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ABSTRACT 

 

Labour turnover is among the challenges that organizations come across bitterly. This 

comes from the fact that organizations hate labour turnover, especially, when it is above 

tolerable rate and involves senior and experienced staff. This study attempted to explore in 

detail the factors that led to labour turnover, the associated impacts of labour turnover and 

suggests measures to be taken so as to avert the situation. The researcher used case study 

design conducted in a single organization (Tanzania Prisons Services Headquarters, Dar 

es Salaam). Stratified sampling technique was used so as to obtain a representative sample. 

 

From the findings, the study revealed that, to a large extent dissatisfaction with the job 

appeared to be major cause of labour turnover followed with other causes, the decrease of 

workers morale and productivity said to be the major impact that an Organization suffered 

and the major method recommended which may help to reduce the problem was to 

adopt an enlightened policy of management in respect of wages, promotion, leave and 

holidays. Given the above study findings it can be concluded that, the problem of labour 

turnover which prevailed in the organization could be removed if measures are taken by the 

company itself. 

 

A general recommendations drawn from the study is that, workers should strive to improve 

their work ability, skills and knowledge and to understand the preferably disciplinary 

measures, so the interest of workers are those improved by an Organization so as to foster 

changes. On its part, the management should apply an enlightened labour management 

corporation principals during that time of global economic developments because this 

would help to minimize labour turn over. 
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CHAPTER ONE 

 

BACKGROUND OF THE PROBLEM 

 

1.1     Introduction 

According to Mamoria et  al (1987), labour turnover is the rate of change in   the working 

staff of a concerned organization during a definite period. In other words, it signifies 

the shifting of workforce into and out of an organization.  

 

 Labour turnover has many impacts including tarnishing the name of the organization 

internally and externally, losing the expert portion of staff, failure of an organization to 

attain short term and long term objectives and increased costs of operation due to 

frequent need to recruit new staff and training them. From these few factors only, it is 

obvious that an organization with rational management would not like or tolerate the 

phenomenon of persistent labour turn over. 

 

1.2      Background to the Problem 

Labour turnover patterns have important implications for wage determination, work 

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

Sabina (2004), indicates that, recently Tanzania has experienced changes in the economy 

by introducing the free market economy whereby many state owned firms have been 

privatized and other companies established. The consequence of this is that, many 

companies are operating under competitive situations whereby each company is striving 

to win customers locally and globally. It is advanced that, frequent labour turnover in 

industrial units has constituted a great drain on the productive resources of developing 

countries including Tanzania which hinders proper human resource planning, thereby 

affecting the quality of industrial relations. 

 

Arora (1999) is of the opinion that, labour turnover poses difficulties to employers in 

planning for production and pursuing appropriate price fixation policy. Mobley et al 

(1979), revealed that, age, tenure, overall satisfaction, job content, intentions to remain 

on the job, and commitment were all negatively related to turnover. In 1995, an analysis 
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of some 800 turnover studies was conducted by Hon and Griffeth, recently updated by 

Griffeth et al (2000). Their analysis confirmed some well established findings on the 

causes of labour turnover. These include job satisfaction, organizational commitment, 

comparison of an alternative and infection to quit. Mobley et al. (1979) noted that, the 

relationship between infections to and turnover is consistent and generally stronger 

than the satisfaction turnover relationships although still count for less than a quarter of 

the variability in turnover (Mintrac, 2004). 

 

Martin (2003), investigates the determinants of labour using establishment level survey 

data from the United Kingdom. Martin indicated that, there is an inverse relationship 

between relative wages and turnover (that is, establishment with higher relative pay had 

lower turnover). Griffeth et al. (2000) noted that pay related variables have a modest effect 

on turnover. The analysis examined the relationship between pay, a person's 

performance and turnover. They concluded that, when high performers are insufficiently 

rewarded, they leave. 

 

Also, Martin (2003) detected a complex relationship between turnover and training. He 

suggested that, establishments that enhance the skills of existing workers have lower 

turnover rates.  However, turnover is higher when workers are trained to be multi-skilled 

which may imply and this type of training enhances the prospects for workers to find work 

elsewhere. In examining the impact of training and mobility, Green et al. (2000) 

concluded that, in aggregate, training has on average no impact on mobility. 

However, training that is wholly sponsored by the individual is on balance likely to be 

prelude to job search. In contrast, when employers pay for training the downward effect on 

mobility is more likely (Emerald, 2004). 

 

William et al. (1988), for instance indicated that, labour turnover is an important 

parameter which indicates the overall health of an industry or an establishment in terms of 

wages, industrial relations, working conditions and welfare facilities provided to the 

workers. 
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However, over time there has been a number of factors that appear to be consistently 

linked to turnover such as age, tenure, overall satisfaction, job content, intension to 

remain on the job, and commitment all negatively related to turnover (that is, the higher the 

variable the lower the turnover). 

 

A high level of labour turnover may be the result of inadequate wage levels which 

lead to employees moving to low morale and low level of motivation within the 

workforce and employers recruiting and seeking the wrong employees in the first place, 

meaning those who seek more suitable employment and are beyond local market offering 

more affective opportunities to employees (William et al. 1988). 

 

In many organizations in Tanzania, labour turnover is mostly associated with adequacy of 

staff remuneration in terms of salary level and other packages like meals, transport, medical 

and leave allowances. Other things are also given significant weight as important 

considerations in working conditions in an organization. Working conditions can 

include factors like status of office, availability of modern working tools and machines like 

computers, impressive office furniture and working hours. 

 

The way management treats and cooperates with staff is also very important. There are harsh 

managements of organizations which do not take staff as the most important stakeholders. 

The way these factors are taken into considerations in the organization normally 

determines the level of labour turnover (Sabina, 2004). 

 

Tanzania Prisons Service, an important and one of the largest state institutions in 

Tanzania may be equally considered as facing the problems of labour turnover. The 

organization has been selected as a case study where factors leading to labour 

turnover, the impacts of it and how the organization is managing with a view to keeping it 

at minimum were studied. 

 

1.3       Statement of the Problem 

Organizations experiencing high levels of labour turnover are ones said to produce high 

levels of job dissatisfaction to employees, (Hertzberg et al, 1997). In an organization, 
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there are two sets of symmetrical objectives; those of the organization and the individual 

staff. Where the two sets of objectives are simultaneously satisfied, the organization 

makes significant steps in development. But where the organization tries to attain one set of 

the objectives, say the organizational objectives only forgetting the individual staff, 

the organization will lack congruency in moving towards attainment of the objectives as a 

state of dissatisfaction will exist on the part of staff. Dissatisfaction is the leading 

factor in high organizational labour turnover. 

 

Generally, labour turnover has many causes; various factors work in combination and 

vary according to time, locality, industrial, individual concern and the stability of 

stay. In internal and external factors which speed up labour turnover include wrong 

selection and placement of workers, length of working days or week which bore 

workers (Sabina, 2004). Privatization is also said to be the cause of labour turnover 

after changes of the economic structure to take place in Tanzania by introducing free 

market economy (Sabina, 2004). 

 

Tanzania Prisons is one of the institutions which face a high labour turnover that may be 

caused by a variety of factors, some of which may be due to the lack of sufficient Human 

Resource management staff who can play a big role in employees’ matters. This is due to 

the fact that, the number of employees left had increased yearly.  

 

For most rational management of organizations, labour turnover is a menace which is 

not allowed to prevail for so long. This has motivated the researcher to undertake a 

study on the factors contributing to labour turnover in Tanzania Prisons service to 

establish whether there are unknown reasons for workers to quit the organization and 

also to see whether lack of Human Resource specialist in HR department could be 

the cause, taking a case study of Tanzania Prisons Head Quarter in Dar es Salaam. 

 

1.4     General Objective 

The general objective of this research was to assess the factors contributing to labour 

turnover in Tanzania Prisons service – Prisons Head Quarter Dar es Salaam being a case 

study. 
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1.4.1  Specific Objectives 

(i). To determine the level of employee turnover. 

(ii). To identify the reasons for labour turnover.                                                      

(iii). To examine the losses that the organization has suffered as a direct or  

indirect result of the turnover,  

(iv). To explore measures that the organization should take to control  

labour turnover. 

 

1.5   Research Questions 

(i) What is the level of employee turnover in the Prisons Department? 

(ii) What are the reasons for the labour turnover? 

(iii) Is there any direct or indirect loss the organization has suffered as a result of 

the  labour turnover? 

(iv) What measures should the organization take to control the labour turnover?  

 

1.6    Significance of the Study 

It will shed light on the prime factors that cause high labour turnover rare and the 

respective impacts to the organizations. Through conducting a research the researcher 

will be able to know why the problems do occurred and the impacts that the 

organization faces. 

 

Findings, which will be generated from the study, will stimulate further research on 

this important matter of labour turn over for the organization benefits. 

 

Lastly, it will bridge the knowledge gap of understanding for academic and research 

purposes.  

1.7    Limitations of the Study 

The study was conducted at the Prisons Headquarters in Dar es salaam. The criterion 

for selection was based not only to easy access of data collection but also time and 

money constraints. The sample of respondents was drawn from one organization, 

other organizations may have different working conditions and thus differing level of 



 

6 
 

labour turnover and the respective impacts. 

 

In conducting this study, the researcher faced some limitations. However alternative 

strategies were used to deal with them. The most outstanding problem was; 

(i) Unwillingness by some respondents to answer the questions. 

(ii) Limited resources in terms of funds, time and transport to and from data  

collection area. 

 

1.8 Scope of the Study 

The study was conducted at Tanzania Prisons Headquarters in D’salaam. The 

selected area was due to the fact that, it would enable the researcher to get the most 

valid, reliable and appropriate data with relative easy. 

 

The study involved an interview of 10 Human Resource Officers and 40 Staff from 

four (4) different departments. 
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CHAPTER    TWO 

 

LITERATURE REVIEW 

 

2.1      Introduction 

High levels of labour turnover can be serious problems for both large and small 

organizations. Indeed, a certain degree of labour turnover may be desirable since it 

creates opportunities to introduce wider experience and new ideas to the organization as 

well as providing career development opportunities for existing workers. Persistent high 

levels of labour turnover, however, are costly both to individual organizations and the 

economy as a whole and adversely affect efficiency, productivity, profitability and 

morale. 

 

High labour turnover like absenteeism, lateness, may be due to a particular cause but they 

can also be an indication of morale fundamental organizational problems. Establishing 

the cause and working out solution may, therefore, call for thorough examination of 

organization's policies and activities. It may be difficult for those within the organization to 

do this with the degree of right and objectivity required, and it may be advisable to involve 

someone from outside the undertaking to assist with the task. 

 

2.2       Theoretical Framework 

A widely used approach for analyzing the organizational factors that affect employee 

motivation is the Maintenance Theory. Frederick Hertzberg conducted the original research 

that led to the formulation of the theory (Cook and Coffey, 1997). 

 

It is often referred to as the two factor theory of motivation because it describes two 

sets of factors that are independent but not opposite to each other. Maintenance 

factors are those factors that make people unhappy or dissatisfied with their jobs. 

Motivation factors are those that make people happy or satisfied and lead to 

motivation on the job. The basis of the theory is that maintenance and motivation 

factors are essentially independent of each other and affect behavior in different 

ways. The opposite of job satisfaction is not dissatisfaction but job satisfaction. The 
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opposite of job \dissatisfaction is not satisfaction but no dissatisfaction. One study 

found that when maintenance factors were not present on the job, employees became 

dissatisfied. When maintenance factors were present, however, employees were not 

motivated to high levels of performance (Cook and Coffey, 1997). 

 

Motivational factors were found to produce high level of job satisfaction ad motivation, 

but if they are not present, they do not produce dissatisfaction. Maintenance needs are 

generally equivalent to Maslow's lower-order needs in the physical, safety and social 

categories. Motivation factors generally relate to Maslow's higher order needs for esteem and 

self-actualization. These maintenance factors according to Hertzberg, involved the 

environment and conditions in which work was accomplished. Maintenance factors do 

not involve the nature of the work itself and are not an intrinsic part of a job. 

Maintenance factors include physical working conditions, job security, company policies 

and administration. Social and interpersonal relations and pay economic benefits. 

 

If any of these factors are not present to the liking of employees, the result is 

dissatisfaction, which may be expressed in the ways that hinder the achievement of 

organizational goals, providing for maintenance factors does not produce increases in 

employees' output but prevents losses due to reduced workers performance. 

 

Hertzberg found that poor working conditions were a factor in negative job feeling, 

while good working conditions were seldom a reason for positive feelings about the 

job. Myers in Cook and Coffey (1997) summarized the effects of maintenance 

factors by stating, "Maintenance factors are characterized by the fact that they inspire 

little positive sentiment when added but innate strong negative reactions when 

removed". On the other hand, motivation factors are concerned that when employees 

feel good about their jobs, it is primarily because of the nature of the work itself. 

Factors that lead to positive feelings and motivation include achievement, 

recognition for accomplishment, responsibility and personal growth. The presence of 

these factors leads to job satisfaction and employee commitment to higher levels of 

performance. Motivation factors lead to high levels of satisfaction and increased 

productivity when they are present, but their absence does not lead to significant 
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dissatisfaction about a job, but the lack of responsibility seldom causes dissatisfaction and 

bad feelings. When motivation factors are present, they serve not only to increase 

productivity but also to develop greater employee effectiveness (Cook and Coffey, 1997). 

 

McClelland (1962) identifies three basic needs within individuals. These are need for 

achievement, power and affiliation. McClelland’s need for achievement and 

affiliation are similar to Maslow’s social and esteem needs. The need for 

achievement (n-ach) is ‘achievement motivated’ and therefore seeks achievement, 

attainment of realistic but challenging goals and advancement in the job (Robbins, 

2004). There is a strong need for feedback as to achievement and progress and a need 

for a sense of accomplishment. The need for authority and power (n-pow) person is 

‘authority motivated’. This driver produces a need to be influential, effective and to 

make an impact. There is a strong need to lead and for their ideas to prevail 

(McClelland, 1962). 

 

There is also motivation and need towards increasing personal status and prestige. 

The need for affiliation (n-affil) person is ‘affiliation motivated’, and has a need for 

friendly relationships and is motivated towards interaction with other people 

(Robbins, 2004). The affiliation driver produces motivation and need to be liked and 

held in popular regard. McClelland said that, these people are team players and are 

the people who possess and exhibit a combination of these characteristics. Some 

people exhibit a strong bias to a particular motivational need and this motivational or 

needs ‘mix’ consequently affects their behavior and working/managing style 

(Robbins, 2004). 

 

The advantages of this theory are that, the theory mentioning factors which may 

cause satisfaction and dissatisfaction at the working place. These are Hygiene factors 

(extrinsic) which include company policy, status/promotion, salary and job security. 

Motivators (intrinsic) factors include sense of achievement, recognition, 

responsibility, personal growth and the work itself. The disadvantage of this theory is 

omission of other basic needs as compared to Maslow theory. 
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2.3      Empirical Review 

There has been much research carried out into the topic of labour turnover over many 

years. Staffs who are satisfied are more likely to stay working for a business. Research 

has also shown that there can be many reasons for dissatisfaction and that they will vary in 

different situations. One of the main aims of the study was to carry out research into the 

causal effects of labour turnover at Livingston's. This was achieved in the form of a self 

completion postal questionnaire, which sought to measure staff opinions and attitudes, 

from a census of part time staff. The main drivers of turnover identified were: - pay rates, 

lack of career development, hours of work, training, poor staff recognition, staff facilities, 

staffing levels, staff uniform and communications (Emerald, 2004). 

 

Much of the empirical research on turnover is based on actual turnover, although 

some studies are based on intentions to quit. Apart from the practical difficulty in 

conducting turnover research among people who have left an organization, some 

researchers suggest that there is a strong link between intensions to quit and actual 

turnover. 

 

Mobley et al (1979) noted that the relationship between intensions and turnover is 

consistent and generally stronger than the satisfaction - turnover relationship, 

although it still accounted for less than a quarter of the variability in turnover. Much 

of the research on perceived opportunities has been found to be associated with 

intentions to leave but not actual turnover (Kirschenbaum and Mano- Negrin, 1999). 

One of the possible reasons is that intentions do not account for impulsive behavior 

and also that turnover intentions are not necessarily followed to lead to actual 

turnover (Mintrac, 2004). 

 

Also many studies reported a significant association between organization 

commitment and turnover intentions (Lum et al, 1998). Tang et al', (2000) study the 

link between commitment and actual turnover and Griffeth et al's (2000) analysis 

showed that organizational commitment was a better predictor of turnover than 

overall job satisfaction. 
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Allen and Meyer (1990) investigated the nature of the link between turnover and the 

three components of attitudinal commitment; affective commitment refers to 

employees emotional attachment to identification with and involvement in the 

organization; continuance commitment refers to commitment base on costs that 

employees associate with leaving the organization and normative commitment refers 

to employees feelings of obligation to remain with the organization. Put simply 

employees with strong affective commitment stay with organization because they 

want, those with strong continuance commitment stay because they need to and those 

with strong normative commitment stay because they feels they ought to. Alien and 

Meyers study indicated that all three component of commitment were a negative 

indicator of turnover. In general, most research has found affective commitment to 

be the most decisive variable linked to turnover (Mintrac, 2004). 

 

Also the relationship between job satisfaction and turnover has been consistently 

found in many turnover studies (Lum et al, (1998). Mobley et al (1979) indicated that 

overall job satisfaction is negatively linked to turnover but explained little of the 

variability in turnover. Griffeth et al, (2000) found that overall job satisfaction 

modestly predicted turnover. In a recent new Zealand study, Boxall et al (2003) 

found the main reasons by far for people leaving their employer was for more 

interesting work elsewhere. It is generally accepted that the effect of job satisfaction 

on turnover is less than that of organizational commitment. Also wages and 

conditions is the link between dissatisfaction with pay and voluntary, turnover 

appears to be inconclusive (Mintrac, 2004). 

2.4       The concept of Labour Turnover 

According to Mamoria et al (1987), labour turnover has been defined as the rate of 

change in the working staff of a concern during a definite period. In other words, it 

signifies the shifting of work force into and out of an organization. It is a measure of 

the extent to which employees leave and new employees enter the service of the 

organization in a given period. Labour turnover has also been defined as the 

measurement of inarticulate labour unrest. Strikes are regarded as articulate 

expressions of discontent among workers, whereas the discontent among workers, in 

case of labour turnover is expressed not by striking out but by quitting job. 
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The process of workers leaving and coming in business organizations gives to the 

phenomenon of labour turnover. Labour turnover of an organization is the rate of 

change in its labour force during a specific period.   This rate of change is compared 

with an index, which acts as a thermometer to ascertain its reasonableness. The 

suitable index of labour turnover may be the standard labour turnover in the industry 

or locality, or the labour turnover rate for a past period. 

 

A high   labour turnover reflects that workers   in the   organization are   new and 

inexperienced, and it accounts for an increase in cost of production and even disturbs 

the even flow of production. 

 

Employee turnover is a comparison of the number of employees an organization 

must replace in a given time period to the average number of total employees 

(Holmes, 2001).  Employee turnover is a costly expense especially to lower paying 

job roles, for which the employee turnover rate is highest (Ewan, 2005).  Many 

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

stem from both the employer and the employees (Tilly, 1991).  Wages, organization 

benefits, employee attendance, and job performance are all factors that play a 

significant role in employee turnover.  Organizations take a deep interest in their 

employee turnover rate because it is a costly part of doing business (Tett, and Meyer 

1993).  When an organization must replace a worker, the organization incurs direct 

and indirect expenses (Richards, 1989).  These expenses include the cost of 

advertising, headhunting fees, human resource costs, loss of productivity, new hire 

training, and customer retention (Holmes, 2001).  Employee turnover is inevitable, 

but when it is excessive, employee turnover often puts a business into the red 

(Holmes, 2001).  Many new employees do not become fully productive until they 

have been trained and gain experience, a process that usually take several months 

(Ewan, 2005). 

 

Employee’s turnover can be categorized as ‘internal’ or ‘external’.  Internal turnover 

involves employees leaving their current position, and taking a new position with the 
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same organization (Ewan, 2005).  External turnover is tendency of employees to 

leave organization.  Unskilled positions often have high turnover, and employees can 

generally be replaced without the organization or business incurring any loss of 

performance (Dillon, 1987).  However, high turnover rates of skilled professionals 

can pose as a risk to the business or organization, due to the intellectual property 

such as skills, training, and knowledge lost (Tett and Meyer 1993).  Therefore; 

turnover of these individuals incurs both replacement costs to the organization, as 

well as resulting in a competitive disadvantage to the business (Till, 1991). 

 

2.5       Measuring Labour Turnover 

Labour turnover is expressed as the ratio of yearly or monthly separations to the 

average number of full-time workers for that period, as a percentage of the number of 

employed during the same period (Mamoria et al. (1987). This is known as the 

"separation rate" or "crude wastage rate" and is calculated as follows: 

 

 Labour turnover =         Number of leavers       x 100 

Average number employed 

 

For example, if a business has 150 leavers in the year, on average, it employed 2000 

people during the year; the labour turnover figure would be 7.5%. An alternative 

calculation of labour turnover is known as the stability index. 

This illustrates the extent to which the experienced workforce is being retained and is 

calculated as follows: 

 

Stability index   =   Number of employees with one or more years' service now x 100                

                  Number of employees one year ago 

 

Labour turnover will vary between different groups and measurement is more useful 

if broken down by department or section or according to such factors of length of 

service, age or occupation. 
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2.6      Labour turnover:     Sources of Data 

Labour mobility and intensive labour reallocation are the best in reflecting labour 

market flow data, (Cazes and Nesporova, 2003). Under the command system, in 

principle all types of enterprises and organizations were obliged to deliver statistical 

data on such element as production, investment and labour, including data on 

recruitments and separations. With the transition to a market system and the 

corresponding methodological changes, there are now two sources of employment 

flow data: those based on establishment surveys and those originating in labour force 

surveys. 

 

Cazes and Nesporova, 2003), indicated that the former source of information has 

become less comprehensive and reliable. First, it covers only enterprises employing 

over a certain number of workers, and this number not only differs by country but 

may also differ by sectors. This is a considerable limitation as the share of small and 

micro-firms and self-employment has escalated during economic transition. 

 

The second problem with establishment surveys is that the quality of data delivered 

is often poor. Enterprises may wish to hide or bias certain facts for tax or other 

reasons, and statistical bodies have limited ways of checking the data. Privatization 

and enterprises restructuring, as well as enterprises mergers and acquisitions, may 

also cause considerable data bias, as either newly established or privatized entities, 

and old firms may formally recruit or lay off workers who in fact do not change their 

jobs. Labour turnover based on establishment surveys is circulated as a sum of 

recruitments and separations by individual establishments over a given year, divided 

by the initial or average employment levels for that year. Labour turnover based on 

labour force surveys is a sum of the aggregate accession and separation rates. 

The accession rate is calculated as a sum of aggregate flows from unemployment to 

employment, from inactivity to employment and from one employment to another, 

divided by initial or average employment in a given year. The separation rate is a 

sum of aggregate flows from employment, from employment to in activity and from 

one employment to another, divided by initial or average employment in a given 

year. 
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2.7      Labour Turnover and Economic Circle 

Labour turnover is of course significantly affected by economic fluctuations. In 

industrialized countries, it typically accelerates in periods of economic growth: 

enterprises start-ups and create new jobs, attracting newcomers to the labour-market 

and increasing hires of unemployed job seekers. At the same time, through 

dismissals for economic reasons debate, the growing number of job opportunities 

encourages more people to change their jobs voluntarily. 

 

Boeri (1995) and ILO (1996), advanced that in economic downturns, by contracts, 

labour turnover declines: enterprises seeks to cut costs by reducing new hires and 

resorting to redundancies, yet the consequent sharp reduction of voluntary quits more 

than counter balances the increase in dismissals. Largely for supply-side reasons, 

labour turnover thus tends to behave pro-cyclically. 

 

2.8      Causes of Labour Turnover 

Different authors have classified the main causes of labour turnover in an 

organization. Mamoria et al. (1987), and the Federal Communications Commission 

Paper (2003), classified the causes of labour turnover as avoidable and unavoidable 

causes. The Federal Communications Commission paper, in addition to have above 

groups advanced also personal causes. Personal causes are those which induce or 

compel workers to leave their jobs purely on personal grounds such as: change of job 

for betterment, premature retirement due to ill health and old age, domestic problems 

and family responsibilities, discontentment over the job and working environment. 

 

Unavoidable causes are those under which it becomes obligatory on the part of 

management to ask some of their employees to leave the organization; such causes 

may include the following: seasonal nature of business, shortage of raw materials, 

power slack, market for the product etc. change in the plant location, disability 

making a worker unfit for work, disciplinary measures. 

 

Avoidable causes are those causes, which require the attention of management on a 

continuous basis so as to keep the labour turnover ratio as low as possible. The main 
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causes are as follows: dissatisfaction with job, remuneration, hours of work, working 

conditions, etc. strained relationships with management, supervisors or fellow 

colleagues, lack of training facilities and promotional avenues, lack of recreational 

and medical facilities, low wages and allowances. Steve (2003) argued that if the 

labour turnover is increasing, it might be a sign of increasing dissatisfaction within 

the work force. 

 

The causes may be internal or external. External causes could be as follows: more 

local vacancies arising, perhaps due to the setting up or expansion of other firms in 

the area; better transport links making a wider geographical area available to 

workers. Thus, it may be noted that there is no single cause responsible for labour 

turnover. Various factors work in combination, and the stability of stay. 

 

Employees resign for many different reasons.  Sometimes it is the attraction of a new 

job or the prospect of a period outside the workforce which ‘pulls’ them; on other 

occasions they are ‘pushed’ due to dissatisfaction in their present jobs to seek 

alternative employment (Rankin, 2006).  Sometimes it is mixtures of both pull and 

push factors.  Another reason for leaving is entirely explained by domestic 

circumstances outside the control of any employer, as is the case when someone 

relocates with their spouse or partner (Phillips, 1990).  Recent research strongly 

suggests that push factors are a great deal more significant in most resignations than 

most managers appreciate.  It is relatively rare for people to leave jobs in which they 

are happy, even when offered higher pay elsewhere (Chartered Institute of personnel 

and development, 2007).  Most staff has a preference for stability.  It is important to 

appreciate that the reasons people give for their resignations are frequently untrue or 

only partially true (Taylor, 2002).  The use of exit interviews is widespread yet they 

are notoriously unreliable, particularly when conducted by someone who may later 

be asked to write a reference for the departing employee.  They are reluctant to voice 

criticism of their managers, colleagues or the organization generally, preferring to 

give some less contentious reason for their departure (Rankin, 2006).  A poor 

relationship with a line manger can be the push factor behind an individual’s decision 

to quit their job and leave their organization.  A lack of training and developmental 
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opportunities is also a major reason for voluntary turnover (Chartered Institute of 

personnel and development, 2007). 

 

In the high turnover organization in particular, a great deal of employee turnover 

consists of people resigning or being dismissed in the first few months of 

employment (Taylor, 2002).  Poor recruitment and selection decisions, both on the 

part of the employees and employer, are usually to blame, along with poorly 

designed or non-existent induction programmes (Rankin, 2006).  Expectations are 

often raised too high during the recruitment process, leading people to compete for 

and subsequently to accept jobs for which they are in truth unsuited (Chartered 

Institute of personnel and development, 2007).  Organizations do this in order to 

ensure that they fill their vacancies with sufficient numbers of well-qualified people 

as quickly as possible (Phillips, 1990).  However, over the longer term the practice is 

counter-productive as it leads to costly, avoidable turnover and the development of a 

poor reputation in local labour markets (Chartered Institute of personnel and 

development, 2007). 

 

Some employees leave their employers because the skills they possess are in 

demand, they may be lured away by higher pay, better benefits, or better job growth 

potential.  In this case, an organization must take a close look at their organization 

and determine if they are still competitive (Sjoberg and Sverke, 2000).  Another 

reason employees leave is because there was a bad match between the employee’s 

skills and the job.  Employees who are placed in jobs that are too difficult for them or 

whose skills are underutilized may become discouraged and quit.  However, every 

employee who leaves the company is not dissatisfied (Johnsrud and Rosser, 1999).  

Some will retire, relocate, quit because of family circumstances, change professions, 

or even start a business of their own (Rankin, 2006).  For these reasons, there is not 

much an organization can do retain employees.  It is important to know and 

recognize the difference between employees who leave because they are unhappy 

and those who leave for other reasons (Johnsrud et al, 2000). 
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Most employee turnover is related to poor management practices.  Employees are 

working for good wages, but, more importantly, they are working to have their non-

financial needs met (Chartered Institute of personnel and development, 2007).  It is 

important to understand that employees are seeking to extract something far more 

than a pay check from their work.  Most employees need to feel respected, 

worthwhile and appreciated in their work.  Sometimes employees leave when they 

feel under-appreciated (Rankin, 2006).  The reverse is true as well when employees 

are offered a significantly higher salary from another organization; they do not leave 

if they are appreciated at their current workplace (Rankin, 2006).  Instead of 

evaluating employee satisfaction according to exit interviews, pay attention to the 

turnover rate.  It takes a lot of effort and risk for an employee to change job (Phillips, 

1990).   Resigning is the loudest statement they can make to tell the employer that 

the management skills are lacking.  Employee turnover is a good benchmark to 

evaluate the effectiveness of the management style.  High turnover shows that a 

management style may need to be significantly overhauled (Sjoberg and Sverke, 

2000).  Nevertheless, there are many potential causes for turnover. 

 

Area economic and labour market conditions affect general turnover rates and can be 

very difficult to manage.  However, certain causes associated with turnover in many 

specific jobs or organization can be managed.  These include such things as non-

competitive compensation, high stress, working conditions, monotony, poor 

supervision, poor fit between the employee and the job, inadequate training, poor 

communications and organization practices (Tett, and Meyer, 1993)  Some 

employees are jumping ship because their needs are not being met (Meyer, 2001).  

The lack of challenging and stimulating work, fair pay, the tools  and resources 

needed to do their jobs, recognition for work well done and involvement in the 

decisions that impact their day to day lives at work, factor into their decision to leave 

an employer (Holmes, 2001).  However, if an organization is performing poorly 

while the industry is doing well overall, then the employees’ total compensation 

(variable plus fixed pay) will be less than other organizations in the industry, which 

could lead to poor morale and/or increased turnover. 
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2.9      Patterns of Labour Turnover 

The higher rate of labour turnover tends to be among those who have recently joined 

an organization. Longer-serving employees are more likely to stay, mainly because 

they become used to the work and the business and have an established relationship 

with those around them. The labour turnover, however, according to Mamoria  et al. 

(1987) is highly stable concentrated phenomenon because; a few men change 

rapidly, other are highly stable: that is common among the new workers, among 

youngster, and unmarried girls, common workers and less skilled men, it is high 

among certain restively less attractive jobs. 

 

2.10      Effects of labour turnover 

A high rate of labour turnover has impacts both for the worker and the industry. It is 

a great handicap to the workers and the industry for it implies both a reduction in 

skill, and efficiency on the part of worker but also reduced output for the industry. 

 

Indeed, from the worker's point of view, they are not only deprived of various 

benefits of continued employment, opportunities of being graded before obtaining a 

new work; incur expenses and experience difficulty in obtaining a new job, greater 

exposure to industrial accidents due to lack of experience to work in a new situation, 

the cost of movement and consequent impairment of his skill by interruption of 

employment. Besides, he also suffers psychological setback during the period of 

resultant idleness. 

 

On the other hand, employers also suffer. They are to incur expenditure on securing 

new employees, training and supervising them and also the cost of spoiled work, and 

the low quality of goods on account of new and inexperienced hands. The loss due to 

the lower efficiency of the workers is more significant than the loss due to the 

necessity of bringing in more new hands (Mamoria et al, 1987). 

 

Federal Communication Commission paper (2003) also provides effects on costs of 

production. High labour turnover causes decrease in production targets, increase in 

chances of breakdown of machine at the shop floor level, increases in the number of 



 

20 
 

accidents, loss of customers and their brand loyalty due to either non-supply of the 

finished goods or due to sub-standards productizing of finished goods, increases in 

the cost of selection, recruitment and training, increase in the material wastage and 

tools breakage. Labour turnover also results in large social costs to the society in the 

lowering down of the morale of workers by unemployment, which brings about 

frustration. 

 

However, labour turnover can have some benefits. Some level of labour turnover is 

important for that new workers can bring in new ideas and enthusiasm. Workers with 

specific skills can be employed rather than having to train-to-existing employees, 

new ways of solving problems can be seen by new workers who can offer a different 

perspective. 

 

A natural level of labour turnover can be a way in which a business can slowly 

reduce its workforce without having to resort to redundancies; this is referred to a 

natural wastage. 

 

One way to help understand why people stay with a given organization is to 

understand why people will choose to leave a given organization (Rankin, 2006).  

Employee turnover can be extremely devastating to an organization (Hackman et. al, 

1975).  Turnover can make it difficult for employers to maintain a steady and 

successful operation (Rankin, 2006).  Losing a single key worker can decrease the 

likelihood of a project’s success and can reduce investors confidence in the 

organization (Lee and Mitchell, 2000). 

  

Many academic scholars of turnover point to the correlation between job 

dissatisfaction, employee turnover and decreased organizational commitment.  The 

stronger the feeling of discontent in one’s job, the more likely one is to begin a 

search for an alternative job (Rankin, 2006).  This perspective on turnover highlights 

the role of emotions and attitudes as antecedents of behavior.  A second approach to 

understanding turnover comes from social psychology, with the idea of a multiple 

quitting process.  This process explains that as an employee’s attitude begins to 
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decline, the quality of work given to them diminishes (Hackman et al. 1975).  These 

two factors impact each other in a “vicious cycle” of discontent and disillusionment 

that eventually ends in turnover.  The third perspective on turnover has considered 

whether positive of neutral emotions may also play a role.  Interestingly enough, 

research has shown that employees who leave for unavoidable reasons have a level 

of satisfaction very similar to those who stay at an organization (Lee and Mitchell, 

2000). 

 

An employee’s perceived compatibility or comfort with an organization and with the 

surrounding environment is defined as fit (Rankin, 2006).  To fit with one’s 

organization, personal values, career goals, and plans for the future must match the 

corporation’s goals and plans for the individual.  Often, “misfits’ will terminate 

faster than those who fit with the company (Hackman et al. 1975).  Another study by 

Lee and Mitchell, (2000) reinforces this idea in finding that combining personal 

attributes and job compatibility leads to a decrease in turnover.  Sacrifice secures the 

perceived cost of material or psychological benefits that may be forfeited in the event 

of job departure (Mitchell et al, 2001).  Job sacrifices include giving up colleagues, 

exciting projects and job perks.  The greater the sacrifice in leaving the more difficult 

it is for an employee to separate from the position (Hurley et al. 2007).  

 

Employee turnover can cost an organization millions per year and can slow down 

productivity (Chartered Institute of personnel and development, 2007).  When an 

employee leaves an organization, the employee takes with him knowledge and 

experience that which cannot be monetarily measured and that cannot be easily 

recreated (Cowie, 2004).  It is important for managers to find ways to motivate and 

reward employees that do not break a budget line item, but still make the employee 

feel needed.  Most employees spend between 40 and 60 hours per week on the job 

and away from a family.  Because of this, the workplace sometimes becomes almost 

like a second home (Grieffeth, and Hom, 2001). 

 

Employees need to feel needed and by having their manager go beyond goal setting 

and really become interested in the personal, fun activities  contributes greatly to 
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satisfaction in the workplace (Hom, and Griffeth, 1995).  Of course these fun 

activities, although they can have a positive impact, should not be the primary 

consideration in the workplace.  After all the employee does have work related goals 

that must be performed first and foremost.  Managerial skills such as honesty, 

professionalism and communication are necessary (Taylor, 2002).  Employees can 

handle many unstable or insecure situations as long as they have a good expectation 

of what might happen (Rankin, 2006).  Playing one employee of the other or 

spreading gossip or treating one employee better than another will jeopardize good 

working relationships and will definitely decrease performance and job satisfaction 

(Taylor, 2006).  Also employee turnover has effect on employees Morale, on the job 

injuries, customer relationships, effectiveness of other employees and increased theft 

(Phillips, 1990). 

 

However, there is no set level of employee turnover above which effects on the 

employing organization becomes damaging.  Everything depends on the type of 

labour markets in which the organizations compete (Chartered Institute of personnel 

and development, 2007).  Where it is relatively easy to find and train new employees 

quickly and at relatively little cost (i.e. where the labour market is loose), it is 

possible to sustain high quality levels of service provision despite having a high 

turnover rate (Rankin, 2006).  By contrast, where skills are relatively scarce, where 

recruitment is constantly or where it takes several weeks to fill a vacancy, turnover is 

likely to be problematic from a management point of view.  This especially true of 

situations in which you are losing staff to direct competitors or where customers have 

developed relationships with individual employees as is the case in many 

professional services organizations.  Some employee’s turnover positively benefits 

organizations.  This happens when a poor performer is replaced by a more effective 

employee, and can happen when a senior retirement allows the promotion or 

acquisition of welcome ‘fresh blood’ (Taylor, 2002).  Moderate levels of staff 

turnover can also help to reduce staff costs in organizations where business levels are 

unpredictable month on month.  In such situations when business is slack it is 

straightforward to hold off filling recently created vacancies for some weeks 

(Phillips, 1990). 
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2.11     Measures to Reduce Labour Turnover 

Mamoria et al. (1987) proposed certain measures. The measures to be adopted for 

reductions of labour turnover imply a positive policy requiring concrete action on the 

part of employees. Besides, any measure conducive to worker's economic 

advancement and welfare, as well as measures intended to provide security of 

employment to workers are bound to mitigate the evils of labour turnover, by 

reducing the anxiety of the worker to make frequent visits to villages and search for 

what is often the mirage of better employment and higher wages. 

 

Improvement in methods of recruitment is one of the principal remedies for 

excessive labour turnover. But more radical and effective methods, such as 

establishment of employment exchanges restrictions of the powers of workers and 

organization of a personnel department are required. Improvement of working 

conditions, adoption of an enlighten policy of management in respect of wages, 

transfers and promotions, leave and holidays, provision of facilities for education and 

training, promotion of welfare work, introduction of unemployment and sickness 

insurance, gratuities and pensions, these will contribute to make the labour force 

morale stable. Not the least important factors contributing to stability will be the 

attitude of the employers to workers to organizations, and the provision of effective 

machinery for the ventilation and redress of grievances of the workers. 

 

The search for work practices, which reduce labour turnover, has been a 

preoccupation to some researchers. The evidence suggests that these similar way 

practices appear to reduce quit rates in services and is therefore consistent with the 

findings of Batt et al (2003), which show a negative association between teamwork 

and quit rates in telecommunication in U.S. whether these practices operate in a 

similar way in low-skill services remain an open question. Consistent with the 

findings of Cappelli and Neumark (2001), self-directed work groups, considered in 

isolation, appear to be associated with lower quit rates in manufacturing. The 

interpretation of the negative correlations obtained for information sharing in low-

skill services is that, this variable might proxy the use of practices, that some might 

label "conventional", which send employees a clear signal of their employer's interest 
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in their well being. If so, such practices, whether they are, might be successful in 

reducing labour turnover in tradition/low-skill work environments. 

 

Organizations should find that employee turnover is reduced when they address 

issues that affect overall organization morale (Rankin, 2006).  By offering employees 

benefits such as reasonable flexibility with work and family balance, performance 

reviews, and performance based incentives, along with traditional benefits such as 

paid holidays or sick days, organization are better able to manage their employee 

turnover rates (Taylor, 2002). The extent an organization will go to in order to retain 

employees depends not only an employee replacement costs, but also on overall 

organization performance.  If an organization is not getting the performance it is 

paying for, replacement cost is a small price to pay in the long run (Phillips, 1990). 

 

One major incentive for retaining employees is the cost of turnover (Holmes, 2001).  

Keeping good employees increases profits.  Employee turnover is a direct drain on 

the bottom line.  Another incentive for employee retention is the high cost of 

recruiting and replacing valued employees (Mitchell, 1999).  In a low-unemployment 

market, employees are increasingly difficult to find.  Many employers are trying to 

reduce employee turnover with quick fixes, gimmicks, games, and prizes that just do 

not work.  Organizations are finding that the solutions are more about how you treat 

employees than tangible items that are given to them (Tett and Meyer, 1993).  Also, 

the concept of employee loyalty diminished as employees realized that doing a good 

job and being loyal to an employer no longer mattered (Phillips, 1990).  True 

solutions require a change in management’s attitudes and behaviors toward 

employees.  The ultimate strategy to reduce the costs of turnover and high 

recruitment is to manage for retention (Lee and Mitchell, 2000). 

 

Developing a proactive strategy to keeping key employees is essential (Phillips, 

1990).  Organization should identifying employees that contribute the most to the 

bottom line and developing programs that will satisfy them (Mitchell, 1999).  The 

job market is competitive and the labour pool is shrinking (Phillips, 1990).  

Employers are more and more frequently vying for the same candidates.  The tight 
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labour market is likely to play increasingly important factors in why some 

organizations are losing their top talent (Mitchell, 1999).  The current economic 

situation has created an increase in the amount of employment opportunities and 

companies are trying everything to push employees away from their competitors 

(Lee and Mitchell, 2000). 

 

The renewal of the economy has increased some firm’s sense of national confidence 

and when business feel more confident of the economic future, they are more likely 

to expand and hire more employees (Johnsrud and Rosser, 1999).  Although a good 

economy has some effects on an organization’s ability to retain staff there are other 

factors.  However some employers have found that meeting the basic need of 

employees is not enough (Tett and Meyer, 1993).  When it comes to motivating and 

retaining employees, organizations are finding that they must become increasingly 

innovative, by offering a number  of creative incentives, benefits and services that 

are designed to make employee’s lives easier and more stress free at work and at 

home (Meyer, 2001). 

 

If an organization wants to ensure that employees remain with the business, it has to 

identify and emphasize the positive aspects of the organization that make employees 

want to stay (Lee and Mitchell, 2000).  Some internal factors that may influence 

employee’s desire to stay are benefits and compensation, pleasant working 

conditions, opportunity for growth/advancement, and job security.  Give employees 

perks that are perceived by them as benefits that make or break a job.  Job perks like 

flexible hours or better-than-average benefits might keep employees in a job that 

they would otherwise leave (Holmes, 2001).  Compensation the classic pay 

philosophy is to provide wages that will attract and retain qualified employees.  

Being aware of the wage rates in an organization’s external market place is critical to 

its success (Johnsrud and Rosser, 1999).  If an organization’s wage scale becomes 

too low, the company may lose employees to companies that pay a higher rate.  

Many organizations emphasize total compensation, stating that the total 

compensation paid by their organization is equal to or better than other organization 

in the market although their salaries may not be (Meyer, 2001).  Variable pay is 
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employee compensation that varies with the organization’s business performance.  

With variable pay systems the interests of the organization are closely linked to the 

interests of the individual employee.  Variable compensation plans are rapidly 

growing in popularity.  It is more costly to the organization hat is performing well; 

yet the organization that is performing well is better able to afford the expense (Russ 

and McNeilly, 1995).  A variable pay system works well when the organization’s 

business performance is equal to or better than the industry average.  Profit sharing 

plans, like variable pay plans in general, are growing in popularity.  Profit sharing 

plans are funded by the organization’s profits based on a specified formula (Meyer, 

2001).  The profit sharing pool is then allocated to employees, usually as a 

percentage of their base salary.  A typical profit sharing award is 5% to 6% of 

employees’ base salary.  Lump sum merit awards provide financial recognition for an 

individual’s job performance in lieu of merit-based salary increases (Holmes, 2001).  

This is an effective way to provide financial recognition, especially to those 

individuals whose base salary is already relatively high.  The lump sum merit award 

must be re-earned each year and is usually paid during an annual salary review 

period (Johnsrud and Rosser, 2002). 

 

Although paying all employees higher than average salaries and bonuses would seem 

to be a pay strategy that would attract the best employees, there are several 

drawbacks to this approach (Holmes, 2001).  Employees who receive higher than 

average compensation may be less willing to do the necessary work associated with 

the job, but will focus more on the menial tasks of the job function (John, 2005).  If 

all employees are paid higher relative to the market, then there’s less room for salary 

differentiation between the best performers and the average performers.  Also, if a 

highly paid employee performs poorly and termination becomes necessary, it can 

become a problem for the organization.  Regardless of which method is used, an 

organization’s compensation strategy should focus on allowing for a diversity of 

skills and styles, differentiating in pay between the best performers and less valued 

performers, and providing carrier advancement opportunities (Hom and Kinick, 

2001). 
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More than ever, employers are looking for new ways to provide the best employee 

benefits without exceeding their budgets.  Employee benefits such as medical, dental, 

and vision coverage, life and disability insurance, and retirement plans can help 

attract and retain the best employees (Hom and Griffeth, 1995).  Paid vacation is 

among the most commonly offered leave benefits.  However, time off has yet to 

register among employers as a retention tool.  Nationwide more organizations are 

experimenting with a smorgasbord of fringe benefits including day care for children, 

elder care for parents, gyms, massages, subsidized meals, financial counseling and 

concierge services (Holmes, 2001).  Work/life initiatives while compensation 

remains a key bargaining chip in recruiting qualified workers, many employers 

realize that in today’s tight labour market, helping workers juggle the hectic demands 

of work and family can aid in keeping them (Hom et al, 1995).  The parent company 

of several employment firms, employees want to balance competing work and family 

responsibilities (Hom and Griffeth, 1995). 

 

Although job fit is important, culture fit determines whether someone is highly likely 

to remain with an organization (John, 2005).  Every organization has its own unique 

culture or value set.  Most organizations don’t consciously try to create a certain 

culture.  The culture of the organization is typically created unconsciously, based on 

the values of the top management or the founders of an organization (Corporate 

Leadership Council, 1998).  Employee’s commit to and want to remain with an 

organization whose culture they connect with.  Providing career advancement 

opportunities is critical for retention, especially for those employees who are career 

oriented and are in the early or middle stages of their careers.  Companies should 

whenever possible, promote from within (Johnsrud et al, 2000). 

 

Career development discussions should be held at least annually or whenever the 

employee requests it.  Although, an employee should take the initiative and own their 

career development plan, the organization should encourage its developmental tool.  

Typically the manager is the best career counselor for the employee since the 

manager can impact work assignments which can foster career development.  

Employees should be encouraged to explore career interests to help prevent burn out 
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or frustration and surprise form reaching a dead end in their career, and to enhance 

the employee’s skills and, therefore, value to the organization (Buck and Watson, 

2002). 

 

Another retention strategy is listening to employee ideas and complaints.  Employees 

who do not feel listened will be demotivated.  Listening to employees gives them a 

sense that they are valued and provides them with a sense of control over their work 

situation (Gustafson, 2002).  It all just boils down to making each and every 

employee feel worthwhile.  Providing recognition to employees is another retention 

strategy.  Types of recognition can range from a simple thank you for a job well 

done, to a plaque or financial incentives (Hom et al, 1995).  A mentoring program 

can be an effective retention tool.  Employees can quickly feel less than respected by 

either abusive bosses or bosses who are just too busy to give the requisite care.  One 

of the things that an employer can do to help is to occasionally, tell employees how 

much are appreciate them.  Even better is to tell the whole company how certain 

employees have really made a difference (Johnsrud et al, 2000). 

 

Organizations should find out from their employees what they truly desire that they 

currently are not getting (Holmes, 2001).  Organization must exert a great deal of 

effort to develop an effective retention strategy in today’s market.  Organization must 

also be able to identify whether turnover is caused by external or internal factors 

(Rankin, 2006).  In the case of internal companies can do several things to retain 

staff.  One of the first things an organization can do is hire the right candidates.  The 

recruiting and selection process is very important.  The first place to look for 

employees is within the organization (Holmes, 2001).  Someone that might not have 

been considered could be perfect for the position.  This also shows employees they 

have an opportunity to get ahead (Holmes, 2001).  If an organization decides to fill a 

position with an external job candidate, they should hire carefully.  Recent studies 

show that nearly 80 percent of turnover is due to hiring mistakes.  A job candidate 

with the right technical skills is not enough (Hom and Griffeth, 1995).  Companies 

must be concerned with not only finding employees that are qualified for the job, but 

are interested in the overall performance of the organization.  Employers must 
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consider whether the candidate shares their organization’s vision and will adapt to 

their workplace.  Organizations should strive to continually develop strategies that 

will make their organization an employer of choice. 

 

Some strategies include maintaining ongoing two-way communication with 

employees (Holmes, 2001).  Managers should be trained to give recognition and 

praise and not wait until the next job performance review to tell the employees what 

a good job they are doing.  Managers must provide positive reinforcement on an 

ongoing basis.  Match the skills and interests of employees with their work 

assignments (Hom and Griffeth, 1995).  Make the necessary adjustments to ensure 

that employees are effectively aligned with what the company needs them to do and 

what they are best at and enjoy doing.  Employers that make a significant percentage 

of the compensation package variable will benefit both the organization and the 

employee by encouraging high-caliber performance.  Few companies truly 

differentiate between better than average and less than average performers when 

salary increases are given out (Johnsrud et al, 2000).  Thus, if organization is 

interested in promoting retention, it must be cognizant of job satisfaction, work-life 

emotion, and job embeddedness as important variables that can impact turnover. 

 

2.12  Career Satisfaction and Dissatisfaction in relation to Employees’ Retention 

Career satisfaction is a significant factor in the retention of employees (Mitchell et 

al., 2001).  High turnover is the key indicator of employee dissatisfaction (Mitchell et 

al., 2001).  People who are satisfied in their jobs and their careers are more likely to 

stay in those jobs and careers.  Correspondingly, a low level of career satisfaction is a 

for staff intent to leave an organization (Harrison et al, 1993).  Just as retention can 

result from many factors, satisfaction emerges from a number of sources as well.  

Two very important areas are that of universalism and particularism.  The 

universalistic model suggests that those who make important decisions about career 

rewards attempt to find direct indicators of the quality of an individual’s work.  

Those who demonstrate quality work receive better resources, resources that 

ultimately enhance their productivity further.  This enhancement supports 

satisfaction (Mitchell et al., 2001).  The particularism model, on the other hand, 
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explains that decision makers favor individuals with influential sponsors (Hezberg et 

al, 1962).  Decision makers who allocate resources will deduce competence from 

these associations, and then offer selective entrance into an elite status group.  Those 

who are offering entrance will then displayed enhanced satisfaction (Mitchell et l., 

2001).  Both models have reasoned that individuals with network ties to an 

organization’s decision makers should lead to faster rates of promotion (Rankin, 

2006). 

 

In addition to satisfaction, a newly coined term, job embeddedness, has proven to be 

a determining variable that is negatively related to turnover.  Job embeddedness 

reflects those links that individuals have with other people, teams and groups, their 

job, and the organization and community.  Essentially, the more embedded 

individuals are in their jobs, the more they have to sacrifice to leave their jobs 

(Mitchell et al., 2001).  Job embeddedness is divided into three segments; links, fit 

and sacrifice.  Links are characterized as connections, either formal or informal 

between a person and institutions or other people.  A number of strands link a person 

to his or her work family in social, psychological or financial contexts.  Other factors 

include social groups outside of work, a strong community and a positive physical 

environment.  The greater the number of links between the person and these internal 

and external factors, the more he or she is bound to the job and organization 

(Mitchell et al., 2001). 

 

2.13     The Knowledge Gap 

The literature review in its theoretical part and the conceptual part of labour turnover 

has sighted the theories behind and the practical concepts of the subject from non-

Tanzanian societies. But, being moulded to their social perspectives, values and 

traditions as per their geographical locations, the societies referred to may be less or 

more different from Tanzanian environment, values and general social perspectives. 

As such, unlike other societies of the world, Tanzanians must have their motivational 

preferences which affect the nature, impacts and the required remedies to labour 

turnover issues. 
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To bridge the gap, this study has explored the nature, impacts and remedies to labour 

turnover in Tanzanian based on a case study of the Tanzania Prisons Services 

headquarters. 

 

2.14 Historical Background of Tanzania Prisons Service 

The Tanzania Prisons Service hereinafter ‘The TPS' was officially established as a 

fully-fledged Government Department on 25th August, 1931. Prior to that date, the 

Service was administered under the Police Force. This change did not result in much 

improvement of prisons conditions as the emphasis remained on safe custody. The 

incarceration of inmates in maximum security institutions built in major towns and 

district centers, hard labour and racial segregation in their treatment was a significant 

feature of the prisons reality. This prisons policy was reflective of its philosophical 

basis of retribution and incapacitation that prevailed all though the German colonial 

era ending 1919 and the British protectorate era ending with Independence in 1961. 

 

After Independence, a new prisons policy was adopted embracing humane treatment 

of offenders and justice as its core value. The objective was rehabilitation of 

offenders as a contribution to community safety. In practice, this philosophical shift 

was manifested by the Introduction of a new legislation, the Prisons Act, 1967 which 

embodies the spirit of international basic human rights instruments. With these new 

developments, prisons condition began to pick up a more humane face and the image 

of the TPS was very much enhanced both within and outside the country as of the 

early 1970s. 

 

Today the TPS consists of 122 institutions, 21 regional offices, two staff training 

centers, four vocational training facilities and Head Office. The regional offices 

provide administrative oversight, while the head office effect management and 

administration of all prisons stations countrywide. 

 

The service protects public safety by ensuring that all convicts serve their sentences 

of imprisonment in facilities that are humane, cost-efficient and appropriately secure. 

The service helps reduce the potential for future criminal activity by encouraging 
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convicts to participate in a range of programmes that have been proven to reduce 

recidivism. 

 

The service's 11,639 employees ensure the security of prisons countrywide, provide 

inmates with needed programmes and services. 
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CHAPTER THREE 

 

RESEARCH METHODOLOGY 

 

3.1      Introduction 

Kothari (1990), defines research methodology as a way to systematically solve the 

research problem. It may be understood as a science of studying how research is 

done scientifically. Through research methodology the researcher studies various 

steps that are generally adopted in studying research problem along with logic behind 

them. However, in the accomplishment of any research, the researcher has to show 

the methodology that has to be used during the information findings at the starting 

point of the research to the final stage, so as to make the analysis and presentation of 

data understand. 

 

3.2       Research Design 

This part focused on the structural aspects of the research. It aims to analyze the way 

the researcher has organized the study to achieve the specific ends. A research design 

is a blue print that enables investigators to come up with solutions to those problems 

and guides in various stages of the research. In the cause of this study the researcher 

adopted a case study design; the study was conducted in single organization 

(Tanzania Prisons Headquarters in Dar es Salaam). 

 

The reason for the choice was to enable the researcher to collect systematic and in 

depth information which would give a clear details of the organization under study. 

Furthermore, case study allows flexibility in the use of the research instruments. This 

enabled the researcher to obtain data, information through interview, questionnaire 

and documentary sources. 

 

3.2.1    Study Area 

The study was conducted at Tanzania Prisons head office in Dar es Salaam. The 

chosen institution was one of the organizations experiencing labour turnover and was 

suitable as a case study. 
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3.2.2    Study Population 

The sampling frame for the study involved the staffs and HR Officers of various 

departments of the Tanzania Prisons Head Quarter - Dar es Salaam which constitutes 

125 employees, where by only 40% of employees from each department taken so as 

to constitute the sample frame of 50 employees. 

 

3.3  Sampling Techniques and Sample size 

3.3.1    Sampling Techniques 

Sampling techniques referring to sampling design consists of how an investigator, or 

a researcher is going to draw a sample, and which procedure are going to be used in 

that example (Kothari, 1990). In this study, stratified sampling technique was used. 

Stratifies sampling is generally applied in order to obtain a representative sample. 

Under this the population is divided into several sub-populations (strata) that are 

individually more homogeneous than the total population and then we select items 

from each stratum to constitute a sample. 

 

The strata were formed on the basis of common characteristics of items to be put in 

each stratum. This means that various strata formed such a way to ensure elements 

being most homogeneous within each stratum and most heterogeneous between the 

different strata. Thus, stratums were purposively formed and were usually based on 

past experience and personal judgment of the researcher. 

 

Based on this point, the stratified sampling procedure was used so as to capture the 

right respondents who were able to give their views, opinions or suggestions and 

express their feelings and attitude towards the problem of labour turnover in the 

organization. Accordingly, senior and junior officers were reached through purposive 

procedure. Random sampling technique on the other side was used to get respondents 

from workers (staffs). 

 

3.3.2    Sample Size 

Saunders et al in Kamuzora and Adam (2008) defines probability sampling as a type 

of sampling where every member in the population has a probability or a chance of 
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being selected to form a sample. Whereas non-probability is a biased sampling 

procedure in that it does not provide any basis for estimating the probability that each 

item in the population has a chance of being included in the sample. The sample size 

will depend on how much of useful information required, for this research was used 

probability sampling (random) and purposeful sampling. 

 

Whereas probability sampling was used to gather information from the staffs while 

purposeful sampling was used for HR officers in order to gather the required 

information that may not be obtained from the staff.  

 

Fifty employees (50) out of 125 employees were selected through random sampling, 

each department constituting of 25 employees, where by only 40% of employees 

from each department out of 4 departments were chosen, in each department out of 

25 respondents, only 10 of them were selected basing on gender. Also there were 

10(20%) HR Officers taken to make the sample size. The sample chosen was 

representative of the whole of 125 employees. Time constraint was one of the factors 

taken into consideration to select such sample size. 

 

Table 3.1: Distribution of Respondents 

S/NO GROUP NO. OF 

RESPONDENTS 

PERCENTAGE 

1 Officers  10 20% 

2 Staffs 40 80% 

 TOTAL 50 100% 

Source:  Field survey, 2013 

 

3.4       Methods of Data Collection 

Data collection is the heartbeat of any research study- quantitative or qualitative. A 

data collection method consists of a detailed plan of procedures that aims to gather 

data for a specific purpose that is to answer a research question or to test research 

hypothesis (Williams et all, 1998) 
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In the course of this study, the researcher used both primary and secondary sources 

of data. Questionnaires and interviews were used to obtain primary data. 

Documentary reviews were used to obtain the secondary data. 

 

3.4.1   Primary Data 

These are defined as information a researcher obtains from the field, which is from 

the subjects in the sample (Mugenda, 1999). In this study, primary data were 

collected through the use of questionnaire from management (Human Resource 

Management) and Staff’s. 

 

3.4.1.1 Self Administered Questionnaires 

Self - administered questionnaire contained both open and close-ended questions, 

were distributed to the respondents to obtain the required information. The technique 

enabled the respondents to be free and have enough time to digest the questions and 

finally offer the desirable answers. 

 

Apart from that the technique was convenient, that saved time and resources and it 

avoid personal bias of the researcher. Simple questionnaires were distributed to 

senior officers, junior officers and other staffs. 

 

3.4.1.2 Interviews 

An interview is an oral administration of a questionnaire or an interview schedule. 

Interviews are face to face encountered. To obtain accurate information through 

interview the researcher needs to obtain the maximum co-operation from respondents 

(Mugenda, (1999). 

 

The researcher interviewed Officers who works as HRs so as to determine their 

views/opinions concerning labour turnover because they are ones who stands for the 

matters of employees. These leaders would be able to explain about factors which 

caused labour turnover in the organizations and measures preferably could be used so 

as to reduce the problem. 
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3.4.2    Secondary Data 

These data refer to information that a researcher obtains from research documents, 

articles and books, (Mugenda, 1999). This is also information already collected by 

some else and has been passed through the statistical process (Kothari, 1989). In this 

study, secondary data were collected through various documents, published and non-

published information on issues related to the problem of labor turnover. These 

include published books and newspapers as well as journals. 

 

The researcher used secondary data in order to know what did other authors said so 

about labour turnover. 

 

3.4.2.1 Documentary Review 

This is a research method of collecting data based on documents such as official 

reports, journals and newspapers. These are documents that are required for 

something or that give evidence of proof. Also it helped the researcher to read and 

understand other people's work. It helped the researcher to sharpen the problem and 

identify the gap. Document that were reviewed in this study include facts and figures 

reports of the Tanzania Prisons Service Headquarters-Dar es Salaam.  

 

3.5    Data analysis and Data Presentation 

Data collected were edited to ensure that each question had answers. Then data were 

classified into categories to be analyzed by using Statistical Package for the Social 

Sciences (SPSS Statistics) in order to calculate and get more information. The SPSS 

method was preferred due to the fact that it prevents the researcher from making 

mistakes or even forgetting some important information. 
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CHAPTER FOUR 

 

DATA ANALYSIS, PRESENTANTION AND DISCUSSION 

 

4.1  Introduction 

This chapter deals with data analysis, presentation and discussion of the study-

findings. The data obtained was collected through self administered questionnaires, 

interviews and documentary review from the respective respondents. The percentage 

recorded in the table give the approximate figures reached after calculations. The 

researcher was interested to know the reasons of these respondents towards labour 

turnover in organization as well as measures towards eliminating it. 

  

Data was collected from 50 respondents of whom 10 were officers and 40 ordinary 

staff. The table below shows the distribution of respondents and their percentages. 

 

Table  4.1: Distribution of Respondents 

S/NO GROUP NO.  OF RESPONDENTS PERCENTAGE 

1 Officers  10 20% 

2 Staffs 40 80% 

 TOTAL 50 100% 

Source:  Field Survey, 2013 

 

4.2       Analysis of Data and Presentation 

The research objectives and questions that were presented in Chapter One of the 

study formed the basis of the presentation. The research questions were examined 

against the findings to establish some basis for drawing conclusion and thereby 

making recommendations.  

 

Data collected were analyzed, presented and interpreted taking due regard of the 

research questions. These were as follows:-   
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(i) What were the levels of employees’ turnover at prisons headquarters? 

(ii) What were the reasons for leaving? 

(iii) Was there any direct or indirect loss the organization suffered as a result of 

labour turnover? 

(iv) What measures the organization took to control labour turnover?  

 

Data were analyzed and meanings derived from the data presented were then 

explained after the information obtained. 

 

4.3  What is the Level of Employees’ Turnover at Prisons Head Quarter?  

This question was put to the HR Officials with the aim of discovering the level of 

employee turnover. According to Cole, (1999) employee turnover occurs when 

employees voluntarily leave their jobs and must be replaced. Turnover should not be 

confused with layoffs.  

 

These Officials were asked because it was believed they are the ones with relevant 

data. 

 

Table 4.2:  Level of Employees’ Turnover  

 

   S/N 

  

    YEARS 

                                       

                           RESPONSES 

Number of employed staffs  Number of turnover 

Total % Total % 

1 2007/2008 140 100 6 4.3 

2 2008/2009 135 100 8 6 

3 2009/2010 

 

130 

 

100 

 

10 

 

8 

 

4 2010/2011 130 100 12 9 

5 2011/2012 125 100 15 12 

Source: Research Data 2013. 
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The findings revealed that, the level of employee turnover have increased yearly. As 

may be seen from the table (4.2) above, during the period under review, 2007/2008 

to 2011/2012, there were departures every year, beginning with 6 (4.3%) in 

2007/2008 and reaching 15 (12%) in 2011/2012.  

 

Therefore, in the course of 5 years, the number had doubled. This indicates that there 

is something of concern. 

 

4.4      What are the Reasons for Labour Turnover? 

A series of answers were presented by respondents to explain the causes of labour 

turnover in the organization. 

 

Table 4.3: Causes of Labour Turnover and Their Degree of Severity 

S/No. 

 

Causes of Labour Turnover 

 

Responses 

 
 

 

 

 

Severe 

 

Moderate 

 

Mild 

 
 

 

 

 

No. 

 

% 

 

No. 

 

% 

 

No. 

 

% 

 1 

 

Change of job for betterment 

 

35 

 

70 

 

12 

 

24 

 

0 

 

0 

 
2 

 

Disciplinary Measures 

 

21 

 

42 

 

23 

 

46 

 

7 

 

14 

 
3 

 

Dissatisfaction with the job 

 

41 

 

82 

 

20 

 

40 

 

4 

 

8 

 
4 

 

Long hours of work 

 

17 

 

34 

 

0 

 

0 

 

23 

 

46 

 
5 

 

Low wages and allowances 

 

30 

 

60 

 

26 

 

52 

 

4 

 

8 

 
6 

 

Un-conducive working conditions 

 

0 

 

0 

 

18 

 

36 

 

0 

 

0 

 

Source: Research Data 2013. 

 

The findings revealed that, the labour turnover was mostly caused by the change of 

jobs for betterment, meaning that, most of the employees did go in search of greener 

pastures in other organizations, 35(70%) said employees did search other jobs for 

betterment. Employees are more likely to consider leaving a job for a company that 
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recognized their contribution in terms of better wages and other benefits such as 

night allowance, overtime allowance, risk allowance, housing allowance and health 

insurance.  Employees searched for greener pastures where they could be paid 

attractive salary rates compared to other organizations.  

 

The question was to determine the causes of labour turnover, basing on the above 

statement, most of the employees were looking for greener pastures in other 

organization.  It seemed that, their organization did not provide attractive 

packages/salary and that’s why they decided to quit and go to where they could be 

paid an attractive salary. This result is similar to earlier findings by Fredrick 

Hertzberg who conducted the original research that led to the formulation of the 

theory.  He provided motivational factors to Hertzberg’s two factor theory which 

suggest that interesting work is a motivator factor and good wages is a hygiene 

factor.  Hertzberg et al. (1962) states that to the degree those motivators are present 

in a job, motivation will occur.  The absence of motivations does not lead to 

dissatisfaction. 

 

Further, they stated that to the degree that hygiene’s are absent from a job, 

dissatisfaction will occur.  When present, hygiene’s prevent dissatisfaction, but do 

not lead to satisfaction.  In my study, paying employee’s lower wages (hygiene), than 

what they believe to be fair may lead to job dissatisfaction, whereby most of the 

employees decided to quit.  Therefore, organization should provide adequate or 

attractive wages for their employees in order to retain them and attract other people 

to work on that organization. 

 

Findings revealed also that, other employees did leave the job due to low 

understanding of disciplinary policies, as a result of which they found themselves 

committing an offences. The researcher interviewed the HR Officers on that and they 

said that, most of the employees did not understand the disciplinary policies which 

made them commit offences.  They also said employees did not know even the 

mistakes which could make them commit the offences leading to termination, For 

example renewed absenteeism and taking alcohol during working hours. But most of 
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employees who are currently working on the organization claimed that some officers 

did not follow the right procedures when they took disciplinary actions leading to 

unfair termination.  They also said, some officers might have been jealous of 

employees and  decided to deal with them even though they committed very minor 

mistake, Findings revealed 21(42%) of respondents supported the existence of 

inaccurate disciplinary measures. 

 

Here, it implies that there were some employees who didn’t understand the 

disciplinary policies of the organization to the extent that they committed themselves 

in an offence of termination.  There were employees who voluntarily decided to 

disappear at work places for some days/weeks without any reasons, whereby Prisons 

Standing Orders states that, any employee should be automatically terminated after 

been absent for 14 days.  Also some of the employees claimed that there was bias to 

some officers in conducting disciplinary matters for some employees.  In my study, 

the researcher revealed that, employees who quitted in low understanding of 

disciplinary measures were those in lower cadres’ known as private employees.  But 

according to FCC paper (2003) classified the causes of labour turnover as avoidable 

and unavoidable causes; disciplinary measures were suggested as unavoidable causes 

whereby it becomes obligatory on the part of management to ask some of their 

employees to leave the organization.  Therefore, the organization should conduct 

seminars for such cadres of employees concerning disciplinary measures and 

mistakes that led to termination.  Also an organization should emphasize on Human 

Resource professionals who should deal with employees’ matters because some 

causes of labour turnover are preventive. 

 

The findings also revealed that, most of the employees were dissatisfied with job. 

Basing on the data it can be arguably that, there was no job security for their lives in 

terms of good and secured life after retirement or work life time which led toward 

dissatisfaction. For-instance for the year 2012/13, 15 employees which is equal to 

12% quited the job because of low salaries and other benefits paid by the 

organization which was not satisfactory for the time being, whereby most of the 

employees feared to die poorer because they did not see their future. Based on the 
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information given by respondents, dissatisfaction played a big role on labour 

turnover, indicated on the findings 41(82%) of employees declared the existence of 

dissatisfaction.  

 

Basing on the above facts, the researcher observed that, most of the employees were 

not satisfied with job.  As we know, there are some factors which brought employees 

to be dissatisfied with job, such as low remuneration, organization policy, inadequate 

training, poor supervision, poor organization practices, promotion and job security.  

Most of the employees tend to leave the organization because they didn’t see their 

future after working life. The findings relates to other researchers who suggested 

that, sometimes it is the attraction of a new job or the prospect of  a period outside 

the workforce which pulls them, on other occasions they are ‘pushed’ due to 

dissatisfaction in their present job to seek alternative employment (Rankin, 2006).  

Sometimes it is mixtures of both pull and push factors.  Therefore, the organization 

should conduct essential assessments in order to determine those factors which led to 

dissatisfaction with job for their employees and improve it in order to retain their 

workers.   

The findings also revealed that, long working hours was another cause of labour 

turnover. The employees spent all their life time in the organization whereby they 

didn't have enough time to do their own things after working hours. This was due to 

the presence of more tasks or responsibilities at working places which brought 

towards the increase of working hours as indicated on the findings 17(34%) of 

employees declared the existence of long working hours. Employees of the lowest 

cadres worked at least 12 hours daily and there was no off days unless workers were 

sick or took a long/short leaves.  These were evidenced by 40 employees claimed for 

the presence of many tasks and long working hours compared to other organizations 

performed the same work for example Police Force and TPDF.  There was a time 

employees could be recalled to work just few minutes after completed or leave from 

work and told them to proceed for the next 8 or 12 hours without any increased 

payments/benefit that might be compensated in the next day.  Even employees once 

transferred from one station/region to another, had been used their money which took 

3-4 years to be refunded.  
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But it observed that, there was Prisons Standing Orders (PSO) which allowed the 

employees of Tanzania Prisons Service to work for 12 hrs daily and they didn’t 

follow the Employment Labour Relation Act, 2004 which stipulated under Section 

19(1) that, subject to the provisions of this sub-part, an employer shall not require or 

permit an employee to work more than 12 hours in any day.  But also ELRA (2004) 

provides the limitation of the application of these laws in Section 2(1) which states 

that; this Act shall apply to all employees including those in the Public Service of the 

Government of Tanzania Mainland but shall not apply to members, whether 

temporary or permanent, in the Prisons Service. The researcher observed that the 

organization had their rules and orders which govern them as the army institution.  

Hence, the employees complained for such long hours of work and suggested the 

organization to follow the Employment Labour Relation Act, 2004. Therefore, in my 

study, the researcher revealed that, there were orders/ PSO which governed the hours 

of work in the organization rather than Employment Labour Relation Act, 2004.  But 

according to FCC paper (2003) classified it as an avoidable cause which requires the 

attention of management on a continuous basis so as to keep the labour turnover ratio 

as low as possible, the management should re-arrange the working hours so as to 

rescue the problem of labour turnover. 

 

On the other side, the findings revealed that, low wages and allowances paid to 

employees was another cause of labour turnover in the organization. Due to the low 

wages and allowances paid, there was no responsibility and person growth to 

employees that's why most of the employees decided to quit the organization, as 

indicated on the findings 30(60%) of employees declared the existence of low wages 

and allowances.  

 

Basing on the above facts, it observed that, low wages and allowances paid to 

employee was one of the factor led to labour turnover. Most of the employees 

motivated with high wages and allowances whereby in most organizations which 

paid the attractive salary/wages, were mostly attractive to employees. This result is 

similar to earlier findings by Sjoberg et al. (2000) who suggested that some 

employees leave their employers because the skills they posses are in demand, they 
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may be lured away by higher pay, better benefits or better job growth potential.  In 

this case, an organization must take a close look at their organization and determine 

if they are still competitive. Therefore, an organization should provide an attractive 

wages and allowances for their employees in order to retain and attract more 

employees. 

 

Also the findings revealed that, poor working conditions were one of the causes of 

labour turnover. Poor working conditions were a factor in negative job feeling, this is 

due to the fact that, the absence of achievement, recognition for accomplishment, 

responsibility and personal growth doesn't lead to significant dissatisfaction about a 

job, but the lack of responsibility seldom causes dissatisfaction and bad feeling 

towards work, indicated on the findings 18(36%) of employees declared the 

existence of poor working conditions. For-instance, the environment is not conducive 

in terms of poor office facilities/equipments and sometimes were not 

appraised/rewarded and recognized for their good performance, instead they only 

punished once they committed mistakes. Employees had been take initiatives for 

their personal growth/advancement and incurred the costs of their training, but in 

normal situation an employee should take the initiative and own their career 

development plan, the organization should encourage its development tool such as 

money and other facilities. Poor working environment and atmosphere caused by 

friction amongst the team was often the reason that people leaved, for example 

bullying, harassment and unexpected demand were contributed.  Also employees 

might not have the tools that needed to perform well their jobs.   

On this, most of the respondents claimed that poor working conditions played 

significant part of labour turnover.  Working conditions as we have seen comprises a 

lot of factors which may cause satisfaction and dissatisfaction at the working place.  

A comparison of these results to Holmes, (2001) who suggested that, the lack of 

challenging and stimulating  work, fair pay, the tools and resources needed to do 

their jobs, recognition for work well done and involvement in the decisions that 

impact their lives at work, were the factors for employees to leave the organization.  

Therefore, the organization should provide good working conditions in order to 

retain employees and attract other employees to work in their organization. 
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The study revealed that, the workers with low level of satisfaction are more likely to 

quit their jobs and have the highest turnover rates. It is obviously seen that labour 

turnover in organization was not caused by a single problem but it was a result of 

multiple factors. 

 

The researcher also interviewed the senior officers about the causes which 

contributed to labour turnover in their organization and said, most of the employees 

especially young/newly employees and those who graduated from other 

Universities/Institutions and got their degrees/diplomas and certificate were mostly 

quitted the job and find greener pastures in other organizations, they believed that the 

current organization did not met their needs.  They added that, most of these kinds of 

employees had a lot of expectations after been employed; for example, they wanted 

to hold big houses and good cars at a very short period of time. 

 

4.5      What direct and Indirect Losses Did the Organization Suffer as a Result 

of the Turnover?       

This question was asked in order to determine the extent to which the organization 

suffered from the impact of the labour turnover. The labour turnover in the 

organization has a number of impacts/losses as gathered from questionnaires 

supplied to respondents. It was thought important to ask the respondents if the 

organization had undergone any losses as a result of labour turnover. The findings 

revealed that, most of the respondents (management staffs) who were asked such a 

question, said that, the organization undergone a decrease in workers morale and 

productivity. According to Cook and Coffey (1997:25), productivity is defined as the 

ratio of acceptable quality outputs to inputs consumed a measure of how well the 

organization achieves its goals. 

 

Morale was also defined as a mental condition or attitudes of individuals and groups 

that determines their willingness to cooperate. Morale is important in management 

that brings loyalty to the organizations. Employees with high morale take a greater 

interest in the job; feel a sense of identity of the organization and take prior on it. 
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High morale is an index sound of industrial relation. It helps the management in 

overcoming labour turnover, absenteeism and other labour problem. 

 

 Table 4.4:  Effects of Labour Turnover and Their Degree of Severity 

S/No. 

 

Effect of Labour Turnover 

 

Responses 

 

 

 

 

Severe 

 

Moderate 

 

Mild 

 

 

 

 

 

No. % No. % No. % 

1  Loss due to the lower efficiency of workers 33 66 34 68 16 32 

2 Increase in the frequency break down of machines 24 48 19 38 10 20 

3 

 

Loss of skills people 30 

 

60 

 

18 

 

36 

 

25 

 

50 

 

4 Decrease    of   workers    morale    and 

productivity 

39 78 21 42 15 30 

5 Cost of hiring and training new workers 27 54 29 58 0 0 

Source: Research Data 2013. 

 

The study was intended to determine the effects of labour turnover in the 

organization where by the findings revealed that, the organization suffered loss due 

to lower efficiency of workers. As shown in Table 4.4 above, the organization didn't 

fully utilized their employees because of under employed, this is due to the fact that, 

most of the employees assigned to work out of their professionals, for example 

people who studied HR assigned to work in other fields such as procurement duties 

or laws related field whereby should work under lower efficiency which could also 

reduce output of the organization. There was a bad match between employees skills 

and the job where by employees had been replaced in jobs that were too difficult for 

them, indicated on the findings 33(66%) of employees declared the existence of loss 

due to lower efficiency of workers.  

 

It was observed that, most of the workers who didn’t work on their respective field 

tend to work below the standard because they were not familiar with those jobs. Due 
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to excessive labour turnover, sometimes employees replaced in different positions in 

order to fill the gap and not to cover according to professional. Also, bringing more 

new hands in organization was a factor of underutilized because there were excessive 

new employees who came and quit for a short period of time. According to Mamoria 

et al. (1987) examined the loss due to the lower efficiency of workers is more 

significant than the loss due to the necessity of bringing in more new hands. 

 

Also the findings revealed that, there was a decrease of workers morale and 

productivity in the organization. The decrease of workers morale could be caused by 

the absence of challenging tasks and working conditions, as we know that, any 

organization work as a team and should maintain the group cohesiveness instead of 

changing the employees which brought to the low morale and productivity, the 

decrease of workers morale  disturbed the relationships within the organization and 

increased theft that would decrease performance and outputs, indicated on the 

findings 39(78%) of employees declared the existence of the decrease in workers 

morale.  

 

The above fact implies that, employees morale tend to decrease in the place where 

there was excessive changing of employees, they felt that, the environment was not 

conducive for them to work because the situation would be replicable to them. This 

is consistent with Phillips (1990) findings who showed that, employee turnover has 

effect on employees’ morale, on the job injuries, customer relationships and 

effectiveness of other employees which tend to increase theft in such kind of 

situation.  Therefore, the organization should strive to reduce the problem of labour 

turnover in order to increase the workers morale and productivity. 

 

Furthermore, the findings revealed that, the organization lost the skilled people as 

respondents indicated most of them were looked forward to search for greener 

pastures in other organizations, low remuneration and the absence of challenging 

jobs brought towards the lost of skill full workers, most of the skill full people likes 

to stay on the challenging jobs, losing a single key worker decreased a likelihood of 

projects success that had been established in organization, this was due to the fact 
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that, skilled people were the ones who could handle such a project properly whereby 

their departure could lead a problem to that project. The loss of skilled people had 

been costs the organization because the employee took with him knowledge and 

experience that could not be monetary measured and recreated whereby he/she 

brought it to other competitors  as indicated on the findings 30(60%) of employees 

declared the lost of skilled people.  

 

Hence, organization loss the skilled people who found the places where they could 

be paid better wages and could be matched with organization goals.  These skilled 

people took with their knowledge and experience to another organization.  This is 

consistent with Mamoria et al. (1987) findings who provided that, it is a great 

handicap to an organization for it implies both a reduction or loss of skills and 

efficiency on the part of worker but also reduced out for the organization. 

 

The findings also revealed that, organization suffered loss due to the cost of hiring 

and training new workers. The respondents indicated that, the organization incurred 

the cost of hiring experts/professionals from other organizations and training those 

new workers in order to fill their new positions, indicated on the findings 27(54%) of 

employees declared the existence of loss due to cost of hiring and training new 

workers. For instance, this of course depends on the type of labour markets in which 

the organization competes. If there was relatively easy to find and train new 

employees quickly and at relatively little cost, it was possible to sustain high quality 

levels of service provision despite having a high turnover rate, but where skills were 

relatively scarce, where recruitment are constantly or where it took several weeks to 

fill a vacancy, turnover are likely to be problematic from a management because they 

should incurred the cost of hiring and train those new workers. Moderate levels of 

staff turnover could also help to reduce staff costs in the organization.  

 

It observed that, the organization incurred the cost of hiring and train new workers as 

a result of excessive labour turnover.  This means an organization likely to hire some 

expert from other organization and tried to train new workers/fresh blood in order to 

fill the gap of those who quitted. But this mostly depends on labour market situation, 
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if it’s not easy to find the qualified people to fill the gap, this would be a problem and 

cost-full to organization.  This is consistent with Rankin (2006) findings about the 

labour market situation.   

 

On the other side the findings revealed that, there was an increase in the frequency 

breakdown of machines. Because of the turnover rates to increase, there was 

different employees (new hands) came and worked on the same machines, they 

always changed, by doing so, they differed on operating the machines whereby at the 

end of the day machines breakdown, indicated on the findings 24(48%) of employees 

declared the existence of breakdown of machines. Also the researcher interviewed 

HR Officers who strongly admitted that it increased defective and spoilage and may 

adversely affect machines and equipment for inefficient handling that was due to 

daily changed of workers which brought a breakdown of machines because some of 

them didn’t know exactly on how to operate the machines.  It seemed that, new 

hands were a problem for their technology.  For example changing of employees 

destroyed their office machines such as computers, fire extinguishers and generators.  

This result is similar to earlier findings by FCC paper (2003), it was surprising, 

however, that high labour  turnover causes decrease in production targets, increase in 

chances of breakdown of machine at the top shop floor level, increases in the number 

of accidents and increase in the material wastage and tools breakage.  This implies 

that, labour turnover played a significant impact of machines breakdown in 

organization because of the excessive new hands. 

 

The researcher interviewed the senior officers in order to determine if there was any 

impact/loss an organization suffered as a result of labour turnover, the main loss that 

was established by those officers were the loss of skilled people and the cost of 

hiring and trained new workers.  Most of the skillful people employed and those who 

came back as their employees graduated the universities/institutions decided to quit 

in other organizations where they could be highly paid and let the organization to 

find out methods on how they would fill the gap. They also admitted that, the 

efficiency and effectiveness of the production declined because of the loss of skillful 

people.  
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4.6     What measures the organization was taking to control labour turnover 

It was thought important to ask the respondents if the organization took any measures 

to rescue or to control labour turnover. The researcher wanted to know from the 

respondents' methods that can be used to reduce labour turnover. 

 

Table 4.5:    Respondents Views on Methods That May Reduce Labour 

Turnover 

 

 

 

 

Responses 

S/No. 

 

Method of Reducing Labour Turnover 

 

Severe Moderate Mild 

 

 

 

 

No. % No. % No. % 

1 Improving the methods of recruitment. 

 

3 6 33 66 0 0 

2 

 

Improving work conditions. 

 

21 

 

42 

 

17 

 

34 

 

0 

 

0 

 
3 

 

 

Adoption of an enlightened policy of 

management in respect of wages, transfer, 

promotion, leave and holidays 

 

36 

 

72 

 

22 

 

44 

 

6 

 

12 

 

4 

 

 

Provision of facilities for employment and 

security and job stability 

 

32 

 

64 

 

15 30 

 

28 

 

56 

 

5 

 

Provision of welfare services. 

 

7 

 

14 

 

8 

 

16 

 

0 

 

0 

 
6 Provision of facilities for education and 

training 

16 

 

32 

 

20 

 

40 

 

0 

 

0 

 

Source: Research Data 2013 

 

The question was put to management staffs (Human Resource Management) and 

employees’ in order to give out their suggestions on how the problem of labour 

turnover could be solved. 

 

As may be seen from Table 4.2 above, findings revealed that, the problem could be 

controlled by improving the methods of recruiting employees in the organization. If 

the methods of recruiting new employees should be well improved in terms of 

retaining strategies for those employees could help to reduce excessive labour 

turnover in the organization. Expectations are often raised too high during the 
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recruitment process whereby people competed for and subsequently accepted job for 

which they were in truth unsuited. Organization should be open and tell the truth for 

job applicants rather than promising things which was out of their budget. For 

instance the promise of high wages, other benefits and opportunity for personal 

growth/advancements in terms of career development and career satisfaction, 

indicated on the findings 3(6%) of employees suggested the improvement of the 

methods of recruitment.   

 

This implies that, the organization was not open for job seekers during the process of 

recruitment, they used to promise good wages, allowances and other benefits for the 

position announced in order to attract employees which were not true.  Therefore, an 

organization should be open during the recruitment process which would enable the 

organization to posses the right candidates who would be satisfied with an 

environment.  This result is similar to the findings of Mamoria etal (1987) who 

proposed the improvement in methods of recruitment as one of the principle 

remedies for excessive labour turnover. 

 

The findings also revealed that, working conditions should be well improved in terms 

of job security, achievement and recognition. Good working conditions were seldom 

a reason for positive feelings about the job, there should be a good environmental 

climate in the organization, relationships and interactions must be conducive for 

employees. Most of the employees need for friendly relationship and sometimes 

motivated towards interaction with other people. The organization should preserve 

the working environment in order to retain and attract other employees out of the 

organization to feel and demanded to work under such environment, as indicated on 

the findings 21 (42%) of employees suggested the improvement of working 

conditions.  This is consistent with Hertzberg finds on Cook and Coffey (1997) that 

showed the influence of good working conditions were seldom a reason for positive 

feelings about the job.  Also it was expressed with (Robbins, 2004) who showed that 

people has a need for friendly relationship and is motivated towards interaction with 

other people. Therefore, working conditions should be well preserved in different 

aspects so as it helps the employees to be motivated. 
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On the other side, the findings revealed that, there should be the adoption of an 

enlightened policy of management in respect of wages, transfer, promotion, leave 

and holidays in the organization. Most of the employees suggested that, the policy 

should be made and be open on areas of wages, transfer and other places without any 

discrimination and all employees must be aware on these policies so as to improve 

their standard of work. The policy should be well stated that, employees would be 

promoted or transferred after been reached on some stages, indicated on the findings 

36(72%) of employees suggested an adoption of an enlightened policy of 

management.  

 

This implies that, organization should provide wages that will attract and retain 

qualified employees.  As we know that most of the employees motivated with money 

than anything, they first considered high wages and other things should follow.  

Similar studies have been conducted to explain the influence of compensation as a 

strategy to attract and retain employees.  This is consistent with Johnsrud and Rosser 

(1999) findings who stated that, being aware of the wage rates in an organizations 

external market place is critical to its success.  Also Meyer (2001) findings showed 

that, if an organizations wage scale becomes too low, the company may lose 

employees to companies that pay a higher rate. That is to say, the organization 

should improve their policy in respect of wages and other allowances in order to 

attract and retain qualified employees. 

 

The provision of facilities for employment, security and job stability was among of 

the measures suggested by employees so as to rescue the problem of labour turnover 

in the organization. Basing on the data it can be arguably that, there should be well 

equipped/facilities for employment example works gear/uniforms and security (fire 

extinguisher) so as the employees should work safely, as indicated on the findings 

32(64%) of employees suggested the provision of facilities for employment, security 

and job stability. This finding is similar to Mamoria et al (1987) who provided the 

facilities for employment, security of employment for workers and job stability as 

one of the strategy to reduce the problem of labour turnover in organization.  An 

organization should ensure that employees were safe in their day to day activities by 
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providing works gear such as uniforms and boots, also the environment should be 

secured in order to prevent employees from disasters. 

 

On the other side, the findings revealed that, there should be the provision of welfare 

services for employees. Most of the employees suggested that, the organization 

should provide the attractive housing and hospital services on their packages so as it 

could be easier for them/ employees to accommodate themselves, by doing so it 

could help to rescue the problem of labour turnover, indicated on the findings 

7(14%) of employees suggested the provision of welfare services to employees.  

 

This implies that, these employees would like to stay/live in good and attractive 

houses for human being rather than their current houses that were built in 1920s.  

They also suggested health allowance to be included in their monthly wages so as it 

would help them to accommodate their families in hospital. This result is similar to 

earlier findings by Mamoria et al (1987) who suggested the provision of welfare 

services to employees as the strategy to reduce labour turnover.  It was surprising; 

however, that promotion of welfare services and sickness insurance will contribute to 

make the labour force morale stable.  Therefore, the organization should provide 

welfare services to their employees in order to retain them and attract more people to 

work on that organization. 

 

Also there should be the provision of facilities for education and training in the 

organization which would help to control the problem of labour turnover. The 

organization should provide well facilities, for example, fees for their employees 

who undergone some training elsewhere which could help them to accommodate 

their studies for the organization benefits because they should come to work on the 

organization after training, instead of let employees to pay for themselves and 

recruiting new employees, as indicated on the findings 16(32%) of employees 

suggested the provision of facilities for education and training in the organization.   

 

Basing on the findings above, it seems the organization didn’t accommodate the 

training cost for their employees but they just leave them to struggle for their own.  
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An organization gave an employee’s the permission to undergo any kind of training 

but for their own cost.  Therefore the organization should provide the training costs 

for their employees in order to increase morale and satisfaction.  Most of the 

employees like to stay in an organization that facilitates career development for their 

employees.  This is consistent with Mitchell et al (2001) findings on the influence of 

career satisfaction as a significant factor in the retention of employees.  People who 

are satisfied in their jobs and their careers are more likely to stay in those jobs and 

careers. 

 

The respondents provided other methods for reducing labour turnover which was, to 

participate in decision making that impact their day to day lives at work, the 

reduction of working hours to be at least nine hours which are the normal time, fair 

and just treatment during work time and also to develop good communication system 

between management and workers because there was no good communication 

between them to the extent that, the employees were working under pressure. 

 

The researcher also revealed that, most of the workers/staffs were the ones claimed 

for wages because they had been paid very low wages whereby mostly labour 

turnover occurred to normal staffs than senior officers. Due to low wages which had 

been paid by organization, they also proposed life insurance for workers as you know 

they had been working under high risks. They said most of the times dealt with 

people who were not acceptable in the society (Criminals), whereby in case of any 

death happened; their family would be in safe side. They proposed that, even risk 

allowances should be included in their packages because they had been working 

under risk situation.  

 

It also revealed that, the lack of Human Resource specialist in Tanzania prisons 

service on that field of HR brought a problem concerning labour matters to prevail 

for so long. It has been noted that, people who had been selected to work on that field 

are those committing an offence somewhere and transferred to other areas pursuing 

the HR duties. On that institution, HR posts have been referred as the demotion post 

for those committing an offence in the highest position. They didn’t take Human 
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Resource as an integral part of the organization whereby most of the staffs who 

studied Human Resource courses didn’t work on their respective field. 

 

Also the researcher revealed that most of the employees didn’t know even the 

importance of having HR Professionals in the organization because they didn’t know 

their duties and how they could be helped by HR Department.  They thought that, 

this is an army institution whereby its nature it to follow and obey any order from 

their seniors whether they are wrong or right but they allowed asking after completed 

the tasks ordered to them. 

 

But the researcher interviewed the Senior Officers who assigned to work in HR fields 

who admitted that, the lack of HR professionals contributed a lot to turnover because 

there was no specific HR department assigned to work and deal with employees’ 

related matters.  The presence of HR professionals could help the employees to 

understand their rights and laws of the organizations, also their problems could be 

easily resolved by these professionals because they studied how to deal with 

employees matters.  But for the time being there was no HR department which could 

dealt with employees’ matters, instead there was an office known as staff officer 

which assigned to deal with employees matters but as I said it comprised the 

demoted officers committing an offence in the highest positions. 

 

The researcher also interviewed senior officers in order to know measures that could 

possibly rescue such a situation, they suggested to improve the working conditions, 

salaries and other benefits such as night allowances, bonus for best performer as a 

kind of motivation for employees.  They said, government should improve the 

standard of wages and other benefits of employees compared to other organizations 

especially in private sectors where employees were highly paid. 

   

They also added that, provisional facilities for education and training should be 

improved whereby all employees should have a chance to be developed by an 

organization rather than be the victims of bias. Most of employees went to 

colleges/institutions for their payments and the organization did not incurred any cost 
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for their studies instead there were some people paid by an organization, therefore 

those employees who paid for their studies without any support from organization 

were likely to quit after completed their studies and find the place where they could 

highly paid.  They felt that, the organization was not conducive for them to stay 

because there was limited chance for carrier development.  Organization should plan 

the budget of training for their employees and arranged equally.    
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CHAPTER FIVE 

 

SUMMARY, CONCLUSION AND RECOMMENDATION 

 

5.1 Introduction 

This chapter provides a summary of findings of the study, the conclusion and 

recommendations based on the analysis of the research data described in chapter 

four, regarding the causes and effects behind labour turnover in work organizations 

and the suggestion methods to reduce labour turnover. 

 

The conclusion is about the validity of findings regarding research questions that 

guided the study and recommendations involve a series of courses of action 

suggested by the researcher for the Management/Employers and Workers. 

 

5.2   Summary of the Findings 

The study revealed that there is a high level of employees’ turnover because of job 

dissatisfaction as the major cause. Another research objective was to find out if there 

was any loss organization suffered as the impact of labour turnover; this revealed that 

the decrease of workers morale and productivity appeared to be the major impact, 

whereby employees worked in low morale because of dissatisfaction of the working 

environments which lead to low production. 

 

The final research objective was to find out if there was any measures taken by the 

organization so as to rescue the problem of labour turnover and the study revealed 

that, the organization should adopt an enlightened policy of management in respect 

of wages, transfer, promotion, leave and holidays and other benefits. Management 

should play a big role on this in order to rescue the problem, there was other 

measures pointed by respondents which has been discussed. 

Therefore, the points raised by respondents have been presented and reproduced in 

the tables according to the frequency of mention. Some were reproduced by most 

respondents, while others were pointed out by a few. They all are significant in their 

own right. 
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5.3  Conclusion 

The study was about, "Labour turnover in Tanzania prisons services." The study was 

aimed to examine the causes and effects of labour turnover and methods that can be 

used to reduce or eliminate the problem. 

 

The study concludes that, the problem of labour turnover especially in the Tanzania 

Prisons Services is caused by a number of factors which include dissatisfaction with 

the job, desire to change the job for betterment, low wages and allowances, 

disciplinary measures, long working hours and unconducive working conditions as 

indicated in table 4.3, which made a great consequence toward the organization. A 

high rate of labour turnover at Tanzania prisons had impacts both for workers and the 

organization. It was a great handicap to workers and the organization; it implies both 

a reduction in skills and efficiency on the part of workers but also reduced outputs 

for the organization. 

 

Therefore, the organization should take measures such as adoption of an enlightened 

policy of management in respect of wages, transfer, promotion, leave and holidays, 

provision of facilities for employment security and job stability, improving the 

working conditions, provision of facilities for education and training, provision of 

welfare services and to improve the methods of recruitment as indicated by 

respondents on table 4.5 in order to rescue the problem of labour turnover. 

 

5.4    Recommendations 

It is noted through this study that to overcome the said problem of labour turnover in 

Tanzania prisons service, measures should be taken by the following actors: - The 

Workers/staffs and the Management/ employer. 

 

5.4.1    To Workers 

The workers/staffs should strive to improve their work ability, skills and knowledge. 

Furthermore they should work hard to ensure that, they understand the rules and 

regulations governing them in their duties because it was revealed that most of the 

staff didn’t understand even the disciplinary procedures for an offence committed. 
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Also employees/workers should not have very high expectations immediately they 

are employed. They have to be patient because good things come slowly whereby at 

the end they will succeed. 

 

5.4.2   To Management/Employers 

Management should apply labour Management Corporation principles during this 

time of global economic development because this will help to minimize labour 

turnover and thus eradicate loss in production and facilitate productivity and 

efficiency in production.  

 

Furthermore Management should involve employees when discussing matters related 

to workers welfare and their rights. Also they should take Human resource field as an 

integral part for their organization to prevail and don’t take it as the field for failures. 

 

Also management should understand that, employees are seeking to extract 

something far more than a pay check from their work, most employees need to feel 

respected, worthwhile and appreciated in their work and sometimes employees leave 

when they feel under-appreciated. The management should have to appreciate their 

workers contribution or accomplishment as a part of recognition. 

 

Another issue is career development plan for their employees. Employees should be 

encouraged to explore their career interests in order to prevent burnout or frustration 

and the organization should prepare training tools in terms of costs that needed to 

cover such training for their employees .Career satisfaction is a significant in the 

retention of employees, people who are satisfied in their jobs and their careers are 

more likely to stay in those jobs. All organizations will do a better retention job by 

spending more resources on training and development. A business that provides 

education and training will be more competitive and productive and will win the 

loyalty of its workforce.  

 

There should be a good fit between training and a number of other retention-related 

practices, such as career development and planning, skill-based pay, and others. 
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Taken together such practices can usefully complement one another. Training can be 

a particularly strong retention tool when it is combined with measures designed to 

allow people to develop and progress within an organization. 

 

A father issue is that of job involvement and autonomy. The highly involved 

employees exert more efforts, receive more rewards for this effort, which in turn 

results more job satisfaction. All employees need to be involved in organization 

matters; TPS should emphasize staff to understand their rules, job description, and 

responsibilities within the organization. The data revealed that communication is 

very important employees should know if there are any new organization policies or 

initiatives to all employees to be sure that everyone is on the same page. Nobody 

wants to feel that they are being left out of the loop. It is assumed that the higher the 

level of involvement, the higher the degree of professional growth.   

 

5.4.3 Areas for further study 

Further studies need to be done to confirm the contention that labour turnover:- 

(i) Is costly to an organization, 

(ii) Creates mutual mistrust to both employees and the organizations. 

(iii) Hinders the growth of an organization. 
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APPENDICES 

 

Appendix A: Questionnaires to Officers ( Human Resource Management) 

 

I ..... ............ ............ ................  a student from  Mzumbe University D’salaam 

Campus undertaking a MSc.HRM programme. I am conducting a research as part of my 

academic programme. Kindly I request your cooperation by answering the following 

questions in this sheet. Your answers will be strictly confidential and they will be used for 

my academic purposes only and not otherwise. 

 

1. Name of the officer: ............................................ ........................ ............ 

2. What is your qualification? .............................................................................................. 

3. Do you have the problem of labour turn over in your organization (Tanzania Prison 

service)?  

(i) Yes        (      ) 

(ii) No     (      ) 

 

4. What is the labour turnover trend per year? 

……………………………………………………………………………………

……………………………………………………………………………………

…………………………………………………………………………………… 

 

5. What are the reasons given by those leaving? 

……………………………………………………………………………………

……………………………………………………………………………………

…………………………………………………………………………………… 

 

6. What are the direct and indirect impacts of the labour turnover in the 

organization? 

……………………………………………………………………………………

……………………………………………………………………………………

…………………………………………………………………………………… 
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7. What measures the organization take to control labour turnover in the  

organization? 

……………………………………………………………………………………

…………………………………………………………………………………… 

……………………………………………………………………………………. 

 

8.  How these measures do helps to minimize the problem? 

……………………………………………………………………………………

……………………………………………………………………………………

…………………………………………………………………………………… 

 

9. What are the challenges are you facing in performing your work? 

……………………………………………………………………………………

……………………………………………………………………………………

…………………………………………………………………………………… 

 

 

 



 

69 
 

Appendix B: Questionnaires to Staff 

 

I . . . . .. .. .. .. .. .. .. .. .. .. .. .. .. . .. .. .. .. .. .. ..  a student from Mzumbe University D’salaam 

Campus undertaking a MSc.HRM programme. I am conducting a research as part of my 

academic programme. Kindly I request your cooperation by answering the following 

questions in this sheet. Your answers will be strictly confidential and they will be used for 

my academic purposes only and not otherwise. 

 

1. Name............................................................................................................... 

 

2. Do you know any fellow workers who left the job? (Yes/No) 

(i) Yes        (      ) 

(ii) No     (      ) 

 

3. If yes, what are the said reasons which motivated them to leave? 

……………………………………………………………………………………

……………………………………………………………………………………

…………………………………………………………………………………… 

 

4. How does it affect your work performance? 

…………………………………………………………………………………

…………………………………………………………………………………

………………………………………………………………………………… 

 

5. What  are  the  direct  and  indirect  impacts  of the  labour turnover  in  the 

organization? 

……………………………………………………………………………………

……………………………………………………………………………………

…………………………………………………………………………………… 
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6. What measures do you think should be taken to control labour turnover problem in 

the organization 

……………………………………………………………………………………

…..…………………………………………………………………………………

…………………………………………………………………………………… 

 

 

 


