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ABSTRACT 

The objective of the research is to examine the internal and external factors and looking into 

patterns of demographic characteristicsof employees turnover intention in MOHA Teklehimanot 

plant. The Researcher used descriptive type of research.The study used a sample size of 152 

employees of MOHA Teklehimanot plant and 10 ex-employees from different batch. The data had 

been gathered through structured questionnaire from existing employees and in-depth interview 

with ex-employees of the company.For the quantitative study the researcher deployed stratified 

sampling considering each department as stratumand 50% of the department staffs managed 

self-administered structured questionnairebased on proportion to population size (PPS) method. 

Simple random sampling was usedto distribute among the departments and to identify the 

specific respondent. For the qualitative study, the researcher employed purposive sampling. 

Data was analyzed using statistical package for social sciences (SPSS) version 21, descriptive 

statistics/frequency distribution and cross tabulation/and tables were used.The study identified 

the internal factors of employee turnover intention were:lack of job freedom & autonomy/Nature 

of the work, lack of opportunity for promotion and development, uncomfortable working 

environment, unplanned future career/Uncertainty of future career, lack of organizational 

commitment and least remuneration and external factor: availability of alternative employment 

opportunity in the labour market. Finally, the study came up with recommendations which 

includes; promotional and development policy should be reviewed, safe and motivating 

environment should be created, career path and career counseling service should be developed, 

organizational commitmentshould be reinforcedand better remuneration package should be 

introducedconsidering internal consistency and fairness. 

 

Key Terms:Employees, Turnover, Turnover Intention, 
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CHAPTER ONE 
INTRODUCTION 

 
1.1.  Background of the Study 
 
Turnover intention is a well-known subject to the organization in any business culture and 

industry. It is one of the most important topics that need due considerations for workplace.  
 

Meyer et al. (1993) defined turnover intention as conscious willfulness to seek other alternative 

jobs opportunities in other organizations. No matter how big or small the organization, turnover 

intentions among the employees exists and always be a main concern for organization to reduce 

or eliminate due to the existence of associated cost.  
  

Researchers such as AjzenandFishbein (1980) andIgbaria and Greenhaus(1992), explained that 

intentions arethe most immediate determinants of actual behavior.Intentions are important for 

organizations andresearchers because once people have actuallyimplemented the behavior to 

quit; there is littlelikelihood of gaining access to them to understand their prior situation.  
  

Organizations with a high employee turnover rate face expensive recruitment and training cost 

for the new employee, loss of productivity, public relation cost associated with having a large 

number of voluntary resignation in the society, spreading gossip about the organizations and a 

remaining workforce that ends up with work overload and therefore more likely to quit too 

(Philips, 1990). 
 

The analysis of employees turnover is a vital role of the human resource department as the data 

may be used to forecast future recruitment requirements and also assists an organization’s 

retention strategy. It also highlights areas of business that may require assistance in terms of 

people management problem issues. By measuring employee turnover on regular basis an 

organization can immediately recognize a change in levels and implement strategies for dealing 

with this. 
 

Previous studies showed that intention to quit is influenced by organizational commitment 

(Parasuraman, 1982). Rubia (2012) also found that alternative job opportunity and remuneration 

has a significant influence on turnover intention. This view is also supported byIgbaria and 

Greenhaus (1991). On the other hand job satisfaction has a significant and negative relationship 
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with turnover intention (Spector, 1997). Moreover, a study conducted by Ellikson and Logsdon 

(2002) cited in NezaamLuddy (2005) reflected that turnover intention of employees are 

influenced by perception of employees satisfaction in terms of pay, promotional opportunities, 

relationships with supervisors, employee’s performance management system and fringe benefits. 

 

Therefore, the study tried to focus on the internal and external factors of employees’ turnover 

intention and to look at the pattern of demographic characteristics ofemployees’ turnover 

intention andprovide recommendations in the MOHA Soft Drinks Industry S.C.Teklehimanot 

Plant.  

 

1.2. Statement of the Problem 
 
With globalization which is heightening competition, organizations must continue to develop 

tangible products and provide services which are based on strategies created by employees. 

These employees are extremely crucial to the organization since their value to the organization is 

essentially intangible and not easily replicated (Meaghan et al, 2002). Therefore, organizations 

must recognize that employees are major contributors to the efficient achievement of its success 

(Abbasi et al, 2000).Organizations should control employee turnover especially, the sources- 

what determines employee turnover, effects and strategies that managers can put in place to 

minimize turnover for the benefit of its success. 

 

Turnover intention has been firmly established as the best and most accurate predictor of actual 

turnover (Chan et al., 2009). Turnover intent can be defined as a conscious and deliberate 

willingness to leave the organization (Ma and Trigo, 2008). 

 

Employee turnover factors or antecedents can be categorized as job related and organizational 

factors. Job information, unclear expectations, ambiguity of performance evaluation methods, 

extensive job pressures, and lack of consensus on job functions are among the job related factors. 

On the other hand, organizational instability, poor hiring practices, poor managerial style, lack of 

carrier development, lack of recognition, lack of competitive compensation system are among 

the organizational factors (Hedwinga, 2012). 
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Employee turnover is expensive from the view of the organization. Research estimates indicate 

that hiring and training a replacement worker for a lost employee costs approximately 50 percent 

of the worker’s annual salary (Johnson et al, 2000) – but the costs do not stop there. Each time an 

employee leaves the firm, productivity drops due to the learning curve involved in understanding 

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

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

employee, but also competitors are potentially gaining these assets. 

 

When we come to MOHA THP, even though itseems enhancing its salary package and 

otherbenefits to the employees, the turnover rate is still increasing from time to time except for 

year 2012.The employees are always looking for a better offer and great opportunity in their 

career, and therefore it is difficult to reduce the turnover rate among the employees. 
 

 
 

 

In order to look into the above matter, the researcher tried to make preliminary discussion with 

5management members and 15 employees. The preliminary discussion conducted by the 

researcher with the management members indicated that they have intention to leave the 

organization. In search of new environment, challenging job, better compensation package and 

Figure 1: Incremental pattern of resigned employees over the budget years 
Source: Annual Reports of MOHA THP 
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absence of carrier development are some of the major reasons of their intention to leave the 

company.  
 

On top of this, as per the preliminary interview with the employees, majority of themhave 

intention to leave the company by stating in search of better compensation package, new work 

environment and challenge, better carrier development, ambiguity of performance evaluation 

methods as some of their major reasons. 

 

From the above preliminary discussion, it is possible to infer thatthere are both job and 

organizational related factors that lead to employees’ intent to leave the company.  
 

Therefore, this research paper aimed at identifying factors of employees’ turnover intention,to 

examinepattern ofdemographic characteristicsand to providerecommendations to help MOHA 

THP reduce and in the long run avoid problems arising from employees’ turnover. 

 
1.3. Research Questions 
 
The study tried to look at the following basic research questions: 

 What are the internal and external factors of employees’ turnover intention in 

MOHATHP? 

 Is there apattern of demographic characteristics of employees’ turnover intention across 

MOHA THP? 

 
1.4. Objectives of the Study 
 

1.4.1. General Objective 

The general objective of this study is to investigate the factors of employee turnover intention in 
MOHA THP. 
   
1.4.2. Specific Objectives 
The study has the following specific objectives: 

 To find out the internal and external factorsof employees’ turnover intention inMOHA 

THP. 

 To examinepattern of demographic characteristics of employees’turnoverintention 

acrossMOHA THP. 
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1.5. Definition of Basic Terms 
 
The researcher used the following operational definitions of basic terms for this specific 

research: 

 Turnover:It is the movement of employees out of an organization (Stan K., 1991). 

 Turnover Intention:It is employees’intended plan to switch their existing job and search 

for other. 

 Nature of the Work:Used as one of the intrinsic motivation factor that can arise from the 

work itself and the working environment (Armstrong, 2009). 

 Opportunity for Promotion and Development:Opportunities for growth and 

development that helps employees to expand their knowledge, skills and abilities and apply 

the competencies they have gained to new situations.  

 Working Environment: an environment that is related to safe and motivating workplace 

and adequacy of the resource needed to achieve the stated objectives (Chan et al., 2000). 

 Career Planning: It is the process by which ones select career goals and path to this goal. 

It is basically both an individual’s and organizations responsibility.  

 Recognition:It is one of the most powerful means of rewarding positive performance. 

 Organizational Commitment: refers to a psychological state that binds the individual to 

the organization (Mayer and Allen, 1990). 

 Remuneration: Compensation received in exchange for the work or service performed in 

the form of monetary rewards. 

 Alternative Employment Opportunity: Opportunitiesthat are mainly contributed by the 

external environment with alternative employment in the open market. 
 

1.6. Significance of the Study 
 

This research project looked at the internal and external factors that lead to turnoverintention and 

the demographic characteristics patterns acrossMOHA THP. Based on this, the findings of the 

study will help the companyto drive and revitalize the current retention programs and help to 

save their operations as well. 
 

The findings of this study will also benefit other MOHA Plants to evaluate their current retention 

strategies and also to save their operations cost as well. 
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The result of this research study will help to provide valuable insight factors for turnover 

intention and is expected to be as a reference for future researcher in employee turnover intention 

study. 

 

1.7. Delimitation of the Study 
 

The objective of this research is to identify the internal & external factors and to examine the 

pattern of demographic characteristics of employees’ turnover intention. The researcher first 

identifies the internal and external factors that influence employees’ turnover intention. Then 

pattern of demographic characteristics will be examined. 

 

Though there are two branches in Jimma and Nekemte under the supervision of Teklehimanot 

plant, due to resourceconstraintssuch as time and money, the researcher is limited tocurrent 

employees of MOHA THP residing in Addis Ababa. 

 

1.8. Limitation of the Study 
 
Due to time and resource constraint, the target population is limited to permanent employees of 

MOHA Teklehimanot plant. This study would have more generalizable had it include more 

plants and branches under MOHA.  

 

1.9.  Organization of the Study 
 

The research study is composed of five chapters. The first chapter deals with introductory part 

that contains background of the concept, statement of the problem, basic research questions, 

definition of basic terms, objective of the study, significance of the study, delimitation and 

organization of the paper. The second chapter includes the literatures relevant to the study. This 

section of the literature discusses in detail about the definitions of turnover and turnover 

intention, types of turnover, cause of turnover, cost of turnover, theories and identified factors of 

turnover intention. This is followed by the third chapter where the methodologies adopted are 

presented. As such the different approaches regarding the type of data collected, the instrument 

of data collection, the sampling method, and other details are discussed. The fourth chapter is on 

the results and discussion part. The findings from the survey will be discussed in detail. And 

finally the summary, conclusion, and recommendation are presented in the fifth chapter. 
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CHAPTER TWO 
LITERATURE REVIEW 

 

2.1. Introduction 
 

This chapter review theoretical and conceptual framework of the subject matter under the study. 

It consists of various sections which present the definitions of turnover and turnover intention, 

causes of turnover, costs of turnover, related theories, identified factors of turnover intention and 

conceptual framework. These are discussed below:  

 

2.2. Definition of Turnover and Turnover Intention  
2.2.1. Definition of Turnover 

The emergence of different organizations in the nation and the related increase in the 

requirement of skilled labor force leads for competition of organizations to hire and maintain the 

best employees. Hence, turnover becomes one of the major human resource problems of most 

organizations. Different scholars have defined turnover in the following manner: 
 

According toTett and Meyer (1993), turnover is the termination of the employment of an 

individual with a given organization. (Singh et al, 1994) also define turnover as the rate of 

change in the working staffs of a concern during a definite period.  

 

Kossen (1991) defined the staff turnover as it is the amount of movement in and out of 

employees in an organization. On the other hand, Loquercio (2006) define turnover as the 

proportion of staff leaving in a given time period but prior to the anticipated end of their contract. 
 

Most of the above scholars have defined staff turnover in terms of the indefinite period 

(permanent) employment contract made between employer and employee. As a result they have 

assumed the in and out movement of all staffs without considering the type of employment. 

However, Loquercio’s definition excludes the expected termination of contractual employees 

which is much more expected.  
  

Turnover that can occur in any organization might be either voluntary or involuntary. Voluntary 

turnover refers to termination initiated by employees while involuntary turnover is the one in 
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which employee has no choice in the termination as it might be due to long term sickness, death, 

moving overseas or employer-initiated termination (Heneman et. al, 1998). 

 

Turnover can also be classified as internal or external. Internal turnover involves employees 

leaving their current position, and taking a new position with same organization. The result 

positively enforces employee’s motivation and negatively disrupts some department’s activity. 

This form of turnover may be as important to monitor as its external counterpart. On the other 

hand, external turnover exists when the employee quit from the company. The researcher 

chooses the latter to conduct the study. 

2.2.2.  Definition of Turnover Intention 

Turnover intention is a well-known subject to the organization in any business culture and 

industry. According to Dougherty et al. (1985) turnover intention is the volunteer intention of 

employees to have intent to leave the organization. It occurs when an employee is willing to 

switch their existing job to other, based on their individual desire.  No matter how big or small of 

the organization, turnover intention among the employees exists and it is always a main concern 

for organization to reduce or eliminate it.  

 

Turnover intention is the extent to which employees intend to quit their employers (Ma and 

Trigo, 2008). Tett and Meyer (1993) define turnover intention as an intended and conscious 

willfulness of an employee to leave the organization. 

 

Turnover intention is widely used as a cognitive predictor of turnover (Knudsen et al. 2009). Ma 

and Trigo (2008) stated that turnover intention can be used as a deputy for actual turnover. Other 

researchers also suggest turnover intention as one of the strongest turnover predictors (Allen et 

al., 2010). Liu (2008) defined that turnover intention is an important variable contributing to the 

act of leaving, as the level of turnover intention affects the act of turnover.  
  

2.3. Causes of Turnover 
There are several reasons why people quit from one organization to another or why people leave 

organization. Hence, the researcher tried to explain the factors with the support of empirical 

evidence of different studies. 
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According to Firth et al. (2007), the experience of job related stress (job stress), the range factors 

that lead to job related stress (stressors), lack of commitment in the organization; and job 

dissatisfaction make employees to quit. They also explain other factors like sense of 

powerlessness, locus of control and personal control. This clearly indicates that there are 

individual decisions which make one to quit. 

  

Moreover, Tor et al. (1997) explain as insufficient information on how to perform the job 

adequately, unclear expectations of peers and supervisors, ambiguity of performance evaluation 

methods, extensive job pressures, and lack of consensus on job functions or duties may cause 

employees to feel less involved and less satisfied with their jobs and careers, less committed to 

their organizations, and eventually display a propensity to leave the organization.  

 

Organizational instability has been shown to have a high degree of high turnover. Indications are 

that employees are more likely to stay when there is a predictable work environment and vice 

versa (Zuber, 2001). In organizations where there was a high level of inefficiency there was also 

a high level of staff turnover (Alexander et al., 1994). Therefore, in situations where 

organizations are not stable, employees tend to quit and look for stable organizations because 

with stable organizations they would be able to predict their career advancement. 

 

Employees have a strong need to be informed. Organization with strong communication systems 

enjoyed lower turnover of staff (Labov, 1997). Employees feel comfortable to stay longer in 

positions where they are involved in some level of the decision-making process. Employees 

should fully understand about issues that affect their working atmosphere (Magner et al. 1996). 

But in the absence of openness in sharing information and employee empowerment the chances 

of continuity of employees are minimal.  

 

On the other hand,Griffeth et al. (2000) noted that pay and pay-related variables have a modest 

effect on turnover. Their analysis also included studies that examined the relationship between 

pay, a person’s performance and turnover. They concluded that when high performers are 

insufficiently rewarded, they quit. The study also results in overall job satisfaction and work 

satisfaction and leader-member exchange have a great influence on the turnover. These results 
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are in line with Kristensen and Westergard-Nielsen (2004) who found that low overall job 

satisfaction significantly increase the probability of quit.  

 

According to Abassi et al. (2000) poor hiring practices, managerial style, lack of recognition, 

lack of competitive compensation system in the organization and toxic workplace environment 

are the factors which make employees to quit from organizations. 

 

Alternative job opportunities and a comparison of alternatives with the present job naturally are 

predictors of future quits by employees. Being active in job search also has large effect on the 

turnover intention. This is consistent with research by Kristensen and Westergård-Nielsen (2004) 

who found that job search is a strong predictor of quits, even better than job satisfaction or 

changes in job satisfaction. This justifies the use of turnover intentions as a proxy for actual 

turnover.  

 

A study by Batt et al. (2001) on establishments in the telecommunication industry investigates 

the relationship between flexible human resource practices and quit rates. The result shows 

increases of the variables downsizing, percentage part-time workers, percentage temporary 

workers, percentage electronic monitoring and variable pay result in a higher quit rate.  

 

From the above studies the factors turnover can be categorized as job/individual related, 

organizational related and factors from the external environment. Job stress, job dissatisfaction, 

lack of job information, extensive job pressure, lack of consensus on the job function, sense of 

powerlessness, locus of control, lack of commitment and ambiguity of performance evaluation 

method are grouped under the job/individual related factors. Under the organizational related 

factors: organizational instability and inefficiency, lack of communication system, poor human 

resource practice, lack of competitive compensation system, unhealthy and unsafe work 

environment and lack of recognition. Availability of alternative job opportunity is categorized 

under the external factors. 
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2.4. Cost of Turnover 
 

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

significant costs on organizations. Many researchers argue that high turnover rates might have 

negative effects on the profitability and sustainability of organisations if not managed properly.  

 

Hogan (1992) explains the direct and indirect cost of a single line employee quitting was 

between $1,400.00 and $4,000.00. Turnover has many hidden or invisible costs and these 

invisible costs are the result of incoming employees, co-workers closely associated with 

incoming employees, co-workers closely associated with departing employees and position being 

filled while vacant (Philips, 1990).  

 

Catherine (2002) argues that turnover includes other costs such as lost productivity, lost sales, 

and management’s time, estimate the turnover costs of an hourly employee to be $3,000.00 to 

$10,000.00 each. This clearly demonstrates that turnover affects the profitability of the 

organization and if it’s not managed properly it would have negative effect on the profit.  

 

Research estimates indicate that hiring and training a replacement worker for a lost employee 

costs approximately 50% of the worker’s annual salary (Johnson et al., 2000) – but the costs do 

not stop there. Each time an employee leaves the firm, productivity drops due to the learning 

curve involved in understanding the job and the organization. Furthermore, Meaghan et al. 

(2002)adds to the above costs as the lost intellectual human capital will join to the competitors.  

 

2.5. Related Theories 
2.5.1. Exit-Voice Theory 

Employee turnover is often caused by dissatisfaction with the way things are running on the 

work floor. Most of the employees in the organizations are familiar with the talk during lunch 

breaks on what they think is going bad in the organization. The problem is that often this 

information is only shared with peers. This might be as a result of various reasons. They might 

for instance fear that they will be perceived as a trouble because they are giving their opinion 

unasked. They might also think that the cost of trying to change the situation is larger than the 

benefit that they get out of it.  
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According to Hirschman (1970) the exit-voice theory explains the absence of expressing 

frustrations and discomforts may have implication on the turnover rate. In this theory, which was 

originally used to explain varieties of customer behavior, he claims that when a person is 

discontent, he has two possibilities to deal with this feeling. One possibility is expressing his 

feeling and trying to change the situation, which is called voice. The other possibility is choosing 

to leave, which is called exit. If the possibilities to use voice are too limited, the employee will 

choose to leave the firm.  
 

Therefore, organizations should create the right procedures and other mechanisms for the 

employees to express their feeling and complaints and to feel their opinion being taken seriously, 

while at the same time decreasing the step to express their dissatisfaction, since they know that 

the firm wants to hear their complaint. Supervisors interacting with the worker regularly and 

explicitly asking them about grievances they might help to take discomfort out of the workers 

before they decide to exit the firm. A study by Spencer (1986) confirms the voice can help 

reduce the turnover ratio.  

 

2.5.2. Job Matching Theory 

Another theory on turnover has been developed by Jovanovic (1979). In his Job Matching 

Theory, he states that turnover results from new information about the current job match. Before 

workers start their job, they have imperfect information. Hence they do not know the exact utility 

it will yield for them. If job tenure increases this utility is becoming more clear, and the worker 

can then make a choice to stay or leave. In this theory, if a worker sees that a job does not fit 

their expectations they will leave and search for another job, which might create a better match.  

2.5.3. Herzberg Two Factor Theory 

Herzberg’s two factor theory of motivation classified job factors into two: motivation factors and 

the hygiene or maintenance factors. Motivation factors relate directly to the job itself. They are 

concerned with the job content of the work people perform. Failure to provide sufficient quality 

will cause job dissatisfaction while sufficient supply will lead to job satisfaction and high 

performance. These factors include achievement, recognition, responsibility, advancement, 

growth opportunities and so forth (Herzberg, 1968). 
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On the other hand, Hygiene or Maintenance factors help prevent loss of money, efficiency and 

demotivation. They are the primary cause of unhappiness at work. They are external and do not 

relate directly to the persons work. They constitute the persons work environment. They include 

salaries, job security, working conditions, status, job design; company policies and quality of 

technical supervision are among others. 

2.5.4. Equity Theory 
Equity theory of motivation suggests that people are influenced in their behaviour by the relative 

rewards they either get or are going to receive. The theory is based on the assumption that people 

are most likely to be motivated by the way they are equitably treated at work. People tend to 

compare for example the pay they get with what others are paid for the same effort and situation, 

so that if they are treated unfairly, they will consider themselves as victims of inequity (Robbins, 

1997). 
 

2.6.  Identified Factors of Turnover Intention 
 

Based on the studies in the literature review and the researcher’s practical experience, the 

following internal and external factors are identified as factors for employees’ intention to quit 

from companies. 

 

2.6.1. Internal Factors 

2.6.1.1. Nature of theWork 

The intrinsic motivators that can arise from the work itself and the working environment may 

have deeper and longer lasting effect to the long term motivation and satisfaction of employees 

than the extrinsic motivators as pay. Though most people work to earn a living, they also work 

because of the other satisfaction it brings, such as doing something worthwhile, a sense of 

achievement, recognition, the opportunity to use and develop abilities, the scope to exercise 

power and companionship (Armstrong, 2009). 

 

Armstrong (2007) also stated that, people will have a positive perception of their jobs when it has 

the following qualities: meaningful, challenging and interesting and freedom and autonomy. 

 Meaningful: peoples believe of their work has meaning, worthwhile and appreciated 
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 Challenging and Interesting: relatively few people to choose to work in jobs that are 

repetitive, routine, little challenge and of little interest. For majority of the people, 

especially for professionals’, challenge and interest are typically a critical component of 

their intrinsic and reward package and a real demotivator if missing. Therefore, companies 

should understand the importance and should be proactive to job design and role 

development. 

 Freedom and Autonomy:People who feel constrained or micromanaged are very unlikely 

to be engaged in their work, and this climate is unlikely to be one fostering much 

discretionary effort. So organizations have much to gain by supporting and enabling 

reasonable degrees of freedom and autonomy and testing regularly that employees perceive 

that they exist in the organizations. 

 

2.6.1.2. Opportunitiesfor Promotion and Development 

Pergmit and Veum (1999) established that greater the chance of promotion higher will be the job 

satisfaction of employees. When employees perceive that there are opportunities for promotion 

they feel satisfied for the prospective place in the organizations. In several previous studies 

promotion opportunity which is associated to opportunities for professional growth and 

achievement is one of the best predictor of job satisfaction (Khan & Mishra (2013), Al-Ahmadi, 

(2002)). 
 

2.6.1.3. Working Environment 

Working environment is an environment that is related to safe and motivating workplace for 

employees and adequacy of the resource they need to achieve the stated objectives.  

 

Chan et al. (2009) in their study to investigate factors that affect nurses’ intention to leave from 

current employment in Macao stated that the work places are a significant predictor. Feeling safe 

in the working area is an important component of positive work environment. An uncaring 

environment can influence the satisfaction and turnover intention. According to Chan and 

Morrison (2000), generating a more nurturing environment would enhance employees’ sense of 

organizational identity and empower them to maintain a better work climate. Consequently, their 

organizational commitment can be fostered. 
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2.6.1.4. Career Planning 

Career planning is an integral part of manpower planning. It is the process by which ones select 

career goals and path to this goal. Career planning is basically an individual’s responsibility. 

However, in organizational context, it is the organizations responsibility to guide and direct the 

employees to develop and utilize their knowledge, ability and resource towards organization 

development and effectiveness. Employees goal have to be appropriately integrated with 

organizational goal. The organizations must provide career counselling service.    

 

2.6.1.5. Recognition 

Recognition is one of the most powerful methods of rewarding people. Employees need to know 

not only how well they achieved their objectives or carried out their work, but also that their 

achievements are appreciated. Recognition needs are linked to the esteem needs in Maslow’s 

hierarchy of needs (Armstrong, 2007). Moreover, Herzberg (cited in Robbins, 1997), identified 

recognition as ‘motivating factors’ which serves as a potential for ‘satisfiers’ that lead to job 

satisfaction. 

 

2.6.1.6. Organizational Commitment 

Organizational commitment refers to a psychological state that binds the individual to the 

organization (Meyer and Allen, 1990). In contrast to job satisfaction that is linked to the job, 

organizational commitment emphasizes links to the organization. Organizational commitment is 

measured through three components. The affective component of organizational commitment- 

refers to employees' emotional attachment to, identification with, and involvement in, the 

organization. The continuance component- refers to commitment based on the costs that 

employees associate with leaving the organization. Finally, the normative component- refers to 

employees' feelings of obligation to remain with the organization (Meyer and Allen, 1990). 

 

Many studies have consistently supported that increased organizational commitment has been 

positively associated with individual actions such as decreased intention to search for new jobs 

and reduced turnover (Meyer and Allen, 1997, Bergman et al., 2000, Jems et al., 2007). 
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2.6.1.7. Remuneration 

Remuneration can be defined as compensation received in exchange for the work or service 

performed in the form of monetary rewards. It is the most cause of the turnover rate being so 

high. Employees are in search of jobs which pay well. Herzberg (cited in Robbins, 1997), 

identified remuneration as ‘hygienic factors’ which serves as a potential for ‘dissatisfiers’ if not 

present in appropriate amount, but not as a potential satisfier or positive motivator. According to 

Herzberg, this is due to the impact of money on favourable feeling was largely short- tem, while 

its impact on unfavourable feeling was long-term. Satisfaction with pay among existing 

employees is mainly related to feeling about equity and fairness. External and internal 

comparison will form the base of these feelings, which will influence their desire to stay with the 

organization (Armstrong, 2007). 

 

Lum et al, (1998) stated that remuneration is negatively linked to turnover intention in an 

organization. On the other hand, study by Boxall et al, (2003) indicates that employees switching 

their job basically are driven by better remuneration at other organization.  

 
2.6.2. External Factor 

2.6.2.1. Alternative Employment Opportunity 

Alternative employment opportunities are mainly contributed by the external environment where 

the availability of alternative employment in the open market. Since it appears openly in the 

market, the access to the availability and other benefits are easily to be obtained by the 

candidates or future employee. Therefore, it intentionally encourages the employees of 

organization to switch their career with other organization (Price, 2001). Moreover, there is a 

positive relationship between alternative employment opportunities and employee turnover 

intention based on the previous literatures (Igbaria et al., 1991).   
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2.7. Conceptual Framework 
 

Based on the findings of different studies conducted in different time intervals and as per the 

results of preliminary interview conducted with employees of MOHA THP, Nature of the work, 

Opportunity for promotion and development, Working environment, Career planning, 

Recognition, Organizational commitment, Remuneration and Alternative job opportunities are 

the key issues on employee turnover intentions. Therefore, the researcher constructs the 

conceptual framework between the above internal and external factors with the dependent 

variable-turnover intention. 

 

 

 

 

 

 

 

 

 
 

 

 

 

 

 

 

 

 

 

 

Figure 2: Conceptual Framework 

Source:  Preliminary interview and literature review 
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CHAPTER THREE 
RESEARCH DESIGN AND METHODOLOGY 

 

3.1. Introduction 
  

Research methodology is a way to systematically solve the research problem. It may 

beunderstood as a science of studying how research is done scientifically (Kothari, C. 2004). It 

assumes there is a logical order the researcher needs to follow in order to achieve a certain 

predetermined result(Jonker, J. and Pennink, B. 2010).  Thus, this chapter presents the different 

approaches to the research that were followed in this study such as the research design, data 

collection methods used, how, when, where the data were collected and by what means it was 

collected. 
 

3.2. Research Design  

The function of research design is to provide for the collection of relevant evidence with minimal 

expenditure of effort, time and money (Kothari, C. 2014).Descriptive research has been utilized 

in terms of its purpose as this describes a phenomenon through identifying and obtaining 

information on the characteristics of a particular issue (Mohamed A., 2010). In this research 

context, the researcher describes different factors of turnover intention.In order to find answers 

to the research questions, the researcher deployed quantitative and qualitative data.  
  

3.3. Population and Sampling Technique 
 

For the quantitative study through stratified sampling, where departments are considered to be 

stratum, 50% of the department staffs managed self-administered structured questionnaire. The 

staffs in the same stratum are assumed to have nearly similar intention. For the qualitative data 

collection purposefully selected ex-employees of the factory (from different batch 2010-2014) 

were tracked based on their willingness and were interviewed by the researcher.  
 

A list of staff employees were observed and used as sampling frame. The samples for the 

quantitative study weredistributed among different departments of the factory based on the 

proportion to population size (PPS) technique. By doing so, the researcher can ensure enough 

representation of each of the department. Finally, simple random sampling was used to identify 

the respondent. 
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For the qualitative study, the researcher employed purposive sampling that considers availability, 

and willingness of the respondents. There were respondents from each batch of ex-employees.  
 

The researcher also deployed inclusion and exclusion criteria per below details: 

Inclusion criteria 

 Those who are permanent employees and resides in Addis Ababa and stayed in the 

factory above two years. 
 

Exclusion criteria 

 Those  who are temporary employees  

 Those who are outside of Teklehaimanot office/Branch employees 

 Those who will be retired after 5 years 

 Those who are involved in pre- test of questionnaire 

 Those who has less than 2 years tenure 
 

The reason for the inclusion criteria is due to high turnover and availability of employment 

opportunities in the labour market in Addis Ababa and assumption of two years as a period of 

gaining an experience by the employees than thinking of leaving. Temporary  and branch offices 

employees  are excluded from the study due to their employment type in which they would be 

terminated when the duration expires and the existence of manpower stability and lees turnover 

at the branch office. 

 

Therefore, based on the above inclusion and exclusion criteria, the researcher used a total sample 

size of 152 from the population of 304. 

 

3.4. Type of Data and Tools/Instruments of Data Collection 
 

In collecting the data, a mixed methodology was followed – primary and secondary data sources. 

A self-administered questionnaire and in-depth structured interview was used as a measuring 

instrument to collect most of the primary data. The self-administered questionnaire was designed 

in the English Language (Please see Appendix A) and then translated into Amharic for those 

who are Amharic conversant. (Please see Appendix B). 
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It has also been tried to incorporate some important ethical and other information in the 

questionnaire such as the purpose of the study, the way of responding, the aim of the research 

and the privacy of the information in order to encourage high response.  
 

The questionnaire is composed of three parts as follows: 

Part I.  Contained demographic information about the respondents. 

Part II.  Contained related information on turnover intention factors  

Part III. Contained turnover intention features information  
 

After getting formal consents from the company officials, the researcher assigned distributor and 

data collector for the questionnaires.  This was done to avoid any bias as the researcher is an 

employee of the same company. 

 

Interview questions for the ex-employees of the company were prepared and conducted after 

experts reviewed and made the necessary adjustments. This helped the researcher to have a good 

insight of the organizations’ turnover intention factors. All the ex-employees were interviewed 

separately through face-to-face and e-mails.The in-depth structured interview with the resigned 

employees was conducted by the researcher (Please see Appendix C). 
 

To collect the secondary data,annual reports, brochures of the company, books, journals and 

websites were used. 
 

3.5. Procedures of Data Collection 
3.5.1. Questionnaire Collection 

After the questionnaires were distributed, the researcher was closely following-up with the data 

collector to check status of collection.  The questionnaires were distributed and then collected in 

two weeks. The questionnaires were collected in person through data collector assigned by the 

researcher.   
  

3.5.2. Response Rate 

The questionnaire was distributed to employees of MOHA THP. A total of 152 questionnaires 

were distributed while 122 filled out and returned within two weeks which formed a response 

rate of 80%. According to Angel and Perry (1981), if the response rate of a given questionnaire 

is 60% and above, there is no significant effect on the overall finding of the research. 10 of the 
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questionnaires were discarded as they ticked on the questionnaire that they were not willing to 

fill in the questionnaire and 112 were considered valid. 

 

3.5.3. Reliability and Validity 
 

Reliability is the degree to which the measure of a construct is consistent or dependable (Kothari, 

2004). Internal consistency reliability was tested by the turnover intention factors indicated on 

the conceptual framework. This was determined by calculating the Cronbach alpha coefficient 

and the result was .701. The questionnaire validity has been examined and measured by two 

methods - experts’ validation and pilot study. The questionnaire was evaluated by experts in the 

field to check contextually and comprehensiveness. In addition, the questionnaire was pilot 

tested and feedback from respondents was incorporated to the questionnaire. At the end of this 

process, some minor modifications were introduced to the questions and final questionnaires 

were distributed accordingly. 
 

3.6. Method of Data Analysis  
  

Following the data collection, the questionnaires were reviewed and checked in order to sort out 

invalid responses and do the necessary cleaning. Then the data was carefully entered and 

analysed through the computer programs known as Statistical Package for Social Sciences 

(SPSS) version 21 and Microsoft Excel. Tables and descriptive statistics/frequency distribution 

and cross tabulation/were used to summarize and analyse the data.The qualitative data was 

analyzed thematically and triangulated with the quantitative findings. 
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CHAPTER FOUR 
RESULTS AND DISCUSSION 

 
4.1. Introduction 
 

This research is designed to respond to the objectives and research questions which are stated in 
chapter one. It first generates tables and interprets results deploying descriptive statistics in the 
form of frequencies, percentages and cross tabulation which are aligned with the tools.  
Following this, major findings are discussed in line with the research objectives.  
 

The result and discussion part of this research focuses on those respondents who are engaged in 

job search. This is in line with the research questions i.e. to identify the internal and external 

factors which determine employees’ turnover intention and to examine the pattern of 

demographic characteristics. This is also in accordance with the operational definition i.e. 

turnover intention is defined as employees’ willingness to switch their existing job and search for 

other.Kristensen and Westergård (2004) in their study also found out that job search is a strong 

predictor of turnover intention.  
 

Before directly passing to the results of the questionnaire and interview, the research looks at 
details of all respondents’ demographic characteristics. It then indicates those respondents who 
are engaged in job search as this one is the main focus of this research. 
 

4.2. Results/Findings of the Study 
4.2.1. Demographic Characteristics of All Respondents 
  

This part presents the demographicinformation of all the respondents- age, sex and marital status, 

completed educational level, tenure and current department. 
 

 

Table 4.1: Respondents’ Demographic Characteristics 
Age of the Respondents 

Category Frequency Percent 
23-29 12 10.7 
30-36 46 41.1 
37-42 27 24.1 
43-50 27 24.1 

Total 112 100 
Sex of the Respondents 
Female 22 19.6 
Male 90 80.4 

Total 112 100 
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Marital Status of the Respondents 
Single 39 34.8 
Married 68 60.7 
Divorced  2 1.8 
Widowed 3 2.7 

Total 112 100 
Respondents' Completed  Educational Level 

Category Frequency Percent 
Illiterate 1 0.9 
Informal Education 4 3.6 
Elementary/ 1-8 9 8 
Secondary / 9-12 34 30.4 
Tertiary / Certificate and 
above 

64 57.1 

Total 112 100 
Respondents' Total Length of Service 
2-6  37 33 
7-11  27 24.1 
12-16 19 17 
17-21 11 9.8 
>22 18 16.1 

Total 112 100 
Respondents' Current Department 
Finance 8 7.1 
Human Resource 16 14.3 
Sales 47 42 
Technical 9 8 
Procurement and Store 
Supplies 

2 1.8 

Production 15 13.4 
Quality Control and Food 
Safety 

11 9.8 

Vehicle Maintenance 4 3.6 
Total 112 100 

 

 

When we see demographic information of the respondents, majority of the respondents i.e. 

43.8% are in the age category 30-36 years, 25% in the age category 37-42 years, 20.5% in the 

age category43-50 years and 10.7% in the age category 23-29 years.Male respondents comprised 

of 80.4% whereas 19.6% are female respondents. On the other hand, majority of the respondents 

are married60.7%, single 34.8%, widowed 2.7% and divorce 1.8%.  
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The above table also revealed that57.1% of the respondents have tertiary level (certificate and 

above), 30.4% secondary level (9-12), 8% elementary (1-8), 3.6% informal education and the 

minimum 0.9%illiterate. Regarding the respondents’ total length of service or tenure in the 

company,33% have a tenure between 2-6 years, 24.1% between 7-11 years, 17% between 12-16 

years, 16.1% above 22 years and 9.8% between 17-21 years. 
 

The table also illustrates the current department of the respondents who participated in the 

study;where majority of the respondents are from sales department i.e. 42%,14.3% from human 

resource,13.4% from production,9.8% from quality control and food safety, 8% from technique, 

7.1% from finance, 4.6% from vehicle maintenance and1.8% from procurement and store 

supplies.  
  

4.2.2. Information of Respondents’Engagement Status in Job Search 
 

Perthe following table, from the total respondents, a large number of them i.e. 68.8% (77 

respondents) are engaged in job search and 31.3% (35 respondents) are not engaged in job 

search.  
 

Table 4.2: Respondents’ Engagement in Job Search 
Description Frequency Percent 

Engage in Job Search 77 68.8 
Not Engage in  Job Search 35 31.3 

Total 112 100 
 
As stated at the beginning of this chapter, the researcher focuses on those respondents who 

are engaged in job search i.e. on 77 respondents (68.8% of the total respondents). Hence, 

detailed discussions are not made for those respondents who are not engaged in job search i.e. 

35 (31.2%)of the total respondents. 

 

 

4.2.2.1. Job Search Engagement Related to DemographicCharacteristics 
 

Having known respondents who are engaged in job search which is the focus of this research, we 

next look into these respondents with respect to their demographiccharacteristics.  This table 

addresses one of the research objectives i.e. to examine demographic pattern of employees’ 

turnover intention across MOHA THP. 
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Table 4.3: Respondents’ Job Search Engagement Related to Demographic Characteristics 
Age of the Respondents' *  Engagement in Job Search  

Category Frequency Percent 
23-29 10 83% 
30-36 37 80% 
37-42 17 68% 
43-50 13 48% 
 Sex of the Respondents' * Engagement in Job Search  
Female 11 50% 
Male 66 73% 
Marital Status of the  Respondents' *  Engagement in Job Search 
Single 31 79% 
Married 45 66% 
Divorce 1 50% 
Respondents' Education Level *  Engagement in Job Search  

Category Frequency Percent 
Elementary/ 1-8 5 55% 
Secondary / 9-12 26 76% 
Tertiary / Certificate & above 46 71% 
Respondents' Total Length of Service* Engagement in Job Search  
2-6 32 86% 
7-11 21 77% 
12-16 12 63% 
17-21 7 63% 
>22 5 27% 
Respondents' Current Department *  Engagement in Job Search  
Finance 6 75% 
Human Resource 15 93% 
Sales 34 72% 
Technical 7 77% 
Production 2 13% 
QC & Food Safety 10 90% 
Vehicle Maintenance 3 75% 
 

When we see respondents’ demographic information, the above table illustrates that from the 

total respondents 83%of them are in the age category between 23-29 years, 80% of them 

between 30-36 years,63% of them between 37-42 years and 48% of them between 43-50 years. 

Male respondents comprise of 73% whereas females are50%. Singlerespondents are 79%, 

Married66% and divorce 50%.  
  

The above table also found out that71% of the respondents have tertiary level educational 

background, 76% secondary education and 55% elementary education. With regard to total 

length of service in the company, a large number of the respondents i.e. 86%stayed in the 
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company between 2-6 years, 77%between 7-11 years, 63%between 12-16 years, 63% between 

17-21 years and 27% above 22 years.Regarding the current departments of the respondents; 

majority of the respondents are from human resource department i.e. 93%, 90% from quality 

control and food safety, 77% from technique, 75% from finance, 75% from vehicle 

maintenance,72% from sales and 13% from production.  
  

4.2.3. Employee Turnover Intention Factors  

  

Focusing on those who are engaged in job search, this part discusses the following internal and 

external turnover intention factorswhich are also discussed in the literature review and 

conceptual framework.This analysis addresses the research objective/question i.e. to identify 

internal and external turnover intention factors in the company.  Results of internal factors are 

discussed first then external factor. 
 

Internal Factors 

• Nature of the Work: – which comprises interference of supervisors/colleagues and 

routineness and repetitiveness of the work which are implications of job freedom/autonomy 

and challenging/interesting of the works respectively. 

• Working Environment 

• Opportunity for Promotion and Development 

• Career Planning 

• Recognition 

• Organizational Commitment:which comprises intention to stay in the company, 

belongingness of the company, sense of moral obligation to remain in the company, attitude 

towards wrongness of leaving the company and attitude towards negative impact of leaving 

the company? 

• Remuneration: this comprises attitude towards fair amount of payment, employees’ 

motivation and satisfaction on monetary rewards and same job level payment and its fairness. 
 

External Factor 

• Alternative Employment Opportunity 
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4.2.3.1. Internal Factors 
 

This part presentsthe result of internal factors of job search: Nature of the work, opportunity for 

promotion and development, working environment, career planning, recognition, organizational 

commitment and remuneration. 
 

a. Nature of the work 

According to the literature, this factor is measured through freedom and autonomy of job and 

challenging and interesting of the tasks which are reflected through supervisors/colleagues 

interference and routineness/repetitiveness of tasks respectively. 
 

Table 4.4: Respondents Feeling Towards Nature of the Work 
Respondents’ Feeling Towards their Supervisors and/or Colleagues Interference  

Category Frequency Percent 
Yes 26 33.8 
No 37 48.1 
Do not know 14 18.2 

Total 77 100 
Respondents’ Feeling Towards Routines and Repetitiveness of their Tasks 

Category Frequency Percent 
Yes 59 76.6 
No 18 23.4 

Total 77 100 
 

The above table illustratesthat majority of the respondents i.e. 48.1% responded that their 

supervisors/colleagues interfere in their day to day activities,33.8% of themresponded that their 

supervisors/colleagues do not interfere in their activities and the rest respondents i.e. 18.2% 

responded neither of the two.  

 

The respondents were also asked to explain the reasons why their supervisors/colleagues 

interfere in their activities. As per the thematic analysis, out of 59 respondents, 22 (37%) of them 

stated their reasons while the rest left the questions unanswered. From 22 respondents 14 (64%) 

respondents negatively explained the interference was caused as there is no defined task 

boundary between the supervisors/colleagues and the employees and the supervisors want to 

exercise their power aggressively and 8 (36%) positively explained the interference is to support 

and facilitate the activities.Regarding the repetitive and routineness of the activities of the 

respondents, from the total respondent, 76.6% of them responded that activities are not repetitive 

and routine and 23.4% of them responded activities are routine and repetitive. 
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b. Opportunity for Promotion and Development 
 
Table 4.6: Respondents’ ViewtowardsOpportunity for Promotion and Development 

Category Frequency Percent 
Yes 20 26 
No 56 72.7 
Do not know 1 1.3 

Total 77 100 
 

Per the above table, 72.7% respondents responded negative towards availability of promotion 

and development whereas 26% of them affirmed availability of promotion and development and 

only 11.3% did not respond the question.  
 

An interview was also conducted with ex-employees of the company to describe the major 

reasons why they left the company and to compare MOHA’s practice of promotion and personal 

development with others in the industry. According to the thematic analysis5 of the interviewee 

described that lack of promotion and personal development was one of the major reasons that 

forced them to quit. They were also asked to compare MOHA with the companies they joined 

after they quit. The result shows other companies in the industry were highly engaged in 

intensive career promotion and personal development unlike MOHA.   
 

 
c. Working Environment 
 
Table 4.7: Respondents’ View towards the Working Environment 

Category Frequency Percent 
Yes 32 41.6 
No 45 58.4 

Total 77 100 
 
The above table illustrates that majority of the respondent i.e. 58.4%conveyed their negative 

view towards the working environment and 41.6% of them feel positive.  
 

Respondents were also asked to explain the reasons why they feel negative towards their 

working environment. As per thematic analysis, out of 45 respondents 30 (67%) of them 

explained their reasons while the rest left the questions unanswered. Out of 30 respondents, 20 

(67%) of them responded due to noisy and narrowness of the plant, 6 (20%) due to work 

overload and 4 (13%) due to lack of working and safety tools.  
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According to the interview conducted with ex-employees of the company regarding feeling 

towards the environment, 4 of them described the working environment was not comfortable due 

to less attention given for workplace arrangement/Ergonomics/ and strident or noisy 

environment. While 3 of them described the working environment was good specially their 

relationship with their ex-colleagues. 

 

d.         Career planning 
 

Table 4.8: Respondents’ Response on Certainty of Future Career 
Category Frequency Percent 

Yes 18 23.4 
No 54 70.1 
Do not know 5 6.5 

Total 77 100 
   

Regarding the respondents’ future career planning, majority of the respondents i.e. 70.1% were 

not certain about their future career in the company.  On the contrary, 23.4% of the respondents 

indicated that they are certain about their future career in the company and the remaining 6.5% 

are neither certain nor uncertain about their future career.  
 

The above result was strongly supported by the result of an interview conducted with ex-

employees of the company as 5 of them responded that uncertainty of their future career pushed 

them to look outside. 
 

e. Recognition 
  
Table 4.9: Respondents’ Supervisor Recognition for Work Accomplishment 

Category Frequency Percent 
Yes 46 59.7 
No 19 24.7 
Do not know 12 15.6 

Total 77 100 
 

As per the above table,majority of the respondents i.e. 59.7% responded positive towards the 

practice of recognition. 24.7% of them responded negatively towards recognition of 

accomplishment of work.  
 

Ex-employees of the company were also interviewed to describe their feeling towards superiors’ 

recognition. 6 of the interviewees described they had a good relationship with their superiors 



30 

 

with regard to recognition; whereas, 2 of them stated that they had not been recognized for their 

work accomplishment by superiors.  

 

f. Organizational Commitment 
 
As discussed in the literature review, organizational commitment comprises of intention to stay 

in the company, belongingness of the company, sense of moral obligation to remain in the 

company, attitude towards wrongness of leaving the company and negative impact of leaving the 

company. 
 

Table 4.10: Respondents’ Response on Organizational Commitment 
Respondents’ Feelingabout Spending the Rest of the Career in the Company 

Category Frequency Percent 
Yes 21 27.3 
No 56 72.7 

Total 77 100 
Respondents’ Feeling towards Belongingness for the Company 
Yes 22 28.6 
No 53 68.8 
Do not know 2 2.6 

Total 77 100 
Respondents’Feeling towards Moral Obligation to Serve the Company 
Yes 30 39 
No 38 49.4 
Do not know 9 11.7 

Total 77 100 
Respondents’Feeling towards Wrongness of Leaving the Company 
Yes 19 24.7 
No 38 49.4 
Do not know 20 26 

Total 77 100 
Respondents’Feeling towards Negative Impacts of Leaving the Company 
Yes 14 18.2 
No 41 53.2 
Do not know 22 28.6 

Total 77 100 
 
The above table illustrates that majority of the respondent i.e. 72.7% respondedthey do not want 

to spend their career in the company. While 27.3% want to spend their career in the company.  
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Respondents were also asked to give their reasons to stay or leave the company. According to 

thematic analysis, out of 56 respondents, 51 (91 %) answeredand the rest left unanswered.  

Out of 51 respondents, 30 (58%) of them do not want to stay in the company; out of this 33% 

mentioned due to lack of promotion and personal developmentand  succession planning,40% 

responded least and unfair salary payment, 27% of them indicated lack of transparency. The 

remaining 21 respondents wanted to stay in the company; out of this, 24% mentioned due to 

existence of promotional and personal development, 38% stated comfortableness of the 

companyand 38% of them indicated difficulty to have job after quitting from the company.  

 

The above table also revealed that 68.8%of the respondentsare not emotionally attached to the 

company, while 28.6% of the respondent responded they were emotionally attached to the 

company. The rest 2.6% responded indifferent.  

 

According to the above table,49.4% of the respondents feel morally not obliged to serve the 

company, 39% have personal norms to serve the company and the rest 11.7% did not respond the 

question.  

 

Regarding the respondents’ thinking of wrongness of leaving the company, 49.4% respondents 

pointed out that leaving the company should not be considered as a wrong act, while 

26%responded indifferent.The remaining 24.7% responded leaving from the company is wrong 

for them.  

 

From the total respondents, 53.2% responded leaving the company would not have a negative 

impacton them, i.e. they committed less for their company.28.6%of them responded leaving the 

company would cost them. 

 
g. Remuneration 
 
This comprises of attitude towards fair payment, employees’ motivation and satisfaction on 

monetary rewards and same job level payment and its fairness. 
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Table 4.11: Respondents’ ViewtowardsRemuneration 
Respondents' Feeling of Being Paid Fair Payment 

Category Frequency Percent 
Yes 11 14.3 
No 66 85.7 

Total 77 100 
Motivation of the Respondent with Monitory Reward 
Yes 51 66.2 
No 26 33.8 

Total 77 100 
Respondents' Satisfaction with Monetary Reward 
Yes 19 24.7 
No 32 41.6 
Missing System 26 33.8 

Total 77 100 
Respondents' Comparison of their Pay with Others 
Yes 65 84.4 
No 12 15.6 

Total 77 100 
Respondents Feeling about Fairness of Pay 
Yes 15 19.5 
No 50 64.9 
Missing System 12 15.6 

Total 77 100 
 
As per the question related to fair paymentfor job performed, a large number of the respondents 

i.e. 85.7% responded they did not receive fair payment.The rest i.e. 14.3% responded positive for 

thepayment they received.  
 

Regarding this issues an interview was also conducted with ex- employees of the companyand 

majority of thempointed out that one of the major reasons that pushed them to quit from the 

company was the least amount of payment they received compared to work 

performed.Moreover, salary survey data from the human resource department revealed that the 

company’spay levelis categorized lower than those companies in the industry which pays more.   
 

The research also tried to investigate the company’s practice of motivating employees with 

monetary rewards.Accordingly,majority of them i.e. 66.2% responded positively to the query, 

while the remaining 33.8%responded against the query. Based on this, those respondents who 
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answered positive also asked to forward their satisfaction level. The result shows that from the 

total of 51 respondents,41.6% of them were not satisfied with monetary reward and 24.7% 

respondents were satisfied.  

 

Regarding respondents’ feeling towards the income of others in the same job grade, majority of 

them 84.4%had experience of comparing their pay with others having the same job grade. The 

rest 15.6% respondents do not have any experience. Moreover, those respondents who compared 

their income with others were also asked to point out its fairness. The result shows that from the 

total of 65 respondent, 50 (64.9%) answered it was unfair. The remaining 15 (19.5%) responded 

it was fair.  

 

4.2.3.2. External Factor 

This part presentsthe result of external factor of job search i.e. alternative employment 

opportunity. 

 
a. Alternative Employment Opportunity 
 
Table 4.12: Respondents’ View towardsAlternative Employment Opportunity 

Category Frequency Percent 
Yes 63 81.8 
No 3 3.9 
Do not know 11 14.3 

Total 77 100 
 
As per the above table, 81.8%respondents confirmedavailability of employment opportunities in 

the labor market, 14.3% did not respond to the question and 3.9% pointed outthat there are no 

alternative employment opportunities in the labor market. 

 

Interview was also conducted with ex-employees of the company. Accordingly, 8 interviewee 

strongly supported the availability of employment opportunities in the labor market. 

 
4.2.4. Employee Turnover Intentions Features 
 

This part also focuses on those employees who are engaged in job search.  The reason for raising 

these questions is to support/strengthen the findings on employees’ turnover intention. 
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Table 4.13: Respondents’ Job Search Frequency, Source, Participation in Job Fair and 
Examination or Interview 

Respondents Job Search Frequency 
Category Frequency Percent 

Every Day 19 24.7 
Every Week 26 33.8 
Monthly 17 22.1 
Annually 15 19.5 

Total 77 100 
Respondents' Job Search Source 
Newsletters 25 32.5 
Websites 25 32.5 
Recommendations 17 22.5 
All 5 6.5 
Missing System 5 6.5 

Total 77 100 
Respondents Participation In Job Fair 
Yes 19 24.7 
No 33 42.9 
Do not know 25 32.5 

Total 77 100 
Respondent’s Interview/Exam Experience by other Company 
Yes 47 61 
No 12 15.6 
Do not know 18 23.4 

Total 77 100 
 

From the total respondents, 33.8% of them search job every week, followed by 24.7% every day, 

22.1% monthly and 19.5% annually.Moreover, the same respondents were asked to reply the 

sources used to search jobs. The result shows 32.5% of the respondent used newsletters, 32.5% 

websites, 22.1% through other people and 6.5% used all the choices.  
 

Regarding the respondents’ participation in the job fair, majority of them i.e. 42.9%are not 

participated in job fair, 32.5% did not respond and 24.7% participated in the job fair. 

Respondents were also asked to respond if they took an interview and/or examination. The result 

shows a relatively large number of the respondents i.e. 61%had an interview and/or took 

examination by other company, 23.4%did not respond to the question and 15.6% did not had an 

interview and /or took examination. 
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4.3. Discussions 
   
4.3.1.   Demographic Characteristics 
 

One of the research questions was to examine the demographic pattern of employees’ turnover 

intention. Accordingly, the study revealed that majority of the respondents’are in the age 

category between 23-29 years with secondary and aboveeducational background. This implied 

that MOHA THP has potential human resources.Employees in this age and education category 

are productive and they have the capacity to make a positive change for the organization if they 

can be retained and kept motivated. However, if not properly handled they will be shifted to 

other organization.The sample was a relatively large number of male respondents to that of 

female respondents. Different studies found out that single employees have more turnover rate 

than married ones due to less family responsibility.Moreover, this study also revealed that single 

respondents have greater intention to leave than others.  

 

On the other hand, regarding the respondents tenure, other studies shows that as employees’ 

years of service in the company increases; they are less likely to experience intent to leave 

(Hedwinga, 2012).Accordingly, this study revealed that majority of the respondents has served 

the organization in less than 6 years, i.e. the highest rate of turnover tends to be among those 

who have recently joined an organization.This result can be an indicator of the long time 

continuity of turnover problem in the company as the relatively large number of the respondents 

has a short time of stay in the company.Finally, this study revealed that respondents from the 

human resource and quality control & food safety department are more intent to leave. Hence, 

these respondents should be given a special attention. 

 

4.3.2.    Employee Turnover Intention Factors  

4.3.2.1. Internal Factors 

a. Nature of the Work  

Positive feeling towards the nature of the work as intrinsic motivators have deeper and longer 

lasting effect to the long term motivation and satisfaction of employees than the extrinsic 

motivators.People will have a positive perception of their jobs when the job has the following 

qualities: meaningful, challenging and interesting and freedom and autonomy (Armstrong, 

2007).  
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Coming to MOHA THP, the result of the study revealed that those respondents who have 

turnover intention are moderately influenced with the nature of the work as they perceived 

negative towards supervisors/colleagues interference and positive towards feeling of their 

activity/routine and repetitiveness. This implies that even if a relatively large number of the 

respondents feel positive towards their activities/routine and repetitiveness, it looks like that the 

company should take measure to decrease the repetitive nature of the job for  those respondents 

as they might have the probability to shift to the other group.  
 

b. Opportunity for Promotion and Development 

When employees perceive that there are opportunities for promotion they feel satisfied for the 

prospective place in the organizations. In several previous studies promotion opportunity which 

is associated to opportunities for professional growth and achievement is one of the best 

predictor of job satisfaction (Khan & Mishra (2013), Al-Ahmadi, (2002)). 
 

The result of this research study revealed that most of the respondents who have intent to leave 

the company ascertained as there is no opportunity for promotion and development in the 

company. Moreover, this is in line with the interview result of ex-employees the company as 

they pointed out that lack of opportunity for promotion and development was one of their major 

reasons to quit from the company. Therefore, measures should be taken to reinforce 

opportunities for growth and personal development. 
 

c. Working Environment 

As the human factor is the key asset in the organizations, employees working environment 

should be safe, motivating and adequately resourced to achieve the strategic objectives of the 

organizations. According to Chan and Morrison (2000), generating a more nurturing 

environment would enhance employees’ sense of organizational identity and empower them to 

maintain a better work climate and an uncaring environment can influence the job satisfaction 

and turnover intention.  
 

This research study revealed that most of the respondents who have intent to leave the company 

influenced by the uncaring and unsafe working environment as they perceived negative towards 

their working environment. This view is also strongly supported by the result of interview 

conducted with ex-employees of the company. Hence, the company should generate a better and 

nurturing work climate to retain its employees. 
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d. Career Planning 

Career planning is the process by which ones select career goals and path to this goal. 

Organizations should have the responsibility to guide and direct the employees to develop and 

utilize their knowledge, ability and resource towards organization development and 

effectiveness. Employees goal have to be appropriately integrated with organizational goal and 

they must be sure that the future career in the organization subject to unforeseen factors.  

 

With regard to the practice of career planning in the company, this research revealed that most of 

the respondents who have turnover intention are influenced with inexistence of career planning 

in the company i.e.theirfuture career is uncertainty. Therefore, the company should develop 

career goal and path and guide them towards its achievement. 

 

e. Recognition 

Recognition is one of the most powerful methods of rewarding people. Employees need to know 

not only how well they achieved their objectives or carried out their work, but also that their 

achievements are appreciated.Herzberg identified recognition as ‘motivating factors’ which 

serves as a potential for ‘satisfiers’ that lead to job satisfaction.  

Therefore, unlike other findings, this research finding revealed that respondents’ intention to 

leave the company was not related to the practice of supervisor recognition as they responded 

that they are recognized by their supervisors. Hence, the company should keep on recognizing 

employees for their accomplishment of work.  

 

f. Organizational Commitment 

Kanter (1968) defined continuance or perceived cost commitment as it occurs when there is a 

profit associated with continued participation and a cost associated with leaving.  He also stated 

that an employee who has a strong affective or emotional attachment to the organization is more 

involved in and enjoys membership in the organization. Some researchers on the other hand 

identified normative commitment or personal norms or sense of moral obligation is important 

contributor behavior including terminating from the organizations (Prestholdt et al., 1987).  

 

From the result part of this research, we can infer that respondents don’t want to spend the rest of 

their carrier in the company with no attachment or belongingness.In addition, they lack moral 
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obligation to serve the company, think that it is not wrong and will not be negatively affected if 

they leave the company.  Hence, from their response, it is possible to assume that these 

employees with lack of organizational commitment are highly suspicious to have intent to leave 

from the company. 

 

g. Remuneration 

Different scholars stated that remuneration is negatively linked to turnover intention in an 

organization (Lum et al, (1998).Satisfaction with pay among existing employees is mainly 

related to feeling about equity and fairness. External and internal comparison will form the base 

of these feelings, which will influence their desire to stay with the organization (Armstrong, 

2007). 

 

The result found from this research also supports as most of respondents’ intention to leave from 

the company is due to the least payment they receive.  Moreover, even if employees think that 

the company motivates with monetary rewards, their satisfaction level found out to be very low. 

Therefore, unless some measure is taken by the company, these employees may easily 

experience intention to leave the company. 
 

From the result, it was also found out that majority of the respondents compare their pay level 

with others having same job level and stated that their payment is not fair.  This showsthat the 

employees were sensitive to the incomes of others in the same job grade. Therefore, unless the 

company implements a strategy to deal with the unfairness of the income level of those 

employees with same level, they may quit the company. 

 

4.3.2.2. External Factor 
 

a. Alternative Employment Opportunity 

The availability andaccessibility of alternative employment opportunities in the market will 

encourage the employees to switch their career to other organization (Price, 2001). 
 

The result is also in line with the above as it indicated that majority of the respondents’ 

ascertained availability of employment opportunity in the labor market.  From this we can infer 

that this is also one of the major factors to have intent to leave the company unless the company 

takes appropriate measure to retain its employees. 
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4.3.3 Employee Turnover Intention Features 

This implied that majority of the respondents search job every week and every day which 

implied respondents’ high intention to leave the company.From this we can infer that 

respondents intensively search for jobs to leave the company. 

 

 

4.4. Result and Discussion of Respondents’ who have noTurnover Intention 
This partdiscusses those respondents who are not engaged in job search. Since this part is not the 

objectives of the research study, detailed discussions are not made. 

    

From the total respondents of the study (112), 31.3% of them responded that they have not 

engaged in job search.  Accordingly, majority of the respondentsare in the age category between 

43-50 years, unlike to those respondents who are engaged in job search.Male respondents are 

greater in number over female respondents. Most of the respondents have tertiary level 

educational background. Married respondents are outnumbered over the others. Regarding the 

respondents’ tenure or years of service stayed in the company, majority of the respondents are 

stayed more than 22 years, which is in line with most of the research findings. Production and 

Sales department respondents are among others who are not engaged in job search. 

 

Coming to the respondents view towards the internal and external factors of employees turnover 

intention, majority of the respondents have positive view towards nature of the work, working 

environment, availability of opportunities for promotion and development, supervisor 

recognition and organizational commitment. However, their view towards career planning and 

remuneration package is negative. Regarding their view on alternative employment opportunity, 

a large number of respondents responded that there are no other alternative employment 

opportunitiesthat match their skill. From this we can infer that, unless the company implement a 

strategy to deal with respondents’ future career planning and remuneration package, these 

respondents may feel differently and experience intent to leave the company. 
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CHAPTER FIVE 
SUMMARY, CONCLUSION AND RECOMMENDATION 

 

5.1. Summary 
 

The summary or findings of the study in relation to the research questions addressed in chapter 

oneispresentedhere under according to their significance/rank of influencing respondents’ 

intention to leave the company. 

5.1.1. Internal and External Factors of Employee Turnover Intention 

Internal Factors 

1st - Least remuneration 

3rd - Lack of opportunity for promotion and development 

4th - Uncertainty of future career/Unplanned future career  

5th- Lack of organizational commitment  

6th - Uncomfortable working environment  

7th-Lack of job freedom and autonomy/Nature of the work 

External Factor 

2nd

5.1.2. Pattern of Demographic Characteristics 

- Availability of alternative employment opportunity.  

 

From the internal factors nature of the work was moderately related to turnover intention as 

respondents ascertain the supervisor/colleagues interference in their activities/lacks job freedom 

& autonomy and their activities were not routine & repetitive/theirjob has challenging & 

interesting tasks.Recognition was unrelated to factors that contribute turnover intention. 

 

Regarding the pattern of demographic characteristics related to turnover intention, majority of 

the respondent are male in the category of productive age/23-29/with secondary and above 

educational background. With regard to marital status, a large number of the respondents are 

single. Most of the respondents’ tenure or service stayed in the company is less than 6 years. 

Human Resource, Quality Control and Food Safety and Techniquedepartments are among the 

other which experienced highintention to leave the company. 
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5.2. Conclusion 
 

From the above summary, it is possible to infer that majority of the identified factors: nature of 

the work/lack of job freedom & autonomy, lack of opportunity for promotion & development, 

unplanned future career /uncertainty of future career, uncomfortable working environment, lack 

of organizational commitment, least remuneration and availability of alternative employment 

opportunity were contributed to the respondents’ intention to leave the company. However, one 

identified factor i.e. recognition wasfound to be unrelated to the respondents’ intention to leave 

the company.  

 

Coming to the respondents’ demographic characteristics result, the age category between 23-29- 

which is productive experienced intention to leave the company along with single and male 

respondents.Respondents with better educational background have intent to leave the company. 

On the other hand, respondents with less experience have intent to leave the company which 

shows a clear turnover problem. Human resource and quality control & food safety departments’ 

employeesare among others which have intention to leave the company. 
 

5.3. Recommendations 
 

Based on the result of the study and observed problem in the company, the following suggestions 

are brought forward as these findings suggest several course of action forthe company to 

intervene and control the turnover intention of employees which is becoming very costly from 

the company point of view. 

 Since the human factor is central to every function of the company, new strategies should be 

developed so as to increase the opportunity for promotion and personal development based 

on performance.  

 A remedy should be made to convert the working environment in to safe, motivating and 

adequately resourced for employees to perform their duties with their full capacity and 

effort.  

 The company should be committed to develop career paths for employees who will facilitate 

the company’s ability to recruit and retain top performing employees. 

 The company should attempt to create a positive attitude culture in the working environment 

and reinforce organizational commitment through identifying barriers for managers and 
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employees, and make the company more adherent at the time of makingdecisions about the 

issues which deal with the lives and health of people. 

 The company should revise the pay structure in line with the labor markettaking into 

consideration of the ability to pay. Moreover, the existing and future (if) pay structure 

should result in internal consistency and fairness among jobs that have same grade.  
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QUESTIONNAIRE TO BE FILLEDBY 

MOHA TEKLEHIMANOT EMPLOYEES 
 

The aim of thisresearch is to empirically investigate the possible factors of employee turnover 

intention and its pattern across MOHA Soft Drinks Industry S.C. Teklehimanot plant. 

 

This research is conducted as part of the fulfilment of the Master of Arts Degree in Human 

Resource Management at Addis Ababa University School of Commerce. To ensure the success 

of the research, Iwould like to seek your support and cooperation in answering the questionnaire 

byproviding your honest and most accurate respond. 

 

The information that you give in this questionnaire is only for academic purposes and will bekept 

strictly confidential. The findings from this questionnaire will be reported only onaggregate level 

and anonymity of individuals that respond to this questionnaire isguaranteed. 

 

Do you agree to participate in responding the questionnaire?    

Yes,continue  

No,quit 

 

Thank you for your kind cooperation and valuable contribution.  

 

Note: 

 Please do not write your name. 

 Please Mark a “√”on the space provided 

 Code   

  

 

SCHOOL OF COMMERCE 

HUMAN RESOURCE MANAGEMENT DEPARTMENT 
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Part One: Demographic Information 
 

1. Age of the respondent in completed years      
 

2. Gender 
Female      Male  
 

3. What is the highest level of completed educational level do you have? 
IlliterateSecondary / 9-12 
Informal EducationTertiary/ Certificate & above 
Elementary/ 1-8                    

 

 
4.  Marital Status? 

                       Single Married 
                       DivorceWidowed 
 

 5.  How long have you been working in MOHA?    
 
6.  What is the current department are you working for? 

 

 
7.  How long have you been working in your current department?   

 
 
Part Two: Questions Related To Employee Turnover Intention Factors 
 

1. Do you feel that your boss or colleagues interfere in your activities? 
1 Yes 2 No 3 Do not know 

 
2. If the answer is YES for question number 1, why is that?     

            
            
             

 
3. Do you feel that your activities are routine and repetitive? 

1 Yes 2 No 3 Do not know 
 

  

1 Finance  5 Procurement & Store Supplies 

2 Human Resource 6 Production 

3 Sales 7 Quality Control & Food Safety 

4 Technic 8 Vehicle Maintenance 

1 2 

2 

1 

5 

4 

3 

2 

1 

4 

3 
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4. Do you feel that your working environment is comfortable for you? 
1 Yes 2 No 3 Do not know 

 
5. If the answer is NO for question number 5, why?      

            
             

 
6. Do you have opportunities for promotion and development? 

1 Yes 2 No 3 Do not know 
 
7. Are you certain about the future career in Moha? 

1 Yes 2 No 3 Do not know 
 
8. Do your boss recognize for the accomplishment of good work?  

1 Yes 2 No 3 Do not know 
 
9. Are you happy to spend the rest of your career in Moha? 

1 Yes 2 No 3 Do not know 
 

10. If the answer is YES or NO for question number 10, why?     
            
             
 

11. Do you have a strong sense of attachment or relation or belonging to Moha? 
1 Yes 2 No 3 Do not know 

 
12. Do you feel a sense of moral obligations to remain in Moha? 

1 Yes 2 No 3 Do not know 
 
13. Do you think that leaving from Moha is wrong for you? 

1 Yes 2 No 3 Do not know 
 
14. Do you think leaving Moha will have negative impact for you? 

1 Yes 2 No 3 Do not know 
 

15. If the answer is YES for question number 15, list some of the negative impacts? 
   ______        
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16. Do you feel you are being paid a fair amount of payment for the work you perform? 

1 Yes 2 No 3 Do not know 
 
17. Does Moha motivate employees with monetary rewards? 

1 Yes 2 No 3 Do not know 
 
18. If the answer is YES for question number 18, are you satisfied with the reward? 

1 Yes 2 No 3 Do not know 
 

19. Have you ever compared your pay with others having the same job level with you? 
1 Yes 2 No 3 Do not know 

 
20. If the answer is YES for question number 20, do you feel it is fair?     

1 Yes 2 No 3 Do not know 
 

21. Do you believe there are alternative employment opportunities in your area of expertise 
in the market? 

1 Yes 2 No 3 Do not know 
 

 
Part Three: Questions Related To Turnover Intention  

 
1. Do you actively engaged in job search? 

1 Yes 2 No 3 Do not know 

 
2. If the answer is YES for question number 1, how frequent?  

1 Every Day 3 Monthly 
2 Every Week 4 Annually 

 
3. If the answer is YES for question number 1, what are the sources? 

1 Vacancy newsletters 3 Through recommendations 
2 Job search websites 4 If other, please specify_____________ 

 
4. Do you participate in the job fairs organized in the country? 

1 Yes 2 No 3 Do not know 
 

5. Have you ever interviewed or examined by other companies? 
1 Yes 2 No 3 Do not know 

 
Thank you! 
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Appendix B 
Questionnaire in Amharic 
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አዎ - ይቀጥሉ 

በሞሐተክለሃይማኖትፋብሪካሠራተኞችየሚሞላመጠይቅ 

 

የዚህጥናትወይምመጠይቅዋናአላማበሞሃተክለሃይማኖትፋብሪካያሉሠራተኞችከፋብሪካውለመልቀቅፍላጐትእንዳላቸውእናም

ክንያታቸውምንሊሆንእንደሚችልመመርመርነው፡፡ 

 

ይህጥናትከአዲስአበባዩኒቨርሲቲንግድሥራት/ቤትበሰውኃብትስራአመራርየማስተርስድግሪዬንለማጠናቀቅእንደማሟያነትየሚረ

ዳኝሲሆንለጥናቱስኬታማናትመጠይቁንበታማኝነትእናበትክክልበመሙላትድጋፍዋንናትብብርዎንእንዲለግሱኝእጠይቃለሁ፡፡ 

 

ከመጠይቁየሚገኘውመረጃከትምህርትጋርበተገናኘብቻጥቅምላይየሚውልሲሆንሚስጥራዊነቱምበከፍተኛሁኔታይጠበቃል፡፡ 

ከመጠይቁየተገኘውውጤትበተናጥልሪፖርትየማይደረግሲሆንመጠይቁንለሚሞሉማንነታቸውእንደማይታወቅአጥኚውማረጋገ

ጫይሰጣል፡፡ 

ይህንንመጠይቅለመሙላትፍቃደኛኖት? 

  

አይደለሁም - ያቁሙ 

 

በመጨረሻምለሚያደርጉልኝመልካምትብብርናከፍተኛአስተዋፅኦምስጋናዬንአቀርባለው፡፡ 

 

ማስታወሻ 

 እባክዎንስሞዎትንአይጥቀሱ 

 እባክዎንበተዘጋጀውየመልስመስጫባዶሣጥንላይየምልክትያስቀምጡ 

 ኮድ   

ንግድሥራትምህርትቤት 
የሰውሀብትሥራአመራርትምህርትክፍል 
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ክፍልአንድ- የግልመረጃዎች 
 

1) እድሜበሙሉዓመትየሚገለፅ   

2) ፆታ 

ሴትወንድ 

3) ያጠናቀቁትከፍተኛየትምህርትደረጃምንድነው? 

ያልተማረሁለተኛደረጃ /ከ9-12/  

መደበኛያልሆነትምህርትሶስተኛደረጃ /ሰርተፊኬትእናበላይ/ 

አንደኛደረጃ /ከ1 -8/    

4) የጋብቻሁኔታ     

ያላገባያገባአግብቶየፈታ 

5) አሁንበሚሰሩትፋብሪካምንያህልጊዜአገልግለዋል?    

6) ስራዎንበይበልጥየሚገልፀውየሥራምድብወይምክፍልየትኛውነው? 

 ፋይናንስ    ግዥናክምችት 

 ሰውኃይል   ምርት 

 ሽያጭ    ጥራትቁጥጥርእናምግብደህንነት 

ቴክኒክ   ተሽከርካሪጥገና 

7) አሁንባሉበትየስራምድብወይምክፍልምንያህልግዜአገልግለዋል?    

ክፍልሁለት-ከሠራተኛየመልቀቅፍላጐትምክንያቶችጋርየተያያዙጥያቄዎች 
1) የቅርብሀላፊዎትወይምየስራባልደረባዎትበስራዎላይጣልቃይገባሉብለውያስባሉ? 

አዎ   አይደለምአላውቅም 

2) ለተራቁጥር 1 ጥያቄመልስዎ"አዎ"ከሆነለምንይመስልዎታል; 
            

           

3) የሚሰሩትስራአንድአይነትናተደጋጋሚነውብለውያስባሉ? 

አዎ   አይደለም አላውቅም   

4) የሥራአካባቢዎትምቹነውብለውያስባሉ? 

አዎ   አይደለም አላውቅም 

5) የተራቁጥር 5 ጥያቄመልስዎ"አይደለም"ከሆነምክንያትዎትንቢገልጹ? 
            

           

  

2 1 

1 
2 

4 
5 

1 2

 

 

1 
2 
3 
4 

5 
6 
7 
8 

1 2 3 

1 2 3 

3 

1 2 3

 

3 
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7) በሞሃለዕድገትእናለሰውልማትመልካምአጋጣሚአለብለውያምናሉ? 

አዎ   አይደለም አላውቅም  

8) ወደፊትበሞሃሊኖርዎትየሚችለውንየስራድርሻበትክክልያውቃሉ? 

አዎ   አይደለም  አላውቅም  

9) አለቃዎትለሠሩትመልካምሥራእውቅናይሰጣሉ? 

አዎ   አይደለም  አላውቅም  

10) ቀሪየስራግዜዎንበሞሃለማሳለፍደስተኛኖት? 

አዎ   አይደለም  አላውቅም  

11) የተራቁጥር 1ዐ ጥያቄመልስዎ"አዎ"ወይም"አይደለም"ከሆነምክንያቶትንቢገለፅ? 
            
             

12) ከሞሃጋርበጣምየጠበቀግንኙነትአልዎት? 

አዎ   አይደለም  አላውቅም  

13) በሞሃእየሰሩለመቀጠልየሞራልግዴታእንዳለቦትያስባሉ? 

አዎ   አይደለም  አላውቅም  

14) ከሞሃለመልቀቅማሰብዎትክክልአይደለምብለውያስባሉ? 

አዎ   አይደለም  አላውቅም  

15) ከሞሃለቀውቢወጡበእርሶላይአሉታዊተፅዕኖይኖረዋልብለውያስባሉ? 

አዎ   አይደለም  አላውቅም  

16) የተራቁጥር 15 ጥያቄመልስዎ"አዎ"ከሆነየተወሰኑአሉታዊተፅኖዎችንቢጠቅሱ? 

            
             

17) ለሚሰሩት ሥራተመጣጣኝክፍያይከፈለኛልብለውያስባሉ? 

አዎ   አይደለም  አላውቅም  

18) ሞሃሠራተኞቹንየተለያዩየገንዘብማበረታቻዎችንበመስጠትያበረታታል? 

አዎ   አይደለም  አላውቅም  

19) የተራቁጥር18 መልስዎ"አዎ"ከሆነበማበረታቻዎቹደስተኛኖት? 

  አዎ   አይደለም  አላውቅም  

20) የሚከፈልዎትንክፍያከእርሶጋርእኩልደረጃላይከሚገኝየስራባልደረባዎክፍያጋርአወዳድረውያውቃሉ? 

 አዎአይደለም   አላውቅም  

21) የተራቁጥር 2ዐ መልስዎ"አዎ"ከሆነፍትህአዊነውብለውያስባሉ? 

አዎአይደለም   አላውቅም 

22) በገበያላይበእርሶየስራመስክአማራጭየስራእድሎችአሉብለውያምናሉ? 

አዎአይደለም   አላውቅም 

  

1 2 3 

1 2 3 

1

   

2 3 

1 2 3 

1 2 3 

1 2 3 

1 
  2 3 

1 2 3 

1 2 3 

1 2 3 

1 2

     

3 

1 2 3 

1 2 3 

1

 

 

2 3
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ክፍልሶስት- ከመልቀቅፍላጎትጋርየተያያዙጥያቄዎች 
1. ከሥራሰዓትውጪያለውንጊዜዎትንሥራበመፈለግይጠቀሙበታል? 

አዎአይደለም  አላውቅም 

2. የተራቁጥር 1 ጥያቄመልስ"አዎ"ከሆነበምንያህልግዜ? 

በየቀኑ   በየወሩ 

በየሳምንቱ በየአመቱ 

3. የተራቁጥር 1 ጥያቄመልስ"አዎ"ከሆነመረጃውንየሚያገኙትከየትነው? 

የሥራጋዜጦችበተለያዩሰዎችአማካኝነት 

የሥራድህረገጾችሌላከሆነቢገልጹ    

4. አሰሪእናሠራተኛበሚገናኙበትየስራኤግዚቢሽንላይተካፋለውያውቃሉ? 

አዎአይደለም  አላውቅም 

5. ከዚህ በፊት ለሥራ ጉዳይ በሌሎችመ/ቤቶችፈተናተፈትነውያውቃሉ? 

አዎአይደለም  አላውቅም       

 

አመሰግናለh# 

 
 
 
 
 
  

1 
2 

3 
4 

1 2 3 

1 2 3 

1 2 3 

4 
3 

2 
1 
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Appendix C 
Interview Questions 
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1. How long have you been worked in MOHA?  

Interview Questions with Ex-Employees of MOHA THP 
 

2. What were the reasons behind your resignation?  

3. How did you felt about MOHA’s remuneration package?  

4. How did you felt about MOHA’s working environment?  

5. How did you think of your supervisor?   

6. Please evaluate MOHA with reference to other companies you were worked for 

after you left from MOHA in terms of: 

 Human Development 

• Certainty of the Future career 

• Opportunity for promotion and development 

7. How did you see the availability of job opportunities in the labor market after you 

quit from MOHA?  
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