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ABSTRACT 

The study aimed at finding the factors that influenced the worker to leave job voluntarily 

in private organization particularly textile industries in Tanzania using NIDA textile 

industry as a case study. Specifically the study aimed to investigate the causes of 

voluntary labour turn over in NIDA textile industry. The case study research design was 

used in the research. Data collection was done using interview, questionnaire, focus 

group discussion and documentary analysis. Finally data were analyzed basing on 

objectives of the study. The collected data were analyzed both qualitatively and 

quantitatively. Descriptive statistics such as mean and standard deviation were used to 

summarize the information obtained from the respondents.  

During this research, it was observed that the rate of voluntary turnover recently is 

fluctuating on nonprofessional employers. The study revealed that the poor participation 

of workers in decision making, low level of education, great expectation, job security, 

and low salaries seems to have great impact of the employee’s resignation in textile 

industry. Again poor or lack of facilities or equipments, bad management style, non 

conducive working environment, conflicts with top management, unable to meet the 

workers demand by the organization are among the causes of voluntary labour turnover. 

A study provides suggestion to the company that, it establishes very effective human 

resources strategies. Employment should base on qualified workers at least those coming 

from the Vocational Training Center like VETA. Additionally motivational schemes 

should be there, increase of salary remuneration, improvement of working condition, 

involving workers to participate in management on matters that pertaining them and 

good reward system plus retention strategies should also be applied. Good management 

style, improving working environment, provision of training and development to 

workers in the industry are among the suggestions. 

Furthermore Policy makers are advised to review and improve the labour relation law by 

insisting mandatory support for vocational training for workers in all industries in 

Tanzania particularly those which have technical duties on their machines. In the case of 

Health Policy, using Occupational Health and Safety Authority the Government 
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(particularly policy makers) should amend health policy on the area of compensation 

mechanisms which stipulated rules and regulations should be bounded. All workers are 

supposed to understand the compensation mechanisms and the way of demanding them. 

Government should set standard in which compensation would be seen as obligatory. 
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CHAPTER ONE 

PROBLEM SETTING 

1.1 Introduction 

This chapter covers background of the study, statement of the research problem, 

objectives of the study which include main objective and specific objectives of the study 

and research questions. Other areas covered are significance of the study, limitation of 

the study, delimitation of the study and Definitions of key terms. 

1.2 Background of the Study 

Recently it is known to the whole world that human resources are valuable asset to many 

Organizations. It is therefore logical to assume that the flow of this valuable asset 

employee turnover plays a crucial role in firm performance (Nawaz, Rahman and Siraj, 

2009). In fact, both firms and employees are burdened with turnover problems in both 

good and adverse economic climates.  

Labor turnover is very significant in all organizations particularly to industrial 

organization (like NIDA textile industry in which a research was done), to individuals 

and to management. From the organizational perspective, labor turnover represents a 

significant direct cost in terms of recruiting, poor production practices and reduced 

standards as well as high replacement and training costs (Hiemstra, 1990). Labour turn 

over affects performance of employee, therefore it should be carefully managed so that 

the rate is reduced and its impact will be under control. Fair (1992) mentioned, a lot of 

costs are associated with labor turnover these are separation costs (in which he explained 

about exit interviews and severance pay), recruitment costs (advertising position so as 

people to apply), selection costs (interview and reference checking), hiring costs 

(induction and initial training), relocation expenses, costs associated with both the 

unfilled vacancy and the learning curve associated with the new employee. However, 

there are indirect costs which are reduction of employee motivation, absence from work 

caused by workers, tardiness leading to customer dissatisfaction and ultimately customer 
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defection (Fair, 1992). By knowing all the cost associated with the employers leaving 

the job voluntarily the industries must make sure that they manage their turn over. 

Recently companies are very much attentive on attracting and retaining their employees. 

In order to maintain employees with desired skill an organizations focused much on how 

to retain them and more attention is paid on how to reduce voluntary employee turnover 

level, which is a big challenge for many firms particularly textile industries. A lot of 

organization designed some plans so as to control employee turnover these are like 

better compensation plans with some incentives which are beneficial to workers, 

creation of conducive working environment, creation of new opportunities and bringing 

training that will up to date their skills and knowledge. A lot of efforts have been made 

to ensure the stability of workers but still voluntary turnover occurred.  

According to Pfeiffer (2005) voluntary employees have been studies by a lot of 

researchers in the world. The only reasons for all these researches done were because of 

the cost in which various organizations has been faced. People have been invested with 

money, materials, knowledge by these organizations.  This was done by the use of 

induction and training, developing, maintaining and retaining so that they cannot leave. 

All this made an organization to provide some strategies at any cost so as to make sure 

that there are no any future turnovers. Though the concept of labor turnover has been 

researched by a lot of scholars, there is no standard frame work that could explain the 

real cause of voluntary labor turnover (Kevin et al. 2004). 

There are three levels of management within an organization. These are top management 

(managerial position that deals with strategic planning and control), middle level 

management and lower or operational level where there are a lot of workers. Voluntary 

Employment Turnover (VET) exists almost in all three levels but employees are more 

often left job at lower level. Within this research which will be conducted in NIDA 

textile workers, VET at lower lever has been given special attention.  
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There are several reason which explain why labor leave Organization. Taplin et al 

(2003) was able to conduct a study on labor turn over in the British cloth industries and 

he discovered that a lot of workers were moving out of such textiles industries because 

of low level of wages given by their industries as compared with those of their 

neighboring manufacturing companies. In 1995, Hom and Griffeth conducted a study 

concerning the same topic of voluntary labor turnover and these came out with various 

reasons which were comparison alternatives of workers, job satisfactions as some were 

not satisfied with their present work, intention of workers to quit without notice and 

organizational commitment (Griffeth et al, 2000).  

Boxall et al (2003) also made a research concerning voluntary labor turn over and he 

came out with the greater factor which is interesting work elsewhere. In the side of 

Elangovan (2001) his research discovered that the most significance cause of labor 

turnover is the stress which floor to the workers minds. If workers would have higher 

stress the satisfaction of the same worker will automatically be lower and the lower the 

satisfaction created lower commitments. Again lower commitment leads to greater 

intentions to quit. Campion (1991) suggests that the most important reason for voluntary 

turnover is absence of the higher wages/career opportunity. Martin (2003) on his side on 

the same topic of voluntary labor turnover discovered that if an organization would 

establish the higher relative pay, the intension of moving out will be minimal. Therefore, 

it is important to have full understanding of concept of turnover, especially the causes 

which are organizational, individual or external causes which determines employee 

voluntary turnover in an organization particularly Tanzania textile industries.  

Labor or employee turnover are of two types which are voluntary (VLT) and involuntary 

(IVLT). Voluntary employee means it is the decision of employee him or herself to 

move out of an organization. This is generated by reason suit to the employee 

themselves. On the other side involuntary employee turnover means the firm decide to 

chase his worker or other reason which came naturally like death, disability etc.   
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A researcher focused on the voluntary employee turnover because of its negative 

impacts on organizational productivity, achievements and growth. A researcher focused 

on the employer factors, employee factors and external factors that are neither caused by 

employer or employee which are contributing in voluntary labor turnover. 

Recently there are ongoing debate on the voluntary labor turnover in Tanzania especially 

in Private and Government Organisation. On his study Mwaipaja 2014, (dissertation 

submitted in Mzumbe University on factors for labor turnover in Tanzania Security 

Forces) realised that there are some workers leave Police Security Forces and joined 

Immigration services. Again others left one textile industry and join the other textile 

mill. Nida Administrative Officer clearly shows in focus group discussion that, workers 

were migrating from Nida Textile Mills to Urafiki textile in which they receive the same 

salary. Researchers have an interest of observing this unusual mobility since police and 

immigration departments, and Nida with Urafiki Textiles have the same value. All these 

show researcher that, there are the problems which needed to be identified so that 

concrete solution would be reached. 

Experiences show that in Indian controlled companies, the voluntary labor turnover is 

burning issue of the day.  Hayes (2006) once said Indian controlled companies are 

leading in discriminating and segregating workers, the behaviour which created workers 

mobility. A to Z textile mills workers were reported to have their fingers cut off due to 

poor and outdated machines in industry. The most affected workers in A o Z are the one 

who were in Stalling section (www.mhagale blog, 2014). Furthermore in the year 2015 

about 1, 200 workers of Tanzania China-Friendships Co. Ltd (Urafiki) started boycotting 

demanding their extra payment after winning a case against their employer in 2008 who 

failed to pay according to the salary setup scale announced by the Government in 2007. 

According to the regulation they were entitled to be paid 210, 000/=, instead of Tsh 

100,000. The lowest salary scale in Private sector was announced by the Government to 

be Tsh150, 000/= per month. Urafiki paid 60,000/= per months during that particular 

time. In additional to that the Commission for Mediations and Arbitration (CMA) were 

requested by the Urafiki Administration to review the salary structure based on the profit 
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and loss of the company as they were unable to pay according to the workers demand. 

(http://www.sondacomblog.com/2015/11/urafiki-dar.html) 

 

In this area where research was done a lot of respondents shows that there are some 

problems within the industry which facilitated workers to depart unnoticed. One 

respondent worked as rescue person in work hazard and dispensary said, 

‘a lot of workers experienced foot and legs pain due to long standing and 
suffocated in knee, shoulder and neck pains due to long standing’ 

Another respondent said, 

‘I, requested my Bursar to be given extra money like my counterparts since I 
worked in hazards section, but the answer was very discouraged since I was 
ordered to terminate my contract if I’m not satisfied’. 

Again other respondent blamed the administration for not informing workers working in 

chemical section as he voiced out that, 

‘The use of chromium destroyed my nails’. 

All these show how organisation particularly the textiles Industries facilitate the problem 

of voluntary turnover. 

1.3 Statement of the research problem 

Industries today observed the important contribution that their employees play in 

delivering the services to the customers. These industries tries at their level best to make 

sure that all the cost bore to turnover are concurred (White, 1995). Whether it is high 

labor turn over or low labor turn over, all have been observed to be burden to the 

development of the modern companies (Glebbeek and Bax, 2004). If workers within 

organization found that they are tightly controlled, forced and restricted, they would 

therefore develop a situation of having high levels of job stress (Lashley, 2000). This 

will lead them to quit.  In his conclusive remarks Taplin et al (2003) when studying 

labor turnover in British clothing industry suggested various initiatives to reduce 

turnover.  
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These are measures like improving some packages in remuneration, improving 

procedure during hiring and screening of new workers and bringing training programme 

without discriminating workers.  Davies et al, (2001) in his study concluded that only 

training and development to workers would reduce turnover of employees. 

Other researcher who has described the cause of voluntary labour turnover focused on 

employee causes like absence of organisational commitment and dissatisfaction from job 

(Firth et al, 2004). Also there was an issue of unrealistic expectation in which workers ought 

to obtain from their organization so as to fulfil their objectives (Sigma, 2006). Out of 

organization, several factors explained about the voluntary labour turnover. Nankervis et al 

(1996) called these external factors which exist outside the organization environment and 

they cannot be controlled. For him economic, social political environment created a lot of 

impact within developing country since the human resource development became affected. 

Changes brought by development of economy have an impact on the industries.  Under 

economic reasons for instance, if there is a better pay work elsewhere people are likely to 

quite in search of green pasture.  If economy of a particular country becomes strong, 

obviously jobs will be plenty and more opportunities will be available for employee to 

change the employer (Torrington et al, 2005). Within an organisation environment there are 

also some factors which explain about labour turnover.  Good example is high level of 

inefficiency of an organisation and unpredictable environment brought by the same 

organisation (Zuber, 2001 and Alexander 1994). Poor communication system between 

workers and employer within a particular institution, absence of openness in sharing 

information, poor personal policies, poor supervisory practice done by administrators, poor 

recruitment policies, poor and grievance procedures of motivation brought by an organisation 

are among factors explained in literature (Lambert, 2001). Again there are other causes like 

tightly controlled job and monotonous routine (Lashley, 2000), lack of respect and high level 

of employee discrimination especially in Indian controlled companies (Hayes, 2006). All 

these studies have been helpful for the recent employers to overcome the problem of 

voluntary labour turnover. 
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In Tanzania textile sector voluntary labour turnover   as a problem exists mostly in the 

grassroots level where there is a lot of tasks performed by workers though middle level 

employees are also frequently leaving the job. From the study done by clement (2007), 

several factors have been dropped out on the causes of voluntary labour turnover. These 

causes include lack of job security, low salary, looking for green pasture, job 

satisfaction, lack of recognition, lack of training , unfair promotion, poor supervision 

and poor methods of conflict resolutions.  NIDA textile created a lot of initiatives so as 

to retain their workers. These are welfare and community development initiatives which 

include provision of onsite accommodation for employee, provision of meals, 

construction of prayer areas and installation of clean drinking water units, training on 

health programs, rewarding with cash prizes good performer for their contribution, 

hiring employees on the basis of job knowledge and merit empowering women by 

accommodating them in various position.  

On the other side Tanzania Government provides rules and regulation on payment 

procedure for private industrial organization and submission important rights like right 

to exercise freedom of association, right to remuneration for the work done and these 

provide benchmark for private organization  to follow them (Labour  Act, No. 6, 2004). 

Again there are occupational health and safety policy (OSHA) which is applied to 

various industries to protect workers health.  

The studies, initiatives, rules and regulation provided above have not yet been solved the 

problem of Labour turnover   in Nida Textile Mill. The above statements made a 

researcher to investigate the factors leading to voluntary labour turnover   as the 

company for the past five years has lost more than 65 employees who voluntarily left the 

office as explained by administrative officer. 
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1.4 Objectives of the study 

1.4.1 General objective 

The main purpose of the study was to investigate the factors leading to voluntary labour 

turnover   at NIDA textile industry Dar es Salaam. 

1.4.2 Specific objectives of the study 

i. To investigate if working environment/organizational factors act as causes of 

voluntary labour turnover   in NIDA textile industry. 

ii.  To identify if the employee related factors cause workers to terminate 

employment contract in NIDA textile industry 

iii.  To examine how the external factors may lead NIDA textile workers to undergo 

voluntary labour turnover    

1.5 Research questions 

i. What are the working environment/organizational or employer causes of 

voluntary labour turnover in NIDA textile industry? 

ii.  What employee related factors cause workers to terminate employment contract 

in NIDA textile industry? 

iii.  What are the external factors may lead NIDA textile workers to undergo 

voluntary labour  turnover 

1.5.1 Focus of the Study 

The study sought to investigate the causes of voluntary employee turnover (in private 

organization particularly in textile industries) in an attempt to identify dissatisfying 

factors that cause skilled labour turnover in NIDA Textile Industry. The findings of such 

an investigation has been very useful in refining personnel practices and hopefully 

decreasing the incidence of job related employee turnover in the organization. 
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1.6 Significance of the Study 

This Study came out with a lot of Significance. Firstly the Study helped to add new 

knowledge to the concept of voluntary labour  turn over hence it  have great value to 

whole administration, staff and other servants especially those working in textile 

industries. The recommendation can further be used by the Government especially those 

who are responsible for formulation of different policies like Tanzania Employment 

Service Agency (TaESA) for reviewing their policy especially on the issue of 

compensation. Secondly the findings of the research are the cornerstone for other 

organization particularly textiles in providing better incentive packages and improving 

working conditions so as to overcome the problem of voluntary labour  turnover.  

Thirdly the findings are now used by other researchers who have interest in finding out 

the cause of voluntary labour turnover in any organisation particularly textile industries 

since a researcher allow a report to be reproduced only for an extracts in fair dealings 

especially for research and critical scholarly review with the written permission of 

Mzumbe University. Furthermore the study serves as a necessary requirement for the 

award of degree of master of public Administration from Mzumbe University. 

 

1.7 Limitation of the Study 

The goal of the study was to come up with reasons or purposes of voluntary labour 

turnover   being employer factors, employee factors or external factors which are 

contributing in voluntary labour turnover   but the researcher faced some limitations. 

Various reasons have been traced here including:- 

i. The goals might have not been attained more efficiently as required by the 

researcher as at first time he got ambiguous replies from respondents due to 

ignorance on the subject. 

ii.  Financial constrains and time limitation due to unexpected collection of data 

from different respondents who delayed to cooperate with   researchers, and 

some of respondents who voluntary left the job having stayed further places. 
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In order to overcome the above problem a researcher addresses the following: 

i. Researcher explained the objectives, questions and research questions clearly for 

easy data collection and analysis. 

ii.  A researcher wrote in a simple and clear language so that it enhanced the 

understanding of the information contained in the proposal thence convinced 

respondent to provide data voluntarily. 

iii.  Time and financial state was addressed to NIDA institution in which the research 

was done. Most of those who left job voluntarily leaved in nearby areas like 

Mabibo, External and Tabata Relini streets. Others are working in Urafiki textile, 

Tooku Garments Company, Karibu textile and other continue with different 

business out of tailoring. These were contacted in special day especially on 

Saturday where many of them were off duty. 

1.8     Delimitation of the Study 

The study focused on understanding the reasons for voluntary labour turn over in an 

Organization particularly in NIDA Textile Mills (T) Ltd.  The main reason for choosing 

it was because of high labour turn over in textile industries in Dar es Salaam compared 

to other textile industries (NIDA Administrative Report 2015). From 2011 to 2015 a 

company lost more than 65 employees who voluntarily left the office as explained by 

administrative officer during the focus group discussion. 

Table 1.1 Workers who left job   Year   between 2011 and 2015        

Years Workers who left job Percent 
2011 18 27.6 
2012 11 16.9 
2013 15 23.0 
2014 09 13.8 
2015 12 18.4 
Total 65 100 
Source: Research Data (2016) 
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1.9   Definitions of key terms 

i. Turnover as a concept: 

Turnover means voluntary stopping being a member of a particular organization done by 

employer herself or himself (Mondy, 2010 & Morrell, et al). It can also be can be 

defined as voluntary termination of employees organization, associated with moving in 

and out of an organization (NSDC, 2010). 

ii. Labor turn over 

Is the rate at which an employer gain and loose his or her employees. Many scholars 

describe labor turnover   as the wastage of the labor or the number of employee leaving 

an organization (Relay, 2012). Labor turnover   is the ratio in terms of number of 

workers who leave an organization via various reasons like resignation or dismissal 

within a particular period to the number of workers in the payroll by the same period 

(Stroth 2010). Staff turnover can also be described as the rate at which an industry gains 

and losses workers (Stroth, 2010). 

iii. Voluntary Turnover 

Different literature provides the meaning of the voluntary turnover. When an individual 

leave an organization without notice, it's called voluntary termination (Noe et al, 2006). 

Egan, (2004) stated that voluntary turnover, or a quitting unwillingly is a reflection of a 

worker to move out of an organization by force and involuntary turnover is a reflection 

of the same worker to move out without being forced by his or her administrators. 

iv. Desirable and Undesirable Turnover 

These are terms which are always used on labor turnover.  A lot of workers have 

different skills and knowledge in performing their duties. It happened at some times that 

other workers performance are disintegrated apart as a result they are replaced by others. 

This is what known as desirable turnover while on the side of the undesirable turnover is 

the situation at which an organisation have very potential workers and they use any 
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means to maintain them but fortunately they depart despite of paying them a lot of 

money (Mayhew, 1985). 

v. Involuntary labor turns over:  

Employer is removed by a particular organization because of unusual behavior like 

being absent in the place of work, he is having poor performance, he undergoes striking, 

and boycotting, he is very violent in the place of work and he is not tolerant. This is 

notified as involuntary turnover. It is called involuntary labourturnover since it is a 

decision of organisation to fire it worker and not a decision of employee (Mayhew, 

1985). 

1.9.1 Organization of the report 

The thesis is organized into five chapters, chapter one provides an overview, background 

of the study, statement of the study, objective of the study, research questions, focus of 

the study, significance of the study, limitation of the study plus delimitation of the study 

and definition of key terms. Chapter two provides a survey of literature which is related 

to the study. Chapter three involve research methodology which covers areas studied, 

research design, techniques applied, sample size, data collection methods and 

instruments used and data analysis techniques. Chapter four is on data presentation, 

analysis and chapter five is on discussion while the last chapter six in on conclusion and 

recommendation. The thesis is supported by varieties of references used in the study. 
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CHAPTER TWO 

LITERATURE REVIEW 

2.1 Introduction 

This chapter covers works from other literatures. Different literature reveals that 

voluntary labour turnover is a serious problem within many organization being private 

or governments. Voluntary employee turnover is expensive as a lot of process involved 

like advertising; interviewing, selection, orientation and training require a lot of financial 

resources. The study of voluntary labour turnover become very important since it 

enables to understand its main causes. Various reasons have been brought forward on 

the causes of voluntary turnover ranging from organizational or internal environment 

causes, external causes which are out of an organization and individual ambition causes 

which are generally personal influenced causes. These facilitated the management of 

turnover as the cause might have organizational benefit once, it targeted at retention of 

valued employees or where ineffective employees can be replaced with more effective 

employees. In order to make meaningful conclusion of the causes of voluntary turnover 

in Tanzania textile industries, it is important for the researcher to have a closer look of 

various literatures associated with a study. The chapter, therefore, reviewed various 

reasons for voluntary labour turnover that have been put forward by various authors with 

regards to factors leading to voluntary labour turnover.  

2.2 Theoretical Review 

2.2.1 Employee turnover as a Concept 

Staff turnover may be perceived as the rate at which an organization gains and losses 

employees (Stroth, 2010). Gupta (2006) define turn over as the rate of change in the 

workplace of an enterprise during a given period of time. Turnover has been explained 

by scholars as voluntary cessation of membership of an organization by an employee of 

that organization (Morrell et al, 2001 & Mondy, 2010). Turnover can be voluntary and 

involuntary.  
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Voluntary turnover occurs when workers decide to leave organization. They are leaving 

an organization at their own discretion and always this is initiated by the choice of the 

employee. Involuntary turnover includes retirement, occurrence of death, dismissal from 

job and other reasons which are also initiated by the employer such as resigning (Bratton 

at al, 2003). Involuntary turnover always occurs for reasons which are independent of 

the affected employee like need to cut costs, company to restructure or downsizing.  

Some scholars said voluntary turnover can be avoided, can be prevented by the 

administrators using good designed strategies (Gerhart, 1990). Turn Over is a problem 

since it increases recruiting, selection and training costs and work disruptions (Robbins 

and Counter, 2007). If the turnover will be very excessive the companies might lose its 

capacities, would have higher costs and therefore very ambiguous decision might be 

made by an employer and employees (Lytell & Drasgow, 2009). 

Different academic disciplines have done research on labourturnover. Some scholars 

explaining the causes of voluntary job turnover associating them with hours of work 

meaning that some jobs are performed at night shifts and extended nights without 

respecting time table scheduled by the administration, while other performed only 

during the day hours thus make the employee not to be satisfied hence left the job 

(Mathis & Jackson, 2003). Tappen (2001), on his side reports employee may prefer to 

work with each other base on gander, level of education and race. This sometimes led to 

discrimination if some differences will be discovered. If inequality will rise some 

workers will voluntary left the job. Again Clement (2001), expressed that low salaries, a 

lack of support from the administration and lack of influence over decision-making may 

lead to labor turnover. Though turnover have been considered to be very crucial to 

human resource management and production, very little quantitative research have been 

done on the causes as workers in many private organizations particularly Textile 

Industries in Tanzania where a lot of workers left job voluntarily. 
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2.2.2 Causes of employees leaving jobs voluntarily 

Many scholars provide various reasons for turnover whether voluntary or non voluntary. 

On his side Karakowasky (2001), categorizes into four reasons on those causes as work 

related factors who named them as push factor, external environment factor notified as 

pull factor, individual characteristics and last category is job performance factors. Kelvin 

et al (2004) and Boxall et al (2003) agreed that on the view of ‘motivation’ that leads to 

turnover for job change is multidimensional that no one factor will explain it. A 

researcher creates observable causes as they have been described in literature which 

relate to those of Karakowasky. These has been divided into three areas, first is the 

organizational factors which includes working or organizational environment, 

compensation, wage or salary, inequity, supervision or leadership, promotion and 

organizational culture. Second are the employee’s factors which have peer-group 

relations, unrealistic expectation, demographics and employee personal characteristics 

factors. The last is the external factors which cannot be controlled. These are political, 

social and economic environment that have a significant impact on the policies, 

practices, strategies and plans of human resource management. Here a researcher will 

deal much on economy as a factor. If a country exhibit better economy, it will create 

alternative jobs and thence mobility of laborers is predictable. 

2.3 Employer or Push factors 

Organizations or institutions play a vital role in retaining its workers. If the Organization 

has poor communication, it does not retain its workers by fulfilling their goals, it does 

not have good employment practices, it does not have good organizational culture or 

rewarding workers, the possibility of leaving is great. Under this organisational there are 

the following factors. 
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2.3.1 Working environment  

Many literatures reveal that the working environment has a great influence on job 

voluntary turnover. Among the area where workers play much attention on the decision 

to continue working or to quit is the work environment (Kuria, 2012). Workers decision 

to migrate in textile industries are often related to a poor working environment. Workers 

require adequate job facilities and good conditions to do their jobs properly so that they 

cannot have the idea of leaving. It is should therefore be noted that improving working 

and living conditions appear to be very significant. Working conditions for workers in 

textile industries include availability of improved clean water, good food, good 

sanitation and good ventilation, communications and transportation, availability of 

health facilities, protecting gears in chemicals department’s areas and cooperation from 

top officials.  

Working environment also require good compensation in terms of pay, fair treatment of 

workers associated with good supervision from line managers. Availability of Rules, 

laws, regulation and policies related to work and which are clearly explained and 

notified to workers. Costly et al, (1987) pointed out that if an organization experienced 

high rate of turn over it means that there is poor recruitment policies, unknown labor 

rules, poor supervisory practice, poor grievances procedures as well as lack of 

motivation. Voluntary turnover have always been caused by poor relation of workers 

with managers and their supervisors. These seem to be the cause of chaos in textiles 

industries. The most effective means of reducing staff turnover in an organisation is to 

improve the performance of line managers (Torrington, 2005). 

Working environment may affect the turnover. Employees always make decision of 

staying within organization just because of clean and healthy climate. The match 

between environment of a certain organization and their employee values always shows 

the trustworthiness with the institution. Chatman (1991) and O’Reilly, Chatman, and 

Caldwell (1991) on their research came out with the results that new bursars whose 

personal values aligned with those values of the company reveal top fondness to retain. 
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If the individual culture will match with that of the organization there are possibilities of 

meeting in the area of goal congruence. If goal congruence occurs means that the 

employer is respected the same as the employee receives expectation as all his or her 

basic needs are obtained. Possibility of moving out became lower. The company should 

therefore develop a culture which would equip the workers cultures. It should be notified 

that culture of a company may settle significantly weighing cumulative turnover rates 

(Alexander, 1988).  

Communication within a company is very important as it bring conductive and 

predictable working environment that made workers to stay (Zuber, 2001). 

Transparency, openness, sharing of information and empowering employee also create 

the environment of longer stay in an Organization (Margaret, 1996).  

2.4. Empirical Literature Review 

2.4.1 Compensation, wage and salary 

Within an organizational factor there is also compensation and wage or salary as a factor 

causing voluntary labor turnover. According to the ILO (2001), Labor turnover is very 

much associated with availability of low wages given to workers, poor work 

organization, career prospects and the accumulation of firm-specific human capital.  

Taplin et al (2003) on his study mentioned wages as the good determinant of voluntary 

labor turn over. He said all contradiction between employer and employees has one 

major source which is low wage.  Ndembo (2006) and other scholars in their study 

conducted revealed that although money is not strong motivation force for employee to 

depend so as to reach the point where his needs are comfortably met, the standard of 

living which is influenced by available finance makes it an essential factor to the 

decision of staying or leaving the job. Thus low payment brings lack of commitment, 

which later creates underproduction, ineffectiveness, inefficiency, and absenteeism.  

The most important factor for retaining employee in any firm is the compensation. 

Studies done by Gomez-Meija and Balkin (1992) Milkovich and Newman (1993) 

showed that, unsatisfied salary and pay may motivate employee turnover in any 
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institution. If there are no differences on compensation a package which does not follow 

work policies or an organization has outdated policies, this would definitely facilitated 

an impact on retaining employee hence creating situation of workers departing from the 

organization (Heneman, 1985).  Attractiveness in form of environment, salary 

compensation may influence workers to move to the most attractive job since other jobs 

are intrinsically better in incentive provision than others (Taylor, 2002). In his study 

clement (2007), argue that among the factors causes voluntary labor turn over are 

provision of unsatisfied salaries, absence of recognition, unknown procedures for 

promotion and in the social security funds institutions they lack job security. 

2.4.2 Inequity 

If an Organization has unfair pay and reward workers would feel that they are 

discriminated. The individual would like to have equity on payment, the perception of 

getting equal pay regardless of level of education, strongly create turnover. Unfair 

practices that create inequity have been observed within a study done by clement (2007), 

as he exposes that lack of fair promotion created a situation of workers to quite. At one 

side researches of employee turnover rejected the belief in the procedural justice of 

organizational regulations that perceived by the workers for allocation of rewards and 

other compensation packages as the ways of reducing turnover (Greenberg, 1990). On 

the other side they believed that, procedures that are perceived as just may do more to 

encourage employers to stay in their jobs than a pay just distribution does. Here rules 

regulations and policies that guide an organization should be inspected and revised so as 

to avoid inequality in payment.     

2.4.3 Supervision and Leadership  

An organization is expected to have good leadership so as to accommodate employees. 

Poor communication between managers or supervisors with their sub-ordinates may 

create turnover. Kimwanga (2004) in his study observed that poor supervision of 

management to their workers, job dissatisfaction, low wages and salaries, delayed 

promotions are among the cause of labor turnover. Ndemo (2006) in his study explains 
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that in order employee to be motivated they need to be satisfied with the style of 

management and general working condition. If the management style has some sort of 

favoring habit to some group of workers and leaving other without having administrative 

assistance, workers will be dissatisfied and lose faith to their leader hence move out of 

the organization quietly. It is always happening to the private organization which is 

owned by family members that some workers within a same firm are more respected 

than the others.  

Women are the one who are affected by discrimination as they are the one who in most 

cases tend to be royal. According to Graen and Scandura (1986), leader-member 

exchange represent that the superiors and sub-ordinates are related with each other.         

It also influences on decision making, information exchange and social support of 

employees. Because of this sub-ordinates develop high quality exchanges with their 

supervisors. Thus the possibility of moving of an organisation is impossible. 

2.4.4 Promotion 

Openness in promoting workers is very important within an organization. Turnover can 

be diffidently foresees through promotions. Job promotions might be reviewed through 

different measure scales like satisfaction with promotions, opportunities for promotions 

and actual promotions. Carson, Griffeth and Steel (1993) experienced these 

operationalization differ as to whether they measure affects, beliefs or behaviors. 

Satisfaction about promotion and perceived prospects for promotion modestly predicted 

turnover. Actual promotions, by contrast, strongly predicted turnover. Clement (2007) 

study pointed out that unfair promotion created a situation of workers to quite. 

2.4.5 The organizational culture 

Any organization exhibit a peculiar culture which has been developed to ensure its 

existence. Some of these cultures include the strength of leadership, reward system like 

incentives (payment invoked for achievement of previously set and agreed targets), 

bonus (Reward for outstanding performance), additional allowances which is due to 
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responsibility, premium which is paid due to inconveniences, shifts, overtime which is 

paid for extra time spent and competence pay that is paid due to achievement of defined 

levels of competence. Other culture is the ability of the organizations to elicit a sense of 

commitment on the part of employees, and its development of a sense of shared goals 

and other factors that will influence such indices of job satisfaction as turnover 

intentions and turnover rate (Kuria et al 2012). If an organization has a system of 

communication that creates distance between management and employee, it will 

discourage the employee to work within such organization (Sigma, 2006). 

2.5 Employee related factors 

Kanungo (1982) conducted a study and revealed that employees, who consider engage in 

their jobs, psychologically, acknowledged with their jobs, may feel bound to jobs. 

Employee related factors are the one which are directly related to employee themselves. 

They include the following, 

2.5.1 Peer-group relations 

The employee turnover can be caused by peer-group relations as what demographic 

factor expressed below. The strong relation among the work group, integration and 

satisfaction with the coworkers decreased turnover (Price and Mueller 1981). The well-

built peer group relations are remote cause of turnover and also a source of job 

satisfaction. 

2.5.2 Unrealistic expectations 

Unknown expectation and general lack of knowledge during the time of applying job for 

the applicants and at the time of receiving that job offer seems to be a great factor of 

voluntary turnover. Individuals always have their ambitions and interest bound to their 

personal decision of either staying or moving within an organization (Sigma, 2006). 

When these unknown and unrealistic expectations are not realized, the worker becomes 

disillusioned and decides to quit.  Porter and Steers (1973) in their study showed met 
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expectation to be a leading identification of job satisfaction. It forecast employee 

turnover. Most of the employees depart from their job only because the expectations 

which they had about their jobs before taking them up have not been fulfilled. This has 

also been explained by Wanous et al. (1992). It is therefore very important for the 

employees to have job preview before taking job offer. The aim of doing that is to make 

sure that new staff enter an Organization with their eyes wide open and do not find that 

the job fails to meet their expectation (Torrington et al, 2005). 

2.5.3 Demographics and employee personal characteristics  

In their study on causes of labour turnover, Mitra et al (1992) demonstrated that turnover 

was very much associated with some demographics characteristics of the employees 

themselves. Within a labor market in the modern days those characteristics are very 

important to be considered since they might facilitate a researcher to understand how 

gander make employer to match with a particular job with the relationship they have. 

These characteristics include their sex, gender, their qualification, marital status, 

working experience and tenure. Different researches came to verify that different 

demographic characteristics are among the reason of leaving job if compared to other 

factors. According to study done by Hom and Griffeth (1995) it was vefified that women 

are the one who always stayed in an organization more freely than men. Also they came 

with the result that older people has long continuity than the younger ones perhaps this is 

due to pension.  

2.6 External factor  

Again outside an organization there are various factors that can explain about the 

voluntary labor turnover. Nankervis et al (1996) urged that these are the factors that are 

not associated with employer or employee directly rather they came out of the firm. 

Mushrooming of economy within a state may cause abundant employment therefore 

people would have diversification on employment thence mobility is easy.  
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2.6.1 Country better economy 

In the place where there is better economy there is availability of job and competition for 

searching better paying job, the possibility of turnover in the existing organization is 

possible. The better the economy the plenty the vacancy thus economy plays role in 

turnover (Sigma, 2006). In their sudy Wood and Macaulay (1991) provided out some 

external causes of employee turnover by mentioning that the first is the economy. 

Availability of plenty of job led the owner of industries to have competition of skilled 

and talented employers hence higher paying jobs. If industries are abundant and 

organizations are seeking eligible workers, mobility of people from one industry to 

another industry becomes rampart. Morrel (2004) in his study strongly argued that 

employee quit from an organization due to economic reason.  

Torrington et al (2005), expresses that labour turnover rises when the economy is strong 

jobs are plentifully because there are more opportunities available for people to change 

employee. Second is the Better pay elsewhere. A lot of workers feel that they are worth 

more than they are actually paid. There is a natural disparity between what people think 

they should be paid and what organizations spend in compensation. They further argue 

that when the difference becomes too great and another opportunity occurs, turnover can 

result. Pay is defined as the wages, salary, or compensation given to an employee in 

exchange for services the employee performs for the organization. Again Gupta and 

Shaw (2001) in his study expressed that payment is the most critical outcome of 

organizational membership for employees. Good solution to the need for pay is to 

compensate employees with the highest possible wages. Also there is an issue of 

increases of pay in other industries. Kusluvan (2003) in his study urged that there are 

various frictions between the employers and their employee. One of it is lack of fairness 

in the distribution of wages. If workers would discover that other industry is paying 

more than their industry, possibility of leaving is predictable. 

Kusluvan (2003) in his study further indicates that, there are two extreme approaches to 

the determination of wages. One is a total transparency. Here he explains that workers 

know each other on how they are paid. Some Organization use this approach, while on 
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the other approach, employers do not understand on how they are paid and the 

organisation strictly instruct their workers not to discuss about the payment. In arriving 

decision of what is the better approach Kusluvan (2003) study concludes by stating that, 

it is vital to adopt a methodical system of evaluating jobs so that wages and salaries are 

fairly distributed to all. A study on voluntary turnover observed that dissatisfaction with 

their jobs was one of the reasons people leave their jobs thus managers must discussed 

pre-emptive actions to be taken to combat voluntary turnover (Lee & Maurer, 1997). 

Organizations need to focus on how to foster organizational commitment, how to 

enhance job satisfaction, how to reduce job stress and how to provide support to 

facilitate employee retention (Maertz & Campion, 1998).  

2.7 Expectancy theory as a theory that underpin a study 

A lot of theories have been brought forward by various researchers to explain the issues 

of labour turnover. Expectancy theory is among them. This theory puts forth the premise 

that employees will put forth an amount of work and commitment equal to what they 

expect to receive in return. Commission compensation structures leverage this theory by 

allowing employees to earn as much money as they desire, completely based on their job 

performance. Making sure that employees always expect future pay raises and potential 

job promotions they thus can keep them working hard to achieve personal goals. If 

employees expect little compensation and no growth opportunities in return for their 

work, they may put forth only minimal effort until they eventually look to a new 

employer for new opportunities. Expectancy Theory is one of the theories dealing with 

the motivation of people being established by American professor Victor Vroom in 

1964. Vroom (1968) argues that employees (like those of Nida) are likely to leave if 

their expectations are not met. This theory will be preferred by the researcher because it 

emphasizes what employees need or expected from an organisation and failure to fulfil 

those leads to low commitment, frustration, loss of morale and eventually leaving their 

jobs. It is based on the fact, that human motivation affects his internal expectations in 

three elements: Valence, belief in the attractiveness of the goal, Instrumentality belief in 

the availability of reward and expectancy, belief in the feasibility of achieving the 
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objective. A worker must not only inwardly believe in the objective itself, the ability to 

achieve it, but also the fact that achieving brings expected reward (Stephan et al, 2013). 

Practically theory based on the recognition that each person adjusts the work effort 

according to his/her subjective beliefs about the availability and attractiveness of the 

objective (Newstrom et al, 1999). 

Employees have personal goals which they like to achieve and for this reason they work 

in organizations. These personal goals can be fulfilled by organizational rewards or work 

outcomes. Therefore, the relationship between organizational rewards or work outcomes 

and personal goals is important i.e. to what extent organizational rewards fulfil an 

employee’s personal goals and how attractive are those rewards to the employee can be 

termed as first relation. This relationship can also be expressed as the value the 

employee gives to the work outcomes (Pareek, 2004). Secondly, organizational rewards 

or work outcomes are dependent on the individual performance of the employee. The 

level of belief that the individual employee has in his/her performance, will result in 

achievement of organizational rewards/work. Thirdly, the perception of the chances by 

the individual employee that personal effort on his/her will lead to high performance is 

again important (John, 2006). Therefore, there are four variables for an employee that 

matter him/her in motivation. These variables these are first individual effort second, 

individual performance third Organizational rewards/work outcomes and last personal 

goals. Without motivation employees will tend to be less productive and slower to 

complete the job (Daft, 2008). If workers like those of NIDA Textile industry could miss 

the intended expectation the possibility of leaving an Organization is very great. Salary 

alone does not encourage workers to stay for long time. Workers expect to have good 

healthy schemes, like ‘‘Bima ya Afya’’, good transport system to and from the place of 

job, good working environment etc. If these will not be available workers would have to 

seek another Organization. 
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2.7.1 Potential limitation of expectancy theory 

Despite of being influential in the study of voluntary labourturnover the theory exhibit 

some limitations. First it only insisted on employees to expect good treatment fairly, to 

be rewarded according to his or her contribution, to know what is expected and to be 

informed as a positive feedback. But these are just assumptions as misunderstandings 

always arose which later create friction and stress as human being. This eventually led to 

recrimination and poor performance of employees who later may terminate work 

relationship (Guest and Conway, 1998). 

 

Secondly the Expectancy theory insisting to the employer that they should provide 

incentives and high expectations to employees as reward always have better impact in an 

organisation, but the theories does not explain what employer should do if an 

organisation particularly those private faced with a stiff competition and came out with 

loss on supplying bonus or incentives. Furthermore the theory is contrary with the theme 

advocated by Adam, 1965 on Equity theory who openly urged that in order to motivate 

worker in a firm treat them equitably meaning that provide them with equitable rewards 

and employment practices. 

2.8 Suggested strategies to reduce Voluntary Labour Turnover 

Torrington et al (2005) once said an organization cannot manage turnover unless it 

understand the reason of such turnover. Turnover which is voluntary and dysfunctional 

is seriously costly to organizations. Therefore, understanding the process within which 

turnover unfolds is vital for the organization as it creates space for management to 

implement appropriate corrective actions and initiate proactive strategies that prevent 

similar challenges from occurring in the future. It also enhances the proper planning of 

recruitment, training and development, promotion and other career management 

activities for workers (Sumer, 2005). In his thesis on labour turnover in Tanzania Prisons 

Service Mwaipaja (2014), suggests some ways of reducing voluntary labour turn over. 

These include increase pay base on professional such as professional allowance that will 
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depend on the level of education, enhancing better working conditions, improving rules 

regulations, improving laws that govern an organization, provision of training and 

education to the workers on labour  laws and policies, establishment of good policies to 

the organization that are known to all. He further narrated that; there should also be 

involvement of workers in some decisions within an organization that touches their 

interest. Again there must be an availability of good policies towards recruitment, 

selection, induction, training, job designing and wage payment (Mwaipaya, 2014). 

Many Organizational employee-centered human resource practices such as 

compensation, training and development, supervisor supporting workers, rewards and 

recognition, job characteristics and opportunities to develop careers, thus these  

influence the commitment of employees (Clark & Harcourt, 2004; Joo, 2010). In order 

to reduce turnover from higher lever to lower level, there must be equality to workers 

(Alexander et al., 1994). Managers should develop a team work and facilitate good 

environment in their organization as this would increase loyalty, ultimately it will reduce 

employee turnover (Gustafson, 2002). On the side of reducing turnover, managers 

should make sure that they monitor both the extrinsic and intrinsic sources of job 

satisfaction available to their employees within their surroundings. 

2.8.1 Control of labor turnover 

Armstrong (2006) provides some suggestion on how to control labor turnover. These 

include, firstly; there should be an introduction of good planning of manpower 

requirement and improving policy of recruitment. The administration section is hereby 

required to make sure that they introduce good human resources planning policies base 

on the work requirement. If the policy requires hiring new recruit base on Vocational 

Training, the Job description should follow and hire those new workers with the same 

requirements. Secondly, there should be an introduction of proper tests in hiring new 

workers and proper orientation and training of employees. Here the Administrative 

office is advised to follow whole procedures for testing workers before giving a contract. 

Proper test would make them stay longer within Organisations. Again there should be 
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assigned individual for making orientation, support, and training of the new hire. This 

will facilitate some workers not entering in hazardous places, not touching the dangerous 

chemical, not breaking rules and regulation at early stages. 

 

Thirdly, there should be better pay and good working condition. Also promotion from 

within and other carrier opportunities should be encouraged. Better pay is the most 

demanding item to every individual. Unfair pay, inequitable and uncompetitive payment 

system should be discouraged by any means. Promotion from within encourage 

succession planning and create further motivation for the workers as they will consider 

that they are respected. Selection and promotion procedures should match with the 

individual capabilities.  

Fourth, the administration should make sure that it establishes security of services and 

employee welfare scheme. All these will assist workers in the retirement age. Workers 

should not be forced to select the scheme they desired rather an expert must encourage 

them on the merits and demerits of all scheme of service selected. Again there should be 

adequate machinery for satisfactory redress of grievances.  If the body of solving 

problems for negotiations will be formulated, workers are hereby advised to have 

representation. Arbitration and reconciliation on solving grivances should be fair and 

unbiased. Furthermore there should be employee consultation, suggestions, schemes, in 

management especially in solving problems with the conflict resolution with team 

building techniques so as to improve human relations and morale. 

2.9 Conceptual Framework  

Figure 2.1 below shows the conceptual framework showing the factors that influence 

voluntary labour turn over in private Organisation. The framework shows that voluntary 

labour turn over factors are categorized into three groups such as organisational, 

individual and external factors in Nida Textile Industry. 
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2.9.1 Relationship among variables 

Under organizational factor unfair treatment of employee might create employee 

personal decision to move out of the organization. Good or bad treatment of employee 

provided by administrators may affect pear group member’s intention to quit. Decision 

made without workers involvement creates stress.  

It is therefore advised to involve workers in decisions that touch their interest.  

Leadership styles that precipitate sour relations between textile leaders and lower 

ranking members are a major contributor to labour turnover. 

This suggests that a healthy leader-member relationship is a major motivational factor 

that boosts members’ loyalty to the organization. Labour turnover   is high in 

organizations dominated by inappropriate leadership management practices.  

Supervisor support can reduce the impact of stressors on psychological states and 

intentions to quit. Monitoring workloads and supervisor-subordinate relationships by 

management may not only reduce stress but increase job satisfaction and commitment to 

the organization. 

Lack of labour law knowledge would create unrealistic expectation. Workers during the 

time of employment had very strong ambitions. Job description would emphasize that 

after every three years a worker would be promoted, but the reality is not the case.  If 

workers found no incremental in salary and no promotion within a given time, intention 

of quitting is obvious. Poor interpretation of labour laws, policies, job description can 

affect expectation of employee. 

Economic model verify that people quit from organization due to economic reasons and 

these can be used to predict the labour turnover   in the market. Large organizations are 

able to retain employees mainly because they can provide better chances for 

advancement with higher salary and benefits ensuring smooth career advancement. A 

better economy has an impact on wages and benefits to workers and further creates 

satisfaction. Job satisfaction modestly predicted turnover.  
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Furthermore creation and application of good acts, regulation and policies from the 

political figures (parliament) and the state, provision of good working condition, better 

payment, establishment of accountability, Good hiring choices that will lead workers 

expectation to be would retain employee in their organization. 

Line managers should make sure that they respect the wishes of employees so as to 

reduce stress as higher stress leads to lower satisfaction and lower satisfaction leads to 

lower commitment (Elangovan, 2001). Elangovan verify clearly that there is reciprocal 

relationship between commitment and turnover intentions thus lower commitment leads 

to greater intentions to quit, which in turn further lowers commitment.  
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Figure 2.1: Conceptual frame work  

Independent Variable                                                                  Dependent   Variable                          

 

 

 

 

 

 

 

 

 

                                                                                        

                                                                                      

 

                                                                                  

 

 

                                                                      

 

 

Source: Field data 2016 

Factors for voluntary labour turnover   in Private 
Organization 

Employee factors 
- Job satisfaction  
- peer group relation 
- Personal decision  
- Career growth  
- Unrealistic expectation 
- Demographics  
 

                  External factors 
- Economy, social, political 
environment 
- Better pay else where  
- Competitive conditions  
- High status 

 

Working Organizational factors 
-Compensation and wage salary 
-Wage/benefits 
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CHAPTER THREE 

RESEARCH METHODOLOGY 

3.1 Introduction 

This chapter contains information’s about research design, the area where study was 

conducted,  sample size, sampling techniques, methodologies that have been used by a 

researcher to collect data and the use of data analysis methods which has been used to 

draw a sample.  

3.2 Research Design 

Research design has been defined as the arrangement of conditions for collection and 

analysis of data in a manner that aims to combine relevance to the research purpose with 

economy in procedure (Kothari, 2004).  Due to the nature of working in Textile sector, 

the case study design have been adopted in Nida textile Mills to the study of the cause of 

voluntary labour  turn over since it was a fairly exhaustive method that enabled the 

researcher to study different aspects of the phenomena; it was flexible to data collection 

method such as interviews which were used to select departments in the industry, focus 

group discussion which was held to the head of department including administration, 

observations which helped to know how the duty was performed in the industry, and 

questionnaire which was given to various respondents including those who voluntarily 

leave the job and they are staying nearby Mabibo, External and Relini streets.  Research 

Design is the one that saved both time and costs (Adam and Kamuzora, 2008). Research 

design used help to employ a variety of techniques in data collection like historical 

method, descriptive method in which factual picture obtained, and the widely use of 

interviewing and questionnaire (Krishnaswani, 2003). 
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3.3 Area of the study 

In this study of labour turn over in an Organization Nida textile Mills was been chosen 

as a case study. Nida textile is located in Dar es Salaam city Mandera road within the 

area near Tabata junction road.  

The industry is among the largest textile mills private owned being established in 2002 

following Tanzania liberalization of economic policy and attracting private sector 

economy. Nida textile industry is located in Dar es Salaam city which have many 

organizations which influences labour turnover. 

3.4 Target population, Sampling frame, Sample size and sampling procedure 

3.4.1 Target population 

All individuals of more or less common characteristics that are of interest to a researcher 

are known as Population (Creswell, 2003). The study involved 2000 member of various 

departments in the industry which are in sampling frame which include administrators, 

procurement, supervisors and team leaders, workers working in general department such 

as warping & sizing, knitting, dyeing, weaving, folding, cutting and cloth making and go 

downs as indicated in the explanation below. Some of the workers who left job have also 

been included in the population. 

Table 3.1 Population of Nida textile 

S/NO Departments or section Number of employees 
1 Administration 13 
2 Procurement 09 
3 Supervisors and team leader 38 
4 General Department that has Warping & Sizing, Knitting, 

Weaving, Dyeing, Folding, cutting and Cloth making and 
go downs 

1940 

Total  2000 

Source: Research Data (2016) 
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3.4.2 Sampling frame 

A list sampling units is notified as sampling frame (Kothari, 2004). The sampling frame 

therefore contains a list of all items from which the sample is to be drawn. Before a 

sample size is obtained the sample frame was drawn first. In the case of this research 

that has been conducted the sampling frame was drawn from Dar Es Salaam Nida 

Textile Laborers who are employed by such textile industry.  

These are procurement department workers, team leaders, head of sections and other 

group of laborers who were important for the research to be conducted. Sampling frame 

is an actual list of sampling units from which the sample or some stage of sample is 

selected. Generally it is a list of the study population (Msabila and Nalaila 2013). 

3.4.3 Sample size 

It is an indication of the number of respondents included in the sample and composition 

(Msabila and Nalaila, 2013). A small group of respondents drawn from a population 

about which a researcher is interested in getting the information so as to arrive a 

conclusion is what is known as the sample size (Kothari, 2004). In the study conducted 

the sample size was 95 respondents as formula indicated below. Out of 13 

administrators, 9 storekeepers and 38 supervisors only one individual has been selected 

purposeful in each group. Purposive sampling was applied since it was cheap and was 

quick to choose a sample and results obtained from analysis of deliberately sample 

chosen were tolerably reliable (Kothari, 2004). 92 respondents from general department 

that has warping & sizing, knitting, weaving, dyeing, folding, cutting and cloth making 

and go downs have been selected using simple random. These were selected randomly 

paying special attention to enable the researcher to get enough valid and reliable data. 

These represent the total population of 2000 workers. 
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Table 3.2 Workers and Departments or Section 

S/N Departments or section Number of 
employees 

% of  
employee 

Number of 
selected 

employees 

 Administration 13 0.65 1 

2 Procurement 09 0.45 1 

3 Supervisors and team leaders plus Engineer and 
technicians 

38 1.9 1 

4 General Departments  that has Warping & 
Sizing, Knitting, Weaving, Dyeing, Folding, 
cutting and Cloth making and go down 

1940 97.0 92 

 Total 2000 100 95 

Source: Research Data (2016) 

 

Formula 

n = N/ (1+N (e) 2)  

n =Sample size 

N= Population of the study 

e = Error of prediction 

N= 2000 

e = 0.1 

n =? 

Thus, 2000/ (1+2000(0.1)2) 

2000/1 + 2000 (0.01) 

                   2000/1 + 20 

                   2000/ 21= 95.2380952 

                              n = 95 

Therefore the sample size chosen is 95 respondents  
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3.4.4 Sampling procedure 

Sampling procedure was the final step in which the researcher decided the type of 

sample used. A researcher must select that design which, for a given sample size and for 

a given cost, has a smaller sampling error (Kothari, 2004).  

It is a process of selecting a number of individuals or objects from a population such that 

the selected group contains elements representative of the characteristics found in the 

entire group (Orodho and Kombo, 2002). The sample may be probability sampling or it 

may be non-probability sampling. Probability sampling is based on the concept of 

random selection, whereas non-probability sampling is ‘non-random’ sampling (Kothari, 

2004). 

3.4.4.1 Purposive sampling 

This is sampling technique that involves deliberate selection of particular unit of 

universe for constituting a sample which represents a universe (Kothari, 2004). This type 

of sampling was used to obtain respondents from head of section or head of departments 

and team leaders or supervisors. It was done purposely so as to get information from 

respective officers and not otherwise. These are valuable as they have vital information 

which is useful for the study. Purposive sampling technique does not give any guarantee 

estimating that every element in the population has a chance of being included in the 

sample (Adam & Kamuzora, 2004). Advantage of this technique is that researcher got 

reliable information and saves time thought there are some demerits like absence in the 

office in a required time since they are top ranked officers and they are busy in the 

office. Despite of that researcher was able to obtain the entire respondents required and 

they provide much of the information in the focus group discussion. 
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3.4.4.2 Random sampling 

According to Nachimias and Nachimias (1992), random sampling is when very 

sampling unit of the population has an equal and known probability of being included in 

the sample. Random sampling is also known as Probability sampling. Under this 

sampling design, every item of the universe had an equal chance of inclusion in the 

sample (Kothari, 2004). It is considered as the best technique of selecting a 

representative sample since the law of statistical regularity states that if an average 

sample chosen is a random one, the sample will have the same composition and 

characteristics as the universe. 

Another advantage of random sampling is that it gives each element in the population an 

equal probability of getting into the sample; and all choices are independent of one 

another. Also it gives each possible sample combination an equal probability of being 

chosen (Kothari, 2004). Systematic sampling was used to obtain 92 members from more 

than twenty one section in Nida textile industry like spinning, warping & sizing, folding, 

knitting, go downs, AC & Compressor weaving, dyeing, finishing, power house, cutting 

and cloth making departments. Under systematic sampling the nominal roll was taken 

and all names were arranged in alphabetical order where an interval of 10 people 

(Respondents) from 10......., 20......., 30....., 40....., 50 were selected till obtaining those 

92 sample. 

3.5 Data collection methods 

Research methods are the tools used to collect data (Dawson, 2007). There are primary 

and secondary data. Primary data collection methods are questionnaire administration, 

interviewing, focus group discussion and observation. Secondary data collection 

methods are documentary analysis, narrative analysis, history enquiry, film, video and 

photographs (Msabila & Nalaila, 2013). Primary data collection methods are data that 

were usually original to the problem under study (Cohen 2000). Secondary data 

collections methods are the texts which are produced much later than the events being 

studied, offering an interpretation and conversion of the primary data into an account 
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that may be consulted by others (Mertens et al, 1998). Data collection methods used was 

questionnaires which were written in two language Swahili and English. The Swahili 

one was mostly used since a number of respondents were standard seven and form four 

leavers and they requested to be given swahili questionnaires. Researcher distributes 

questionnaires and Nida workers (Respondents) were able to answer all the questions 

given. Furthermore the questionnaires were designed to give as much answers as the can 

in a given question. If they had additional narration, respondents were also given a 

chance to write down in the space provided after each question. Others were interviews, 

observation, focus group discussion, history inquires, photographs and documentary 

review.  

3.5.1 Questionnaire  

A questionnaire is a method consists of a number of questions printed or typed in a 

definite order on a form or set of forms. The questionnaire is mailed to respondents who 

are expected to read and understand the questions and write down the reply in the space 

meant for the purpose in the questionnaire itself (Kothari, 2004).  

Questionnaires are useful tools for investigating patterns and trends in data and are 

frequently used with success in management and consumer research (Othman, et al., 

2001). The research information’s always are attained from respondents normally from a 

related interest area (Keya, 1970). The questionnaire administration method was used to 

collect the sample from the respondents. 

There were self-administered questionnaire and interviews. Respondents were given 

questionnaire and they wrote down the answers in the space provided for the purpose of 

the questionnaire itself. These questionnaires facilitate data collection by asking all, or 

sample of people to respond to the same question.  

The questionnaire used comprises closed ended and open ended questions. Within this 

study a series of question were supplied by a researcher himself to the respondent. They 

were allowed to choose the most appropriate answers in a given questions after supplied 
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with questionnaire.  Few days later a researcher came back to collect all the answers. 

Respondents were given a chance of adding other causes in the space provided if the 

given reasons were not suitable to give correct answers. Questionnaire method was 

simple to use and was also free from bias less expensive and does not give much 

pressure on the respondents hence make them to be comfortable. Furthermore 

questionnaire explores people’s feelings and attitudes, giving the researcher an insight of 

understanding about how the respondents feel about things, how they express their views 

and provide different opinions. It allowed for a wider research, which involves a huge 

number of subjects and enhancing the generalization of the results. 

The advantages of the method as described by Kothari (2004) are as follows 

1. Very easy to operate since it has low cost  

2. It is free from the bias  

3. Respondents have a lot of time to answer question. 

4. Unreachable respondents can be reached easily. 

5.  It is easy to use large samples. 

The disadvantages of this system are 

1. There are low rate of returning the given questionnaire 

2. Mostly used when respondents are educated  

3. Questionnaire may sometimes be lost. 

4. The method is slower than other methods used in the research 

 

Therefore close and open ended questionnaire were used to provide a representative 

sample from the whole population of non-management of Nida Textile workers in this 

study. Researcher asked respondents to identify specific reasons for leaving the 

organization with provision of general information answers regarding the respondent’s 

age, gender, and their educational level. Addition questions were given to the 

respondents so as to obtain clear answers. For example, there is a question which was 

asked to show how management style treated their employees, what is likely to be the 
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type of management style that govern them, if it is harsh, or autocratic with uncouth 

behavior also they were asked about satisfaction level of compensation. Furthermore 

they were asked about personal causes that lead them to depart from job without being 

forced while there is great army of people with no employment out of Nida textile mills. 

Again they were asked to show external causes of employee labor turn over. Important 

thing to be noted here is that respondents were given an option to write in specific areas 

where they felt that the given option were inappropriate. Here is where they provided 

good response to the reasons for voluntary labor turnover.  

3.5.2 Interviews  

This is a method of asking qualitative or quantitative questions orally to the key 

participants. Qualitative questions are open ended in which respondents provide a 

response in his or her own words while quantitative questions are closed ended and have 

some specific answers to choose among alternatives that can be categorized and 

numerically analyzed (Evaluation, 2009). The main reason of conducting an interview is 

to explore the views, belief, experience of individual’s base on particular subject (BDJ, 

2008). 

Under this the interview questions were used to collect primary data and administered to 

all Nida head of departments or f section, supervisors and store keepers as these are the 

main character for provision of organizational factor for voluntary labour  turnover. 

Open ended and closed questions were provided so as to enable them to provide much 

information. The interview is conducted face to face or via telephone or groups 

(Bramble & Mason et al, 1977).  

The researcher sometimes uses telephone to those workers who left job so as to obtain 

their details views since they are very important in the study in provision of external 

factor for voluntary labour turnover. An interview was very successfully as the 

administrative officer arranged necessary requirement during the session. 
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3.5.3 History Inquires and Photographs 

Secondary data means data that are already available (Kothari, 2004). When the 

researcher utilizes secondary data, he has to look into various sources from where he can 

obtain them. In this case he is certainly not confronted with the problems that are usually 

associated with the collection of original data. Secondary data may either be published 

data or unpublished data (Kothari, 2004). 

According to Ghauri and Gronhaug (2005), secondary data is useful not only to find 

information to solve research problem but also helpful to better understand and explain 

the research problem. It connected with the pre-published materials.  

A researcher gathered secondary data from history inquires and photographs within an 

office of administration in Nida Textile. The main advantage attached with secondary 

data is the saving of time and money. Under secondary data sources  used were books, 

journals, peer reviewed articles, websites and textile magazines which provide history of 

each Textile industry in Tanzania, their tax contributions, how their were given tax 

excuse in their commencing date of establishment. Photographs pictures were also 

available in the office depicting workers meetings, striking, negotiations and pictorial 

presentation of various finished goods. 

3.5.4 Documentary review 

This is among the already available data used by the researcher. It was used as a 

researcher finds it reliable, suitable and adequate. At times, there may be wealth of 

usable information in the already available data which must be used by an intelligent 

researcher but with due precaution (Kothari, 2004). The researcher involved the use of 

documentary review which includes reading published and unpublished materials such 

as files in which a researcher came to understand various industrial workers who are in 

Gongolamboto and Shinyanga in Ginneries machines, various diaries of administrative 

officer which shows the demands of workers during striking in 2015 and 2016, Monthly 

reports which shows level of productions and why the production drops within a 
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particular months, minutes of meetings which shows claims of workers with whom their 

contribution were not sent to the GEPF and NSSF, letters from Director General that 

direct the line managers to have continuous meeting to reduce workers complains, 

administrative files, acts like labour  relation act, policies like occupation health and 

safety policy, health policy, safety policy, quarterly and annual textile industry reports 

which provided valuable information of voluntary labour  turnover.  Also various 

documents prepared by different researchers, articles and books were used to obtain 

information and these provide secondary type of data collection.  

3.6 Data analysis 

This was done at the end of data collection. Data was entered, cleaned and analyzed 

using Statistical Package for Social Sciences (SPSS) software. After coding entrance in 

software the data collected was analyzed and presented so as to enable the researcher to 

answer the research questions and meet the objectives of the study from which 

conclusions and recommendations has been drawn. Descriptive statistics summarized 

the information from the collected data. Then results have already been presented in 

tables and figures in relation to the research objectives and variables which supported 

the explanations. Descriptive statistics analyzed frequencies and percentages 

distributions for various categories of variables under consideration. Descriptive 

statistical was presented in tables.  

Frequencies and percentages are analyzed for categorical variables. Mean, mode, 

median, standard deviation was also analyzed for continuous variables. Within SSP 

software when analysis was done, data were sent to descriptive statistics then moved to 

descriptive. After that, variables of interest were selected and sent to variable box then 

software was commanded to select statistics either Mean, Standard Deviation or Mode, 

later analysis was done using tables as described below. 
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3.6.1 Quantitative data Analysis 

Quantitative analysis involved computation of descriptive statistics mainly percentages. 

The use of tables and percentages in particular help the readers to note the relationships 

in quantitative sense more clearly (Rwegashora, 2006 and Kothari, 2002). Quantitative 

research involve collecting quantitative data base on precise measurement using 

unstructured, reliable, and validated data collection instruments or through archival data 

sources (Mathew el al, 2010). In quantitative research the primary objective is to 

quantify the collected data and to generalize the results from the sample to the 

population of interest (Malhotra, 2007). Quantitative research enhances objectivity and, 

it is cheap, flexible and less time-consuming to conduct (Cooper & Schindler, 2011). 

The data from questionnaire was analyzed using Statistical Package for Social Science 

(SPSS) to get only frequencies and percentage. 

Quantitative data analysis was analyzed by measuring in ordinal, interval, or ratio scale. 

Example in a research done like Age, Sex was assigned to numerical value, 1 and 2. 

Meaning that 1 may stand for Male and 2 for female. Codebook provides the meaning of 

the numerical values. The liker scale have always been used with the response key of 

number 1 representing strongly disagree, number 2 disagree, number 3 neutral, number 4 

agree and the last number 5 Strongly Agree. These entire response key have been rated 

with frequencies (F) and percentages (%) i.e. F (%). Again other value used are level of 

satisfaction which also has numerical key responses like number 1 representing strongly 

dissatisfied, number 2 dissatisfied, number 3 neutral, number 4 satisfied and the last 

number 5 Strongly satisfied.  

3.6.2 Qualitative data Analysis 

Qualitative data analysis involved factual and logical interpretation, comparison and 

explanation of study findings (Rwegashora, 2006 and Kothari, 2002). Data from 

respondents were coded, tabulated and analysed descriptively and presented through the 

use frequencies, tables and percentages. In case of this research a researcher narrated all 

the findings in words especially the data obtained through documentary sources and 
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observation. The results obtained were in the form of narrative with contextual 

description and direct quotations.  All the ethnographies, case study, narrative, histories 

was scrutinized and written in contextual form. These narrative facts obtained from 

focus group discussion, gathering documents from research questions, semi structured 

and structured interviews that enabled participants to talk about a set of questions. By 

quoting them what they describe, the researcher was able to accommodate finding in 

writing form. 

3.6.3 Reliability and Validity of the Research 

Reliability means consistency of results obtained in research which was done.  Other 

scholars described that it is possible for another researcher to replicate the original 

research using the same subjects and the same research design under the same conditions 

(Gill and Johnson, 1997).  Reliability can also be defined as consistency of result that 

instruments give out same or similar answers when applied repeatedly in the 

investigation (Saunders et al., 2000). Nyenzi, 2010 as quoted by Nalaila and Msabila, 

2013 said  validity is the quality that an instrument used in research is accurate, correct, 

true, meaningful and right. As a researcher I, consider those two aspects since they were 

very important to the subject under study. On the validity, in order to have authenticity 

of the findings the questionnaires, asked questions base on the three objectives and those 

questions were asked in a different manner in other techniques such as focus group 

discussion and interviews. All the answers provided showed the same answers hence a 

researcher verify to have valid answers. The data founded gave similar and authentic 

answers. For instance in questionnaire respondents were asked to provide an appropriate 

reason for employee to leave the jobs before the end of the contract in which among the 

answers were unsatisfied salary, poor working condition, absence of training 

opportunities, the failure of Management to  listen the workers problems and inability of 

administration to fulfill workers demands. The same question was asked on an interview 

guide in Appendix V, which was asked ‘what could be the factors caused by the 

employees themselves leaving their jobs before their contract ends’. All these were 

asked so as to have validity of the answers.  
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In the case of Reliability the researcher made pre testing of the instruments before 

starting to do a research first sending 15 questionnaires to the internal supervisor then to 

the Nida texile administrative officer as a pilot study, with the aim of knowing if the 

answers of all pre test question will be able to answer the Objectives so as to meet the 

correct findings. Also this was done so as to correct the questions before the research 

was done. Internal supervisor and Nida Administrative officer corrected some of the 

questionnaires and an interview guide in which later they were used to obtain the 

findings.  

3.6.4 Ethical considerations 

The researcher seeks permission to conduct the research to the NIDA Textile Industry 

Director General through the letter which was sent to him from Mzumbe University 

explaining the purpose of the study. Again director general of NIDA Textile Industry 

issued an order to Administrative Officer for allowing researcher to conduct his 

research. The head of departments or section and all workers working in spinning, 

knitting, weaving, dyeing, folding cutting and go down departments plus controllers 

such as team leader, shift leader, and supervisors were informed about the study 

objectives and benefits.  

All the protocol that was demanded by the respective departments and sections available 

in the industry was observed. Respondents were asked to participate in the study from 

their own consent before conducting interviews and answering questions provided. No 

respondent was forced to participate in this study. The researcher insisted to respondents 

that their responses was assured and maintained confidentially.  

Neither photograph was made without informant’s consent. Those who refused to be 

photographed were not forced. Researcher informed the respondents about their freedom 

to withdraw from the study if they found that their interests were infringed. Researcher 

and respondents agreed on the time and day of data collection. 
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CHAPTER FOUR 

DATA PRESENTATION AND INTERPRETATION 

4.1 Introduction  

This chapter provides presentations of findings from the analyzed data. Before reaching 

this stage the data collected were coded and the quantitative data were analyzed by using 

Statistical Package for Social Science (SPSS) computer software which was used to 

draw tables after the description of statistics that include frequencies and percentage 

from the respondent’s given answers. The chapter provides demographic data of all 

respondents that are available in Nida textile industry. The data presented in the 

presentation of the results sought to answer the following research questions;  

i. What are the working environment/organizational or employer causes of 

voluntary labour turnover   in NIDA textile industry? 

ii.  What employee related factors cause workers to terminate employment contract 

in NIDA textile industry? 

iii.  What are the external factors may lead NIDA textile workers to undergo 

voluntary labour turnover? 

4.2 General information of the respondents  

This aspect was very important in obtaining the overall pictures of the respondents from 

which the data were gathered. It includes gender of the respondents, their ages, level of 

education and working experience. Total population was 2000 and the targeted sample 

was only 95 respondents. Adequate analysis was done to all the remaining respondents.  

4.2.1 Age of the respondents 

The results were generalized by the use of cross tabulation in order to explore the 

distribution respondents of group ages. A researcher had an interest of knowing if age 

can be related to turnover. (i.e. if the older a person, the less likely they are to leave an 

organisation). 
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Table 4.1 Ages of the Respondents 

Age categories Number of respondents Percents 
10-17 yrs 00 00 
18-24 yrs 38 40 
25-34 yrs 32 33.6 
35-44yrs 18 18.9 
40+ 07 7.3 
Total 95 100 
Source, Field Data (2016) 

From the result of the table 4.1 above Majority of the respondents were the one who 

aged between 18 and 24 as they were 38 in number (40%), followed by respondents 

aged between 24 and 34 as they were 32 in number (33.6%), who were also followed by 

those having aged between 35 and 44 who were in 18 in number (18.9%) ended with the 

last group who were above 40 years of age as they were 7 in number (7.3%). This shows 

that the Organisation posses a number of youths. Age is negatively related to turnover as 

indicated above, if an age can stand for itself, it explain very little to the understanding 

of turnover behaviour. In order to make it meaningful it should be linked to many other 

factors. On the base of expectation theory it shows that youth have a lot of expectations, 

when they do not meet them, they opt for leaving the organisation. It should therefore be 

expected that the Nida Textile Mill should expect future turnover. 

4.2.2 Gender of the respondents 

In this research Gender result was generated using cross sectional analysis in order to 

know if the information was given by both males and females. Therefore in order to 

avoid biasness both men and women were involved in the study. The males respondents 

involved were 58 (61%) and female respondents were 37 (39 %) as shown in the table 

below, 

Table 4.2 Gender of the Respondents 

Gender Number of respondents Percent 
Male 58 61 
Female 37 39 
Total 95 100 
Source, Field Data (2016) 
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Table 4.2 above has shown that the majority of respondents were men more that women 

as they account 58 (61%) in number and women were 37(39%) in number. The 

difference did not affect the accuracy data and the authenticity of the findings obtained.  

In this research there were no differences between the quit rates of men and women 

though gender might moderate the age-turnover relationship (i.e. women are more likely 

to remain in their job the older they get, than do men). 

4.2.3 Level of education of the respondents 

A researcher had an interest of knowing the education level of the respondents in order 

to explore the qualifications of the respondents so as to know their level of 

understanding the subject understudy and their level of answering the open questions. 

Also a researcher had an interest of knowing the education level of those who were more 

likely to leave job basing on the possession of education. 

A number of the respondents were secondary school leavers with form four level of 

education who are 33(34.7%) in number, followed by form six leavers who were 

26(27.3%) in number thus they are secondary school leavers. Those respondents with 

the secondary education with certificates are 16 in number which is (16.8%). 

Respondents who have diploma are 7 in number which is (7.3%). And those with degree 

leavers are 06(6.3%) in number. The last levels of people are the one with above Post 

graduate diploma and Master degree with 2 in number which is almost 2.1% 

respectively. 
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Table 4.3 Level of education of the Respondents 

Education Qualification Number of respondents           Percent 
Primary education 03 3.1 
Secondary education (form four) 26 27.3 
Secondary education (form six) 33 34.7 
Certificates 16 16.8 
Diploma 07 7.3 
Postgraduate Diploma 02 2.1 
Degree level 06 6.3 
Master Degree 02 2.1 
Other 00 00 
Total 95 100 
Source, Field Data (2016) 

The cross tabulation analysis was done on the level of educations to explore the 

qualifications of the respondents. This shows the level of understanding of different 

respondents even in answering the open questions. In the Table 4.3 above the results 

shows respondents who provide answers were from the people having middle education 

with non professional since a lot of them are secondary leavers. It is this group that 

always leave unnoticed. The study also shows that a number of workers leaving Nida 

Textile are those who are in operational level.  

4.2.4 Working Experience of the respondents  

A researcher had an interest of knowing experience of respondents with an expectation that 

those who had experience would provide reliable and valid information since they have been 

faced with various bottlenecks. They have been staying longer and they previously saw 

workers quitting. Respondents here were asked about how long they have been stayed in the 

company so as to understand who are likely to leave organisation between the one who have 

long stay and those who were early employed. Majority of respondents were one who 

worked between one and ten years as the table below shows 67 of them (70.5%), followed by 

those who worked between 11 to 20 years who are having (29.5%). 
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Table 4.4 Working Experience of the Respondents 

Experience Number of respondents Percent 
1-10 yrs 67 70.5 
11-20yrs 28 29.5 
20+ 00 00 
Total 95 100 
Source, Field Data (2016) 

Table 4.4 above shows that there were no or little differences between the one who had 

experience and the new employee on quitting job. Both advocated that they may leave 

even if they stayed longer and had experience. This will happen if their grievances were 

not solved and goals are not realised. One respondent exposed out that once her fellow 

worker verified her financial contribution were not sent to NSSF he decide to quite and 

join urafiki textile industry despite of having 12 years and despite of being among the 

first employer in Nida textile industry. 

4.3 Employer factors for labour turnover. 

The first objective intended to find out employee or push factors for labour turn over. A 

researcher had an interest of knowing these organisational factors since in the literature 

review a lot of researchers have explained about these factors like inadequate salaries, 

poor working conditions, lack of training, negligence of management to listen workers 

demand as the main causes of workers to leave job unnoticed. This objective was 

supported by the first question which intends to find the reasons by asking the 

respondents as table indicated below. The methods used to extract the answers of the 

question obtained through the use of questionnaire, focus group discussion and 

observation.  

The liker scale have been used here with the response key of number 1 representing 

strongly disagree, number 2 disagree, number 3 neutral, number 4 agree and the last 

number 5 Strongly Agree. These entire response key have been rated with frequencies 

(F) and percentages (%) i.e. F (%). Respondents came out with the following results. 
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Table .4.5 Employer reasons for employee leaving job 

Reasons for employee to quit 

Strongly 
disagree       
F (%) 

Disagree 
F (%) 

Neutral 
F (%) 

Agree 
F (%) 

Strongly 
Agree 
  F (%) 

Total 
 

Unsatisfied salary                                                                              3(7) 1(2) 2(4) 23(51) 16(36) 45 
Poor working condition                                                                      5(25) 1(5) 1(5) 8(40) 5(25) 20 
No training opportunities                                                                    4(27) 1(7) 3(20) 5(33) 2(13) 15 
Workers problems not listened  2(33) 0 1(17) 2(33) 1(17) 6 
Demands are not fulfilled                                                      1(20) 1(20) 1(20) 2(40) 0 5 
Other reasons 0 1(25) 2(50) 0 1(25) 4 
Total 15(16) 5(5) 10(11) 40(42) 25(26) 95 
Response key 1.Strongly disagree, 2.Disagree, 3.Neutral, 4.Agree, 5.Strongly agree. 
Frequencies (F) and percentages (%) i.e. F (%). 

Source: Field data (2016) 

Five factors were given to respondents to rank the most appropriate cause that made 

workers to move out of the industry. Here are the results obtained. 

4.3.1 Unsatisfied salaries 

Table 4.5 above, shows that the basic reason for workers to move out unnoticed is 

unsatisfied salary where in accumulation of those who agree and strongly agree about 

the low salary are (87%) of the respondents. It is only (9%) of the respondents who were 

disagreeing that unsatisfied salaries cause workers to move out unnoticed and 

respondents (4%) remained neutral in this factor.  

4.3.2 Poor working conditions 

Another factor was poor working condition, the Table 4.5 above indicated that 

respondents (65%) said the poor working condition force workers to leave and (30%) 

respondents disagree if the working condition can be the cause of workers to leave an 

organisation while only (5%) of respondents remained neutral. 

 

 



51 

4.3.3 Ignoring workers problems  

The Table 4.5 above also indicated that respondents (50%) said that workers problems 

are not listened by the administrators and respondents (33%) disagree if their problems 

are not listened by the administration while respondents (17%) remained neutral. 

4.3.4 Absence of training opportunities 

In the factor of absence of training opportunities respondents (46%) in Table 4.5 above 

agree that it cause workers to move away while respondents (34%) disagree if the 

training opportunity might cause workers to move out of industry unnoticed and (20%) 

of respondents remain neutral. 

4.3.5 Unfulfilled workers demands 

Again in the factor of workers demands which are suppose to be provided by law but 

they are not fulfilled, respondents (45%) agreed to be a factor for workers to move out 

voluntarily and respondents (40%) disagree with the statement that failure to fulfill 

workers demands is among the factor cause them to leave job while respondents (20%) 

remained neutral.  

4.3.6 Other reasons 

The respondents were given option of ‘other reasons’ rather than those provided by a 

researcher on the organisational factors causing labor turnover. Here respondents (50%) 

remained neutral meaning that they neither agree nor disagree. Respondents (25%) 

remained in a position of agree and disagreed respectively on other reasons. 

In general Table 4.5 above shows clearly that organisation factors are among greater 

factors that cause voluntary labour turn over in Nida textile industry since respondents 

mostly lie on the position of strongly agree and agree as they accepted by (68%). This is 

supported by (87%) respondents who stated that, labour turnover is due to low salary 

and 65% who mentioned that, employees leave the organization due poor working 

condition of the industry and respondents (50%) who stated that voluntary turnover is 
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due to behaviour of administration not to fulfill the workers demands and furthermore 

respondents (46%) who said absence of training opportunity leads them to depart. 

4.4 Leadership style of an organization 

Bad managers with their extreme rules chase away talented employees and valuable 

customers. Poor leaders deprive workers. Employees say all the time they respected their 

bosses who are respecting them. Style of leadership being autocratic, democratic, 

authoritarian or dictatorial have negative impact for employees and might even damage 

the company bottom line. Bad leadership affects company’s ability to retain employees 

and lowers employee morale and motivation as a result lead them to leave the job. 

Researcher had an interest of knowing to what extent Nida style of leadership forces 

workers to make a decision of quitting. The second question intend to find out reasons 

that led workers to leave job voluntarily base on the first objective which is 

organizations factors that made employee leaving the job unnoticed, but here researcher 

concentrated to those caused by style of leadership. Leadership and the whole 

management style in Nida textile seems to be very poor. According to the general 

opinion of the sample 95% of respondents strongly agree that employee leaving the 

organization due to bad management style. 

Table 4.6 Effects of management style 

Management cause 

Strongly 
disagree       
F (%) 

Disagree 
F (%) 

Neutral 
F (%) 

Agree 
F (%) 

Strongly 
Agree 
  F (%) 

Total 
 

Negative with harsh style                                                          0 1(2) 0 22(46) 25(52) 48 
Negative with autocratic style  0 1(2) 1(2) 16(36) 26(59) 44 
Other reasons 0 2(67) 0 0 1(33) 3 
Total 0 4(4) 1(1) 38(40) 52(55) 95 
Response key 1.Strongly disagree, 2.Disagree, 3.Neutral, 4.Agree, 5.Strongly agree. 
Frequencies (F) and percentages (%) i.e. F (%). 

Source: Field data (2016) 
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4.4.1 Negative and harsh style of leadership 

From Table 4.6 above (98%) of the respondents agree with the factor that Nida textile 

management style of leadership is negative and harsh while only (2%) disagree about the 

statement that the management style is negative with harsh style.  

4.4.2 Negative and autocratic style of leadership 

Again the Table 4.6 above shows respondents (95%) stated that the management style is 

negative and autocratic and only respondents (2%) remain neutral on negativity and 

autocratic style of ruling. On the other reasons provided by the respondents, (67%) said 

there are other reasons rather than negative with harsh and autocratic style.  

Generally in Table 4.6 above, respondents were asked to mark the style of leadership; 

their answers were mainly base on the negative style with harshness and autocratic 

which does not respect human dignity by (95%). It is therefore acceptable to say that the 

Management style is poor in Nida textile Mills as the respondents (98%) of them, agree 

that the Nida administration has harsh style and (95%) said management has autocratic 

style.  This shows also that the organization is losing employees due to leadership style. 

These answers were also provided in writing by the engineers and supervisors who show 

negative impact on the style of leadership though they are better paid off. 

4.5 Response on behaviour of administration 

Researcher had an intention of understanding level of satisfaction of respondents 

towards behaviours of organisation. Furthermore researcher has interest of knowing if 

the better pay workers are also having intention on turnover as these questions were 

designed for supervisors though all respondents were given the questionnaire. The 

respondents were given question indicated in number six to tick the most appropriate 

answers to show their level of satisfaction in various behaviours of administration in 

which, if they are dissatisfied, the factors would contribute to voluntary labour turn over. 

Respondents were mostly ticking the answers caused by the administration and here    
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(in Table 4.7) below are the results. The methods used to extract answers here is a 

questionnaire. 

Table 4.7 Supervisors response on behaviour of an administration 

Responses on 
administration behaviour 

Strongly 
dissatisfied       

F (%) 
Dissatisfied 

F (%) 
Neutral 
F (%) 

Satisfied 
F (%) 

Strongly 
satisfied 
  F (%) 

Total 
 

Degree of Motivation 0 6(75) 0 2(25) 0 8 
Availability of job 
security 2(20) 8(80) 0 0 0 10 
Management Style in 
Nida 3(20) 6(40) 4(27) 1(7) 1(7) 15 
Provision of Training and 
Development in Nida 2(33) 4(67) 0 0 0 6 
Level of Cooperation 
among Administration 
and the workers 1(14) 4(57) 0 1(14) 1(14) 7 
Mechanism used to solve 
workers problems  0 5(83) 1(16) 0 0 6 
Level of response on 
workers preferences 1(8) 7(58) 3(25) 1(8) 0 12 
Administration discusses 
performance workers 2(25) 4(50) 0 2(25) 0 8 
The physical working 
conditions are conducive 
to achievement 5(36) 4(29) 4(29) 0 1(7) 14 
Organizational policies 
related to job are 
adequately communicated 
to workers 5(56) 2(22) 0 1(11) 1(11) 9 
Total 21(22) 50(52) 12(12) 8(8) 4(4) 95 
Response key 1.Strongly dissatisfied, 2.Disatisfied, 3.Neutral, 4.Satisfied, 5.Stronglysatisfied. 
Frequencies (F) and percentages (%) i.e. F (%). 

Source: Field data (2016) 

4.5.1 Availability of job security  

Table 4.7 above, reveals the level of satisfaction of supervisors and all employees in the 

organization. Respondents disagree by 100% with the factor that there is presence of job 

security in the industry as they were all dissatisfied. This means that workers are not 

secured and their contributions are not sent to various schemes. 
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4.5.2 Provision of training and development 

Again Table 4.7 above reveals the level of satisfaction of supervisors and all employees 

in the organization by disagreeing with 100% that there is availability of training and 

development in within the industry since all of them were dissatisfied.  

4.5.3 Availability of mechanisms of solving grivances 

Again about (83%) of the respondent were dissatisfied on the factor of the availability of 

mechanisms used to solve workers problems and only (3%) remained neutral on those 

mechanisms. It seems that the administrative rules and orders are not properly followed 

and the introduced methods used to deal with workers grivances are not acceptable. 

4.5.4 Provision of education on organizational policies related to job  

The respondents were given chance to mark the factor of the organizational policies 

related to job if they are adequately communicated to workers as indicated in table 4.7 

above. Here respondents (78%) stated that organizational policies related to job are not 

adequately communicated to workers and 22% agreed that organizational policies 

related to job are adequately communicated to workers. Therefore labour rules and 

industrial health policy are not known for most of Nida textile workers. 

4.5.5 Satisfaction on motivation 

Respondents were also given a chance to show their level of satisfaction on the available 

motivation. On this degree of motivation as a factor in table 4.7 above, respondents 

(75%) were dissatisfied with motivation given, while (25%) were satisfied with little 

motivation provided by the industry. Having such greater percentage is shows that the 

motivations, incentive provided are not adequate to workers.  
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4.5.6. Performance Discussion 

Again about (75%) were dissatisfied with the factor of behaviour of administration of 

not discussing performance with workers. It is only (25%) of respondents who are 

satisfied with such behaviour of discussing job performance with workers.  

4.5.7 Presence cooperation between administrators and workers 

On the factor of presence level of cooperation among administration and workers, about 

(73%) of the respondents stated that they are dissatisfied while (28%) of the respondents 

stated they are satisfied. Here table 4.7 above indicated clearly that cooperation between 

employer and employees is poor. 

4.5.8 Administrative response on workers preferences 

Furthermore table 4.7 above shows respondent (66%) stated that they disagree on the 

factor of administrative response to workers preferences and (25%) respondents 

remained neutral while (8%) are satisfied with the response of the administration on 

workers preferences.  

4.5.9 Physical working condition 

On the factor of physical working condition if they are conducive to achievement 

respondents disagree by (65%) that physical working conditions are conducive to 

achievement and (7%) stated that they are satisfied with working conditions that they are 

conducive to achievement. Having such poor working condition as indicated by the 

respondents in Table 4.7 above, stimulate workers to move without notice. 

In general the table 4.7 above, shows that workers are dissatisfied with the behaviour of 

an administrators of Nida textile Mills as respondents by (74%) stated that they are not 

satisfied with the behaviour of organisation since the entire mentioned factors in the 

table like job security, provision of training, cooperation between workers and 

administration, physical working condition are not adequately provided. About 100% 

are dissatisfied with the job security and provision of training and development in Nida.  
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83% of the respondents stated that they are dissatisfied with the mechanism used to 

solve workers problems. Respondent (78%) stated that organizational policies related to 

job are not adequately communicated to workers and (75%) are dissatisfied with the 

behaviour of administration of not discussing performance with workers. Again 

respondents (66%) stated that they are disagreed on how the administration responds to 

workers problems. All the factors in the Table 4.7 above, have negative impact to 

respondents since over 50% felt dissatisfaction on them thus it is true to verify that the 

general behaviour of Nida administration is not friendly to workers. 

In additional to that management and the whole administration actions stimulate workers 

to move out of an organization unnoticed. The idea of asking respondents about training 

was to find out if the management is supporting the development carrier of workers and 

if training provided (particularly training on work safety) help them to secure their 

health. Training programme available has no specific time within the year and they 

brought to show OSHA that the organisation is following safety rules. Due to that fact 

training is not there as many respondents denied the existence of training at the industry 

though only accounts and technicians sub departments verified to have training 

organised by the industry. Researcher during observation revealed that some primary 

school leavers worked in very risk areas (‘such as printing and dyeing section’ in the 

chemical mixing) without having any knowledge of body protection. Physical working 

conditions are not conducive in Nida textile. Long standing in the machines, noisy with 

poor technological machines, bad odor in the chemical mixing section put workers in a 

great danger of getting diseases associated with stress, trauma, nausea and breathing. 

4.6 Employee related factors leading to labour turnovers 

Since employers are the one who leaves an organisation, a researcher had an interest of 

knowing their personal views on factors for voluntary turnover which are not associated 

with the organisational or external causes. These factors are psychologically deals with 

causes that are influenced by employee’s emotion, attitudes or perception. A researcher 
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had an interest of finding the collection of positive or negative feelings that an individual 

holds towards his or her job. 

The second objectives intended to find out the appropriate individual reasons that lead 

workers to leave jobs. This objective was supported by the third question which intends 

to find the reasons by asking the respondents as Table 4.8 indicated below. The methods 

used to extract the answers of the question were through the use of questionnaire and 

focus group discussion. 

Table 4.8 Employee related reasons 

Employee related reasons 

Strongly 
disagree       
F (%) 

Disagree 
F (%) 

Neutral 
F (%) 

Agree 
F (%) 

Strongly 
Agree 
  F (%) 

Total 
 

Relation within peer group 2(7) 3(11) 2(7) 9(33) 11(41) 27 
Lack of personal goal expectation 2(7) 2(7) 4(14) 13(46) 7(28) 28 
Organization and individual 
culture are not matching   2(14) 4(29) 1(7) 4(29) 3(21) 14 
Worker personal decision   0 1(4) 4(15) 12(46) 9(35) 26 
I don’t know 0 0 0 0 0 0 
Other reasons 0 0 0 0 0 0 
Total 6(6) 10(11) 11(12) 38(40) 30(32) 95 
Response key 1.Strongly disagree, 2.Disagree, 3.Neutral, 4.Agree, 5.Strongly agree. 
Frequencies (F) and percentages (%) i.e F (%). 

Source: Field data (2016) 

4.6.1 Workers personal decisions 

The Table 4.8 above shows the reasons for labour turnover caused by employee 

themselves. About 81% respondents stated that, they agree with the factor that, personal 

decisions make them to move out of industry without providing information, while 

respondents (15%) remained neutral on this factor. Again 4% disagree for the personal 

decision to be a factor of an employee to move out voluntarily. 
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4.6.2 Lack of personal goal 

Another factor expressed by respondent here in table 4.8 above is the lack of personal 

goal where by 74% agreed to cause workers to move without notice and respondents 

(14%) remained neutral while only 7% of the respondents disagree if lack of personal 

goal cause the workers to move without notice.  

4.6.3 Relation with peer groups 

Respondents in table 4.8 above, gave 74% the factor of relation with peer group as a 

cause of workers to move out without informing administration with an attempt of 

leaving the job and 18% of respondent strongly disagree on the same issue of individual 

relation to cause people to quit unnoticed while 7% remained neutral.  

4.6.4 Unrelated organisational and individual culture  

Again the Table 4.8 above shows respondents (50%) stated that they agree on 

organisation and individual culture not to match, as a cause of voluntary labor turnover 

and 43% disagree on the organisation and individual culture not to be matched as the 

cause of voluntary labour turnover, while 7% of the respondents remained neutral.  

According to the General opinion of the sample in Table 4.8 above, 72% of the 

employees who leave the organization are moving out because of employee’s related 

factors. This is supported by Table 4.8 above, in which respondents (81%) stated, 

workers move out because it is their personal decision, and respondents (74%) stated 

employees leave due to lack of goal expectation the same as (74%) respondents who 

stated that, employees leave due to relationship among peer group in supporting their 

feelings and decision as they might move out together. Also respondents (50%) agree to 

the factor that organisation and individual culture are not matching. Therefore it is true 

to say that Employee related reasons causes’ voluntary labour turnover since all the 

factors given, have been accepted by more than 50% by the respondents.  
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During an interview with the researcher, one respondent replied that, establishment of 

Tooku garments ltd created a lot of promises for the new workers thus many people 

from various organisation similar to textile industry including Nida move out unnoticed 

in search of employment and expecting to have good incentives. Again other interviewee 

replied that women are always stimulating each other to move unnoticed due to 

harassment they obtained from the supervisors. This is also associated with the bad 

relationship in which if these youth found one of their fellow workers has been punished 

they tend to organize the boycott to show sense of solidarity. Again during the interview 

one respondent clearly informed the researcher that, newly enrolled workers are not 

given even simple training on the culture of the organisation. If these newly employed 

youth found there are different culture like abusive language, harassment, forcing, long 

standing in machine, restricted talking in the place of work, they obviously likely to 

move out as their culture not matching with theirs.  

4.7 External factors leading to voluntary labour turnover 

Recently it has been observed by researchers that, economic determinants like pay, 

training and personal expectation are the one that stimulated people to move out of job. 

If higher performers are insufficiently rewarded, they always quit. If jobs provide 

adequate financial incentives, it is more likely that employees will remain with the 

organisation and vice versa. Therefore since the external factors cause voluntary labour 

turnover a researcher has an interest of knowing them. 

The third objectives intended to find out the appropriate external reasons that attracted 

workers to leave job unnoticed. This objective was supported by the fourth question 

which intends to find the reasons by asking the respondents as Table 4.9 indicated 

below. The methods used to extract the answers for this question were also obtained 

through the use of questionnaire and an interview. The Table 4.9 below shows the 

obtained results. 
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Table 4.9 showing the external factors leading to voluntary labour turnover 

External factors for voluntary 
labour turn over 

Strongly 
disagree       
F (%) 

Disagree 
F (%) 

Neutral 
F (%) 

Agree 
F (%) 

Strongly 
Agree 
  F (%) 

Total 
 

Expectation of the new salary 
from new employer                         4(14) 5(18) 4(14) 9(32) 6(21) 28 
Expectation of incentives from 
new employer                         2(14) 2(14) 1(6) 5(29) 7(41) 17 
Expectation of training 
opportunities from new employer                        3(13) 1(4) 0 9(38) 11(46) 24 
Expectation of having better 
working environment 1(9) 2(18) 3(27) 2(18) 3(27) 11 
Unknown reason 1(14) 3(42) 1(14) 1(14) 1(14) 7 
Other reasons 1(13) 1(13) 2(25) 2(25) 2(25) 8 
Total 12(13) 14(15) 11(12) 28(29) 30(32) 95 
Response key 1.Strongly disagree, 2.Disagree, 3.Neutral, 4.Agree, 5.Strongly agree. 
Frequencies (F) and percentages (%) i.e. F (%). 

Source: Field data (2016) 

4.7.1 Expectation of training opportunities 

Table 4.9 above, shows respondents (84%) stated that, they agree with the factor that, 

expectation of training opportunities from new employer cause them to move out of job 

without notice while respondents (17%) disagree on that factor that expectation of 

training opportunities from new employer may cause them to move out. 

4.7.2 Expectation of incentives  

Other factors expressed by the respondents here include, expectation of incentives from 

new employer, in which table 4.8 above indicated, respondents (70%) stated that they 

agree to be a factor led them to move out, and respondent (28%) disagree on expectation 

of incentives from new employer as a factor of voluntary labour turnover while 

respondents (14%) remained neutral.  
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2.7.3 Expectation of the new salary  

Table 4.8 shows results of another factor which is the expectation of the new salary from 

new employer in which (53%) of the respondents agree to be a factor of voluntary labour 

turnover and 32% of the respondents disagree to be a factor for workers to quit while 

14% of the respondents remained neutral. 

4.7.4 Expectation of better working environment 

On expectation of having better working environment, as a cause of workers to make a 

decision of moving out unnoticed respondents (45%) agree to be a factor of voluntary 

labour turnover, and (27%) of the respondents, stated that they disagree on expectation 

of better working environment to be a factor of voluntary labour turnover while  

respondents (27%) remained neutral.  

4.7.5 Other reasons 

At the end a researcher decide to give respondents an option of other reasons in which 

respondents provided other reasons to the voluntary labour turnover by (50%). These 

reasons does not support any argument that external factor are the one cause voluntary 

labour turn over.  

Generally Table 4.9 above shows that, 61% of respondents believed that external factors 

are the one which drive workers out of their industries. This is supported by 84% who 

stated that, training opportunity from the new employer attracted workers to move 

unnoticed. Among 95 respondents 70% stated the availability of incentives is the cause 

of workers to move out of industry where 53% were on the view that new salary attract 

workers to quit, therefore due to those data above it is true to say that external factors 

strongly lead voluntary labour turnover. 

During the interview with different respondents, researcher was informed that, the salary 

given by other industries like Urafiki and Tooku Garment Ltd is higher than the one 

provided by Nida Textile.  
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The salary given out in those industries helped to meet basic needs for a greater 

percentage. The higher pay increase motivations and morale to workers. Other 

interviewee who left job was on the view that, it was good reward system which is 

equitable, fair, consistent and objective with better incentive that attracted him to move 

to Urafiki Textile industry. In Urafiki he said, there is a system which notified all 

workers who are pensionable to understand if their contribution in NSSF, or GEPF 

under voluntary contribution are safe and secured. Also there is good co-operation 

between workers and the administration of these schemes of services. On training 

opportunity one respondent explained that, in order to enhance organisational efficiency 

Tooku Garment Ltd established special programme to sent workers in vocational 

training education. A lot of workers have been benefited with such programme. This was 

very much accepted by the workers as the idea was facilitated by workers themselves 

and later the administration implemented it. 

4.8 Workers responses on non realization of goals  

Once an individual become new employers, he or she always had ambitions and 

expectation. Therefore she or he would behave in a certain way because she or he is 

motivated to select a specific behaviour over the other due to what she or he expect the 

result of that selected behaviour will be. If these expectations will not be realised they 

might react. The third objective also intended to find out the decision that will be made 

by workers when they found that their goals have not been realized.  

This objective was also supported by the fifth question which intends to find the 

decisions to be taken by workers when expected goals were not met.  The Table 4.10 

below shows the obtained results. 
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Table 4.10 Responses of workers on goal realization 

Decision to be made if goals are 
not realised 

Strongly 
disagree       
F (%) 

Disagree 
F (%) 

Neutral 
F (%) 

Agree 
F (%) 

Strongly 
Agree 
  F (%) 

Total 
 

Quit the job                                                                                     1(5) 1(5) 5(25) 8(40) 5(25) 20 
Leave the job after getting new 
employment opportunity 0 1(7) 3(20) 6(40) 5(33) 15 
Tolerate the situation                                                                          0 1(6) 5(31) 5(31) 5(31) 16 
Pressure for changes                                                                          0 1(7) 6(40) 4(27) 4(27) 15 
Give the information to the 
Administration                                       0 3(20) 3(20) 5(33) 4(27) 15 
Other reasons 1(7) 3(21) 3(21) 4(29) 3(21) 14 
Total 2(2) 10(11) 25(26) 32(34) 26(27) 95 
Response key 1.Strongly disagree, 2.Disagree, 3.Neutral, 4.Agree, 5.Strongly agree. 
Frequencies (F) and percentages (%) i.e. F (%). 

Source: Field data (2016) 

4.8.1 Workers decision after new employment 

Table 4.10 above shows the decision of the respondents if their goals are not realised. 

One of the factors provided was leaving the job after getting new employment 

opportunity. Here about 73% of the respondents stated that they will leave only if they 

will get new employment opportunity, (7%) of respondents stated that they will not 

leave even though they might obtain new employment opportunity while 20% remained 

neutral.  

4.8.2 Workers decision without new employment 

Again about 65% of respondents in Table 4.10 above stated they will quit the job if goal 

will not be realised even if they will not secure another job, and 10% stated they will not 

quit while 25% remained neutral if their goal will not be realised.  

4.8.3 Workers tolerance 

On the side of tolerating the situation if goals will not be realised in table 4.10 above, 

about 62% of the respondents stated that they will tolerate the situation, and 31% stated 

that they will remain neutral. 
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4.8.4 Workers Mediation and Arbitration 

Again about 60% of the respondents stated that they will give the information to the 

Administration, and 20% of the respondents stated that they will remain neutral. 

Provision of the information verified that there are some actions to be taken by the 

workers as their goals and that of organisation are not in congruent. 

4.8.5 Workers striking 

Lastly the respondents were asked if they will pressurize changes and here about 54% 

believed to pressurize changes though respondents (40%) stated that they will remain 

neutral on this decision. Researcher verified that previously striking that happened on 

January 8th 2016 might be among the pressurizing changes taken by workers to demand 

their grivances.  

In general Table 4.10 above, verified through the results of respondents when asked 

what decision they might take as personal if their goals have not been realised that, by 

61% will leave Nida Textile Mills. Thus the industry should expect future turnover. This 

is supported by 73% of respondents who will leave the organization if they get a better 

offer and 65% of respondents who stated that they will quit an organization even if they 

will not get a better offer. It is further supported by respondents (60%) who stated that 

they will provide information to the administration, therefore verifying that positive 

action will be taken by workers if goals have not been realised.  

During focus group discussion one of the respondents from procurement department 

said, it is only poverty that made a lot of workers not to move out of the company. If 

there will be other job elsewhere, he would better move out to work instead of Nida. 

Respondent further said, the big problem is not the salary rather it is the Indian origin 

supervisors who regard African as nothing and second class type of people. This verify 

further that people at any time, would be moved out of Nida if their goals would not be 

fulfilled by the administration. 
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CHAPTER FIVE 

DISCUSSION OF THE FINDINGS 

5.1 Introduction 

This chapter provides discussion of findings from the analyzed data and those obtained 

from focus group discussion with observation.  It discusses what was revealed after 

analyzing the research data in relation to the research topic, conceptual framework and 

literature review. It further gives an interpretation of the study findings.  

5.2 Employee causes of voluntary labour turnover    

The first objective of the study was to find possible reasons caused by industrial, 

environment, surroundings contributing workers voluntarily to leave job. Various 

instruments have been brought forward to provide reasons. These include unsatisfied 

salary, poor working condition, absence of training opportunities, and poor management 

in listening of workers problems.  The respondent were able to tick them in accordance 

to their personal decision and how they argue on the reasons for voluntary turnover 

caused by their employer and the general surroundings of working environment or its 

organisation that employed them. 

A lot of interviewees exposed their feeling on the style of management that influenced 

their fellow workers to leave the job voluntary. Instruments that were brought to them 

were good style of management, very supportive and positive leadership with some 

element of democracy, charismatic with positive support, an average with minor element 

of democrat, negative style with harsh style and very much negative with autocratic style 

of leadership. A lot of the respondents tick the negative style with harsh style and very 

much negative with autocratic style of leadership as the main causes. This shows the 

red-light to me as a researcher to understand clearly that the there is the problem of 

management in the industry. A researcher I was able to observe the employee related 

factors as cause of workers to terminate employment contract in Nida that involve 

General environment which is a wider perspective, organisation behaviours of Nida 
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itself, management style of Nida, rules and regulations and Nida behaviour on trade 

unions. Again there are issues Nida respect of human rights, training and development, 

absence of sharing of information, wage benefits which are associated with claims 

within various schemes particularly VSRS, welfare relations and fairness in which they 

are hereby explained as follows. 

5.2.1 Environment  

Textile workers contracts become more demanding in Tanzania from 2000 onwards due 

to the mushrooming of textile industries, though these industries involve some degree of 

risk in some department that involve the use of chemicals, they thus cause stress and 

disrupt personal life, which later lowering the morale of laborers and potentially 

reducing their possibility of re-enlisting after the expiry of their contracts as many 

voluntary refuse to continue with the work. In the study at Nida textile interviewees 

were claimed that the environment is not conducive for workers to protect their skin 

during mixture of chemicals. Working conditions firstly explained by respondents, here 

are physical features such as temperature, lighting, noise and ventilation. Secondly 

respondents explained about good relation with supervisors and management as a whole.  

Employees are anxious with their work atmosphere for both individual comfort and for 

easing good job performance. Employees prefer physical surroundings that are secure, 

clean, comfortable and with a minimum standard of distraction (Robbins, 2005).  

About 65% of the respondents agreed that poor working condition makes people to 

move out of Nida. Interviewees claimed to complain to National Environment 

Management Council on the destruction of environment surrounding the area and their 

body health. They also complained that they lack personal safety equipment like safety 

glasses, goggles, face protectors, safety shoes, hand gloves, face masks, earplugs, 

protective clothes, hair protectors especially in general department. Interviewees claimed 

that failure to get these protective gears and safety belts resulted in some employees to 

get body injuries in skin and diseases associated with respiratory system. Others claimed 

to be affected by needles when falling down within go downs and on lifting pallets.  
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If employees are dissatisfied with their employment and work prior to their injury, the 

injury itself may be a catalyst to job avoidance and withdrawal from their employment 

(Hom & Kinicki, 2001). I observed that cleanest, air conditioning facilities and buildings 

are generally of a low standard at Nida textile industry. There was the rehabilitation 

within the industrial buildings and the same workers were involved in building 

construction climbing higher without safety belts. There was always pungent smell 

coming out during mixing of colors and decorations. Odors cause injuries and illness 

when inhaled. Respondents claimed that there is overexertion caused by bending, 

repeatedly grasping, lifting, pulling and pushing of pallets which further caused sudden 

trauma and tearing injuries to muscles, tendons and ligaments. This restricts the 

production level and quality of the output.  As a result, the quality of the yarns produced 

is mostly far below international standards, and is only acceptable for products aimed at 

the domestic market (Tanzania Gatsby Trust and the Gatsby Charitable Foundation, 

2007).  

Furthermore one respondents working in dispensary says due to long standing workers 

develop swollen and painful feet or legs, plantar fasciitis (this is an inflammation of the 

connective tissue that goes from the heel to the toe, supporting the arch), stretched 

Achilles tendon (tendinitis), heel spurs, knee problems, lower back pain and neck and 

shoulder stiffness. Others explained that, they had hearing damage due to prolonged 

exposure to noise and other expressed that they had a problem in the breathing as their 

respiratory system has been damaged due to inhaling dust from synthetic fibers and 

natural fibers like cotton and wool. The use of chlorine that bleach fabrics is very toxic, 

the use of dyes and the use of mordents (the substance used to "fix" the color onto the 

fabric) such as chromium are also very toxic. If workers will continue working without 

protecting gears within these areas where mixing of chemicals were done, the possibility 

of quitting unnoticed will continue. Interviewees claimed chemical section to be the 

most hazardous. 
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One of the interviewees who used to mix chlorine that bleach fabrics in general 

department said, 

 ‘in 2013 before terminating my job I, contact my accountant department 

demanding extra payment since I was working in the risk area, the answer 

I received was discouraged as they told me to leave the job if I was not 

satisfied. A secretary phoned me at once claiming that they prepare to fire 

my contract as i was suspected to plan boycotting something which was 

not true. In the next morning security guard were ordered not to allow me 

to attend job till further notice. Till today I have not received dismissal 

latter’’. ‘That made me to move out of the company’. 

Mobley (1977) observed that workers had behaviour of evaluating existing job and its 

environment of the work being done. It is believed that work environment plays a 

pivotal role on an employee’s decision to continue working in an organization or to quit. 

This women made evaluation of her position then made decision. Job dissatisfaction 

follows in deciding to quit. The employee may however evaluate the utility of searching 

for the new job. If workers experience jobs that are tightly controlled routine and 

monotonous, they obviously quitting unnoticed. 

During focus group discussion one respondent from the administration department said, 

the industry has made some effort to rescue the health and environment so as to make 

workers lives in better at workplace. In order to achieve that, the company strictly 

adheres to the health, safety & environment guidelines as per local and international 

standards basing on various awareness programs and requisite training especially on the 

following, 

i. Health programs on diseases such as TB and AIDS/HIV 

ii.  Mandatory vaccinations as per local requirements 

iii.  Fire fighting  

iv. First Aid 

v. Work place hazards 
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vi. MSDS (Material Specification Data Sheets of Chemicals). Employees are 

rewarded with cash prizes for their volunteering efforts and accomplishments 

during incident. 

Interviewees on their part urged that the mentioned efforts are on papers and if training 

is available, only those holding technical, finance and quality control departments are 

the one who are appointed for attending training session. This is done once per year. 

5.2.2 Working condition 

Herzberg et al., (1959) describe about seven working conditions which lead to job 

satisfaction for the majority of people. These conditions are: interesting and challenging 

work, a feeling of achievement, good relationship with immediate supervisor and other 

professionals, opportunities for friendship, advancement, security of employment and 

recognition. He also says there are intrinsic sources of job satisfaction which are 

invisible meaning that one cannot touch or see but they are felt from the inner part of a 

human being. These intangible sources are such as employees feeling a sense of pride in 

their work as well as individual differences like personality. If these would not be 

available the possibility of workers to move unnoticed is great. Research has revealed 

that employees who perceive high levels of restrictions in terms of their work 

environment tend to be dissatisfied with their work (Spector, 1997).  

I observed that 100% of the respondents are dissatisfied with job security, 83% of 

respondents are dissatisfied with the mechanism used by the organisation to solve 

workers problems, 75% are dissatisfied with the promotion given by the industry and 

65% agreed that poor working condition makes people to move out of industry. From 

the findings obtained it justified that it is important for employers to provide a conducive 

and healthy working environment as it seems to be contributing factor to job satisfaction 

since a lot of interviewees claim the negative response to the people’s health and 

restriction of people not to talk in the place of work. Respondents claimed not to be 

satisfied with the General behaviour of Nida administration, the way they react on 

workers preferences, mechanism used to solve their problems which are not conducive.  
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Their behavior of not involving workers in decisions making, abusing habit, poor 

motivations and behaviour of sending workers on training basing on special departments 

like finance and quality control. 

5.2.3 Nida textile as employer 

Respondents claimed that, during the time of contract workers were promised a lot of 

incentives, like free lunch, free working uniforms, free medical aid and free transport. 

After being employed respondent claimed their salaries were deducted in replacing all 

the free promised gifts. Respondent complained that food which is provided (beans and 

‘ugali’) is not palatable and sufficient. Also t-shirt given were of poor quality which torn 

out after two washing water. Those who claimed not to use transport and food of the 

industry were given back their finance with some unknown deduction. The transport 

system was rejected by workers since it was not satisfactory on the selected centres in 

which the driver ordered to take workers to the industry. Due to these facts some 

workers claimed that they ought to leave the company if they might secure another job. 

Respondent’s explained that other fellow workers leave job only three weeks after being 

employed. When an employee’s leave after a short period in the job immediately after 

employed, poor recruitment and selection decisions both on the part of the employer and 

employee are the cause, along with poorly designed or non-existent induction programs 

with unfulfilled promises (CIPD, 2004). 

From the findings I observed that interviewees regularly have spoken on the lack of 

administrative supports especially workers in the general department, poor interpersonal 

relationship with line managers, lack of participation in decision making and sited a 

good example in the appointing their Trade Union leaders thus, all these created high 

turnover in an organization and thence attributed to instability in the management of an 

organization. Employees have an ability to stay and work when the organization is stable 

and the general surrounding plus work environment seems to be consistent (Mobley, 

1977).  
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5.2.4 Management of Nida 

Generally, 98% of respondents said the Leadership style in Nida is poor. Good 

management is very important in controlling or minimizing voluntary labour turnover. 

Harassment, discrimination and bad language from the supervisor is the burning issue of 

the day in Nida. Many interviewees were complaining that always the industry had no 

work goals to be met per day. Work is only done depending on number of hours. It is a 

production manager who set goals within a day without associating workers. When 

production manager founded workers failed to reach capacity of production he always 

give orders to team leaders or shift in charge to continue working till his goal is 

accomplished.  

It is here when interviewees claimed that working timetable is always not properly 

followed. It is very difficult to perform personal duties at home as a lot of time is taken 

to the industry. Very often two work shift met together within the industry.  Respondents 

also claimed supervisor’s especially Indian origin does not respect their fellow workers. 

The language which they are used to provide orders is not proper. Some of the top 

officials in the management were also using the same bad language. This discourages 

the youth claiming that it is only poverty that made them to stay, otherwise they would 

have quitting.  

Generally there is poor cooperation between the line managers notified as the 

supervisors and team leaders and workers. From the results on this research female 

expressed that there are a lot of unwelcome conduct that show an aversion towards 

workers. If a female worker will conceive she will not receive salary till her return for 

work. No any incentive scheme for pregnancy mothers. Female workers describe this 

behaviour as harassment and discrimination.  

In other circumstances as a researcher I observed that poor and bad worker supervisor 

relationship with the management happened when the management is not satisfied with 

the performance of the employer as they took discipline action against them. Later, it is 

when one decides to take personal decision to leave job. Perhaps increasing employees 
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participation in Nida within the industry will have a positive effect on employee job 

satisfaction, employee commitment and employee productivity. Cappelli (1992), state 

that the relationship between managers and employees influences employees’ decision 

to staying a job. Dailey (1992), show in his research that supervisors and managers have 

an important impact on employee turnover. Employees desire managers who know and 

understand them and who treat them justly. Employees also prefer managers who can be 

trusted. If employees feel that their managers are fair, reasonable and supportive, the 

levels of job satisfaction increase. If the manager shows interest in the well-being of 

employees and is supportive and sensitive towards employees emotionally, employee 

job satisfaction increases (Miller, 1992). 

5.2.5 Rules and regulations and trade unions 

Nida textile had a branch of TUICO a trade union formed by workers so as to seek their 

demand and attain their own fulfillment. Martin (2003) looked at the effect of trade 

unions on labour turnover   founded clear evidence that trade unions are associated with 

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

secure better working conditions, thus increasing the attractiveness for workers of 

staying in their current job. Interviewees expressed that there is no trade union formed 

by the workers themselves. It is the Organization that appoints some few labour s to be 

leaders of trade union.  

Union leaders have been appointed on the influence of administration. This caused the 

workers to feel that all their leaders are puppets since they are not coming from their 

choice. Workers in Nida do not trust their union leaders especially when their demands 

of being entered in Pension scheme were continuously rejected. Most of them opt to 

quit.  

Among their demand during January 8th, 2016 striking is the reform of their trade union 

administration and salary increment. Interviewees were providing their recommendation 

when asked if there are rules, regulations and policies that is explainable and 

understandable to workers. They argued that selecting leaders on behalf of workers 
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themselves is against the rules of the Government. Unions serve an important function 

of being a voice of representation for the workers within industries.  

Unions also serve to see that employers adhere to safety regulations and standards for 

employees, and they also participate in drafting labour contracts and conditions of 

service. 

Interviewees argued that they are not sufficiently informed in many rules, regulations 

and policies pertaining their own workers benefits. Generally there are no openness in 

rules and regulations. They don’t know about their Schemes, some don’t know even the 

industry labour relation laws. they don’t understand the compensation process if they 

would get injured in the place of work, they don’t know about the regulation of OSHA 

and others acknowledge not to understand the process of long leave application. 

Employees have a strong need to be informed. Practicing strong communication system 

between employees and employer could ultimately lower turnover of staff (Griffeth, 

2001).  In Nida interviewees claimed that very little education provided to workers 

concerning the workers health and safety in the place of work. Workers inter in 

hazardous material without protective gears like hand gloves, safety glasses, goggles, 

face protectors, safety shoes and hair protectors. Employee welfare which encompasses 

the employees' physical working conditions like facilities related to sanitation, canteens, 

vending machines, dispensaries, shortening of working hours are not adequately 

provided in the Industry. Food is available but interviewees says it is not palatable hence 

forced them to take food outside nearby street to buy food from vendors known as 

‘mama lishe’ 

Within a focus group discussion interviewees claimed not to be aware of contract and 

pension schemes. In additional questions they asked researcher to help them on the 

education of workers schemes. Administration does not have programmes of inviting 

Governmental workers dealing with various schemes. Khari (2001) once urged that 

‘employees feel comfort-able to stay longer, in positions where they are involved in 
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some level of the decision-making processes. That is employees should fully understand 

about issues that affect their working atmosphere’.  

As a researcher I observed in labour laws and relations that, workers know much on 

their obligation than their rights.  There are inadequate established programmes 

concerning health and safety, No periodic inspection of aspects of the programme both 

by internal and external inspectors to ensure that the programme is intact. Findings 

revealed also that human resources department is not adequately staffed with people that 

are qualified in health and safety management.  Department did not guarantees that the 

relevant experts in health and safety are available to make the necessary decisions. There 

are only few nurses with certificate level attending many workers on routine duties. The 

organised health and safety training sessions for employees which include training 

sessions for disseminating vital information about health and safety are not periodically 

and adequately provided. One interviewee said ‘it is until they hear people from OSHA 

are coming within the industry, it is when we saw administration arranged quick session 

for the health and safety training with a selected topic especially concerning fire 

fighting, health programs on diseases like TB and AIDS/HIV, First Aid and work place 

hazard’. 
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Figure 5.1 NIDA workers Striking 

  

Figure 5.1 shows outer gate being closed by Nida Textile workers during January 

8th, 2016 boycott 

Source: Field data (2016) 
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Figure 5.2 Nida Textile Workers out of Main gate during Striking 

  

Figure 5.2 showing Nida Textile workers standing outside the main entrance gate 

restricting their Administrators not to enter till their demands were facilitated. 

Source: Field data (2016). 

5.2.6 Training and Development 

Gupta (2005:9) defines training as the process of increasing the knowledge and skills for 

doing a particular job. Training is the ability of improving workers performance on a 

currently held job. This usually means changes in workers specific knowledge, workers 

skills, workers attitudes or their behaviors. Training involved learning experience, a 

planning organizational activity and good design to meet the goals of individual 

employees. It usually implies preparation for an occupation or for specific skills. It is 

narrower than development. Again, Armstrong (2006) explains that development is the 

building of individual knowledge and skills so as to enable them to take new 
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responsibilities. Gupta (2005), define development as learning opportunities which has 

been designed to help employees to grow. 

Organizational development is the use of knowledge and techniques from the behavioral 

sciences to analyze existing organizational structure and implement changes in order to 

improve organizational effectiveness.  

From the finding respondents verified that 100% are dissatisfied with training provided 

by the Organization. Furthermore interviewees revealed that they have very little chance 

of being sent to the vocational training for further studies. Due to innovation of new 

technologies in this modern word it is vital for all organization to provide the support to 

their workers so that they would be equipped with new knowledge which will be 

beneficial for the industry and for self development. If an organization is supportive to 

its employee the possibility of quitting unnoticed will not be observed as workers will 

use talent they obtain in the educational institution and this would increase motivation as 

the salary will be given to the high skilled employee. From the findings one of the 

interviewees claimed that ‘chances for going to increase knowledge belong to the top 

officials alone’. These are the one who are in studio and design section, procurement and 

stores section and few on administration section.  One interviewee in the general section 

explained to the researcher that she has never seen a worker being sent to vocational 

training for further studies though they advised administration in the meeting to sent 

employee to the vocational training colleges. Even the new machines introduced did not 

require deep knowledge but some workers are not able to operate since they don’t 

exhibit knowledge from vocational training.  Training and development has an impact 

on labor mobility (Taylor, 2001). Additional skills make people to be more productive 

and innovative within their section (Smith, 2010).  

Training should be provided and sponsored by the Organization itself. If training will 

highly be sponsored by family or workers themselves the workers mobility is possible. 

Green et al (2000) in the study at British clothing industry concluded that, in aggregate, 

training has on average no impact on mobility however, training that is totally supported 
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by employee himself or herself or his or her family members is likely to prelude to job 

search. This is to say when a worker pay for training the mobility for them is 

unavoidable and no rules and regulation would restrict him or her not to move out. 

In his study Winkelmann (1996) reported that in Germany country the vocational 

training helped to reduce labor mobility. On the findings of this study at Nida, 

respondents said those workers who sponsored themselves for vocational training 

revealed that they are likely to quit since they did not receive any support from their 

administration. The administration officer explained that he lost potential workers in the 

studio section only because they claimed refund from their education they received as 

they were given permission to study and no compensation programme were settled by 

the company to support workers who sponsored themselves. Due to that fact the 

administration financial support on education is highly recommended. Strategies such as 

openness on training and promotions, fair performance appraisal practices, merit-based 

recruiting may further strengthen the productivity and growth of the Nida textile 

clothing company. 

The studies of Gatsby and Charitable Foundation (2007) indicated that the lack of 

vocational education facilitated voluntary labor turnover. In Tanzania low labor turnover   

also associated with low cost of labor in Tanzania. Since the labor cost is low due to the 

level of education, the workers production capacity also is lower as compared to other 

famous textile countries in Asia like China, Pakistan, and India. Tanzania Gatsby Trust 

and Charitable Foundation further provided evidence that, one operator takes 12-14 

minutes for a Tanzanian Nida textile employer to make a t- shirt compared to 7-8 

minutes in which the textile employer use in textile industries available in Shanghai. The 

main cause of this gap is the presence of low levels of education with unavailable 

vocational training (TGTGF, 2007). These are also the same to the findings obtained 

which shows the one who left job in large extent are the one with low education. If 

workers failed to reach an agreeable capacity of production as per agreement with the 

Production Manager they voluntary ought to move out unnoticed. Furthermore 

interviewees revealed on the other reason associated to leave Nida Textile that there are 
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very outdated machines which are too noisy though the industry is newly established. 

The general technical level of the textiles industry in Tanzania is very out of date with 

most of the equipment being 30 or more years old.  Machinery is often poorly 

maintained and factories suffer from a shortage spares, running down old capital rather 

than reinvesting and upgrading it.   

This seriously restricts the production level and quality of the products (Tanzania Gatsby 

Trust and the Gatsby Charitable Foundation, 2007). The interviewees expressed that 

their product fail to beat local market thus they acquire low return which automatically 

led to low payment hence facilitating individual to quit. But the reality as revealed by 

the respondents in the interview is that if the industry could have to reinvest in the 

modern machines the product would be very modern and thence leading the possibility 

of having European and American Markets if not only in Africa which automatically 

would lead an increase of payment. 

Generally a researcher observed that there is shortage of proper instructions on health 

safety. Also there is absence of protective devices in ‘dying’ section in which a lot of 

chemicals are used to make clothes. Furthermore interviewees claimed that there are 

ineffective specifications for safety clothing, inadequate ventilation, absence of a safety 

standard for the operation, lack of safety training for some specific tasks. Again there are 

inadequate or improper instructions, and even safety rules are not effectively enforced. I 

saw a wrong person placed on an unsuitable task as many standard seven were placed in 

chemical mixing ‘dying’ section and a lot of them don’t care when asked to demand 

their rights to skin and eye protection equipments. Also I observed that there is poor 

sanitation in some areas within the workplace. All these made workers to have decision 

to quit. 

A researcher I observed from the finding that the Nida workers missed some instructions 

concerning their rights and duties in the industry. By the definition labour relations is a 

continuous organisational relationship between a defined group of employees and their 

employer or is a unique combination of beliefs held by an individual and his or her 
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employer about what they expect of one another (Armstrong, 1996).  It is therefore the 

duty of the human resources manager and his or her department to make an 

interpretation of laws governing labour relations.  

Human resources department must also seek the help of officers from other sources of 

the laws so as to design the labour relations policy of the Nida industry in which some 

employers will also be participated. 

The findings of focus group discussion, one participant verified that the human resource 

department did not often advice management on training related to the laws governing 

labour relations and agreement. Furthermore other participants’ urged that in Nida even 

the scheduled arranged workers meetings designed for law training were always 

interfered and cancelled by the top management and call all people to work. These 

discourage many workers and felt that all issues concerning their rights are kept in secret 

at Nida textile as they explained in the additional comments in the questionnaires. 

Absence of labour laws education creates a lot of misunderstandings between employees 

and management which resulted from poor implementation of the laws and the 

agreement. One interviewee said a January 8th, 2016 boycott which occurred in the 

industry mostly caused by the poor interpretation of rules and regulations done by 

industry trade union leaders as no propel channel of announcing the striking was 

followed though regulation allows them to have striking. 

In Nida researcher observes through interviewees and personal observation that labour 

do not believe their trade union leadership. He observes that many employees stay away 

from TUICO because they believe unions is poorly led. Furthermore respondents inform 

a researcher that there is speculation on management to co-operate with union leaders to 

betray employee interests. Leaders’ present weak negotiating force against management 

and many of them are coward when presenting workers demands and worse still 

administration force them to obey instruction from top authority. Workers felt they are 

powerless as their leaders are always threatened by the administration. 

 



82 

5.2.7 Absences of openness and lack of employee empowerment 

Absences of openness’ in sharing information and lack of employee empowerment is 

among the aspect observed by a researcher in Nida textile industry which facilitated 

workers to quit out of job. Absences of all openness’ in sharing information, lack of 

employee empowerment lead the chances of continuity of workers in such industry to be 

minimal. Lambert (2001) points out that a high labour turnover   may mean poor 

personnel policies, poor supervisory practices, poor grievance procedures, or lack of 

motivation and poor recruitment policies.  

All these factors contribute to high employee turnover in the sense that there is no proper 

management practices and policies on personnel matters as  a result employees are not 

recruited scientifically, promotions are not based on spelled out policies thus 

automatically led the to the decision of employee to move out. 

Various policies are available but they are not properly followed. A good instance 

observed on the Nida administration documents is the availability of recruitment policy 

that give preference to its employees filling vacant positions, before considering 

applicants from outside. This policy makes it clear to all employees that they will 

receive preferential consideration and gave conditions to the human resources 

department to advertise the vacant job position first within and then outside the 

organisation. But the actual is not the case as the there are some complaints from 

respondents during focus group discussion that some assistance department heads were 

not considered in promotion within the industry. There is the doughty if the policy is 

followed by human resource department.  

Within the same recruitment policy workers were promised to join pension schemes 

before twelve months after being employed but this is not followed. The policy also 

encourage women to be employed on the basis of equality and opt to fulfill all women 

requirement including payment on maternity leave but these also are not actively 

respected, thence young employees become dissatisfied with the job and obviously 

decide to quit.  
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5.2.8 Salary, Wage/benefits 

About 87% of the respondents from findings claimed that one the most cause of people 

to move out of Nida textile is the low payment, followed by lack of fringe benefits and 

absence of openness in joining schemes particularly GEPF under voluntary savings 

retirement schemes (VSRS) in which many workers opt to join. The findings also 

indicated that 100% of the respondents are not satisfied with the job security. 

Interviewees claimed that salary is very low as compared to other textile industry like 

urafiki and Tanzania Tooku Garments. Some workers moved to those two industries for 

green pasture. The result of the findings revealed that there are poor and ineffective 

recognition of employee work done. Most of them are underperformed because they 

know that they will not be recognized at the end of their duties despite of using extra 

knowledge and efforts. The culture of awarding workers annually or monthly is not 

practiced though in some years few workers were recognized during the May Day. 

Administration arranged presents which are certificates of recognition and always not 

accepted by workers as most of them prefer to have material rewards like cements and 

iron sheets. One respondent explained to me that it reached a point where employers in a 

certain years refused to participate in the May Day since their demands and proposals 

were not accepted by the administration. Workers are in need of the material things than 

certificate of appreciation.  Other awards proposed were support of educational carrier, 

free houses, better transport system, National health insurance identity cards which will 

include at least their spouse and one child. Administration on their part claimed that they 

are unable to give them since the industry is not matured.  

At the organizational level, a fringe benefit is critical in attracting retaining and 

motivating the employees to continue contributing towards organization’s success 

(Alexander, 1994). The reason being is that fringe benefits are important to influence 

individuals’ choice to work with an organization.  
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On the claim of VSRS respondents said some workers have seen their contribution while 

others do not while others saw a lot of gaps in which the employer has not sent to the 

social security institutions. In other cases some workers contributions are not sent to 

GEPF, there is no proper documentation like salary slips to verify the contribution. 

Some claimed their contribution do not reach the Social Security funds selected. This is 

against the national social security policy of 2003 which outlined a number of benefits 

required in the minimum standards.  

In additional to that I observed through administrative documents that, there are 

negligence of education and professionalism in payment and undefined criteria for 

performance bonus and payment system which all of them discourage morale of 

workers. 

 

Figure 5.3 Workers in the studio section.  

 

Figure 5.3 Showing workers in the studio section, one of the respected departments 

with higher pay, where different design and decoration of products are done 

Source: Field data (2016) 
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5.2.9 Welfare relations 

Within this study I was able to observe that, there is a lack of welfare relationship 

between administration and workers. About 66% of respondents were dissatisfied about 

how the management is responsible in solving their problems. It happened always during 

wedding and burial ceremonies administration did not come or sent representatives. 

Respondent when asked on the relation with their leaders replied that management did 

not listened workers problems, and most of the supervisors have an element of autocratic 

style of leadership. They further claimed that once a worker is having wedding 

ceremony the team leaders are not supporting and once they are directed to reveal the 

matter to the top officials, they came with very embracing answers like ‘wedding is not 

adding value to the economy of the industry’. According to Aamodt (2004) employees 

who always respect and appreciate their supervisors when working together are likely to 

be satisfied with the job. They are satisfied since they found physical team work with 

their superior and as a result brought an occurrence of higher output, reduction of 

turnover rate and a greater willingness to assist in every matter whether official or 

unofficial (Aamodt, 2004). 

Eagan & Kadshin (2004) on their side expresses that the voluntary turnover always 

reduced by degree to which managers are concerned with the welfare of their personnel. 

They further notified on their research which shows that employee satisfaction is better 

improved if the immediate supervisor gives full support to their personnel (Eagan & 

Kadshin, 2004; as cited by Connolly & Myers, 2003). Robbins (2003) on his side 

maintains that satisfaction is improved if the manager attends to employee’s inputs.   

5.2.10 Fairness  

The extent to which workers identify that they are being fairly treated is one factor 

related to job satisfaction (Aamodt, 2004). If workers perceive that conclusions are made 

in a reasonable manner, the level of satisfaction with their jobs became huge (Robbins, 

2005).  
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Procedural fairness should be seen in areas such as pay raises, promotions, and work 

assignments given. If the processes used to arrive at, for example, promotion decisions 

are perceived to be fair, this could lead to job satisfaction”. Aamodt (2004) states that 

employers should be open about how conclusions are made and give feedback to 

workers who might not be happy with certain essential judgments. Promotion and 

payment of salaries is not fair in Nida textile industry. Respondents claimed that workers 

with the different level of education performing different duties are paid equally in most 

of the cases. But some workers with no reasons within the same General department are 

having higher salary as compared to others. Creation of this gap shows unfair practice 

done by the administration.  

Some workers decide to move out of work due to unexplainable payment. Kusluvan 

(2003) explained that lack of fairness in wage distribution make people to move. 

Fairness should go hand in hand with openness in averting concerning workers benefits. 

The CIPD (2004) once explained that, employers should give employees a realistic job 

preview at the recruitment stage and take care not to raise expectations.  

5.3 External forces that contributed labour to leave job unnoticed  

Karakowasky (2001), called these external as pull factors. These external factors cannot 

be controlled. These are political, social and economic environment that have a 

significant impact on the policies, practices, strategies and plans of human resource 

management. As described earlier that if a country exhibit better economy, it will create 

alternative jobs and thence mobility of laborers is predictable. Within this study a 

researcher came out with various reasons associated with the voluntary labour turnover 

which are somehow related to the Organizational factors. These factors are having good 

relation with the economy of the particular country. Here they include economic factors 

which are associated with payment. 
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5.3.1 Economic Factors 

From this study several external factors which were established as the causes of labour 

turnover   by the respondents is associated with the country’s economy, better pay 

elsewhere as well as increases of pay in other industries. Gupta and Shaw (2001) 

revealed from the past that pay is the most critical outcome of organizational 

membership for employees to stay on. Respondents in this study described their salaries 

as poor, thus made them constantly looking for greener pastures. Also their personal 

expectations were not met thence made them not to perform duties without morale. Poor 

environmental working conditions leads employees to develop work related stress and 

reduced employees’ organizational commitment. Griffeth et al (2000) noted on pay that 

when high performers are insufficiently rewarded, they actually leave. From the findings 

(87%) respondents stated that labour turnover in Nida textile is due to low salary and 

about 73% of employees said they will leave the organization if they get a better offer 

and again 65% stated that they will quit an organization even if they will not get a better 

offer. This shows that external factors will still be a greater factor making Nida workers 

to be pulled out. 

5.3.2 Payment 

The study in Nida textile shows that there were flat-rate payment systems in most of the 

workers get paid in general sections. This system discourages those workers who have 

vocational education as they found that it is their right to be given higher pay regarding 

to the level of education they have. Very interesting to see that in Nida a lot of workers 

don’t know the payment system in which the administration is undertaking. Respondents 

were complaining that they were not educated on the pay system and pay structure, what 

they notice is only that they are paid in flat rate with few get higher than others. 

Respondents argue that the new industries established after Nida textile like Tooku 

garments led workers to leave unnoticed. Taplin et al (2003) conducted a large-scale 

turnover study in the British clothing industry explained that the most significant reasons 

for employees leaving the textile industries in England is the low level of wage rates in 



88 

the clothing industry which is associated with flat-rate payment systems alone relative to 

other manufacturing sectors. This created a shift from textile to manufacturing sector. 

Furthermore the study established that employees were not involved in decision making 

process, even those decisions which affected their jobs. Perhaps this resulted to be 

among the main causes of resignation in the Nida textile industry under the study. Again 

according to the study respondents, said no training is provided thus it is 100% 

unavailable, and all agreed that it is training education made other workers to move out. 

Nida workers do not receive training which enabled them to do their jobs well. Thence, 

they were dissatisfied with their jobs and hence bring low morale among them. This 

resulted to the employees to seek for jobs in Tooku garments as on job description 

workers were prom missed first to attend training session before secure an employment.  

I saw Nida report that verified that establishment of other industries outside Nida textile 

created a demand for labour. Economy of Tanzania was boomed in the early 2008 after 

some investors welcomed in the Benjamin Mkapa Export Processing Zone.  This created 

an increase of pay in other industries: Findings also revealed via an interviewees who 

left job that they were paid very low salaries in Nida as compared to the salaries 

received by other employees of the same professions in Urafiki textile and Tanzania 

Tooku Garments.  

Some workers who left Nida textile and join those two industries verify also that an 

establishment of Tanzania Tooku Garments in 2011 and privatization and renovation of 

Urafiki textile industry brought a competition and revolution in textile payments.  

Many workers run towards these two industries due to better payment and expecting to 

fulfill promises. Also the technology within Tooku Garments industry is little more 

advanced that makes a worker not to be under stress than that of Nida. The report of 

Tanzania Government on Cotton and Textile sector in Tanzania verified that the 

technology of many textile industrial sectors is generally over 30 years old. The running 

speed is about 50% of what can be achieved with modern ring spinning technology and 

current operating capacity is below 50%.  This is due to outdated and poor technology, 
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lack of spares, low labor efficiency and in some cases, low demand within the full 

integrated operations (Tanzania Government on Cotton and Textile sector Report, 2012) 

Respondents who left job notified that the professionals are recognized and payment is 

done basing on individuals education despite of performing the same work in Tanzania 

Tooku Garments. According to Kusluvan (2003), a lot of friction that happened within 

the employees and employer always associated with the unequal distribution of payment 

which does not respect level of professional and education. Voluntary labor turnover 

increases tremendously only because there are a lot of opportunities for workers to be 

taken for another job. Due to the available competition the employer designed different 

strategies so as to attract their workers (Phillips & Connell, 2003).  

From the findings as explained by the professional interviewees during focus group 

discussion all came to the conclusion that the Nida workers were very much attracted by 

salaries and fringe benefits offered by the emerging Tanzania Tooku Garments industry 

as many run towards such industry, though One interviewee from Accounts department 

said the salary scale is almost the same what attracted them were only the training which 

was offered by the industry. Those training happened only because the industry had a 

new technology therefore it was first important to sent people to be trained before hiring 

them. This is quite different with the Nida textile which had old technology. Training 

and fringe benefits offered by Tooku garments management has just been offered so as 

to attract new workers as the industry was new and had no employees.  

This is only short term strategy of attraction. During its commencing date Nida Textile 

Mills had also such a slogan of attracting new workers with very attractive packages, but 

as the time went on the industry prove a failure due to stiff competition from other 

clothes especially those from Indian and Pakistan. He furthermore said that, he believed 

even the Tooku Garments will reach its climax in the textile industry and the boycotting 

will be a burning issue of the day. Phillips and Connell (2003) argued that almost all 

developed countries and developing countries have experienced long economic 

expansions. Since the economy is growing the job on other side expand tremendously. 
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The economic growth furthermore created the new opportunity in which stimulated the 

employees to find a new job. Therefore it is very crucial to believe that external factor 

caused turn over.  

As a researcher I revealed further that Nida textile workers had ambiguity salary 

payment system. This is because payments of salary have great differences as explained 

above. It was revealed from the documents that the gap of salaries within general 

workers is very great. There is no justification on why few are paid more than many who 

are paid flat rate. This difference affects the availability and utilization of human 

resources. Those who are frustrated most are the lowly paid workers. Respondents were 

also accepted that introduction of the Tanzania Tooku Garments led to the mobility of 

workers from Nida. One of the interviewees who left Nida explained that, 

 ‘Once Tanzania Tooku Garments was established in Benjamini Willium Mkapa 

Economic Zone I pretend to be sick for one month and a week. I used those days to 

undergo an interview and secure a job in Tooku Garments Company. The service 

received, Salary given and good thing is that on my naked eyes I was the one who cross 

check all the names of workers with whom their contribution has been sent to GEPF 

voluntary schemes named VSRS. Good monthly salary is what makes us mostly moving 

unnoticed’’. 

Spector (1996) once emphasized that fairness of pay regulates pay satisfaction rather 

than the definite level of pay itself. He further argues that if an employee’s reward is 

perceived to be equitable when related to another person in a similar position, 

satisfaction might be the likely outcome. Employees who perform the same duties 

should be paid equally in order to avoid conflict which might lead to job dissatisfaction.  

Atchison (1999) believes that a rise in pay is a short-term stimulus and therefore, an 

organization is advised to look for another alternative to attract people so as to increase 

job satisfaction level. 
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Theories of labor turn over base on economic discipline believed that workers respond 

with rational actions to economic and organizational conditions they exhibit (Steers, 

1981). Muchinsky on his research gave an example on the Ford Car company in which 

its turnover rate was reached as higher as 300 to 400 percent per year. Administration 

meet and made a discussion by involving employees as a result they came up with a 

conclusion that the salary should be increased  from 2.50 dollars to 5.00 dollars per day 

and later it was discovered  that the level of employee turnover drastically minimized 

(Muchinsky, 1987). With reference of Vroom (1982) expectancy theory which is 

referred to as VIE theory, Vroom believed that individuals are inspired to behave in 

certain way which it could produce certain results. The theory is therefore used see 

workers behaviors on selecting one alternative. 

Here, it can be applied to see whether to remain in Nida textile job or quit to Tanzania 

Tooku Garments as they already opt to go. For the case of Nida workers, the theory help 

the administration to notify workers who were expected to move to Tanzania Tooku 

Garments, Urafiki textile industry or other organization by recognizing some of their 

given out expectation after making comparison. 

5.4 Employee related factors leading voluntary job turnover 

5.4.1 Personal Causes 

In Nida textile the study revealed that there are a lot of stresses which are caused by the 

administration. Harsh language loose workers confidence. An Indian supervisor 

sometimes uses very harsh language when providing instruction. Researcher observed 

some words provided to workers discourage them to work in morale. Individual stress 

would automatically leads to intentions to quit. Elangovan (2001) noted clearly that 

availability of more stress will result lower satisfaction which would further lower 

workers commitment. He further noted a reciprocal relationship between commitment 

and turnover intentions thus lower commitment leads to greater intentions to quit, which 

in turn brings lower commitment to those who have no intention of moving out. 
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5.4.2 Peer Pressure 

From an interview researcher was explained by the female interviewees that many of 

females moved to other industry because of showing sense of solidarity. They explained 

that the payment obtained in the Nida textile with that of Tooku Garments were almost 

equal but it was wonderful to see them moved suddenly. One interviewee explained that 

once other industries announced employment at the end of 2011, there were various sign 

of Nida textile labour to move. There were increasing meetings of informal groups at 

places of work and increasing secret consultations among employees especially in the 

general department. Most of them were female workers. Employees may join other 

industry because they have been pressurized by their peers.   

Peer pressure is most effective on new employees.  Normally, new employees are 

uncertain of their place and role in the relations structure of the organization, so it 

becomes easy to pressure them to join any other industry as a gesture of showing their 

support for the organization to which “everyone else” belongs. Female workers were 

very much discouraged by the language provided by their shift leader in charge. For 

them it was easy to move since they have developed very strong ties. The finding reveals 

that about 98% of the respondents agree that the Nida administration has harsh style. 

One of the respondents who left job and working independent in Mabibo Street says 

about three females including herself, left job because one of their fellow women was 

abused by the supervisors and no discipline action was taken by the administration 

despite of condemning the situation.  

5.4.3 Career commitment and personal expectation 

In Nida the expectation of workers are so high. Finding shows that about 74% of 

respondents stated employees leave due to lack of goal expectation and 81% of 

respondents stated workers move out because it is their personal decision. In question 8 

a number of respondents say lack of personal goal expectation has been the main cause 

of labors to leave. Respondents expect to have personal development after being 

employed. They expect to have good salary which will bring about good life, good 
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housing, good health system on their choice, and at the end would have buying even 

transport facility which would facilitate them on changing their life style. During the 

time of employment they had expected to see training opportunities, good working 

conditions which are attractive and clean in which automatically would bring job 

satisfaction. This will made them to perform their job vey easily. Workers were claiming 

to have outdated orders that infringe their rights, poor provision of food stuffs, forced to 

take industry food, poor remuneration, poor rewarding systems which eventually affect 

their performance. Later workers found that their expectation was blown away. 

Respondents expressed that youth were always stayed on the secret groups talks and 

eventually in the following day administration found two or three workers leave 

unnoticed. 

Chang (1999) when made a research on Korean Hospital staff realized that there are 

some relations between carrier commitments, organization commitment with an 

intention of quitting. He urges that one can predict turnover intention by just observing 

career commitment. This means that if an individual is very much committed to the 

organization which has employed him or her he or she has no intension of moving out. 

Workers with greater carrier to organization have high expectation. On the other side all  

Employees who have lower career with lower organizational commitment have a 

possibility of moving out as they are careless on the company or current carrier. At the 

same time workers with lower organizational commitment and higher career 

commitment also have an element of quitting since they do not really believe an 

organisation will help them to realize their goals which they desired. Therefore 

individual worker must have both organizational and career commitment so that his or 

her goals will be realised. This is directly related to individual with higher personal 

expectation within Nida Textile Company as many workers had greater expectation 

during the time of seeking employment since job description promised them a lot of 

incentives thus they both become high committed people with an idea of moving as their 

development opportunities are not met. 
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Chang (ibd.) further found that individuals become affectively committed to the 

organization when they perceive that the organization is pursuing internal promotion 

opportunities, providing proper training and that supervisors do a good job in providing 

information and advice about careers. Wanous et al. (1992), urged that most of the 

employees depart from their job only because their expectation which they heared about 

their jobs before taking them up, were not fulfilled. Vroom’s (1982) expectancy theory 

illustrates that the achievement of motivation depends on two factors these are the value 

of the outcome which should be high and that the individual should be of the opinion 

that the task undertaken is attainable and will result to the expected outcome .When Nida 

workers put much effort into a job, they expect a positive outcome which will lead to 

satisfaction of a performed task. Luthans (2003), use Vroom’s theory to link expectation 

and task accomplishment to the possibility of acknowledgment.  

In his argument, Nel et al., (2004) states that, “expectancy refers to an individual’s belief 

that a certain level of effort will lead to a certain level of performance and reward”. This 

means the effort and determination Nida workers put into a job should be equivalent to 

what they receive in terms of compensation and acknowledgment. 

Nida textile tends to attract a lot of qualified personnel in the job description while the 

reality is not the case. As workers claimed to miss some promised incentives again the 

management claimed to have low production and face stiff competition in such away 

that the industry production is lower as a result the management failed to fulfill the 

workers demands. Findings shows that about 83% of respondents are dissatisfied with 

the mechanism of solving workers problems in Nida. Respondents complaining that 

within the meeting they were always told to be patient till the situation to be calm. CIPD 

(2004) revealed once that if expectations are raised too high during the recruitment 

process it can result in people accepting jobs for which they may be unsuited. 

Organizations often do this to ensure that they fill their vacancies with sufficient 

numbers of well-qualified people as quickly as possible. However, this can be 

counterproductive over the longer-term, as it can lead to costly avoidable turnover and to 

the development of a poor reputation in local labour markets.  
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5.4.4 Opportunities for promotion  

The finding reveals that 75% of respondents are dissatisfied with the motivation given 

within an Organisation. There is also unknown system of promotion particularly in the 

middle position workers. Nida workers working in the store and accountant department 

during the focus group discussion claimed not to be promoted to the senior position as a 

result their salary remain constant. There is no transparency and openness in promotion. 

They accused administration department for not valuing their position and not 

considering their duties and creating argument for promoting them to the senior officials. 

Bajpai and Srivastava (2004) suggest that promotion offers employees with 

opportunities for personal growth, more responsibilities and also increased social status.  

Again Friday and Friday (2003), said promotion satisfaction evaluates employee’s 

attitudes towards the organization’s promotion policies and practices. One respondent 

from store department which is associating with procurement section claimed that he 

had not received promotion since three years past, he has been employed. In the general 

department where there are a lot of workers the system of promotion is obviously not 

known. 

In the striking Labour  union leaders claimed that the salary increment were not done 

due to the fact that they were not promoted at any level hence almost all workers were 

given the same salary for most of the time. 

5.4.5 Peer group. 

The existence of friendships among groups of workers influences job satisfaction on one 

side but on the other side it may influence workers to make any decision including 

moving out of job. Findings indicated clearly that 74% of people who move out Nida are 

caused by relation with peer groups. Peer group relation may influence each other to 

develop a certain behaviour which can be negative or positive to an organisation. 

Always these behaviours are unpredictable. (Robbins et al 2003). In his research Robin 

shows that personnel who have supportive colleagues will be more satisfied with their 
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jobs (Aamodt, 2004). Availability of a good relationship, communication, support, 

encouragement and understanding between co-workers create to job satisfaction and can 

limit the chances of turnover in the organisation.  

Admond (2004) admit furthermore that employees perceive levels of satisfaction of 

other subordinates and then perfect their behaviours. With his fellow researchers 

Aadmodt gave an example of veteran employees and compare them with youth.  He 

believed that if an organization’s veteran employees are hard workers and communicate 

confidently about their jobs; new personnel will perfect this behaviour and become 

productive and satisfied. Again if organization’s veteran employees are not hard workers 

and are not communicate confidently about their jobs; new personnel will not perfect 

this behaviour and thence remain unsatisfied.  

As a result the possibility of quitting is very great. Nida textile workers mostly moved 

out of the industry as a result of the influence of coworkers on job satisfaction. Women 

respondents admit that once their fellow worker was harassed at the same day they make 

a move of pressuring themselves to move out of job.  

5.4.6 Personal betterment 

Some employees have always focused on getting attractive job in any other industry due 

to their unsatisfied condition in the current work. Nida Textile Mill industrial 

environment created movement for the workers to have decision of seeking green 

pasture. Interviewees said bad treatment applied by the management, poor 

communication between administrators and workers lead to the occurrence of the 

individual to leave the industry. Interviewees during focus group discussion admitted 

further that supervisors’ treatment, unethical language, poor environment and poor 

sanitation within industry discourage workers. Newaz et al, (2007) expresses that people 

want to work in a place where they can succeed and feel their contribution is 

appreciated. It is known openly that individuals always want to work in the good 

environment therefore absence of such environment can push people to explore other 

opportunities. According to Smith (2010), job satisfaction begins by first providing a 
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good working environment. He further states that, to find what motivates people, “you 

have to find what makes them happy”, (Smith, 2010).  

This is the most essential factor in the process. A motivating working atmosphere entails 

going over and beyond the call of duty and providing for the necessities of the worker 

(Smith, 2010). A point to note is that about 70% of respondent said they might move 

because they are after incentives from the new employer. 

5.5 Implication of Expectancy Theory to guide the study 

Expectancy theory has provides guidelines for enhancing employee motivation by 

altering the individual’s effort-to-performance expectancy, performance-to-reward 

expectancy, and reward valences (Greenberg, 2011 and Mc Shane & Von Glinow, 

2011).  

5.5.1 Effort-to-Performance Expectancy 

Starting on the Effort-to-Performance Expectancy the Management of Nida textiles is 

hereby advised to believe their leaders as they can perform duties without making follow 

up. 

They should therefore make sure that they follow human resource strategies by selecting 

the skilled and knowledgeable people to perform duties with accuracy. They should not 

recruit form four or standard seven leavers without even having some technical or 

vocational training. They are supposed to provide training and clarify their job 

requirements and not giving applicant a lot of promises that created a great expectation. 

They should provide coaching for the new hired workers since they don’t know the 

culture of the new industry. They must make sure that they are using very polite 

language particularly those working in the General department. Leaders should not only 

show employees, examples in the use of machines but they should assist them to attain 

their expected goal. 
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5.5.2 Performance-to-Reward Expectancy 

Coming on Performance-to-Reward Expectancy the Management of Nida textiles is 

supposed to believe that good performer will be given good rewards. The management 

should describe clearly the rewards to be given to their workers. Compensation 

mechanisms should be applied so as to link performance to rewards.  If employee would 

see fellow workers has been given a material reward because of good performance he or 

she will make sure that he or she increase effort so as to influence administration to 

make consideration on appointing him or her for the same reward. This internal 

competition would automatically rise the production level of the company. Some time it 

is important to use even the symbolic or verbal form of recognition as employee would 

feel that they are appreciated and respected (Markham, Dow &McKee, 2002).  Nida 

administration should not hesitate to follow other industrial sector examples or other 

institutions practices like Banking in which they have the habit of rewarding their 

workers each month. 

5.5.3 Valences of Rewards the Management 

On the last Valences of Rewards the Management of Nida textiles is hereby advised to 

increase rewards coming out as a result of good performance. Here the following way is 

very important to be applied. Workers to be involved in selecting required rewards. 

Management should make sure that workers are involved in deciding type of rewards to 

be given. Giving building materials like cements, iron sheets and timber base on their 

own choice is better than the certificate of recognition. It is therefore very important to 

allow employees to select their fringe benefits from available alternatives they exhibit at 

hand. All these would motivate them to perform at higher levels within textile industry. 
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CHAPTER SIX 

SUMMARY, CONCLUSIONS, RECOMMENDATION AND POLICY 

IMPLICATIONS 

6.1 Introduction 

Within this chapter the main finding which was presented in chapter four relative to their 

objectives of the study concern are described together in simple explanation. Also the 

methodologies used to analyse data is also considered within this chapter reflecting the 

findings, objectives under study. The chapter also identifies areas for further research 

concerning the same topic. 

6.2 Summary and conclusion of the study 

The theme of the study investigated factors for ‘voluntary labour turnover’ in Nida 

textile industry Dar es Salaam. Relative to the objectives of the study this study had the 

following research questions, what are the working environment/organizational or 

employer causes of voluntary labour turnover   in NIDA textile industry? What 

employee related factors cause workers to terminate employment contract in NIDA 

textile industry?  And what are the external factors may lead Interviewees to undergo 

voluntary labour turnover. Therefore one may note that the main theme is on the factors 

basing on organizational, individual and external that cause voluntary labor turn over.  

From the analysis that reflected respondents views the study found that the rate of turn 

over within selected years were fluctuating. In case of comparison between workers with 

certificate and diploma especially engineers, technicians and shift in charge and those 

without certificate the trend seem to balance as they both leave job tremendously. Non 

professional seem to quit more than professional one and this might be because of 

attractive incentives to those working in the professional career such as the studio 

department and human resource department. The study found that the main reasons for 

the Nida textiles to move out of work unnoticed are low salary, low wages, luck of 
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incentives, poor working condition and very bad and harsh language provided by Indian 

supervisors and dissatisfaction on mechanism of solving workers problems.  

Again the study found that lack of openness and transparency in promotion and poor 

communication on financial matter especially of the fund sent to various schemes, lack 

of staff involvement in decision making and the introduction of other industries due to 

mushrooming of the economy in Tanzania after privatization led voluntary turnover. 

Workers moved to other new established industry due to expectation of having more 

salary, and good incentives as compared to their present industry. Further more study 

revealed the better economy that led to the establishment of the new industry, met 

expectation, lack of training opportunities, peer group relationship, lack of promotion 

are also among the factors for these workers to move without being chased out.  

6.3 Policy Implication to the study 

The findings of this study have significant implication on policy. Specifically the 

research findings provide guidelines for policy makers to review and improve the labour 

relation law by insisting mandatory support of vocational workers training. In the case of 

health policy using occupational Health and Safety Authority the government should 

improve by amending its law on compensation mechanisms which will be known legally 

by both labors and industrial owners. Further more workers involving in decision 

making on various organisations should be compulsory written in laws. 

6.4 Recommendation 

The study revealed that poor working condition, low salary or low wages, luck of 

incentives, bad and harsh language provided supervisors particularly Indians was a 

major cause of job resignation. Existing salary should be revised so that it is in par with 

the salary structure of other textile industries. On poor working condition researcher 

recommend provision of a positive working environment which will be crucial to 

maintaining a stronger work and co-worker relationship. A positive organizational 

climate which is based on trust, good communication especially on the use of good 
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language in the place of work and other company of similar nature plus cooperation can 

develop a positive work environment and better commitment amongst its employees.   

 

Again if trade unions are left out in decision making and there are wrong expectation 

brought to workers during time of employment, the management would be at risk. The 

study therefore recommended working conditions to be safe together with facilitating 

communications between administration and the workers. Also management should 

engage employees in various bonanza and social events especially those which offer 

development opportunities. The management furthermore should establish training 

policies that equip employees with job requirements. The administration should not 

hesitate to have a meeting with supervisors, and team leaders so as to train them on good 

supervision especially on the use of good languages. Also, management is recommended 

to establish an acceptable rewarding system. 

The findings have observed how the supervisors may stimulate employees to quit. 

Therefore the management should work hand in hand with these supervisors and making 

sure that they provide all the support which has been requested from the workers 

demand. There should be a system whereby all the important information brought by 

workers to the top official via their supervisors is sent to respective boss.  The system 

should also provide feedback from top officials. Employees need to be given a platform 

to offer ideas therefore they should be feel free to criticize and providing suggestions. 

All these will assist to strengthen supervisor-subordinate relationship within the 

organization. Good motivation which has been suggested by workers themselves, 

transparency promotion and face to face discussion between the administrative, the 

owner of the firm and the whole workers are very important to be addressed to the 

company as these would facilitate workers feeling a since of respect and togetherness. 

Freedom of trade unions should also be given within the industry. A lot of grievances 

might be solved using the workers trade unions. Administration of Nida should not 

hesitate to give room for these unions to operate since in one side they calm the situation 

of being violent as workers discussing issues which are facing them.   
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Furthermore on training, the industry by itself is recommended to establish good training 

policies as well as creation of flexible working hours that would encourage more 

workers to view textiles jobs as long term careers like in other industries.  

A program of vocational training to their employer will reduce personal decision of 

quitting. Education and training is the key to the future of all employees. Well trained 

employees improve their level of confidence and productivity and cost saving of the 

organization. Sending employees to school is the key to the success of the textile 

industries since it will restore the dignity and pride of the industry since it is well known 

from the findings that many textile workers lack vocational textile skills because most 

employees has lower levels of education thus bringing higher levels of turnover. 

6.5 Need for further research 

The study was limited to Nida textile industry situated in Dar Es Salaam only as a case 

study. It focused on the factors being it organizational or environmental or those caused 

by the organisation itself as the first causes, the personal causes which are caused or 

facilitated by workers themselves, and the last one were the external factors which were 

facilitated by external forces as pull factors.  To generalize these findings to be reasons 

or causes of all workers to leave job unnoticed (voluntary turnover) in private 

organisation particularly in textile industries will be impractical. Therefore there is a 

need for comprehensive survey to be done in other organisation including Nida textiles 

itself, Karibu Textile in Dare es salaam, Urafiki textile in Dare es salaam, A TO Z textile 

in Arusha that would facilitate to get more information on the topic of leaving job 

unnoticed. 
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APPENDICES 

APPENDIX I 

DATA COLLECTION LETTER 

Dear Sir/Madam, 

My research is basing on Mzumbe University requirements for fulfilling the 

requirements for the award of Master Degree in voluntary labour turnover   in private 

Organisation particularly Textile industry. 

The prepared questionnaire aimed at finding factors led for voluntary labour turnover   

whether industrial or organisational factors, external (those caused out of the industry) 

factors or individual (those caused by workers themselves) factors in Nida Textile 

industry located in Tabata Mandela Road Dar Es Salaam. You are one of the workers 

who have been selected as a sample to provide authentic, relevant and objective data so 

as to meet objectives of the study. I would like you to assist a researcher in completing 

the questionnaires that will be given to you. All your answers will be treated as 

confidential and will not be provided to anyone. They will thus be used for the academic 

purpose. You are allowed to hide your name or any other identity you have in answering 

those questions. You are also free to use either English or Swahili language. 

 

Yours Sincerely 

............................. 
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APPENDIX II 

QUESTIONNAIRE TO ASK THE WORKERS WHO ARE STILL WORKING IN 

NIDA TEXTILE INDUSTRY (ENGLISH VERSION) 

These questions are designed to secure data. Therefore your cooperation is highly 

needed. You are kindly requested to take few minutes to answer/fill this questionnaire in 

order to help the researcher meet the objectives of the study. The information you will 

give in this questionnaire will be treated as confidential and will be used solely for 

academic purposes and not otherwise. Please tick the appropriate answer and fill in 

empty spaces where necessary. 

1. What is your Age group  

(a) 10 – 17 

(b) 18 – 24 

(c) 25 – 34 

(d) 35 - 44                                                                                  (        ) 

(e)              45 Over 

2. Gender     

(a) Male  

(b) Female                                                                                  (        ) 

3. Educational level      

(a) Std VII 

(b) Form IV 

(c) Form VI 

(d) Certificate                                                                              (        ) 

(e) Diploma Holder 

(f) Bachelor 

(g) Post Graduate Diploma 

(h) Master Degree 

(i) Other 

(specify)…………………………………………………………………………………… 
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4. How long have you working with NIDA Textile Industry 

(a) Less than 5 years 

(b) Between 5 years and 10 years 

(c) Between 11 years and 15 years                                               (        ) 

(d) Above 15 

5. Have you seen employee leaving job voluntarily before the contract ended 

(a) Yes 

(e) No                                                                                            (        ) 

Please tick all that you found are appropriate answers and feel free to fill the space 

below if you have additional comments or answers 

6. What could you think is the appropriate reason for employee leaving the jobs before 

the end of the contract 

(a) Unsatisfied Salary                                                                   (        ) 

(b) Poor working condition                                                          (        ) 

(c) No training opportunities                                                        (        ) 

(d) Management did not  listen the workers problems at all        (        ) 

(e) Workers demands are not fulfilled                                          (        ) 

(f) Other reasons (Specify)………………………………………… 

 

7. What style of Management do you think can influence the Workers to leave the job 

voluntary 

(a) Good very supportive and positive leadership with   

           Some element of democracy                                                      (        ) 

(b) Charismatic with Positive support                                            (        ) 

(c) An average with minor element of democratic                         (        ) 

(d) Negative Style with Harsh style                                                (        ) 

(e) Very much Negative with Autocratic style of leadership         (        ) 

(f) Other reasons (Specify)…………………………………………………… 
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8. What do you think are the employee’s related reasons for your fellow workers to 

leave the job? 

(a) Bad relation with peer group                                                     (        ) 

(b) Lack of personal goal expectation                                             (        ) 

(c) Organization and individual culture are not matching               (        ) 

(d) It’s a worker personal decision                                                  (        ) 

(e) I don’t know                                                                               (        ) 

(f) Other reasons (Specify)………………………………………………… 

 
9. What do you think are the external factors which lead to labour  turnover? 

(a) They expect to have new salary from new employer                (        ) 

(b) They think the new employer might provide incentives           (        ) 

(c) They think new employer provides training opportunities        (        ) 

(d) They seek new better working environment                              (        ) 

(e) I don’t Know                                                                              (        ) 

(f) Other reasons (Specify)…………………………………………………… 

 
10. If your goals have not been realized within two to three years after being employed 

what decision will you opt? 

(a) Quit the job                                                                                 (        ) 

(b) Leave the job after getting new employment opportunity         (        ) 

(c) Tolerate the situation                                                                  (        ) 

(d) Pressure for changes                                                                   (        ) 

(e) Give the information to the Administration                                (        ) 

(f) Other reasons (Specify)…………………………………………………  

 

Thanks for Cooperation. 
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APPENDIX III 

QUESTIONNAIRE OF SUPERVISORS 

 

1. If you are asked to make a recommendation to the NIDA Textile Industry as 

compared to other Organization items’ of working environment how would you 

recommend it? 

(a) Poor                                                                                                          (        ) 

(b) Very Poor                                                                                                 (        ) 

(c) Good                                                                                                         (        ) 

(d) Very good                                                                                                 (        ) 

(e) Excellent                                                                                                   (        ) 

(f) Other (specify)……………………………………………………………… 

 

2. What do you think are the main factors of  voluntary labour  turn over which are 

caused by your organization (Explain in Short) 

……………………………………………………………………………………………

…………………………………………………………………………………………… 

3. Please take a little time to mention and provide simple explanation on the factors 

of voluntary labour turnover   which are caused by workers themselves 

……………………………………………………………………………………………

…………………………………………………………………………………………… 

4. On your view base on experience from other organization (if necessary) of a 

similar nature like Urafiki Textile Industry, A TO Z Textile Industry, Provide reasons 

for voluntary labour turnover   in textile industries 

……………………………………………………………………………………………

………………………………………………………………………………………… 
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5. Take few minutes to explain the nature of working environment of  Tanzania 

Textile Industries or that of  Nida in general 

……………………………………………………………………………………………

………………………………………………………………………………………… 

6. Below are various factors that influence workers to leave jobs. Take your little 

time to tick the most appropriate answer to show how these factors contribute to 

voluntary labour turn over. 

 

NO 

 

Factor 

 

Dimension 

Strongly 

Dissatisfied 

Dissatisfy Neutral Satisfy Strongly 

Satisfied 

1 Degree of Motivation      

2 Job Security      

3 Type of Management 

Style 

     

4 Provision of Training and 

Development 

     

5 Level of Cooperation 

among Administration and 

the workers 

     

6 Mechanism used to solve 

workers problems  

     

7 Level of response on      
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workers preferences 

8 Administration discusses 

performance with me 

     

9 I’m clear of what is 

expected of me 

     

10 The physical working 

conditions are conducive 

to achievement  

 

     

11 

 

I get recognition for my 

performance  

     

12 I am responsible for 

making important 

decisions in my job  

     

13 Organizational policies 

related to my job are 

adequately communicated 

to me  

     

 

Thanks for Cooperation 
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APPENDIX IV 

AN INTERVIEW GUIDE FOR THE HEAD OF DEPARTMENTS OR 

SECTIONS SENIOR OFFICERS IN ADMINISTRATION AND 

PROCUREMENT 

i. Provide Authentic data on the number of previous Workers leaving NIDA 

Textile Industry from Jan 2010 to Dec 2014 

ii.  I there any Observable relations between Administration and other workers 

iii.  If in Question three above there is such relations, explain in short the nature of 

such relation. Are the workers views and recommendations given special 

attention by the Administration  

iv. Are there any rules, regulation, policies exposed to workers for understanding? 

What are the reactions of workers after understanding those rules 
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APENDEX V 

AN INTERVIEW GUIDE TO ASK THE SELECTED AND NOTIFIED 

MEMBERS WHO  

VOLUNTARILY LEFT THE JOB 

i. What could be the factors caused by the employees themselves leaving their jobs 

before their contract ends. 

ii.  What was your expectation as employee before entering in the NIDA Textile 

industry during the first days of obtaining job offer 

iii.  What were the attracting features cause you to go to the new job carrier. 

iv. Is there different between working in the NIDA Textile Industry and your current 

job carrier. 
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APPENDIX VI 

DODOSO KWA AJILI YA UTAFITI WA KUANGALIA VISABABISHI NA 

MADHARA YA KUACHA KAZI KWA HIARI KWA WAFANYAKAZI WA 

VIWANDA VYA NGUO TANZANIA (SWAHILI VERSION) 

Maelekezo: 

Dodoso hili limeandaliwa kwa ajili yako wewe. Wewe ni mdau ambaye unafahamu 

tatizo la kuacha kazi kwa hiari kwa wafanyakazi wa viwanda vya nguo hapa Tanzania, 

licha ya kutokuwepo kwa ajira kwa vijana wengi hapa nchini. Nimekusudia kufanya 

kufanya utafiti katika kiwanda cha NIDA ili kujua visababishi na madhara ya kuacha 

kazi kwa hiari kwa wafanyakazi hao wa viwanda vya nguo. Nimekuchagua wewe ili 

uweze kujaza dodoso hili kwenye maswali ambayo majibu yake uyaweke au uyaandike 

kwenye dodoso katika nafasi zilizoachwa wazi ama uchague jibu lililosahihi zaidi 

miongoni mwa majibu uliyopewa. Aidha unaweza pia kuchukua karatasi nyingine ya 

ziada kujibu swali unaloliona kuwa lianahitaji maelezo ya ziada. 

Malengo: 

Dododso hili limetengenezwa kwa ajili ya kufanya utafiti kwa ajili ya masomo ya 

Shahada ya uzamili kutoka Chuo Kikuu Mzumbe. Mimi Julius Albert Nachunga ambaye 

ni mwanachuo wa Chuo Kikuu Mzumbe, kwa sasa ninafanya utafiti huu  kama sehemu 

ya kuhitimisha masomo ya shahada ya uzamili ambayo yatachukua takribani mwaka 

mmoja na nusu hivi. Endapo unahitaji nakala ya dodoso hili kujaza kwa njia ya 

kielektroniki unaweza kuomba nakala husika kwa kunitumia ujumbe kwenye anuani hii 

ifuatayo: juliuyona@yahoo.co.uk 

Muhimu: 

Endapo unataka kupata muhtasari wa matokeo ya utafiti hii nakuomba uandike jina lako 

pamoja na anuani ambayo nitaweza kukutumia matokeo hayo mwishoni mwa dodoso 

hili. Ninakuomba kwa makini ujaze dododso hili na kurudisha kwangu baada ya kujibu 

maswali yote. Nakutakia ujazaji mzuri wa dodoso. 
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1. Umri wako upo katika kundi gani kati ya yaliyopangwa hapa chini 

(a) 10 – 17 

(b) 18 – 24 

(c) 25 – 34 

(d) 35 - 44                                                                        (      ) 

(e) 45 Over 

2. Jinsia     

(a) Me 

(b) Ke                                                                            (        ) 

3. Elimu yako kwa kiwango cha juu 

(a) Darasa la Saba 

(b) Kidato cha nne 

(c) Kidato cha Sita 

(d) Cheti                           (        ) 

(e) Astashahada 

(f) Shahada 

(g) Shahada ya juu 

(h) Shahada ya uzamili 

(i) Nyingine fafanua…………………………………………………………… 

4. Umefanya kazi katika kiwanda cha nguo cha NIDA kwa muda gani 

(a) Chini ya Miaka mitano 

(b) Kati ya miaka mitano na kumi     

(c) Kati ya miaka kumi na moja na kumi na tano                (        ) 

(d) Zaidi ya miaka kumi na tano 

5. Je umeshuhudia mfanyakazi akiacha kazi kwa hiari kabla ya kumaliza Mkataba  

(a) Ndio 

(b) Hapana                                                                           (        ) 
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Tafadhali endelea kuweka majibu sahihi katika sababu zilizoainishwa hapa chini. Pia 

unaweza kufafanua katika sehemu iliyowazi kama majibuhusika hayajakidhi matakwa 

ya swali. 

6. Je unafikiri sababu sahihi ni ipi kwa mfanyakazi kuacha kazi kwa hiari kabla ya 

kumaliza Mkataba  

(a) Kutoridhishwa na mshahara                                                     (        ) 

(b) Mazingira magumu ya kazi                                                      (        ) 

(c) Kukosa fursa ya mafunzo                                                        (        ) 

(d) Uongozi hausikilizi matatizo ya wafanyakazi                         (        ) 

(e) Kutoridhishwa na matakwa ya wafanyakazi toka uongozi      (        ) 

(f) Sababu nyingine (fafanua)…………………………………………………… 

  

7. Unafiki ni mfumo gani wa uongozi unaweza kusababisha wafanyakazi waache 

kazi kwa hiari 

(a) Mzuri wenye kujali na wenye mguso chanya wa kidemokrasia  (        ) 

(b) Wenye kiongozi mwenye karama ya uongozi na kujali watu      (        ) 

(c) Wa wastani ambao una viashiria vya demokrasia                        (        ) 

(d) Mbovu wenye mguso hasi na wenye ubabe                                  (        ) 

(e) Mbaya sana na wenye mfumo wa utawala wa kibabe                   (        ) 

(f) Nyingine (fafanua)…………………………………………………………… 

 

8. Je unafiki ni sababu gani kati ya zilizoainishwa hapa chini zinapelekea 

wafanyakazi wenzako kuacha kazi kwa hiari 

(a) Mahusiano mabaya kazini na kundi rika                                     (        ) 

(b) Kutoridhika na mazingira ya kazi                                                (        ) 

(c) Kutoridhika na mategemeo yako                                                 (        ) 

(d) Kutokuwepo na uwiano wa kitamaduni kati yako na kampuni   (        ) 

(e) Maamuzi binafsi ya mfanyakazi husika                                       (        ) 

(f) Sababu nyingine (fafanua)………………………………………………………. 



130 

9. Je unafiki ni vitu gani vinavyopelekea mfanyakazi kuancha kazi kwa hiari kati ya 

yaliyoainishwa hapa chini. 

(a) Wanategemea kupata mshahara mnono toka kwa mwajiri mpya (        ) 

(b) Wanafikiri mwajiri mpya atatekeleza mahitaji yao                       (        ) 

(c) Wanafikiri mwajiri mpya atatoa fursa za mafunzo                        (        ) 

(d) Wanafuata mazingira mazuri ya kazi                                            (        ) 

(e) Sijui                                                                                                (        ) 

(f) Sababu nyingine (fafanua)……………………………………………… 

 

10. Kama malengo yako hayajatimia kwa kipindi cha miaka miwili hadi mitatu je 

utachukua maamuzi gani kati ya yaliyoainishwa hapa chini? 

(a) Kuacha kazi na kuondoka                                                             (        ) 

(b) Kuacha kazi baada ya kupata kazi nyingine                                  (        ) 

(c) Kuridhika na hali ilivyo                                                                 (        ) 

(d) Kulazimisha mabadiliko                                                                (        ) 

(e) Kutoa taarifa kwa uongozi                                                              (        ) 

(f) Sababu nyingine (fafanua)…………………………………………………… 

Mwisho 

Kama unataka upate muhtasari wa matokeo ya utafiti huu tafadhali andika jina lako 

anuani yako kwenye nafasi hii iliyoachwa wazi. Nitakuwa tayari kukutumia taarifa 

kuhusu matokeo ya utafiti huu japo kwa uchache. 

……………………………………………. 

……………………………………………. 

Mr Julius A. Nachunga 

Chuo Kikuu Mzumbe 

S.L.P. 2 Mzumbe  

Simu 0784 64 96 70 

Ahsante kwa ushirikiano 


