employees. These 
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factors suggests that despite the strategies adopted and the ones to be adopted will not at 

all eradicate the problem of employee attrition but only to reduce. 

 

      Figure 4. 6: Do Employee Leave the MLE due to Organizational Pressure  
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Source: Field data, 2011  
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CHAPTER FIVE 

CONCLUSION AND RECOMMENDATIONS 

 

5.0 Introduction 

Based on the findings presented and discussed in chapter four, this chapter concludes 

and outlines some recommendations. At the end of the chapter, areas for further 

research are suggested.  

 

5.1 Summary of the Study  

The causes of employee turnover had been studied from many different perspectives. 

The human resource planner may look at employee turnover rate by occupational 

category and the length of service (Johnson, 1982; Walker 1995). 

 

In the finding we are able to consider that labour turnover is caused by several factors, 

in my study insufficient salary was seems to be major cause of labour turnover most of 

the workers are changing job due to salary because salary are not sufficient to meet 

expectations of worker due to highly life expenses,  fastness of development and the 

price of goods and services in the country.  

 

The employers in Public Sector must find alternative means of creating income to 

workers such as loan from bank for small business which will offer alternative income, 

moreover few workers more job and higher sufficient salary. 

 

Carrier development was also consider to be another factor for labour turnover people 

what to have job satisfaction where people do the work with proper education, 

knowledge and skills, this research I have conclude without any reservation most of 

worker are departing because of doing the job without proper knowledge  and skills of 

job. Taken to account that most of activities are facing technological change such as E- 

commerce, E- tax, Electronically Machinery. Therefore the Tanzania Government has 

suppose to increase budget on job training and carrier development, study tour, and 

most specifically in MLE 
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Moreover workers should  be train to do entrepreneurship to be supported by Sacco‟s 

which are to be formed in Public Sector in Tanzania and more specific in the MLE 

However poor working condition seems to be another factor for labour turnover many 

respondents agree on that, the evidence shows that many people complain about 

insufficient working equipment. So in order to resolve this rules and laws should change 

and being monitored time to time in order to make implementation perfect for 

improvement of this working equipment.   

 

5.2 Practices Adopted to Enhance Employee Retention  

The study found that the ministry had taken some measure to reduce labour turnover.  

The practices are as follows:-  

 Recruitment of noticeable number of employee‟s especially junior and 

middle officers along the lines of competence nod meritocracies.  

 Initiated several employee motivational strategies such as training for 

career development.  

 Increase of overtime payment made as extra duty allowance.  

 Establishment of annual promotion programmed by public service 

department and honorarium payment for excellent work performance.  

 

Zigon (1998) explained that a primary goal of rewards and recognition is to increases 

the frequency of an employee action of which increase performance. Another important 

goal is to increased employee retention. (Jimenez 1999) identified that consistent 

employee recognition as a key factor in retaining top-performing workers.    

 

5.3 To investigate whether employees exit due to organizational push or merel 

Individual exit behaviour 

In determining the reasons which contribute employees to leave the ministry, both 

management staff and other employee‟s views were considered. The four factors which 

cause high turnover as mentioned by the management staff were: insufficient salary 

(100%), few opportunity or career development (80%), poor working conditions (60%) 

and poor recognition from management (60%). For the case of other employees, major 

four factors mentioned includes; amount work paid per month (43.3%), extent of 
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involvement in important organizational decision (42.3%), work recognition (36.7%) 

and opportunity for advancement (30%). 

 

In general, the major reasons which seem most of contribute to the employee to leave 

the ministry are: insufficient salaries, recognition from the management and limited 

opportunity for career development.  

 

5.4 Conclusion  

The main objective of this study was to investigate the reasons for high labour turnover 

in the Ministry of Labour and Employment. The following were the major findings of 

the study: 

 

5.5 Recommendations  

The following recommendations are put forward as an attempt to improve employee 

retention at the ministry of labour and employment  

 

The system should also design some incentive mechanism to motivate workers.  

The government should continue to review year to year salaries of the employees in a 

more updated manner compared to existing living and labour market conditions in order 

to compete in the labour market.  

 

Employee survey should be conducted frequently by the ministry in order to explore 

employee opinions and attitude which help in evaluating their job satisfaction. Any 

shortcomings should be handled accordingly in order to motivate employee to 

continuing working with the ministry.  

 

An employee retention policy and programs should be established and made available in 

order to increase transparency. It is good to rank employees in three categories: best 

performers, middle performers, and lowest performers. The objective is to retain top 

performers; develop and retain middle performers, turning them into near-top or top 

performers if possible; and potentially replace the lowest performers. This ranking 

increase organization performance as employee tends to work hard.  
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In order to overcome carrier development complaint, the ministry should ensure that 

selection and promotion procedures match the capacities of individuals to the demands 

of the work they do. 

 

There is a need of managers, supervisors and team leaders to attend training and 

seminars from time to time to increase their capability of dealing will employees 

especially customer care and decision making.  

 

5.6 Future Research Areas. 

This study has concentrated on reasons contribute for high turnover in the ministry of 

Labour and Employment. Basing on the findings obtained the study recommends the 

following:- 

 Conducting studies in other ministries and other various government 

institutions so as to have good comparative base.  

 

 Using inferential analysis in reaching conclusion in order to have 

statistical evidence on the reasons contributing to high turnover rate.  
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APPENDICES 

 

APPENDIX I : Questionnaires 

Dear respondent, thank you very much for participating in this study which aims at 

investing determinant influencing. Employee turnover in the Ministry of Labour and 

Employment. All the information provided will be confidential and only used provided 

will be confidential and only used for the purpose of the study. 

 

Section 1 

Generally information and background, please give information in blank space 

provided. 

1. Sex Male   (      )    Female  (        ) 

 

2. Age 

(a) 18 - 25  ( ) 

(b) 25 -40      ( ) 

(c) 40 -60     ( ) 

 

3. Marital status:       Single (        )   Married  (        ) 

4. Your position / Title…………………………………………………….. 

5. Department ……………………………………………………………… 

6. Education level (put a tick) 

(a) Certificate     (         ) 

(b) Diploma      (          ) 

(c) First degree    (           ) 

(d) PGD     (  ) 

(e) Masters     (  ) 

7. How long have you worked with your current employer (tick where appropriate) 

(a) 1 – 5 years  ( ) 

(b) 6 – 10 years ( ) 

(c) 11 – 15                   (          ) 

(d) 16 and above ( ) 
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Section II 

Causes of employees to quit their organization round the grade show factor which are 

likely to influence employee quite the organization. 

 

1 = strongly disagreed2 = Disagree     3 = Neutral         4=Agreed   5= Strong 

agreed 

 

Equal treatment between workers (fairness and 

consistency 

Adequate compensation package 

Demonstration of competence 

Career expectation and opportunities to develop skills 

Trust in management to keep their promises 

Safe working environment 

Reasonable degree of social interaction at work 

Degree of autonomy 

Real opportunities for promotion 

Involvement and influence 

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

 

Section III 

Retention strategies applied by the organization (Round where appropriate) strategies 

used by your organization. 

 

1 = strongly disagreed     2 = Disagree     3 = Neutral   4=Agreed   5= Strong 

agreed 

Higher pay 

Training and Development 

Safe working environment 

Equal treatment 

Company policies 

Recognition 

Supervision – Human Relation 

Team work 

Social Interaction at work 

 

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 

1 2 3 4 5 
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Section IV 

Employees‟ altitudes on staying or leaving the organization. 

(a) If there is alternative employer, who require the same skills would like to leave 

the department (Put a tick) 

(i) YES ( )  (ii) NO ( ) 

   

(b) IF YEA/NO what do you think could be the reason for you leave or remain 

(i) ……………………………………………………………………….. 

(ii) ………………………………………………………………………. 

(iii) ……………………………………………………………………… 


