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ABSTRACT

Commercial bank of Ethiopia (CBE) is the biggest state owned bank and the largest commercial
bank in the country. The bank has avision to be aworld class commercial bank by the year 2025.
The main objective of this research is to identify the mgjor factorsinfluencing employee turnover
in commercial bank of Ethiopia (CBE) and provide professional advices that would help the bank
to reduce turnover and retain its competent personnel. The study used both primary and
secondary data. The primary data was collected using semi structured questionnaires and
interview with HR directs of the bank. Sample sizes of 126 employees were selected for the
guestionnaire. Interview with HR director was made based on the survey result. The bank’s
quarter report, annual report and magazine were examined as a secondary data. The data gathered
from the respondents analyzed using Stati stical Package for Social Science (SPSS) and using the
descriptive analysis. Data analyzed by using descriptive statistics which includes calcul ating the
number and percentages, frequency distribution tables. Chi-square test is used for this and results
Is expressed using the p-value (p<0.05 as significant). From the proposed five factors influencing
employee intention to turnover, salary & benefit and work environment become significant
factors in this study. Therefore the researcher has recommended that the bank has to revise its
compensation policy like salary scale, and creates good working environment in order to reduce

turnover intention and retain its employee.

Key words: Employee Turnover, Turnover intention, Employee satisfaction and Salary and
Benefit



CHAPTER ONE

INTRODUCTION

1.1 Background of the study

Banking industry is one of key playersin financia markets operations. It plays an important role
in keeping a country’s economy and massively contributes for GDP growth of the nation.
Provision of good quality of services, high productivity, and gaining profits are among major
goals of an industry including banks (Abbasi et a.2000). The achievement of organizational goals
and strategy is improbable without employees’ efforts, supports and contributions. Every bank
including commercial bank of Ethiopia (CBE) provides different services to its customers and
continuously strives to capture bigger market shares in the hope for generating more revenue and
thus profit in astiff competitive market environment. In today’s high competitive environment of
banks, as a service providing organization, high quality of customer services is an essential
element for enhancing customer satisfaction and customer loyalty which ultimately leads to
Improved performance, better profitability and a big market share of the banks.

It is an obvious fact that employees are the most valuable asset in service giving industry to
deliver every customer services, so it is vital to maintain adequate number of the right sort of
employees with appropriate training, qualifications and experience who serve its customers as
per the rules and regulation of the bank. Indeed, effective performance of the bank depends not
only on the available technica resources, but aso on the quality and competence of its
employees as required by the bank from time to time. This is a reason why many banking CEOs
have agreed that the availability of skills, a component of human capital/talent, is akey issue for
banks (Grosskopf& Atherman, 2011). Many researchers have found that in a service rendering
company, there are strong relation between employee satisfaction, customer satisfaction and
service quality. However, in this era of human resource, employee turnover is a magjor factor that
Impedes businesss ability to retain customers and provide high-quality customer service.
Employee turnover (i.e., loss of employee) is the fina outcome of turnover intention (i.e.,
thinking of quitting or leaving the jobs and the organization (Zahid H.B, 2013). When bank

employees’ nurtures turnover and this is not checked, it might result to high loss of
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employees(i.e., employees’ turnover) which in turn jeopardize an organizational performance,
productivity, and effectiveness and banking financial system in genera (Mobley, 1982;
Mourad& Mustapha, 2007).Workers who have more experience a a certain company will be
more aware of the company's policies, goals and how to fulfill their roles in the company. New
workers often require time to learn how to fulfill their roles, since companies with high turnover
will tend to have more inexperienced workers, they may also suffer from lower worker
productivity. Additionally, due to high turnover understaffing of current employees lead to
increased workload, decreased effectiveness and productivity of the remaining staffs in the
organization(Wagner,2010;Miller,2010). Additional ly, high rates of turnover also leads to higher
cosls related to recruiting and training of new employees(Powell&Y ork,1992;
Mourad& M ustefa,2007). It costs businesses money to hire human resource workers. To
interview and hire candidates and training new workers can be a costly process that diverts
skilled workers from revenue-generating activities. Experienced workers who have to frequently
train new employees are less able to concentrate on their normal job duties which result in afirm
to generate less profit. Turnover may not only affect the organization but also have a negative
impact on the employee itself as the individual may lose non-vested benefits and suffers the
hasde of finding ajob and new job adaptation.

Many researchers have recognized that banks entertain many turnovers day after day. It is
obvious fact that, new banks join the market and existing banks expand the network of their
branches, so this may lead to tougher competition in recruiting and retaining qualified and
experienced employee in tight job market and these often poses great chalenge for banks
including CBE. With the increase in competition in the Ethiopias banking industry, the
competitive advantage of one bank can easily erase if they experience high rate of labor turnover.
This is based on the fact that while tangible products can easily be copied and imitated,
intangible assets such as the skills and knowledge of the employees cannot be copied by rivals
banks unless through labor turnover (Meaghan etal 2002; Ongori, 2007). Hence, the rival banks
(eg. Private Banksin Ethiopia) are willing to alocate huge resources to displace and recruit the
experienced bankers who have many years of working experiences to work for them. An
experienced employee who knows all the financial products and background is very important
for a bank because he/she is the frontline who directly interacts with valuable customers and
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provides the first impresson of the respective bank. Customers may feel more comfortable
talking to the same employees and customer service representatives over time. Personal
relationships and familiarity can build customer loyalty. This benefits the bank in such away that
it enables the bank to retain its esteemed customers and get more deposit/loan customers. So,
every bank put its utmost efforts to continuously attract experienced employees by upgrading its
benefit packages/salary and offering higher positions. This builds and encourages employees at
any level of postion to leave the bank and look for better career with benefits in other banks.
When this happens, it aso means that the bank loses its employees on whom it has invested up

on to develop their skills and knowledge in terms of trai ning/development program packages.

The effect of turnover has received huge attention from top management (senior executives),
human resource professionals and other industrial psychologists and it has proven to be one of
the most costly and apparently difficult human resource challenges faced globally by different
organizations including banking industry according to Jha(2014). Organizations all over the
world including banks in Ethiopia invest a lot to maintain and retain their employees. Many
strategies have been devised to retain employees by many banks in Ethiopia such as improved
benefit packages and training and development of saffs, but still the banking sector is
characterized by high employee turnover despite retention strategies (Biruk W., 2013). This
scenario is also seen in our context, commercial bank of Ethiopia. In today’s competitive
business world, employee turnover management is considered to be very crucial to banks so asto
arrest the outflow of key personnel and retain winning advantage in banking industry. In fact,
Imperative investigation and recognition of factors that cause employee turnover is vital entry
point to manage turnover at any level (Tuzan, 2007).1t is recently observable that there are
considerable employee turnover in CBE including employees who achieved top positions in the
bank structure and this has triggered the researcher to investigate the factors for turnover of

employees in CBE.
1.2. Background of Commercial Bank of Ethiopia

Commercial bank of Ethiopia (CBE) is the biggest state owned bank and the largest commercial
bank in the country. The bank was established as state bank of Ethiopian in 1942 but legally
established as Share Company after twenty years in 1963. As per the annual reports of the banks
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shows the bank has more than 1140 branches throughout the country. It has 13.3 million account
holders and 1,352,000 users of mobile and internet banking. CBE has asset of ETB 384.6 hillion
as of June 30, 2016 and the number of employees has reached 29000(Report year 2015).CBE has

avision to be aworld class commercial bank by the year 2025.

Banking industry is one of the fastest growing industries in Ethiopia. Before 1991, the banking
sector was run by three government banks namely CBE, development bank and construction
bank. Following the Monetary and Banking Proclamation of 1994 a number of private banks
have been opened in Ethiopia. The national bank of Ethiopia (NBE) which is the regulatory
authority in the industry revedls that private banks increased in number from 3 in 1991 to 19
banksin 2015 (www.nbe.com). However, after assmilation of construction bank to CBE in 2016,
currently there are only two state banks and 16 private banks with a total of 18 banks in the

country.

Commercial bank of Ethiopia is serving the society with different banking services. There are
four core banking processes, domestic banking, international banking, E-payment and interest
free banking. Under domestic banking there are deposits, credit facility and local money transfer.
International banking service contains trade service (TS) Forex service and money transfer. On

the other hand E-payment contains internet banking, card banking & Mobile banking.

1.3. Satement of the Problem

Employee turnover has always been a matter of concern for all type of organizations including
banks. Large number of employee turnover may be unfavorable to both the banks as well as the
employees. High turnover can harm a businesss ability to retain customers and customer service
quality and also leads to low productivity, (Mabindisa, 2013). Turnover is well acknowledged by
higher officials and HR managers due to its multi-dimensional untoward effects in banks. After
Federal Government of Ethiopialegalized domestic private commercial banksto join the banking
industry, increased number of banks has created stiff market competition. Even if commercial
bank of Ethiopia has aleading position, the increased number of the private banks has made the
competition tougher in providing quality service and introduction of modern banking system.
The Commercial bank of Ethiopia can maintain its leading position when it continuously

Improve service quality and retain its customer since offering quality services give sustainable
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competitive advantage to any business. The flourishing number of banks has also created alot of
employment opportunity to the nation but it has also produced many staff turnovers in CBE even
If the bank has employed many staff retention strategies.

Table 1 Number of employee turnover

S.No Year No. of Employees left CBE
1 2013 430
2 2014 616
3 2015 709
4 2016 ( nine months) 830

Source: CBE s HRM quarter report

Commercia bank of Ethiopiahas avision to be aworld class commercia bank by the year 2025.
For redization of its vison it has formulated strategies. One of the strategies is satisfying its
employee through training and professona growth; recognize its employee as vauable
organizational resource. But it is observed that senior employees are leaving the bank and join
private banks. If the bank does not investigate the factors that influence employee turnover and
formulate strategy to retain its talented employees, it may reduce its profitability and market
share. There are a number of factors that drive turnover. These factors lead to employee low
morale and quitting of the job which on the other hand can affect the bank by causing low
organizational performance, loss of experienced employees, high administrative hiring costs and
shift of customers to other banks(Alice etal,2013 as cited by Biruk Wallelign,2013). Therefore,
by focusing on these factors for turnover and taking corrective measure one can proactively avert
or reduce employee turnover rate (Bax&lebberk, 2004). A fuller understanding of factors for
employee turnover in commercia bank of Ethiopia is a paramount importancefor the bank higher
officials and HR managers, as it gives an insight and entry point to formulate and implement
various effective strategies to ensure that there is employee continuity in the bank to enhance
overal performance of CBE.So it is imperative to study one of the biggest HR challenge in the

banks (CBE); employee turnover and its influencing factors.
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1.4. ustification for the study
There is paucity of papers on factors on employee turnover in governmental banks and the huge

detrimental effect of turnover on the banking sector isthe main reasons for studying this topic.

1.5. Research Questions
This study tries to investigate factors of employee turnover at CBE, based on observationd

premises that employees especially the seniors and experienced ones are leaving the CBE for

private banks causing high employee turnover.

This study primarily focuses on answering the following basic research questions in order to

address the stated problem:

What is the CBE's employee level of intension to leave?

Isthere any relationship between employee turnover and employees benefit packages?

Is there any relationship between employee turnover and work environment, job
dissatisfaction and career growth opportunity?

What is the effect of employee- supervisor relationship on employee turnover CBE?

|s there relationship between Job related factor with employee turnover

1.6. Research Objectives

1.6.1 General Objective

The main objective of this research is to identify the major factors behind employee turnover in
banking industry, the case of commercial bank of Ethiopia (CBE) and provide professional

advice that would help the bank to reduce turnover and retain its competent employees.
1.6.2 Specific objectives
Specific objective of this study are:

To explore factors influencing employee turnover in CBE
To assess the magnitude and nature of employee turnover intention in CBE
To asses strategies employed by CBE to retain its employees

To assess the association of factors influencing turnover and turnover intention.
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1.7. Sgnificance of the study

It is expected that the findings of this study helps management of the banks, particularly human
resources managers to have a clear understanding on the causes of employee turnover in CBE
and this helps them to design the appropriate strategies to minimize employee turnover.
Furthermore, it is expected that the findings of this study is used to policy makers in
understanding factors that enhance employee turnover so that effective policies and regulations

can be endorsed to facilitate the retention process in the banking industry.

It is aso expected that the findings of this study will add great deal of knowledge for
academicians in understanding various trends and causes of employee turnover. It will also allow
them to study further on various measures that can be employed to minimize the problem of

employee turnover.

The results and findings of this research can be used as baseline for future researchers to identify
in detail the employees’ perspective on turnover. Moreover, this valuable piece of information
will also help to improve the benefits and welfare of other bankers and hence supports the

banking industry to revitalize their retention program.

1.8 Scope of the study
Theresearch is designed to examine the factors that influence labor turnover in banking industry

in case of Commercial bank of Ethiopia. The study focused on employee working on core
banking operation of CBE.The study focused on selected departments at head offices and
branches of CBE at Addis Ababa. Therefore, the study focused on head office Credit department,
Trade service, selected branches from the four districts under Addis Ababa region.

1.9 Limitation of the Study
The researcher used convenient sampling method and focused on Addis Ababa region. This
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ignores the idea and responses of employees of CBE working outline districts of the country.

1.10. Operational Definition of Key Terms

Turnover intention: isan individua’s desire to leave ajob or an organization permanently at
some point of time in the future.

Turnover:-refers to the movement of employees in an organization and movement in market

between employment and unemployment

Turnover Rate: isratio of the number of employees who left the bank during the period
considered and the average number of employees of the organization in the same period.

Employees.-refers toa full time worker at commercial bank of Ethiopia

1.11 Organization of the study
This research comprisesfive chapters. The first chapter contains background of the study, back

ground of the CBE, statement of the problem, research questions, objectives of the study,
operational definition of terms, significance of the study, scope of the study, limitation of study,

and operational definition of the study.

The second chapter contains a review of literature pertaining to turnover causes and identifies
gaps in the context of formulated conceptual model. It has introduction and detail description of

causes of turnover in the ground of different researches.

Chapter three contains a detailed description of design of the study, population and sampling
techniques, the type of data and tools/instruments of data collection, the procedures of data

collection and the methods of data analys s used.
Chapter four contains data analysis and interpretation of survey result and

Chapter 5 contains the summary, conclusion and recommendation.

CHAPTERTWO
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LITRATURE REVIEW

In this chapter, a literature and related views of various authors and previous research done are

reviewed and the key concept under study in the research thesis, namely factors influencing

employee turnover is assessed.

In pursuit of this objective, the review firstly presents a definition of employee turnover intention
(intention to leave) and employee turnover (actual quitting) for the purpose of addressing how
this construct validates the thess. Secondly, the literature review critically discusses a wide
range of the factors/sources of employee turnover with specia emphasis on5 factors. Those
factors are salary and benefit package, employee career growth, relationships of manager and
supervisors with their subordinates, job related factors, and working environment/organization
related factors.

2.1. Definition and Types of turnover
2.1.1. Intention to leave ajob (Turnover Intention)

Turnover intentionis defined as an ‘individual’s own expected chance that they are quitting the
organization permanently at some spot in the near future and look forward to find the other one.
(Purani& Sahadev, 2007; Weisbeg, 1994, Vandenberg and Nelson 1999, p. 1315). According to
Price (2001), it is not just intending to quit the location, but the work role, the job, and also the

organization.
Types of turnover intention

The intention to leave can be categorized into unpreventable or unavoidable turnover, desired

turnover and undesirabl e turnover.

1. Unpreventable turnover is due to the issues of family, personal illness or retirement.
2. Thedesred turnover isdue to the inability of the employee himself.
3. Undesirable turnover consists of skilled and trained workers leaving due to organizational

Issue such as poor support, role conflict and lack of supervision.

Turnover intention is a major issue, mainly in the field of human resource management. Many
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researches have shown that turnover intention has direct relationship with actual turn over.
According to Castro, & Shepherd, 2007, turnover intention is the major determinants of turnover
behavior (i.e., quitting behavior) and it is one of the biggest causes and an immediate symbol of
employee’s turnover (Griffeth et a., 2000; Porter & Steers, 1973). Therefore turnover intention
IS amagor area of interest and poses a very crucial chalenge for today’s HR managers because
intention to leave takes perceptions of job alternatives, poor work performance, poor personal
behavior and work ethics and impaired deliverance of quality service to customers, and etc. until

the behavior culminates with actual quitting of job and organization.

Many researches have aso linked turnover intention to lateness, absenteeism, work withdrawal,
reduced performance, and poor organizational citizenship behavior, low commitment, and poor
work engagement, and invariably declining output (Johns, 1997; Meyer, 1997; Griffeth et a.,
2000; Oluwafemi, 2009; 2010; Samad, 2012).

2.1.2. Employeeturnover

Employee turnover is defined as the rotation of workers around the labor market; between firms,
jobs and occupations; and between the states of employment and unemployment (Abass et
al.2000).

In human resource context, turnover is the act of replacing an employee with new employee. An
organizations’ turnover is measured as a percentage rate, which is referred as turnover rate. There
are four types of turnovers. voluntary, involuntary, functional and dysfunctional, turnover cited
on Wikipedia These are voluntary turnover, involuntary turnover, functional turnover and

dysfunctional turnover

The first type of turnover is Voluntary turnover, which occurs when an employee voluntarily
chooses to resign from the organization. Voluntary turnover could be the result of a more

appealing job offer, staff conflict, or lack of advancement opportunities.

The second type of turnover is involuntary, which occurs when the employer makes the decision
to discharge an employee and the employee unwillingly leaves his or her position. Involuntary

turnover could be aresult of poor performance, staff conflict, the at-will employment clause, etc.
The third type of turnover is functional, which occurs when a low-performing employee leaves
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the organization. Functional turnover reduces the amount of paperwork that a company must file
In order to rid itself of a low-performing employee. Rather than having to go through the
potentially difficult process of proving that an employee is inadequate, the company smply

respects his or her own decision to leave.

The fourth type of turnover isdysfunctional, which occurs when a high-performing employee
leaves the organization.Dysfunctiona turnover can be potentially costly to an organization, and
could be the result of a more appealing job offer or lack of opportunities in career advancement.
Too much turnover is not only costly, but it can also give an organization a bad reputation.
However, there is aso good turnover, which occurs when an organization finds a better fit with a
new employee in a certain position. Good turnover can also transpire when an employee has
outgrown opportunities within a certain organization and must move forward with his or her

career in anew organization

High turnover may be harmful to an organizations’ productivity if skilled workers are leaving
and the worker population contains a high percentage of novices. Employee turnover affect the
organization activities and impedes the successes of the organization at large. Besides,
organizations are nothing without its employee and difficult to survive in adynamic environment;
hence, managers should play abig role to achieve the objectives of the organizations and treating
their employees as one of their assets which needs alot of attention (Samuel and Chipunza, 2009
). Employee turnover also affects customer service, commitment for the organization, quality of

products and service and organizational effectiveness.

Organization has to bear a cost for both voluntary and involuntary turnover. As Mobley (1982)
stated this as whether the turnover isvoluntary or involuntary organizations has to bear foll owing
costs asrecruiting, hiring, training, retaining, loss of productivity during replacement search, loss
of high performers and disruption of social and communication structures of organizations. That
iIswhy Gupta,Shaw,& Delery(2005) said employee turnover is a of loss in terms of financial and
ingtitutional memory. So, managers should examine the sources of employee turnover and
recommend the best approach to fill the gap of the source and they have to devise a strategy to
retain employees in their organization to enhance their competitiveness in the business world
(Ongori, 2007).
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Chan et a. (2011) found that the turnover rate of banking industry is very high. Employee
turnover is considered as a costly dysfunction that every healthy busness must endeavor to
diminish or eiminate. To cope with this employee turnover phenomenon, cross-discipline
research studies on human capital and banking industry are very valuable and effort-worthy to

provide practical guideline and strategic action to retain employees.

To improve or reduce employee turnover rates first activity is full understanding of factors for
turnover and haw significant are these factors and second activity to take crucial action on
identified factors to curb turnover. Although, there is no standard framework for understanding
the employees turnover process as whole, a wide range of factors have been found useful in
interpreting employee turnover Kevin et al. (2004). This inference aso works in banking

industry.

2.2.Factors/ causes for turnover

Employee turnover can be caused by various factors which in turn can have impacts in the
performance and the future of the bank. These factors can stem from the employer, the
employees or both. According to Bean, (2009) employees’ wages, company benefits, employee
attendance, and job performance and organizationa commitment are factors that play a
significant role in employee turnover, However, (Bratton and Gold, 2003), Pendulwa, 2011 )
described the causal factors for turnover which include job not matching new employee’s
expectations, lack of attention from line managers, lack of training, lack of autonomy, lack of
challenge and variety within the work. The researchers aso described; low salary, poor benefits,
lack of job securities, disgppointment with the promotion and development opportunities,
disappointment with standards of management such as unapproachable, uncaring and distant
behavior and afailure to consult as factors for turnover. These factors are aso crucia in banking
sector. It is stated by many scholars that in turnover process even if employees usually points out
one factor for their turnover choice, there are aways more factors on the back hand that works as
adriving force for that factor (Jaffari, 2011).

A study done on turnover intention in 160 employees of CIM Bank of Klang valley branches, in
Malaysa showed a moderate correlation between working environment and bank employees

turnover intention compared to other variables such asjob stress, compensation salary and career
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growth. However, the study done by Oluwafemi on turnover intention in Nigeria’s oil industry
on 750 employees found that fairness in distribution of rewards, implementation of
organizational policies and procedures, as well as the prevailing superiors styles of interaction
with subordinates were found to be more important determinants of employees’ intention to stay
with their organization. And the study also found that participants who were emotionally

unstabl e also scored higher on turnover intention than parti cipants who were emotionally stable.

According to study done by Elizabeth Medina by title “ Job Satisfaction and Employee Turnover
Intention: What does Organizational Culture Have To Do With 1t?" depicts factors for job
sati sfaction which indirectly affects turnover. This study was done on 4717 individuals working
on different sectors, and data is drawn from data collected for General Social Survey (GSS) of
residents of the United States. The results show that, an increase in job satisfaction is associated
with a decrease in turnover intention to leave his or her current employer; and, holding job
sati sfaction constant; employees with high workplace cultural satisfaction have lower turnover
intention compared to employees with low workplace cultura satisfaction. It is worth noting that
this relationship is statistically significant at the 90% confidence interval. The results of this
study confirm having higher education, increased life satisfaction from work and low income
status is gignificantly associated datistically with increases in turnover. Furthermore, this
research showed that people who have been employed with the same company for an extended
period (about 5 years) are less likely to move. A person who is the lowest quartile of income (i.e.
in the bottom 25 percent of earners) have increased turnover intention and intend to find a new,
better-paying job when compared to someone who is not in the lowest quartile of income People
in this group. Additionally the study also showed that young adults (18-35) have more level of

turnover intention compared to mature adults (36-88).

A study done on causes of employee turnover on local Banks in both government and private
sectors in Bahawalpur, Punjab, Pakistan, shows that employee turnover has a significant
relationship with the variables i.e Job satisfaction, Trust Relationship, Job Security,
Organizational Commitment and Job Stress but it has insignificant relationship with Person
Organi zation Fit and recognized that Job Stress is the magjor contributor for turnover. It was also
concluded that workload monitoring and supervisory subordinate relationships from the

management can not only reduce stress, but can also increase job satisfaction, job security and
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commitment to the organization. Moreover, given their importance in quitting intentions,
managers must monitor both the extrinsic and intrinsic sources of job satisfaction provided to

workers.

SomchitHongvichit(2015) has reviewed research papers on turnover and on his paper “The

Research Progress and Prospect of Employee Turnover Intention he designated factors
influencing turnover intention based on the study done at different organization and pointed out
that; persona factors, organization management factors, individual organization match such as
job satisfaction and organizational commitment are among others which are sited in many

literatures as factors influencing turnover.

The following factors are identified and systematically categorized by researcher to be a factors
influencing turnover after reviewing research papers. These are; salary and benefit packages,
employees’ career growth, relationship of employee with the management, job related factors and
work environment& organizational factors and these factors are critically reviewed from

literatures.

2.3. Synthesis of Conceptual Model
After reviewing many research papers, it is found that salary and benefit packages, employees’

career growth, relationship of employee with the management, job related factors and work
environment& organizational factors are the notable key factors of employee turnover. These few
factors are the bases for adopted conceptual model and over al these factors are the major areas

of emphasis for this study, the researcher planned to conduct.

Conceptual modd for turnover in this sudy

Figure 1 : Conceptual model for turnover intention in this study
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Employees turn over
intention

Sour ce: adopted from research done on 2013

2.4. Empirical review of factorsinfluencing employee turnover based on
proposed model

1. Salary and benefit packages:

Adequate and flexible benefits can demonstrate to employees that a company is supportive and
fair, and there is evidence to suggest that benefits are one of the top reasons why employees
choose to stay with their employer or to join the company in the first place (Lockhead and
Stephens 2004).Unequal or substandard wage structures fall under this category as well. When
two or more employees perform similar work and have similar respons bilities, differences in pay
rate can drive lower paid employees to quit. If they are paid less than other employersfor similar
work, employees are likely to quit for higher pay, if other factors are relatively
equal.(Handelsman, 2009).

Employees always look for companies who offer more benefits and compensation package. The
most common reason for employee turnover rate being so high is the salary scale because
employees are usualy in search of jobs that pay well and availability of higher paying jobs
facilitates their decision to leave the job and organization. Firth et al., (2004) says that workers,
whose sadlaries fal in short of the going market rate, may feel undervalued at their current
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companies and look for acompany that will pay them what they're worth.

Low incentive and benefits packages, is also an important factor for high employee turnover
intention. When a worker is employed with limited benefits, there is little incentive to stay, even
if he/she is offered dightly higher rate of salary. For these reasons, most companies focus on
employee retention strategies regardless of pay levels (Beam,2009). Rampur, (2009) in his study
concluded that employees prefer other companies which may provide them with higher posts and

increased benefit packages.

Manu et a. (2004) argue that employees quit from organization due economic reasons. Using
economic model they showed that people quit from organization due to economic reasons and
these can be used to predict the labour turnover in the market. So, good local labour market

conditions with availability of alternative and high paying organizations will drive turnover.
2. Career Growth:

Larson (2004) says career progress creates stress on employee’s understandings of the worth of
his or her career prospects. Career advancement gives satisfaction and sense of accomplishment
for employee. When there is obstacles in career development, which can appear at any time
during an employee's employment period, arose stress in the employer. These stressors can
include an array of problems like being stuck at a position, without any hopes of progress or
threats of downsizing (Smith and Cooper, 1994). This causes high turnover intention asit creates
an attention on an employee to consider or look for other companies (banks) with career
advancement opportunities. If no prospect or potential opportunity for career advancements or
promotions and most positions are held in the company including banks then the employees shift
to other banks which may provide them with higher posts if career is the mgor goa of an

individual beyond other things.

Irshad (2009) in his study finds that training and career development was found motivati ng factor
which leads to retention. Besides, Phillips & Connel (2003) concluded that provison of
development opportunities for individual employee is vital for the organization in order to
enhance employees’ proficiencies and improve their chances of getting higher posts. Employee

training is also an inference of management dedication to build a life-long relationship with the
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employees thereby influencing their turnover decisions (Wright, McMahan and McWilliams,
1994).

3. Employeereéelationship with management:

Bank system and operation are hierarchical structure, and interactions between
supervisors/managers and subordinates have detrimental effect on the performance and
productivity of the bank, because this relationship plays a vital role on turnover intentions and
influences employees’ decision to stay in ajob. A poor relationship with the management can be
an important reason for the employees to leave their jobs. Employees demand a relationship
which is bounded with good support from managers and supervisors and also to be treated fairly
and respectfully.

Taylor (2002) mentions that employees need managers, who know and understand them and who
treat them fairly. Employees also choose managers who can be trusted. If employees feel that
thelr managers are fair, reasonable and supportive, their levels of job satisfaction increase.
Besdes, if the manager shows interest in the well-being of employees and is supportive and
sengitive towards employees emotionally, employee job satisfaction also increases (Egan, Yang
& Bartlett, 2004).

According to Sias (2005) research, quality of subordinate and supervisor relationship negatively
related to employee turnover intention. Griffeth and Hom (2001)a management researchers, state
that bad supervision is a prime malefactor of turnover. Besides, little supervision and less support
from managers/supervisors in conducting the assignment, lack of fixing issues or problems
decreases workers ability to cope with their stressful jobs, leads tohigh level of persona tension
thereby increased likelihood of leaving jobs (Mondy, 2010)(Michal, Nisdy, JA and
Levin2001).Mbah S. E (2012) argues that employees tend to perform better when they have
under less supervision and freedom to exercise initiatives, judgment and self-approach to work.
Therefore, supervision has to be supportive and beneficiary for the employee and it needs to be
balanced.

Feedback is an important dimension during supervisor employee interaction, both for persona as

well as banks productivity and the quality of feedback matters in the decision to stay in the bank.
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Employees usually need to have feedback because they want to know their progression in the job,
how well they meet job requirements, goals and use it for further self-development. Ongori (2007)
found that if an employee is uncertain about the expectations of his boss and peers, and
inadequately informed about the organization, may cause low satisfaction and commitment. This
may cause his intention to leave the organization. Persona feedback needs strong communication
between the supervisor and employee to align the goals of an employee and organization (Sias,
2005).

Therefore, supervisors and managers have an important impact on employee turnover and the

quality of supervision also determines the length of time that employees stay in an organization.
4. Job related factors

Job sati sfaction is one maor job-related factor that leads to turnover. It is caused by many factors.
Some of common stressors in the banking industry that trigger job dissatisfaction include high
job targets or demands, lack of shifting, dual obligation of protecting the banks and its customers,
emotional demands, and time pressure (Ogungbamila, 2010; Ojedokun, 2008, Ogungbamila,
2010), changes in the task, high pressure to balance transaction of the day, and increase paper
work . When employees increased stress due to fore mentioned factors exceed the individuals
coping/adaptive capability then it results in turnover intention. The more an employee satisfied
from this/her job, the more he/she is motivated and committed to the job (Cooper-Hakim
&Viswesvaran, 2005; Adebayo & Ogunsina, 2011). Employees who are satisfied and committed
are more likely to attend work, stay with an organization, be punctual to work, perform well than
employees who are not satisfied (Tett& Mayer, 1993; Kod owsky, Sagie, Krausz, & Singer, 1997,
Judge, Thoresen, Bono, & Patton, 2001; LePine, Erez, & Johnson, 2002). It is relatively rare for
people to leave jobs in which they are happy even offered by higher sdlary elsewhere
(Shamsuzzoh& Sumon).Other job related factors that show relations with turnover include the job
status, nature of job, job security, job stress, work load, job characteristics, and task identity are

among others.

Job satisfaction is the extent to which people enjoy their jobs (Hirschfeld, 2000). Job satisfaction
IS a podtive emotional state resulting from the appraisal of one’'s job or reaction to work

experience, how workers feel about their jobs, aspects of their jobs, and work Stuations
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(Landy&Conte, 2004). In addition, Sharma & Bhaskar (1991) note that the actual job done by
employees and the nature of the job given to the employee has a direct influence on job
sati sfaction.

Job status is aso another factor for turnover. A bad match between the employee's skills and the
job can also be areason for an employee to leave an organization. According to.(Handelsman,
2009) Employees who are placed in jobsthat are too difficult for them or whose skills

are underutilized may become discouraged and quit

The characteristics of the job - some jobs are intrinsically more attractive than others. A job's
attractiveness will be affected by many characteristics, including its repetitiveness, challenges,

danger, percelved importance and capacity to elicit a sense of accompli shment

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 fedl less involved and less satisfied
with their jobs and careers, less committed to their organizations, and eventualy display a

propensity to leave the organization (Tor et a., 1 997).

Job security is stated as a person’s expectations about continuity in a job Stuation. This
definition takes beyond concern over continuation of employment with an employer. It includes
concern over loss of desirable job features such as lack of promotion opportunities, long-term
career opportunities and current working conditions, and (Borg and Elizur, 1992; Greenhalgh
and Rosenblatt, 1984; Greenhalgh and Sutton, 1991; Jacobson, 1991). Meltz(1989) describe job
security in wider sense as employee keegp going to work with the current organization with no
decrease in grade level, pay, pension rights, etc.

Many researchers have successfully found the link between job security and employee turnover
intention. High job security leads towards reduced turnover intention. Lack of job security makes
the employees less responsible and less attached with the organization which leads to turnover
(Ashford et al., 1989, Gill et al., 2011)
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5. Working Environment and or ganizational factors

If working dituations are insufficient or the place of work has absence of important
accommodations such as proper lighting, furniture, restrooms and other health and safety
provisions, employees will not be willing to put up with the problem for long time
(Shamsuzzoh& Sumon, 2010). Organi zational instability has been shown to have a high degree of
turnover. According to Zuber, 2001, employees are more likely to stay in stable organization
where there is a predictable work environment so that they could be able to predict their career

growth and advancement in the organization.

Working conditions in an organization have a role to play in deciding whether to stay or leave.
Good working conditions may serve as a motivating factor to employees, in order to stay in an
organization; whereas non-conducive environment contributes to employee turnover. (W. W.
Guyo, R. Gakure, B. Mwangi, 2011). A stimulating work environment that makes effective use
of people’'s skills and knowledge, allows them a degree of autonomy on the job, provides an
avenue for them to contribute ideas, and allows them to see how their own contribution influence
the company’s well-being (Luthans, 2002). In an unfavorable working environment employees
do not want to stay; due to this, some employees jump from company to company because they
prefer a working environment that is suitable for them. Personal factors such as discontent at
working place due to conflict and disharmony and poor socia support at work environment are
also good reasons to leave.Employees feel comfortable to stay longer, in positions where they are
involved in some level of the decison-making process. That is employees should fully
understand about issues that affect their working atmosphere (Magner et a. (1 996). But in the
absence openness in sharing information, employee empowerment the chances of continuity of

employees are minimal.

Codlly et a. (1987) (as cited by Ongori, 2007) points out that a high labor turnover may mean
poor personnel policies, poor recruitment policies, poor grievance procedures, or lack of
motivation. All these factors contribute to high employee turnover in the sense that there is no
proper management practices and policies on personnel matters hence employees are not
recruited scientifically, promotions of employees are not based on spelled out policies, no
grievance procedures in place and thus employees decides to quit. Therefore work environment

and organizational factors do also play key rolein turn over.
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CHAPTER THREE

RESEARCH METHODOLOGY

Introduction

This chapter provides research methodology that was used to collect data for the study, study
design, source of population, sample procedure, data capturing instrument, procedures of data
collection, & data anayss techniques. The study adopted the quantitative and qudlitative
research design. In order to identify the factorsthat influence employee intention to turnover self
-administered questionnaires were used to collect the data from employee and interview was

conducted with HR director.

3.1. Areaof the Study

The study is conducted in Addis Ababa, the capital and business city of Ethiopia. Addis Ababa is
center for many organizations and offices and also a capital of African Union. The survey isdone
in the Commercial bank of Ethiopia. The commercial bank of Ethiopia (CBE) is the biggest state
bank of Ethiopia which has over 29000 employees and 1140 branches scattered all over the
country, annual report of 2015. The study will be conducted on the employees working on three
core banking operation of CBE. They are credit division, TS division, and branches operation
located in Addis Ababa. Hence employees at CBE head office and branches in Addis Ababa are
selected for this study for convenience of the researcher and highest number of employees
compared to other branches outside the capital. Furthermore, it was presumed by the researcher
that CBE branches in the capital are likely to experience high employee turnover intention which
could be driving force for actual employee turnover because most competitive job offers by
private banks and other organizations are concentratedin Addis Ababa, the capital and business
city of Ethiopia
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3.2. Study design

A research design is a master plan specifying methods and procedures for collecting and
analyzing the required data(Churchill 2002). It is a means that is to be followed in completing a
study. The research design helps the researcher to obtain relevant data to fulfill the objectives of
the study (Churchill and Lacobucci, 2002). This study used a descriptive qualitative and
quantitative research design. This is because descriptive studies are concerned with specific
predictions, narrations of facts and characteristics concerning individuals, groups or Situations.
Therefore, this study adhered to the descriptive research design. The aim of the study was to
identify factors influencing employee intention to turn over in commercial bank of Ethiopia,
Addis Ababa.

3.3.Sour ce population/ Sudy Population
The source of population for this study is employees working in Commercial Bank of Ethiopia.

Study population is employees working at credit, trade service/ international banking and branch
operations who are selected to be part of the study.Credit and Trade service are handled at head
office. On the other hand, for branch operation, CBE has four districts under Addis Ababa region,
South Addis District, North Addis District East Addis District & West Addis District. The
researcher takes sample branches from each district based on convenient, from South Addis
district,Finfine branch, from North Addis district, Addis Ababa branch, from West Addis district
Tekelehamanot branch and From East Addis District Meskel square branch were the sample
population for employee working branch operation. Study population is employees selected from
these four branches and the head office Credit CPC and Trade CPC.

3.4 Sample and Sampling Procedures

Stratified sampling was used. Employees are dratified based on division and departments of the
bank and random sampling are used to select respondents from each different departments of
CBE. This method wasadopted in order to ensure that the right employee are indeed sampled (i.e,
to obtain a greater degree of representation)so as to address the question of interest and to give

egual chance of employees’ participation in the study and also to decrease sampling error
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The sample size for this study is calculated using the single population proportion formula with
the following assumptions. the turnover rate of CBE is about 3% on average but from surveys
done on private banks turnover rate was between 6% and 9%; and for this research 9% is
considered to get adequate number of sample size. Using the estimated average proportion of
employee turnover (i.e. p=0.09, g=1-p), tolerance error of 0.05 and level of significance a = 0.05
(two tailed Z-value is 1.96), and confidence level of 95% (E= 0.05); the sample size of this study
IS determined using the foll owing equation which resulted in the sample size of 126.

Samplesize= (za/2)2* p *(1-p)
E2

=(1.96)2*0.09*0.91

(0.05)2
=126

Number of employees selected for questionnaire for each department was taken the following

manner.

Proportion of selected employees

S.No Divison No. of employee Sample taken
1 Credit 456 46
2 Trade service 363 37
3 Branch operation 418 43
Total 1,237 126

Based on the data taken from the HR department, number of employees working in credit
division are 456, number of employee a TS division is 363, and a total of 418 employees from
selected branches for branch operation. i.e108 employees atFinfine branch, 195 employees at
Addis Ababa branch, 64 employees at Tekelehaimanot branch 51 employees at Meskel square
branch from South , North, west & East Addis Ababa districts respectively.

Based on the above distribution, the researcher prepared 138 questioners with the assumption of
10% contingency for the properly unfilled questionnaires. 138 employees were randomly

selected to participate in self-administered questionnaire for understanding the situation about
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factors that employee turnover. From the distributed 138 questionnaires, | filtered 126
questionnaires that fully and clearly responded

3.5. Data source and type

Primary data and secondary data are used in this research.

The primary data is collected using semi structured questionnaires and interview of key

informants. It hastwo parts.
Part 1. questionnaire and scale

In this study, data is primarily collected using semi structured questionnaires filled by current

employees of the bank. The survey instrument contains two sections.

Section 1 includes different persona and demographic Variables. This section obtained the
respondent’s information about age, gender, marital status, and years of experience, current
position, and educational qualification. And it had atotal of 7 questions

Section 2 includes variables that are important in the current study and are prepared to ask
respondents to answer on the causes of turnover intention. Questions in this section are assessed
by usng a 1-5 Likert-scale. Each question of the Questionnaire is assigned a number 1-
indicating strongly disagree, 2-indicating disagree, 3- indicating neutral, 4- indicating agree and
5- indicating strongly agree. This section consists of 34 questions for current employees of CBE
to assess employee turnover intention in sixvariable dimensions. These variable dimensions are:
1. salary and benefit packages, 2. working environment and organizationa factors, 3. job related
factors, 4. employee relationship with management 5. Employees career growth. 6. Level/degree

of intention to leave.
Part 2: Interview

Interview was conducted with HR director of CBE. Unstructured interview was made with the
Director of Human resource Management of Commercial Bank of Ethiopia to triangulate on

survey result collected through questioner from 126 employees.

XXXIV



Secondary data

Documents were reviewed to obtain information from termination letters of employees, financia
reports, human resource inventory files, department reports and any other documents that have

relevant information to the study were investigated.

3.6. Data capturing instrument

The researcher used questionnaire, interview and investigation of secondary data of the bank
under study. The questioner is adopted from the research done on private bank
(BirukWallelegn,2013). The researcher adopted as it was best fit to gather information required.
However the researcher made some amendments on the questionnaire and took comments from
senior instructors. On the other hand interview was developed after the survey result is analyzed.
The researcher prepared interview questions from the survey result to be more realistic and
confirm the question from the concerned officials. For secondary data monthly report, quarter

report, annual report, monthly magazine and website of the bank were properly evaluated.

3.7Procedures of Data Collection
The study used primary data collection procedures which were directly collected from current

employees of CBE through self-administered questionnaires. The choice of using questionnaires
as method of data collection has considered the fact that a bank is avery busy working place and
employees have alimited time. So, this method is opted in order to avoid interfere of employees’
working hours. Therefore, questionnaires will be distributed among the respondents who found
their own time to fill it. The primary data is also collected from HR manager of the bank through

interview using structured questionnaire.

The following process was dtrictly followed by the researcher to collect the data required for this
study.

@ Data collection tools that was questionnaires and interview check list prepared

@ The questionnaire developed was pilot tested on to 10 employee to check clarity
@ Correction was made based on the feedback obtained from the pilot test session
@ The amended questionnaire was delivered by hand to the respondents at their duty

stations during working hours and collected through the research assistant.
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@ Interview sesson was conducted with the HR Director and the information obtained was
compiled accordingly.

3.8. Data Analysis Technique

Descriptive analysi s technique is used to identify the background of respondents in the aspect of
age, gender, marita dStatus, years of experience, current postion, and quadlification. And
inferential analysis is used to determine the relationship between dependent variable which is
turnover intention and the independent variables such as salary and benefits, working
environment, job related factor, employee relationship with management and career growth with

dependent variable which isturnover intention of CBE employees.

Data collected was edited, coded and carefully checked for correctness before they are analyzed.
Editing was done to improve the quality of data for coding. Editing involved going through the
guestionnaires to see if respondents responded to questions and see if there are blank responses.
Tabulation involves counting the number of cases that fall into various categories. All the
datagathered from the respondents’ entered and analyzed using Statistical Package for Social
Science (SPSS) verson 20.Data analyzed by using descriptive dstatistics which includes
calculating the number and percentages, frequency distribution tables. Chi-square test is used to
see the association of dependent and independent variables and results is expressed using the p-
value (p<0.05 as dignificant). Then binary logistic regression done to test the association of
factors influencing turnover with turnover intention and the result was presented in tables. SPSS
software is used because it reduces the time and efforts in the process of drawing the graphs,
calculations of percentages, and doing binary analysis on the data. Additionally, this software

helps the researcher to make the research work more scientific and reliable.
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3.9. Ethical Consideration

Ethical clearance was obtained from all concerned authorities at each level namely from AAU,
School of Commerce research and publication office and also from the bank administrative
bodies. Confidentiality was kept at each step of data collection and processing. The participants
were assured that they have right to participate or withdraw at any time from the study. In
addition informed consent was obtained from the participants before they are enrolled in to the
study. The consent form was written in English stating the study's objectives, nature of
participant's involvement, risk and benefits, and confidentiality of the data. Respondents then
arerequested to read the consent form carefully and by doing so they would be given clear
options on voluntary participation. It was also made clear that they could refuse to answer any
guestions and terminate it whenever they desire and fill to do so. Confidentiality of information
was ensured by removing persona identifiers from the survey questionnaires. Respondents thus

are protected against any possible adverse repercussions from participating in the study.
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CHAPTER FOUR

DATA PRESENTATION, ANALYS SAND INTERPRETATION

I ntroduction

This chapter presents the results of data collected from 126 employees of CBE, Addis Ababa on

May 2017. The chapter starts with presenting the profiles of the interviewed employees of CBE

and discusses the findings. It then presents the descriptive analysis and interpretation of the
factors followed by factor analysis to test the significance of the independent variables with the

dependent variable, turnover intention.

4.1. DESCRIPTIVE ANALYS S

4.1.1 Characteristics of interviewed employees

Table 1: Socio demographic variables of employees

VARIABLE FREQUENCY PERCENTAGE (%)
Age(years)
- 1829yrs. 48 38.1

30-39 58 46.0

40-49 18 14.3

>50 2 16

Tota 126 100.0
Gender

Male 69 54.8

Female 57 45.2

Tota 126 100.0
M arital status

Single 61 48.4

Married 61 48.4

Divorced 4 3.2

Tota 126 100.0
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Experience (CBE)( (years)

<2 17 135
2-5yrs 41 305
5-10 28 22.2
>10 40 31.7
Department _ 45 .
Credit
' 33 26.2
Trade service
Branch operation 48 38.1
126 100.0
Job title
oV 23 183
Expert 32 254
Officer 71 56.3
Education level
Diploma 3 54
Degree 92 73.0
Master degree 31 246
Total 126 100.0

As it is shown in tablel below 84.1% of the employees are below age 40 and the majorities are
in the age group of 30-39 and only 1.6% is above the age of 50. These represents that the
majority of the employees are in the active, energetic and productive groups which is good if the
bank can properly utilize this productive workforce group. The proportion of employees’ single
marital statusis equa to married employee and each representing 48.4% of respondents. Family
respons bility is afactor that may affect turnover as they are predisposed to leave their job for
better pays and benefitsto support their families and on the other hand family responsibility may
also be related to job security so they may even stay at their job placement avoiding disturbance
of turnover. Male respondents are 54.8% and femae respondents are 45.2% that is male
employees are greater than femal e with 9% and the gap is not as such significant. This shows that

the bank provides equal job opportunity for male and female which is good.

About 54% of respondents have work experience in CBE for more than 5 years and the
remai ning 46% of the respondents have worked for CBE for less than Syears among which only
13.5% have little experience below lyear. About 97.6 % of the interviewed employees are
having the educational level above under-graduate degree. Among which the majorities 73% are
first degree holders, 24.6% are Master’s Degree holder and the diploma holders are only 2.4%.
These data represent that the company is run by the educated work groups but it is believed that
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the educated work groups are the threat for turnover in competitive business industry. The
educated employees have good level of perception to an event before making decision so they are

likely to be linked to turnover.

On the other hand, 56.3% of employees are at the officer level. This implies the majority
employees are ambitious group to get higher positions and higher pay and they have high
probability of looking for high pay and positions

4.1.2. Descriptive analysis of factors influencing turnover intention

4 staff salary and benefit package as reason for turnover

Table 2: staff benefit and salary as reason for turnover

Strongly Disagree Neutral Agree Strongly

QUESTIONS .
disagree agree

Total

fr % fr % fr % fr % Fr %

1. | amhappy withmy salary as| amwell paidinCBE 30 23.8 57 452 16 12.7 20 159 3 24
in comparisonto my experience, responsibilities and
gualification

2. Theamount of pay | receivefor my jobin CBEis 42 33.3 57 452 6 48 19 151 2 1.6
equal to others doing similar work in other banks

3. Thenumber of vacation, sick leaveand insurance 10 79 23 183 28 22.2 56 44.4 9 7.1
policy (safety, health) given by thebank is adequate

4. | amhappy withassistancegiven by CBE interms of 25 19.8 44 349 31 246 22 175 4 3.2
school fee, leave for exams and subscriptions

5. | amhappy with company’s ass stance for Loans— 18 143 21 16.7 25 19.8 50 39.7 12 9.5
housing, vehicle, personal and staff |oans

6. | feel that theperformance bonusstructureisfairly 16 12.7 38 30.2 30 23.8 37 294 5 4
rewards my effort

When we analyze the respondents answer for each factor under staff and salary benefit, salary
holds major percentage. From the total respondent, 69% of employees responded as they are not
happy with their salary payment and only 18% of the respondents are happy with their salary.
79% of them responded their payment is not equal to the pay provided by other banksfor similar
job unlike 16.7% who responded that it is equal. This shows that private commercial banks have
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better salary structure compared to CBE. It isknown that when employees are not happy with the
payment and benefit packages and thinks that salary is not competitive enough with the market
according to their experience and qualification, they may decide to leave their job and look for
better salary in other banks. Asit is showed in table 3 on frequency and percentage distribution
of employees’, salary & benefit are factor for turnover in CBE as the employees are not happy
with salary and benefit packages such as bonus & school fees provided by CBE. Disparity of
payment among different banks for smilar work is a potential reason to consider other job
opportunity in rival banks. So, the bank needs to have a better look at the scale of payment so as

to retain its employees.

When the assistance provided for school fee and subscriptions considered 44.7% of interviewed
employees are happy but 43% of them are not happy. On the other hand, the respondents are
happy with the health insurance policy (51.5%) and loan packages (49.2%) unlike 26.2% and
21% of them who do not agree with the above views respectively.

1 staff rdationship with management asreason for turnover

Table 3: staff relationship with management as reason for turnover

S@rongly Disagree Neutral Agree Srongly  Tota
QUESTIONS disagree agree I

fr % fr % fr % fr % Fr % %

| feel the management of the bank showsagenuine
interest infixing theissues/problems | encounter in 14 111 32 254 40 317 37 294 3 24 100
my job role

My supervisor availableto me when | have questions
or need help

My supervisor keepsme well informed on work issues 5 4 21 167 27 214 68 54 5 4 100

6 48 20 159 22 175 70 556 8 63 100

My supervisor treats me fairly and respectfully 9 71 15 119 27 214 66 524 9 71 100

The feedback | receive from my supervisorsis
supportive and encouraging type

My supervisor motivates me and give me freedom to
exerciseinitiatives and self-approach to work

7 56 24 19 30 238 59 468 6 48 100

10 79 25 198 31 246 50 397 10 79 100

The detail of the factor under staff with management relationship depicted in the above table and
55.6 % of employees agree of availability of thelr supervisor assistance, 52% of employees
responded that they are fairly and respectfully treated by their supervisor. 51.6% respondents
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agree as they get supportive and encouraging feedback from their supervisor. Almost the
majority of the respondents are happy with the relationship that they have with their supervisors,
the treatment, respect, feedback and support they receive are encouraging and motivating. It can
be deduced from their responses that relationship is not anissue in CBE and it is not likely to be
a reason for employees turn over. It is an obvious fact good relationship is a key for the
execution of line of commands to employees for effective service provison and productivity.
The bank management has to maintain this encouraging relationship with its employees.

2 Prospect on career growth as reason for turnover

Table 4 : Prospect on career growth and professional development as reason for turnover

QUESTIONS Strongly Disagree Neutral Agree Strongly Tot
disagree agre al

fr % fr % Fr % fr % fr % %

1. Thebank arranges continuoustraining and 7 56 31 246 26 206 56 444 6 48 100
development programsto enable my professional
growth

2. There are promotion opportunitiesand clarity in 20 159 38 302 34 27 32 254 2 16 100
procedures for promotionsin CBE

3. whenthereispromotion opportunity the 21 167 35 278 39 31 29 23 2 16 100

considerationisequal for other employees
4. | feel that| am rewarded with better appraisal rates 17 135 43 341 38 302 26 206 2 16 100
and grade promotions based on my actual

gerformance

As showed above 49% of respondents agree for the question that the bank arranges continuous
training and professional development programs but 30% disagree and the remaining 21% are
neutral. Taking the neutral respondents with big number of respondents whose response is agree,
CBEis good in continues training and development program. Of course, continuous training and
professonal development programs are vital for any company including banks. Of course, the
response indicates CBE is working on it but it should be continuing as the name implies and

needs to be for al employees for effective & efficient delivery of bank services.

From the sample questioner, 46% of respondents are not happy with the prospect of promotions
and clarity on the procedures for promotions but 27% are happy and 27% are neutral. It can be
seen from the table that 47.6% the interviewed employees fed that they are not rewarded with
better appraisals and grade promotions based on their actual performance but 24.6% are happy
with the appraisal and promotions they get. About 43% of respondents feel that promotion
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opportunities are not equal for all employees however 27% feel that promotion consideration is
far in CBE. From this data, it is observable fact that CBE is not giving equal promotion
opportunity and the appraisal is not based on employee performance and career growth of
professionals. The bank has to take an assgnment to clear the issues with regard to promotion
procedures to its employees and transparency has to be shown during promotion and
performance appraisal. CBE should give due attention to evaluate its rating of performance

appraisal asthis isthe main factor for turnover.

3 Jobrdated factors asreason for turnover

Table 5: Job related factors as reason for turnover

QUESTIONS Strongly Disagree Neutr al Agree Strongly  Total
disagree agree
Fr % fr % fr % fr % fr % %
| am satisfied withmy job. 14 111 26 206 25 198 49 389 12 95 100
| am happy with my job placement according to my 14 111 32 254 26 206 44 349 10 79 100
skill, experience and qualification
| am happy with the nature of my job/work 12 95 29 23 19 151 51 405 15 119 100
| feel my job isinsecure 21 167 39 31 21 167 39 31 6 4.8 100
| am stressed at work becausel do not haveenough 11 87 48 381 29 23 34 27 4 3.2 100
timeto get everything done on my job
| feel that theamount of workload is reasonable and 8 6.3 33 262 37 294 45 357 3 2.4 100

sound

Asshown in the abovetable 48.4% of respondentsare satisfied with ther job unlike 31.7% that are not satisfied and 20%
that are neutral. This shows that majority of employee of the CBE are satisfied with ther job. On the other hand,
52.4% of respondents are happy with nature of their job unlike 32.5% whoare not happy and 15% whoare neutral. This
also shows the majority of employee of the bank under study is happy by the nature of therr job. It seems from the
responsesthat thejob security istheissuein CBE, as 48% of employees responded astheir jobisinsecure. Theremaining
35% say it is secure and 17% neutral. This show the majority of the respondent fed ther job isinsecure This creates
frustration among employees and the CBE haswork on the job security issueto makeits employees comfortable. 46.8%
respondents are disagreeing for the question of stress of at work and acknowledge that work house is enough to finish
ther job. But still 30.2% are disagreeing about the time and stress. For the question of reasonable work load, 38%
employees responded they are agree with reasonable workload, 33% disagree and the remaining 45% were neutral. This

showsthat theworkload is satisfactory.

xliii




4 Working environment asfactor for turnover

Table 6: Organizational factors and working environmentas factor for turnover

Strongly Strongly To
QUESTIONS disagree agree  ta
fr % fr % fr % fr % Fr % %

Disagree  Neutral Agree

1. Thework environment is satisfactory for the
employees

2. | facedifficulty getting adequate equipment and
supplies and enough support services | need on 14 111 39 31 23 183 46 365 4 32 100

16 127 39 31 29 283 38 302 4 3.2 100

my job.

3. Thev_vorklng hours are satisfactory with the work 6 48 25 198 13 103 67 532 15 119 100
load in CBE
| am involved in decision making in CBE 27 214 37 294 22 175 38 302 2 16 100

5. | fed the bank isfar in generd and treat
employees farly

6. | anextremdy glad tha | chose thisbank to
work for, over other organizations as my
expectaions tha | had about the bank were met

ater | '|oined CBE

18 143 35 278 30 238 41 325 2 16 100

18 143 30 238 33 262 38 302 7 56 100

As showed in the above table, 43.7% of respondents believe that working environment is not
satisfactory unlike 33.4% who believe it is satisfactory. Work environment is very important as
its impact upon the ability of the individual to take control of their work and the level of stress
they experience within the workplace. (Warr, 2002).Hence CBE has to make the work

environment conducive so asto be competitive in the industry and reduce employee turnover.

Also 40% of respondents agree that they face difficulty to get adequate supplies and support
services on their job and 42% says they don't face difficulty to get gadgets for job. It isa clear
fact that providing adequate equipment and supplies increase productivity. When facility is
adequately provided, employees can utilize their time properly at work. Otherwise they waste
time waiting facilities or sharing with friends. Hence CBE has to strength its facility department

S0 as to manage increase productivity. From the respondent, 65% believe that the working hours
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are adequate with the workload given and around 24% believe it is not adequate. This show the
work hours adequate and CBE has to maintain the working hour.

For the question of involvement in decison making, 51% of respondents feel that they aren’t
involved in decision making on their work unlike 32% who believe they are involved. Providing
opportunities to participate in decisions is a way to give employees a voice in something
meaningful. Doing so can have postive effects on job satisfaction, organizational commitment,
individual motivation, and job performance. Involvement in decison making increases
ownership and commitment, retains your best employees, and fosters an environment in which
people choose to be motivated. Hence CBE has to involve employees in decision making there
by it increases their commitment and productivity. For the question that their feeling about the
bank fairness and treatment, 42.1% responded disagree that the bank is fair and 34% responded
agree and 23.8% was natural. Fairness should have to be available as it affects employee
satisfaction that lead to turnover. Thus CBE has to investigate his work environment and make it
fair for employees. On the other hand almost equal numbers of respondents say agree and

disagree for the question of their expectation to join CBE and the current situation.

5 Intention of employeestoleave CBE

Table 7: Intention of employees to leave CBE

S@rongly Strongly  Tot
QUESTIONS disagree agree al
fr % fr % fr % fr % Fr % %

Disagree  Neutral Agree

4.

| haveintention to resign from CBE within a 24 19 26 206 23 183 45 357 8 6.3 100
shorter time

Whenever | gt ajob in another bank
definitdy | leave this bank

| an dready fed up workingin CBEso | am

searching for abetter job in a better 13 103 38 302 30 238 27 214 18 143 100
organization & the moment

| am being dissatisfied working for CBE due

to one or other reasons, so | would probably 10 79 3% 278 29 23 34 27 18 143 100

11 8.7 28 222 34 27 32 254 21 16.7 100

look for outside ogmrtunities

As shown in the above table, 40% of interviewed employees do not have intention to resign from
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CBE in short period but 42% have intention to leave commercia bank of Ethiopia. From the
respondents, 42% is agree to definitely leave the bank when they get job in another bank unlike
31% who don't want to leave and 27% neutral. Additionally, around 36% of respondents are
searching for aternative job but 40% are not. It is an obvious fact that intention is afore runner
before the actual turnover takes place. This study shows huge number of employee is on pipeline
to leave CBE in one or another reason. So, the company needs to see it carefully so that it will
not lose its highly competent and experienced employees. Above al the HRM has to examine

reasons for the intention and design aretention strategy.

7. Reasonsfor current turnover intention of employees

Table 8: Proportion of employees with intention to leave CBE any time in the future

YES NO OTHERY
VARIABLE T
Freg % Freg % Freg % otal

I ntention to leave CBE any

0,
T e 6 524 22 175 38 302 126 (100%)

Figure 2: Reasons for turnover among employees who considered leaving CBE
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It is shown in the above table 8; from the total respondents 52% of employees have intention to
leave the bank. It is also explained in figure 2 that factor contributes for the high turnover
intention. Insufficient salary is cited as main reason for turnover intention as it congtitutes large
percentage which is 24.5%. Subsequent to insufficient salary, large figures that cause for the
turnover intention are insufficient benefit and lack of career advancement that comprising
19.20% and 16% respectively. High employee turnover intention is a risk as it became actual
turn over ultimately. As explained the major reason is sdlary and CBE has to revise its
composition policy and pay competitive salary in the industry if not it would loss its educated

and experienced employees.
9. Aggregate score of factors influencing turnover intention

The below table 9 shows the aggregate result of factors affecting turnover intention by
converting the likert-scale in to agree and disagree. The factors influencing turnover intention
were assessed by 32 items. Each item was classified as disagree and agree after computing the
five likert-scale point in to two, by usng component mean as cut of point and value equal or

greater than the mean considered as agree and value less than the mean interpreted as disagree.

Table 9: Aggregate results of factors affecting turnover intention:

Yno VARIABLESFACTORS DISAGREE/ AGREE/
REJECT ACCEPT TOTAL (%)
FREQ % FREQ % FREQ %
1 Happy with Benefit package and salary 67 53.2 59 46.8 126 100

Happy with Relationship of supervisor

2 with employee 64 50.8 62 49.2 126 100

3 Happy withCareer growthand 66 52.4 60 476 126 100
professional development programmes

4 Happy with Job related factors 63 50 63 50 126 100

5 Happy Wl_th Working environment & 76 60.3 50 397 126 100
organizational factors

6 Have Intentionto leavethe CBE 69 54.8 57 45.2 126 100
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The aggregate result shows that 53.2% of employees responded disagree and 46.8% agree for the
guestion of salary and benefit package. For question related to relationship with supervisor,
50.8% of employees responded as they were happy and 49.2% are not happy with the
relationship. 52.4% of employees responded disagree and 47.6 were agree with question career
growth and professiona development. There were equal percentage i.e 50% of employees were
happy with job related factor and 50% were disagree. On the other hand, 60.3% of employees
responded they were not happy with work environment & organizational factors and 39.7% of
them are happy. Finaly they were 54.8% of employees responded they have intention to leave
CBE while 45.2 had no intension to leave the bank.

4.2. ANALYS S OF CAUSE-EFFECT RELATIONSHIP

In this section, the factors influencing turnover such as salary & benefit ,relationship of employee
with supervisor, career growth and professonal development, job factors, and working
environment are analyzed against the dependent factor i.e. turnover intention to see the
association of independent and dependent variable. Chi square test and binary logistic regression

analysis were done serialy to establish the relationship.

4.2.1. Crosstabulation & chi- square test of factorsinfluencing turnover with
turnover intention

Table 10: Chi-square result of factors for turnover intention

INTENTION TOLEAVE THE

FACTORSFOR TURNOVER INTENTION CBE CL:Ji_,IAIRE P
HaveNO . Ha\{e S\C/QALUE VALUE
intention intention

1.Benefit and salary 7.6 0.006
Not happy benefit& salary 29 38
Happy with benefit& salary 40 19

2.Relationship of supervisor with employee 2.1 0.15
Not happy withrelationship 31 33
Happy withrelationship 38 24

3.Career growth and professional development 34 0.06
Not Happy with career growth 31 35
happy with career growth 38 22

4.Job related factors 2.6 0.10
Not Happy with Job factor 30 33
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Happy with Job factor 39 24

5.Working environment & organizational factors 18.1 0.00
Not Happy with environment & organization 30 46
happy with environment & organization 39 11

As table 9 shows the aggregate result isanalyzed with Chi square and p-value of (p < 0.05) taken
to test for associations. The result shows that benefit and salary shows 0.006 which is less than
0.05 and accepted as dgnificant factor for turnover intention. P-value for Relationship of
supervisor with employee shows 0.15 i.e. greater than 0.05 and accepted as not the factor for
turnover intention. P-value for career growth and professiona development shows 0.06 which is
close to 0.05 but accepted as no influence to turnover intention. On the other hand, job related
factors shows p-value of 0.11 which is greater than p-vale 0.05 and no relation with turnover
intention. And working environment & organization factor shows p-value 0.0000 i.e highly

related with turnover intention.

4.2.2. REGRESSION ANALYSIS
Binary logistic regression was doneto see the relationship between turnover intention and factors

influencing turnover, crudes odds ratio at 95% confidence interval and p-value calculated and p

value (<0.05) was considered to be significant.
Table 11: Binary logistic regression turnover factors

INTENSION TO LEAVE

CBE CRUDE OR, 95%
FACTORSAFFECTING TURNOVER Have NO Have C| P- VALUE
intention intention

1. Benefit packageand salary
Not happy benefit & salary 29 38 2.8(1.33,5.72) 0.006
Happy with benefit & salary 40 19 1

2.Relationship of supervisor with employee
Not happy withrelationship 31 33 1.7(0.83,3.42) 0.15
Happy withrelationship 38 24 1

3.Caree growth and professional development
Not Happy with career growth 31 35 1.95(0.96,3.98) 0.06
happy with career growth 38 22 1

4.Job related factors
Not Happy with Job factor 30 33 1.8(0.88,3.63) 0.11
Happy with Job factor 39 24 1
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5.Working environment & organizational factors

Not Happy with environment & 30 46 5.44(2.41,12.24) 0.0000
organization
happy with environment & organization 39 11 1

The above table shows Binary logistic regression anaysis for each factor. Crude OR and

dgnificance value of (p<0.05) was consdered to analyze aggregate results of each

factors/variables studied in this research.

As depict in table 11, salary and benefit packages and working environment & organizational
factors are highly related to turnover intention. Additionally career growth and professonal
development is marginally related to turnover intention. However, employee supervisor

relationship and job related factors are not significantly related to turnover intension.

According to this survey, employees who are not happy with salary and benefit are 2.8 times
likely to have intension to leave CBE when compared to those employees who are happy with
salary and benefit (P=0.006, crudes OR(1.33,5.72) at 95% of Confidence). Similarly employees
who are not happy with working environment and organization are 5.44 times likely to have
intention to leave CBE when compared to those who are happy (p=0.000, crudes OR((2.41,12.24)
a 95% of confidence). Additionally employees who are not happy with career growth and
professional development are 1.95 times likely to have intention to leave CBE when compared to

employees who are not happy (p=0.06, crudes OR (0.96, 3.98) at 95% of confidence).

On the other hand, even if employees who are not happy with job related factors and relationship
with their supervisor are 1.7 and 1.8 times likely to have intention to leave CBE respectively. But
the association is not significant in this study as p value >0.05. This implies job related factors

and relationship with supervisor are not factorsfor turnover in this study.
4.3. Result of reliability test

Reliability test of items was done using Cronbach’s alpha done and it was found to be 0.834.
Thisis acceptabl e according to many research cut of value of >0.7 (George and Mallery (2003).

Reliability Statistics




Cronbach's Alpha No. of Items
0.834 32

Part 2 Interview Data of survey Respondents
Interview of HR Director

HR Director of CBE was interviewed with regard to the issue of factors influencing turnover
intention in employees of the bank. The researcher has collected the data needed by interviewing
HR director of the bank under study. The researcher have presented the response of the HR
Director with the question he was asked.

1. Employees of CBE are not happy with salary and benefit package. what is the reason

behind and what is your policy recommendation

The HR director of CBE responded for this question that salary scale was revised three years ago
and they didn’t revise salary scale within these years. But recently they made a policy revison on
one of their benefit package i.e increased the mortgage loan capacity of their employees.
Previoudy employees were able to borrow up to one third of their salary capacity but now they
could borrow up to 50% of their salary. This enables them to acquire residence building,
automobile and the likes. The Director responded that the bank was aware of some private banks
revised their salary scale and paid attractive salary for smilar job position. But the bank believes
as it couldn’t proactively respond to salary scale revision as private banks because of the large
size of the bank. Nevertheless the bank believes as it is best employer of the country and pays
average salary whereas majority of employees are not happy with the prevailing salary of the

bank and have high intention to leave.

2. When we see the actual datafor the past five years, turnover rate of CBE shows near to 3%
on average but the number of employees leaving the bank is increasing from year to year.
However based on the sample survey the employee turnover intension rate is 52%. What
do you think about turnover and how they manage the high intention? what is your policy

recommendation



The HR director responded that they believed different reasons could cause employee turnover
and the major could be benefit package. As per the director response, CBE believes up to 5%
turnover rate is normal and acceptable as it believes it is best practice but till they are very
sengtive for key personnel like, Vice President, Directors, and Branch Managers even though the
turnover rate is below 5%. However the bank is managing turnover of the key employees by
working on succession planning to replace. Because of which it is investing a huge capital on
training and development to equipped successors. This shows the bank doesn’t focus on the
factors influencing employee turnover and manage the factors from their root since replacing
couldn’t be a solution as turnover incur huge cost for the organization. On the other hand, the
bank depend on the turnover rate that could be in acceptable rang but still the number is less
because of the large number of recruitment undertaken continuously. Moreover, the bank doesn’t
conduct survey to understand the employees’ level of intention to leave the bank.

3. The survey shows that employees are disagree with the availability of equal promotion
opportunity and clarity in procedure for promotion. Also, they believed that they are not
rewarded with better appraisal rates and grades promotion based on actual performance

The HR Manager of CBE responded as the procedure of the bank has room for subjectivity on
promotion and selection. For example to promote one employee, there are internal exam and
interview. On top of that committee recommendation is very important as they are authorized to
give some points. This makes promotion opportunity unfair. But now the new procedure
proposed by the foreign consultant would be finalized within short time. The proposed promotion
procedure has objective measurement, transparent and fair that would answer employees’
dissatisfaction.

4. The survey shows that the employees are happy with their job even though they are
working under stress but they feel their job insecure. Do the management aware of it? and

what isyour policy recommendation.

The HR director responded as employees of the bank are fully secure in their job but there may
not have position security.i.e the bank has aright to transfer employees from one department to
another. According the Director response, recently they changed position of some employees in

credit division. As per the director, the HRM policy stated as the bank can assign employees in a



place where the bank believes the employee become more productive. On the other hand,
collective agreement of the bank shows that employees of the bank can’t be dismissed except the
reasons listed on the agreement that cases employees to quite his’her job. All employees are
aware of it but they might be frustrated because of process owner like Director and Manager
have full authority to change employees from one place to other but they can’t fair employee

from the organization.

5. According to my survey report 43.7% of employee are not sati sfied with work environment
and facing difficulty in getting adequate equipment, supplies and support. Also 50.8% of
the employees responded that they are not involved in decis on making.

The HR director responded that work environment is a combination of various factors like
relationship with supervisors, autonomous in their job, office layout and the like. As per the
response of the Director, in a prevailing stuation the bank system doesn’t allow employees to
involve in decison making which affects ownership of the work. The Director respond as the
bank is a learning organization with a vison to be world class commercia bank in the year 2025
and they are working to create a convenient work environment. Currently the bank is designing a

new structure that would create good work environment for its employees.

Actual data collected from CBE.

Table 12: Actual turnover rate of the bank

S.No Y ear No. employees Total No of Turnover rate
|eave the bank employee

1 2012 656 15,007 4.4%

2 2013 430 18,524 2.3%

3 2014 616 22,908 2.7%

4 2015 709 28,467 2.5%

5 2016 (nine month) 830 31,909 2.6%

Source quarter report of CBE

As shown on the above table information taken from quarter report of the bank shows, turnover
rate for the four & nine months are not significant. i.e in the fiscal year of 2012,2013,2014,2015
& nine months in 2016 , the actua turnover rate are4.4% , 2.3%, 2.7% and 2.5%, 2.6%
respectively. This shows that the actual turnover rate of the CBE is less than 5%. However as



per the survey result the intention of employee is high. It was because of this the question was
presented for HR director.

CHAPTER HVE

SUMMARY OF MAJOR FINDINGS, CONCLUSIONSAND RECOMMENDATION

5.1 Summary of major findings and discussion

When we see demographic date of the employee, mgority of them are below age 40 which
constitute 84.1 % of the population. This indicates that CBE has large number of young group of
employees. Asto their marital status is concerned, there are amost equal numbers of single and
married employees in the Bank. There is amost compatible number of Male and female
employees in CBE. This shows that CBE respect gender equality in employee recruitment. As to
educational background, 97.6% of employees of the bank are above first-degree holder and 54%
of employees have work experience above five years. This indicates that the bank has educated

and experienced workforce that enables it competent in the industry.

On the other hand, when we see the staff benefits and benefit package of CBE, 69% of
employees are not happy with the benefit and 79% of employee believe that private banks
benefit is better than the CBE. From this we understand that employees of CBE believe they are
currently not paid competitive salary compared to the industry. When employees are not happy
with the payment and benefit packages and thinks that salary is not competitive enough with the
market according to their experience and qualification, they may decide to leave their job and
look for better salary in other commercial banks. However, health insurance policy and loan
packages are good and the bank relatively pay better school fee and insurance. On the other hand
binary logistic regression shows P-value of salary and benefit is 0.006 i.e significant association
with employee turnover Intention in this study as P vaue <0.05 and it could be factor for

employee turnover Intention.

However the survey shows that there is better employee supervisor relation. Employees of the
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bank under study responded that they are treated respectfully, get feedback and receive
encouragement from their supervisor. This shows that there is good relationship between
employee-supervisor. The study show that 55.6 % of employees agree of availability of their
supervisor assistance, and 52% of employees responded that they are fairly and respectfully
treated by their supervisor. Employee supervisor relation is not a factor for turnover intention in

this study asthe binary logistic regression shows P-value> 0.05 i.e P-value 0.15.

Similar to employee-supervisor relation, mgority of respondent are happy with continuous
training and development. However 46% of the CBE's employees are not happy with the
prospect of promotions and clarity on the procedures for promotions and 47.6% of employees
feel that they are not rewarded with better appraisals and performance base promotion. This
shows that currently the bank has no clear and transparent promotion and reward policy even
though the interview result showed the bank was under process to Standardize promotion
opportunity to avoid subjectivity matters. The binary logistic regression test shows P-value is
0.065 for career growth and professional development to employee turnover intention which is
close to 0.05. Of course, this is not a factor for turnover intention in this study as the P-value

>0.05 is considered to accept and regject the factor.

Asto satisfaction of thejob related factor, majority of the employees of the bank are comfortable with ther job. i.e 48.8%
of the employee responded are happy and 52.4% of employees like the nature of their job at CBE. Nevertheless 48% of
employees' responded as their job is insecure but justified by the HR director asit is position insecurity. Regarding the
working hour is concerned,46.8% employees are agree for good work hour and 38% employees are agree with balanced
work load. Therefore CBE has comfortable working hour and work load. Also the binary logistic regression shows P-

value0.11 i.e above p-value-value 0.05 and thefactor is not accepted in this study.

50% of employees were happy and 50% were not happy with the question of the organizational
factor and work environment. But when we examine the specific question, employees are not
comfortable with the working environment except the question of working hour that has positive
response, 65% of employees were happy with. As showed in the above table, 43.7% of
respondents believe that working environment is not satisfactory unlike 33.4% who believe it is
sati sfactory. Work environment is very important as its impact upon the ability of the individual
to take control of their work and the level of stress they experience within the workplace. (Warr,
2002). Hence CBE has to make the work environment conducive so as to be competitive in the
industry and reduce employee turnover.



Also 40% of respondents agree that they face difficulty to get adequate supplies and support
services on their job and 42% says they don’t face difficulty to get gadgets for job. It is a clear
fact that providing adequate equipment and supplies creates conducive work environment that

could employees’ turnover intention.

Regarding the employee involvement in decision making, 51% of employees fed that they aren’t
involved in decision making on their work unlike 32% who believe they are involved. Providing
opportunities to participate in decisons is a way to give employees a voice in something
meaningful. For the question that their feeling about the bank fairness and treatment, 42.1%
responded disagree that the bank is fair and 34% responded agree and 23.8% was natural.
Fairness should have to be available asit affects employee sati sfaction that lead to turnover. Thus
CBE has to investigate his work environment and make it fair for employees. On the other hand
amost equal numbers of respondents say agree and disagree for the question of their expectation
to join CBE and the current situation. On the other hand, the binary logistic regression test shows
p-value 0.0000 with regard to the question of work environment and Organi zational factor which
Is significant factor for employee turnover intention.

There are a big number of employees who have intention to leave CBE. From the totad
respondent, 52% of employees have intention to leave the bank. High employee turnover
intention is a risk as it became actual turn over ultimately. Salary and benefit and work
environment& organizational factor are the factor for employee turnover intention as their p-

value is greater less than P-value 0.05 based on the binary logistic regression test done.
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5.2 Conclusion

The researcher uses the following hypothesis to assess the associations between factors

influencing turnover and the current employees’ turnover intention.

1. Employees are not happy with salary they get in the bank and they believe that the payment
IS not comparable with smilar job in other banks. To this effect the level of turnover
intention to leave the bank is high. So, the bank hasto give due attention to payment to its
employees as this is asignificant factor to potentially lose its employees. On the other hand
employees are satisfied with bonus structure except assistance for school fee and
subscription. Thus this should be continued with improvement made on assistance for

school fee and subscription.

2. The current work environment is not conducive at CBE except working hour that the
majority was agreeing with. Most employees of the bank believe that they are not involved
in decision making concerning their work. This will affect ownership of the work in the
bank and engagement at work. So the bank should allow employees participation in the
work they do and also the bank issues. On the other side intention rate of the employee to
leave the bank is 52%. Thus work environment and organization factor has significant
relation with employee turnover intention as the binary logistic regression test shows its p-

valueis less than p-value 0.05

@ Relationship of employees with their supervisor seemsin good shape and is not seen asa
factor to affect turnover in this study. Thus CBE should maintain this encouraging type of
relationship further asit isin good shape.

Career growth and professional development is not a factor for employee turnover
intention in this study but still it is very close. Employees of CBE are happy on training
and professona development programs but they are not happy with prospect of
promotion and career growth as well as transparency on the procedure for promotion of

Ivii



the bank.
Job related factor is not factor for employee turnover intention to leave CBE in this study.

Employees of CBE are happy with the nature of their work, the work load and job
placement.

Intention of employees of CBE to leave the bank is dgnificantly high. Intention
ultimately leads to actua turnover so the bank has to revise its strategy to control the

turnover of employee as early as possible.
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5.3 Recommendation

@ Itis found that salary and benefit is a mgor case for employee turnover. In my survey
result employee have high turnover intention which is highly related with salary and
benefit. Currently CBE is not paying competitive salary compared to other banks in the
industry. Therefore, the bank has to revise its compensation policy for example salary
scale should be revised and paying competitive salary in order to reduce turnover

intension and retain its personnel.

@ Equa and clear promotion opportunity to al employees should be available in order to
maintain healthy workforce. The CBE lacks clarity and equal promotion opportunity
based on my survey result but it is a critica cause for employees’ dissatisfaction that
result in increase turnover. Hence CBE has to evaluate its promotion procedure and
makes fair, equal and consistence promotiona package in order to reduce turnover. |
recommend that promotion should base on year of service, academic achievement and

performance appraisal base to maintain clarity

@ A Good work environment is very important. It is a one that retains employees for long
run in the organization even in absence of good compensation. Making available
adequate equipment, supplies and enough support at work increases the good work
environment. Employees love their organization and comfortable when they are furnished
with the required support for their job. Thus the bank has to provide adequate facility so
asretain its personnel. The other work environment that the employees disagree was their
non involvement in decison making.  According to Casey Anderson, when employees
are involved in making decisions, they gain a professonal and personal stake in the
organization and its overall success. This commitment leads to increased productivity as
employees are actively participating in various aspects of the company and wish to see
their efforts succeed overal. Therefore Commercial bank Ethiopia has to acknowledge
the benefits of employee involvement in decison making so as to increase the

productivity and profitability of the organization.

lix



REFERENCES

Abassi et d. (2000): "Turnover: therea bottom line", Public Personne Management, 2 (3) :333-342.

Bratton, J and Gold,J. (2003).Human Resources Management Theory and Practice3rdedition. New York: Pagrave
Macmillan

BORG, |. & ELIZUR, D. 1992. Job insecurity: correlates, moderators and measurement. Internationa Journal of Manpower
,13(2):13-26.

Biostastics Lecture note; AlemayehuWorku(Ph.D); Jonintharomaya university and AIPH MPH program

BirukWallelegn - 2013, assessment of professional employees turnover causes at Abyssyabank ,unpublished thesis

Castro, Brigham & Shepherd, (2007): A person-organisation fit mode of owner-managers’ cognitive style and
organisationa demands. The Service Industria Journa, 5(2), 1042-2537.

Chan & d. (2011) : Benjamin Chan Yin-Fah, Y eohSokFoon: An Exploratory Study on Turnover Intention among Private
Sector Employees: Internationa Journal of Business and Management Vol. 5, No. 8; August 2010

Clark-Rayner, P. And Harcourt, M.: The Determinants of Employee Turnover Behaviour: New Evidence from a New
Zed and Bank. Research & Practice in Human Resource M anagement, 2000, 8: 61-71.

Cooper-Hakim, A. and Viswesvaran, C. (2005), “The construct of work commitment: testing an integrative framework”,
Psychologicd Bulletin, Vol. 131 No. 2, pp. 241-59. .

Egan, Yang & Bartlett, (2004): The Effects of Organizational Learning Culture and Job Satisfaction on Motivation to
Transfer Learning and Turnover Intention.Human Resource Development Quarterly, 15(13)

Eisenberger, R., Stinglhamber, F., Vandenberghe, C., Sucharski, I. and Rhoades, L. (2002), “Perceived supervisor support:
contributions to perceived organizational support and employee retention”, Journa of Applied Psychology, Vol. 87 No. 3,
pp. 565-73.

Elizabeth Medina: Job Satisfaction and Employee Turnover Intention: What does Organizational Culture Haveto Dowith 1t?
Columbia University Masters of Arts (2012).

Gill. H,. Ahmed. |,.Rizwan. M,.Farid. S,.Mudafa. M,.Saher.S,.Bashir. A. and Tanveer. M.A. (2013), “The Antecedents of
Turnover Intention: A Comprehensive Mode to Predict the Turnover intentions”, J. Basic. Appl. Sci. Res., 3(12)392-402.

Griffeth, RW., Horn, P.W., and Gaertner, S. (2000). Meta-analysis of antecedents and correlates of employee turnover:
Update, M oderator Tests, and Research Implicati ons for the Next Millennium. Journa of Management, 26(3), 463-.488

GREENHALGH, G.L. & ROSENBLATT, Z. 1934. Job insecurity: Toward conceptua clarity. Academy of Management
Review, 9(3):438-448.

Greenhdgh, L., & Sutton, R.1.(1991). Organizationad effectiveness & job insecurity. London, UK: Sage Publication
Jacobson, D., & Hartley, J. (1991). M apping the context. In J. Hartley, D. Jacobson, B. Klandermans & T. Van Vuuren
(Eds.), Job Insecurity. London, UK: Sage Publications.

Griffeth and Hom (2001) :Griffeth, R. W., & Hom, P. W. (2001).Retai ning valued employees. USA: Thousand Oaks, Sage
Publications.

Jaffari, A.R. et d (2011): Prime and sub-prime factors of employee voluntary turnover in boom phase of industry: Empirica
evidence from banking sector of Pakistan; African Journa of Business Management Vol. 5(15), pp. 6408-6414, 4 August,

Ix



2011

Jenifer Larson-Hall (2010), A Guide to Doing Statistics in Second Language Research Using SPSS, University of North
Texas

Irshad M. (2009). Factors affecting employee retention, Abasynjournal of socia science . Vol. 4No.1

Johns, G. (1997). Contemporary research absence from work: Correlates, consequences. In C. L. Cooper & |. T. Robertson
(Eds.), Internationa Review of Industrid and Organizational Psychology, V.12 (pp.115-173). New Y ork: Wiley.

Judge, T. A., Thoresen, C. J,, Bono, J. E., & Patton, G. K. (2001). The job satisfaction-job performance relationship: a
guditative and quantitative review. Psychologica Bulletin, 127(3), 376-407.

LePine, J. A., Erez, A., & Johnson, D. E. (2000). The nature and dimensionality of organisationa citi zenship behaviour: a
critica review and ameta-andysis. Journa of Applied Psychology, 87(1), 52-65.

Landy, F. J., & Conte, J. M. (2004). Work in 21st century, an introduction to individual & Organisational psychology. New
Y ork: McGraw Hill.

Larson, L.L. (2004). Internal auditors and job stress. Managerial Auditing Journal, 19(9), 1119-1130
Luthans, F (2002), Organizationa Behavior.9th edition. New Y ork : McGraw Hill.
Kevin M. M et d (2004). Organizationd change and employee turnover, Personnd Review 33 (2), 161-169

Koslowsky, M., Sagie, A., Krausz, M., & Singer, A. H. (1997).Corrdates of employee lateness: some theoretical
consideration. Journa of Applied Psychology, 82(1), 79-88.

Magner, N., Weker, R and Johnson, G. (1996).The interactive effects of participation and outcome favorability in
performance appraisal on turnover intentions and evaluations of supervisors. J. occupationa org. psychol. 69: 135-143.

Mbah, S.E. and Ikemefuna, C.O. (2011). “Job Satisfaction and Employees Turnover Intentions in tota Nigeria plc. in Lagos
“Internationa Journa of Humanities and Socia Science Vol.2 No. 14 [Specid Issue- July 2012]

Mboya, W. J. (2009): “A Modd for Determinants of Labour Mobility in the Banking Industry of Tanzaniaz Employees’
Perspective.” University of Dar Es Sdaam Business School

Meaghan etd 2002; Meaghan Stovel, Nick Bontis (2002), Voluntary turnover: knowledge management-friend or foe? J.
intel lect. Cap. 3 (3): 303-322

Metz NM (1989) Job security in Canada. Reations industrid les/Industria Relations. pp.149-161

Micha, Nissly, J.A and Levin (2001): “Antecedents to Retention and Turnover among Child Wdfare, Socid Work, and
Other Human Service Employees: What Can We Learn from Past Research? A Review and Metandysis’, The Socid
Service Review, 75(4):625-661

MOBLEY, W.H.: Intermediate linkages in the relaionship between job satisfaction and  employee turnover. Journa of
Applied Psychology, 1977, 62: 238.

Mobley, W. H. (1982). “Employee Turnover: Causes, Consegquences and Control” Addison-Wesley: Reading, M assachusetts

Mustepha, A. &Mourad, M. (2007). Employee turnover and retention strategies: evidence from Saudi companies.
Internationa Review of Business Research papers, 3(3), 1-16.

Oluwafemi, O. J. (2009). Organizational citizenship behaviour in responseto percelved organizational justice in Nigeria oil
industry: Mediatory role of turnover intention and perceived job dternative. Nigerian Journa of Clinica and Counselling
Psychology, 15, 6, 258-283.

Ogungbamila, B. (2010). Effect of felt obligation on occupationa burnout among employees of post-consolidation banks in
Nigeria. Ife Psychologia 18(2), 137 -149.

Ogunsing, S. O. & Adebayo, S. O. : (2011). Influence of Supervisory Behaviour and Job Stresson Job Satisfaction and
Turnover Intention of Police Personne in Ekiti State.Journalof management and Strategy, 2(3), 13-20.

Ixi



Ojedokun, A. O. (2008). Perceived job insecurity, job satisfaction and intention to quit AfricanJourna for the Psychologica
Study of Socia Issues, 11(2), 204-220

Oluwafemi, O. J.:Predictors Of Turnover Intention Among Employees In Nigeria's Oil Industry: Organizations And
Markets In Emerging Economies, 2013, Vol. 4, No. 2(8)

OngoriHenery (2007); A review of literature on employee turnover; African Journa of Business management,pp. 049-054,
June 2007

Price, (2001).Reflections on the determinants of voluntary turnover. International Journa of Manpower, 22(7), 624-660.

PendulwaGuma(2011).organizational factors impacting on employee retention, unpublished M aster Thesis, Nelson Mandda
M etropolitan University.

Porter, L. W., Stears, R. M., (1973). Organazationd work and persond factors in employee turnover and
absenteeism.Psychological Bulletin, 8, 151-176A pproach.1st editi on.Elsevier Science & Technol ogy.

Porter & Steers, 1973). Porter LW, Steers RM, Mowday RT, Boulian PV (1974). "Organizationd commitment, job
satisfaction, and turnover among psychiatri c technicians”, J. Appl. Psychol. 59: 603-609.

Powdl, M.J. & York, R.O. (1992).Turnover in county public welfare agencies. Journa of Applied Sociad Science, 16(2),
111-127.

Phillips, J.J. & Conndl, A.O. (2003).Managing Employee Retention: A Strategic A ccountabi lity
Rampur, S. (2009). Causes of Employee Turnover.(on line)

Samad, S. (2012): The Role of organizational commitment in the relationship between job satisfaction and turnover intention.
European Journd of Socid Sciences, 30, 1, 125-135.

Shaw, J., Gupta, N. &Ddery, J. (2005).Alternative conceptuali zations of the relationship between voluntary turnover and
organizational performance. Academy of Management Journd, 48(1): 50-69.)

Shamsuzzoha, and Shumon,(2010),” Employee Turnover-a Study of its Causes and Effects to Different Industries in
Bangladesh ” Internationa Journa of Humanities and Socid Science [Specid Issue - July2012]

Sias, P. M. (2005). Workplace Relationship Qudity and Employee Informati on Experiences.Communicati on Studies, 56, (4),
375- 395.

SomchitHongvichit: the research progress and prospect of turnover intention; International Business Research; Vol. 8, No. 6;
2015 Published by Canadian Center of Science and Educeation

Tuzun, 1. K. (2007).A ntecedents of turnover intention toward a service provider.The Business Review, 8,128-135.

Tett, R. P., & Mayer, J. P. (1993).Job satisfaction, organisationa commitment, turnover intention and turnover, path andysis
based on meta-and ytical findings. Personnd Psychology, 46, 259-293.

Taylor, C.R. (2002). Focus on Taent. Training and Development.[Onling):http://www.taleo.com /research/arti cles/strategic/
cdculating-the-high-cost-employee-turnover

Tor etd (1997). “Assessing employee turnover intentions before and after TQM” International J. Qual. Reiability
manageent. 14 (1): 46-63.

W. W. Guyo, R. Gakure, B. Mwangi, 2011, factors contributing to the employee turnover in pharmaceutical companies in
Kenya a case study of Ranbaxy Laboratories limited ,unpublished

Wright, McMahan,& McWilliams, A. (1994). Human resources and sustained competitive advantage: A resource-based
perspective. Internationa Journa of Human Resource.V OL. 5PP 256-278.

Zahid H.B. (June 2013), Examining the Reationship between P-O Fit and Turnover Intention, Indian Journal of Research,
PARIPEX, Vol. 3, Issue5

Zuber A (2001). "A career in food service cons: high turnover”, NationsRestaurant News, 35 (21):147-148.

Ixii



Churchil, G.A &Lacobucci, D (2002): “Marketing Research M ethodologica Foundations.” 2nd ed. M cGraw-Hill
Companies Inc: London

Appendix

DATA COLLECTION INSTRUMENT FOR STUDY ON FACTORS
INFLUENCING TURNOVER INTENTION IN COMMERCIAL BANK OF
ETHIOPIA

This questionnaire is designed to assess factors influencing turnover in the employees of
Commercial Bank of Ethiopia. This survey is used for academic purpose for thesis
requirement in partial fulfillment of master’'s degree in Human Resource Management at
AAU, School of Commerce.lt is antid pated that the survey will not take longer than 15 minutes

to complete.

Whatever information you provide will be kept strictly confidential and will not be shown to
other persons and we will not asking your name for this purpose. Given the importance of the
topic covered in the study, your genuine responses are vital for the success of this study. So, |
kindly request your contribution in filling the questionnaire honestly and responsibly. Thank

you in advance for your contri bution.
Please don’'t write your name on the questionnaire

If you have any question on questionnaire you can ask my research assistant or contact me
viamy phone 0913908280.

PART- ONE: SOCIO-DEMOGRAPHIC CHARACTERISTICS OF RESPONDENTS

1. Age: A.20-29 B.30-39 C.40-50 E.>B50
2. Gender A. Male B.Female
3. Marita statusA. Single B. Married C. Divorced D. Widowed E. Other

4. Number of years working in CBE?
A.Lessthan lyear B.2to5yearsC. 5to 10 years D. >10years
5. Depatment. A credit B.Trade Service  C. Branch operation
6. Job title
7. What is your level of education?
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PART TWO: QUESTIONS ON TURNOVER INTENTION OF CURRENT EMPLOYEES

A. Diploma B.Degree C.Masters D.Ph.D E. Other (specify)

The foll owing questions are prepared to get your views regarding some of the causes of
employee turnover. For each questions below, circle the options that fitsto your opinion based
on the following scale.

5= Strongly Agree 4= Agree 3= Neutra (neither agree nor disagree)

2= Disagree 1= Strongly Disagree

|- Benefits and salary related

1.

| am happy with my salary as| am well paid in CBE in comparison to my experience,
responsi bilities and qualification

1. Strongly disagree 2. Disagree 3. Neutral 4. Agree 5. Strongly agree

The amount of pay | receive for my job in CBE is equal to others doing smilar work in
other banks

1.Strongly disagree 2. Disagree 3. Neutral 4. Agree 5. Strongly agree

The number of vacation, sick leave and insurance policy (safety, health) given by the
bank is adequate

1.Strongly disagree 2. Disagree 3. Neutral 4. Agree 5. Strongly agree

| am happy with assistance given by CBE in terms of school fee, leave for exams and
subscri ptions

1.Strongly disagree 2. Disagree 3. Neutral 4. Agree 5. Strongly agree

| am happy with company’ s assistance for Loans— housing, vehicle, personal and staff
loans

1.Strongly disagree 2. Disagree 3. Neutral 4. Agree 5. Strongly agree

| feel that the performance bonus structure isfairly rewards my effort

1.Strongly disagree 2. Disagree 3. Neutral 4. Agree 5. Strongly agree
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|- Relationship of employee and management

7. | fed the management of the bank shows a genuine interest in fixing the issues/problems |
encounter inmy job role

1.Strongly disagree 2. Disagree 3. Neutral 4. Agree 5. Strongly agree
8. My supervisor available to me when | have questions or need help

1.Strongly disagree 2. Disagree 3. Neutral 4. Agree 5. Strongly agree
9. My supervisor keep me well informed on work issues

1.Strongly disagree 2. Disagree 3. Neutral 4. Agree 5. Strongly agree

10. My supervisor treats me fairly and respectfully
1.Strongly disagree 2. Disagree 3. Neutral 4. Agree 5. Strongly agree

11. The feedback | receive from my supervisors is supportive and encouraging type
1.Strongly disagree 2. Disagree 3. Neutral 4. Agree 5. Strongly agree

12. My supervisor motivates me and give me freedom to exercise initiatives and self-
approach to work

1.Strongly disagree 2. Disagree 3. Neutral 4. Agree 5. Strongly agree

[11- Career growth in CBE

13. The bank arranges continuous trai ning and development programs to enable my
professional growth

1.Strongly disagree 2. Disagree 3. Neutral 4. Agree 5. Strongly agree
14. There are promotion opportunities and clarity in procedures for promotionsin CBE

1.Strongly disagree 2. Disagree 3. Neutral 4. Agree 5. Strongly agree
15. when there is promotion opportunity the consideration is equal for other employees

1.Strongly disagree 2. Disagree 3. Neutral 4. Agree 5. Strongly agree

16. | feel that | am rewarded with better appraisal rates and grade promotions based on my
actua performance

1.Strongly disagree 2. Disagree 3. Neutral 4. Agree 5. Strongly agree
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V- Job related factors

17. | am satisfied with my job.
1.Strongly disagree 2. Disagree 3. Neutral 4. Agree 5. Strongly agree

18. | am happy with my job placement according to my skill, experience and qualification

1.Strongly disagree 2. Disagree 3. Neutral 4. Agree 5. Strongly agree
19. | am happy with the nature of my job/work

1.Strongly disagree 2. Disagree 3. Neutral 4. Agree 5. Strongly agree
20. | feel my job is secure

1.Strongly disagree 2. Disagree 3. Neutral 4. Agree 5. Strongly agree
21. 1 am not stressed at work as | have enough time to get everything done on my job
1.Strongly disagree 2. Disagree 3. Neutral 4. Agree 5. Strongly agree

22. | fed that the amount of workload is reasonabl e and sound

1.Strongly disagree 2. Disagree 3. Neutral 4. Agree 5. Strongly agree

V- Working environment and organizational factors
23. The work environment is satisfactory for the employees
1.Strongly disagree 2. Disagree 3. Neutral 4. Agree 5. Strongly agree

24. | get adequate equipment and supplies and enough support services | need on my job.

1.Strongly disagree 2. Disagree 3. Neutral 4. Agree 5. Strongly agree
25. The working hours are sati sfactory with the work load in CBE

1.Strongly disagree 2. Disagree 3. Neutral 4. Agree 5. Strongly agree
26. | aminvolved in decison making in CBE

1.Strongly disagree 2. Disagree 3. Neutral 4. Agree 5. Strongly agree
27. | fed the bank is fair in general and treat employees fairly

1.Strongly disagree 2. Disagree 3. Neutra 4. Agree 5. Strongly agree

28. | am extremely glad that | chose this bank to work for, over other organizations as my
expectations that | had about the bank were met after | joined CBE

1.Strongly disagree 2. Disagree 3. Neutral 4. Agree 5. Strongly agree
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VI- Intention to leave the Job and CBE

29. | have intention to resign from CBE within a shorter time

1.Strongly disagree 2. Disagree 3. Neutral 4. Agree 5. Strongly agree

30. Whenever | get ajob in another bank definitely | leave this bank

1.Strongly disagree 2. Disagree 3. Neutral 4. Agree 5. Strongly agree

31. | am already fed up working in CBE so | am searching for a better job in a better
organization at the moment

1.Strongly disagree 2. Disagree 3. Neutral 4. Agree 5. Strongly agree

32. | am being dissatisfied working for CBE due to one or other reasons, so | would probably
look for outside opportunities

1.Strongly disagree 2. Disagree 3. Neutral 4. Agree 5. Strongly agree

| ntention any time
33. Do you have intention to leave CBE at any point of time in the future

1.Yes 2.No 3. Indifferent

34. If YES, what are the reasons that will cause you to consider to leave the bank? ( you can
select mor e than one option!)

a

N —

SQ "o a0 o

Insufficient payment

Insufficient benefits

L ack of career advancement

Work load

Bad relationship with the management and other colleagues
Working condition

Alternative job opportunities

External pressure may cause me to leave my job
Discrimination

Other (specify):

Thank you very much for your contribution!
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INTERVIEW QUESTIONS

1. Employees of CBE are not happy with salary. Also they are not happy with bonus
structure and other benefits. what is the reason behind and what is your policy

recommendation

2. When we see the actual data for the past five years, turn over rate of CBE shows near to
3% on average. However based on the sample survey the employee turn over intension

rate is 52%. What do you think about turnover and how they manage the high intention?

what isyour policy recommendation

3. The survey shows that employees are disagree with the availability of equal promotion
opportunity and clarity in procedure for promotion. Also they believed that they are not
rewarded with better appraisal rates and grades promotion based on actual performance

4. The survey shows that the employees are happy with their job even though they are

working under stress but they feel their job insecure. Do the management aware of it? and

what isyour policy recommendation.

5. According to my survey report 43.7% of employee are not satisfied with work
environment and facing difficulty in getting adequate equipment, supplies and support.
Also 50.8% of the employees responded that they are not involved in decision making.
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