
























































































































































































































































procedures are printed and distributed to employees through the labor union. As indicated

above, most employees are not member of the labour union.

Table D-4-5-About Your view on Working in ERA
To what extent do you agree or disagree with the following statements about working in ERA?
Current Employees | Ex-employees
Item Measurement No % No %
Dispute/grievance handling Strongly Agree 0 S4L 0 0.0
mechanisms are Good Agree 11 9.1 8.3
Neither Agree nor
Disagree 3 2.5 1 8.3
Disagree 18 14.9 1 8.4
Strongly Disagree 0 0.0 1 8.3
Do not Know 89 73.5 8 66.7
Total 121 100.0 12| 100.0

Regarding to what extent respondents agree or disagree on dispute/grievance handling
mechanisms being good, 73.5 and 66.7 percent of current employee and ex-employee
respondents respectively claimed "Do not know". Here again the lack of communication

between management and employees is clearly observed which is contributing to the reasons of

increased turnover in the Authority.

Table D-5-About Your view on Working in ERA
Current Employees Ex-employees
Item Measurement No Y% No %
Do you wish to stay In ERA? iEE it 200 0 Lt
NO 84 69.4 0 0.0
Total 121 100.0 0 0.0
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Table D-6-About Your view on Working in ERA
Current Employees Ex-employees

Item Measurement No % No %

Poor Compensation
System 22 26.2 4 33.3

Poor leadership and
communication system 10 11.9 1 8.3

Poor Training and

_ development opportunity 20 23.8 2 16.7
If your answer is NO, _
wihich of e Job Dissatisfaction 5 6.0 1 8.3
li‘l’gg\‘;‘;t‘;gyfﬁgﬂzave Seek of better job
, opportunit 12 14.2 3 25.0
ERA? (Rank them in PE .
priority)
Low social and
interpersonal relationship 2 2.4 0 0.0
Lack of feeling of
belongingness in ERA 13 15.5 1 8.3
Total 84 100.0 12| 100.0

As indicated in table D-5 and D-6, 69.4 percent of the current employee respondents do
not wish to stay in ERA. When asked what is the reason or what motivates them to leave ERA,
26.2, 11.9, 23.8, 6.0, 14.2, 2.4 and 15.5 percent of the current employee respondents claimed it
to be poor compensation system; poor leadership and communication system; poor training and
development opportunity; job dissatisfaction; seek of better job opportunity; low social and
interpersonal relation and lack of belongingness in ERA respectively. With respect to ex-
employee respondents 33.3, 8.3, 16.7, 8.3, 25 and 8.4 percent claimed it to be poor
compensation system; poor leadership and communication system; poor training and
development opportunity; job dissatisfaction; seek of better job opportunity and lack of feeling of
belongingness in ERA respectively. This indicates that there is no single factor alone that is

contributing to turnover. It is a combination of factors that are contributing to employee turnover.
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Chapter Five

5-Summary, Conclusion and Recommendation

5.1 Summary

Based on the analysis and interpretation made in the previous chapter the major findings
are summarized as follows.

A. Most of the current employee and ex-employee respondents are found to be male,
single and had been in the organization for less than two years.

B. ERA conducts formal selection and recruitment procedure but do not give orientation to
the new employees and majority of current and ex-employee respondents strongly
believe that orientation is necessary.

C. The majority of the respondents’ expectations to join the Authority have not been met
after they were employed.

D. Though the management of ERA believes in training, most of the employees did not
receive training in relation to their job.

E. The majority of the respondents do not have any information with regard to career ladder
and disciplinary procedures.

F. Most of the current employee and ex-employee respondents disagree with the
communication system between management and employees being properly laid down
and management recognition of employees’ contribution to the Authority.

G. The majority of both current employee and ex-employee respondents do not have any
information with regard to the way the organization is run, changes in staffing and

financial matters including budgets.
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H. Most of the current employee and ex-employee respondents disagree with sharing many
of the values of the Authority; do not feel loyal to the Authority; and lack feeling of

belongingness in ERA.
5.2 Conclusion

Based on the main findings above, the following conclusions are drawn.

A. The organization does not provide any orientation to new employees which may create
reality shock on employees as they join the Authority that in turn causes early employee
resignation.

B. Management is aware of the high skilled manpower turnover it is facing but has only
associated the cause to only the poor compensation system the Authority has.

C. Training and development programs are not given to the employees as much as it is
claimed by the management.

D. The compensation system and benefit packages of the Authority are not that much
attractive when compared to the market.

E. The mismatch between person and organization and the difference in culture of
employees and the Authority is evidenced which cause employees to quit their job.

F. Most of the jobs employees perform are monotonous.

G. The Authority has a poor communication system. Employees do not know what the
organization programs are in relation to employee career development, budgets etc.

H. The Authority’s skilled manpower turnover is associated to a number of factors other
than the poor compensation system it has.

|. Employees working in ERA acquaint themselves with their job, workgroup and the
company'’s culture through non programmed effort. Therefore the Authority has failed to

use widely known systematic methods of socialization in work settings.
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5.3 Recommendation

On the basis of the findings derived and conclusions drawn with regard to the skilled
manpower turnover in ERA, the following recommendations are made with the hope that

implementation would alleviate or reduce the problem identified.

A. The organization should revise its compensation system according to market.
Competitive compensation packages can signal strong commitment on the part of the
company, and can therefore build a strong reciprocal commitment on the part of
workers.

B. The Authority should attach reward systems and performance so that top performers can
be rewarded better than others to motivate and retain them.

C. The Authority should give Training and Development as much as possible to increase
the retention rate through well-developed training programs.

D. How companies recruit and how they provide orientation in the first days on the job
can be of crucial importance to keeping workers over the longer term. The
Authority should give new employees orientation with regard to their work, work
group and organization culture during recruitment.

E. The Authority should emphasize the importance of providing “realistic job previews”
to potential employees. These previews provide potential new hires with more than
just a cursory glance at a company’s operations, providing the candidate with
enough information to make a decision about whether it is the right workplace for
her or him.

F. The Authority should design the jobs so that it allows employees greater autonomy on

the job, presenting more interesting challenges, or increasing the diversity of tasks.
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G. Performance appraisals help in making a number of HR decisions related to
compensation, training, promotion, and even termination. Therefore the Authority should
work on a method to evaluate the performance of its employees.

H. Finally, most, if not all, of practices used to retain employees fundamentally depend on a
sound approach to communicating with employees. Without communications, many of
the employee retention mechanisms would be difficult to implement, or it would at least
be difficult to implement them with the goal of retaining employees. Therefore, the
management of ERA should work on communicating its intentions, programs and

benefits to the employees effectively.
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Questionnaire |

Questionnaire to be Filled by Employees of Ethiopian Roads
Authority (ERA)



Addis Ababa University
Faculty of Business and Economics
MBA Program

Questionnaire to be Filled by Employees of Ethiopian Roads Authority (ERA)

You are being invited to participate in a research study about employee turnover on Ethiopian
Roads Authority. The objective of this research project is to attempt to understand why skilled
employees leave their jobs.

There are no costs for participating in the study. In order for the survey to give a true picture

your genuine response will have a great impact. So feel free and respond to the questions in
the way you really feel.

A. BACKGROUND INFORMATION

A1- Your age Group

Below25 [ 31-35 L] Above 40 []
25-30 OJ 36 -40 O
A2- Sex
Male ] Female ]

A3- Martial Status
Married ] Single O
A4- Qualification
1242 ] MSc/MA ]
BSc/BA [ PhD Ll
A5- How many years in total have you worked in ERA?
Tick One Box Only
Less than 1 Year [] 2 to less than 5 years [ 10 years or more  []
1 to less than 2 years[ ] 5 to less than 10 years [
A6- Years of service of your current position
Tick One Box Only

Lessthan 1 Year [] 2tolessthan5years [] 10 years ormore []

1 to less than 2 years [] 5 to less than 10 years []



B. ABOUT YOUR JOB
B1- Are you satisfied with the sense of achievement you get from your work?
Yes [ No O]
B2-If your answer is NO, why is it?
[J Jobis Monotonous
1  Jobis Mechanistic
[J |feel that what | contribute is less
[1  Ifeel that | am not contributing to ERA’s Objective
B3-Did you receive information as to your job, objective and mission, etc during recruitment?
Yes [ No ]
B4-Do you think that orientation is necessary after placement for newly employed?
Yes [] No OJ
B5-Are you satisfied with the amount of pay you get?
Yes [ No OJ

B6- To what extent do you agree or disagree with the following statements about joining

ERA?
Strongly ~ Agree Neutral Disagree  Strongly
Agree Disagree

| was motivated to join ERA for gain 0 . u u L
of experience

| was motivated to join ERA because of L] L] ] ] O]
the salary scale

| was motivated to join ERA because | did

not have any other job H O O O 0O
| was motivated to join ERA because
| thought ERA has good opportunity for training ] ] ] . 0O

and development

B7-After joining ERA, were your expectations met?

Yes ] No ]



C. ABOUT YOUR WORK PLACE

C1-How well do the work skills you personally have match the skills you need to do your job?
Tick One Box Only
My own skills are
Much higher
A bit higher
About the same
A bit lower
Much lower
Not in congruence with the job

Lo Oog

C2-Has ERA had ever provided you with any training?

Yes [] No [
C3-In general, how good would you say managers at ERA are at keeping employees informed
about the following?

Tick One Box in Each Row

Very  Good Neutral  Poor  Very Do not

Good Paor Know
Changes to the way the organization is run O] O ] ] ] ]
Changes in staffing O ] O ] L] L]
Financial matters including budgets ] N ] ] ] []

C4-Overall, how good would you say managers at ERA are at

Tick One Box in Each Row

Strongly Agree Neutral Disagree  Strongly Do not
Agree Disagree Know

Seeking the views of employees/employee
Representative

Responding to suggestions from employees /
Employee representatives o O O [ O O

Allowing employees/employees representatives
To influence final decision O ] O O OJ ]

0o O O O O O



C5-Overall, how satisfied are you with the amount of involvement you have in decision-
making in ERA?
Tick One Box Only

Very satisfied O

Satisfied ]

Neither Satisfied nor Dissatisfied ]
Dissatisfied (]

Very dissatisfied L]

C6-Are you member of the labour union?

Yes [ No [

D. YOUR VIEW ON WORKING IN ERA

D1-To what extent do you agree or disagree with the following statements about working in
ERA?
Tick One Box in Each Row

Strongly ~ Agree Neutral Disagree  Strongly Do not

Agree Disagree  Know
| share many of the values of ERA ] O ] J ] []
| feel loyal to ERA O | O O O] O
| am proud to tell who | worked for 1 L1 ] ] ] []
| feel | belong to a Team ] O ] O O ]

D2-Now thinking about the mangers at ERA, to what extent do you agree or disagree with the
following
Tick One Box in Each Row

Strongly ~ Agree Neutral Disagree  Strongly Do not

Agree Disagree Know
Deal with employees honestly ] O ] O] ] []
Encourage people to develop their skills | O O O OJ

Treat employees fairly ] ] O ]



D3-In general, how would you describe relations between mangers and employees at ERA?

Tick One Box Only
Very good ]
Good ]
Neither Good nor Poor O]
Poor OJ

Very poor ]

D4-To what extent do you agree or disagree with the following statements about working in
ERA?
Tick One Box in Each Row

Strongly Agree Neutral Disagree  Strongly Do not

Agree Disagree Know
Management has provided a clear path for O O OJ O O O
Advancement
Management recognize employees for their ~ [] O] ] O ] O
Contribution
Communication system with managementis [] O O | O OJ
Properly laid down
Disciplinary procedures are properly laid O O OJ O] ]
Dispute/grievance handling mechanisms are 0 0 A H
Good
D5-Do you wish to stay In ERA?
Yes [l No [

D6- If your answer is NO, which of the following reasons motivate you to leave ERA? (Rank
them in priority)

Poor Compensation System

Poor leadership and communication system
Poor Training and development opportunity
Job Dissatisfaction

Seek of better job opportunity

Low social and interpersonal relationship

0o 0O 0OoO0oogd

Lack of feeling of belongingness in ERA



Questionnaire Il

Questionnaire to be Filled by EX-Employees of Ethiopian
Roads Authority (ERA)



Addis Ababa University
Faculty of Business and Economics
MBA Program

Questionnaire to be Filled by Ex-Employees of Ethiopian Roads Authority (ERA)

You are being invited to participate in a research study about employee turnover on Ethiopian
Roads Authority. The objective of this research project is to attempt to understand why skilled
employees leave their jobs.

There are no costs for participating in the study. In order for the survey to give a true picture

your genuine response will have a great impact. So feel free and respond to the questions in
the way you really feel.

A. BACKGROUND INFORMATION

A1- Your age Group

Below25 [ 31-35 L] Above 40 []
25-30 O 36 - 40 O
A2- Sex
Male ] Female ]

A3- Martial Status
Married ] Single O
A4- Qualification
12+2 [] MSc/MA ]
BSc/BA ] PhD [l
A5- How many years in total have you worked in ERA?
Tick One Box Only
Lessthan 1 Year [ 2 to less than 5 years [ 10 years or more []
1 to less than 2 years[ ] 5 to less than 10 years [
A6- Years of service in your last position in ERA
Tick One Box Only

Less than 1 Year O 2tolessthan5years [] 10yearsormore []

1 to less than 2 years [] 5 to less than 10 years [



B. ABOUT YOUR JOB

B1- Were you satisfied with the sense of achievement you get from your work?
Yes [] No O

B2-If your answer is NO, why was it?

[ Jobis Monotonous

[0  Job is Mechanistic

[J | feel that what | contribute is less

L] Ifeel that | am not contributing to ERA’s Objective
B3-Did you receive information as to your job, objective and mission, etc during recruitment?

Yes [] No O

B4-Do you think that orientation is necessary after placement for newly employed?
Yes [] No O

B5-Were you satisfied with the amount of pay you get?

Yes [ No O

B6- To what extent do you agree or disagree with the following statements about joining

ERA?
Strongly ~ Agree Neutral Disagree  Strongly
Agree Disagree

| was motivated to join ERA for gain O N L] u 0

of experience

| was motivated to join ERA because of ] ] O ] ]
the salary scale

| was motivated to join ERA because | did

not have any other job 0 O L] [ L]
| was motivated to join ERA because
| thought ERA has good opportunity for training ] = O . 0

and development

B7-After joining ERA, were your expectation met?

Yes [ No O



C. ABOUT YOUR WORK PLACE

C1-How well did the work skills you personally had match the skills you needed to do your job
in ERA?
Tick One Box Only
My own skills were
Much higher
A bit higher
About the same
A bit lower
Much lower
Not in congruence with the job

0 oo0od

C2-Have you ever had any training in ERA?

Yes [] No [
C3-In general, how good would you say managers at ERA were at keeping employees
informed about the following?

Tick One Box in Each Row

Very Good Neutral Poor Very Do not

Good Poor Know
Changes to the way the organization is being run ] ] OJ ] ] N
Changes in staffing O O O] 1 ] O
Financial matters including budgets OJ OJ ] ] ] ]

C4-Overall, how good would you say managers at ERA were at

Tick One Box in Each Row

Strongly ~ Agree Neutral Disagree  Strongly Do not
Agree Disagree Know

Seeking the views of employees/employee
Representative

Responding to suggestions from employees /
Employee representatives ] [ O ] [] ]
Allowing employees/employees representatives

To influence final decision ] [] O ] O] ]

B O o O 0O 0O



C5-Overall. how satisfied were you with the amount of involvement you had in decision-
making in ERA?
Tick One Box Only

Very satisfied O

Satisfied O

Neither Satisfied nor Dissatisfied ]
Dissatisfied ]

Very dissatisfied []

C6-Were you member of the labour union?

Yes [] No [J

D. YOUR VIEW ON WORKING IN ERA

D1-To what extent do you agree or disagree with the following statements about working in
ERA?
Tick One Box in Each Row

Strongly Agree Neutral Disagree  Strongly Do not

Agree Disagree  Know
| shared many of the values of ERA ] ] O O ] ]
| felt loyal to ERA O ] O ] ] O
| was proud to tell who | worked for O O O L] U [
| felt | belonged to a Team ] ] O Ll ] [

D2-Now thinking about the mangers at ERA, to what extent do you agree or disagree with the
following
Tick One Box in Each Row

Strongly ~ Agree Neutral Disagree  Strongly Do not

Agree Disagree Know
Dealt with employees honestly OJ O ] O O ]
Encouraged people to develop their skills O O O OJ O OJ

Treated employees fairly | n ] ] O [



D3-In general, how would you describe relations between mangers and employees at ERA?
Tick One Box Only

Very good ]

Good |

Neither Good nor Poor ]
Poor O

Very poor O

D4-To what extent do you agree or disagree with the following statements about working in
ERA?
Tick One Box in Each Row

Strongly ~ Agree Neutral —Disagree  Strongly Do not
Agree Disagree Know

Management has provided a clear path for O ] J O OJ |
Advancement

Management recognized employees for their ]
Contribution

Communication system with management was []
Properly laid down

Disciplinary procedures were properly laid O

O 0O o od

o 0O 0O
O 0O 0O
O 0O 0O
O 0O O

(N I R I R

Dispute/grievance handling mechanisms were
Good
D5- Which of the following reasons motivate you to leave ERA? (Rank them in priority)
Poor Compensation System ]
Poor leadership and communication system
Poor Training and development opportunity
Job Dissatisfaction
Seek of better job opportunity

Low social and interpersonal relationship

OO O 0o ad

Lack of feeling of belongingness in ERA



Interview

Questions of the Interview made with the Personnel

Administration Manager of ERA



Interview with the Personnel Administration Manager

Interview will be made with the concerned manager (Personnel Administration Manager) to

asses whether the organization is aware of about the existence of turnover Jrates , causes

and costs of the employee turnover and retention mechanism followed( if any) to reduce the

turnover ratio.

Reasons for termination of employment

1

Do you feel that the mobility of skilled manpower from the organization is a serious

problem?

What is your view about the intensity labour turnover?

Do you make exit interview, when employees resign?

If yes, why did they leave the organization?

If exit interview was not made, what possible reasons can be mentioned for employee

resignation?

Do you feel that there exists equal opportunity for promotion for all employees of the

organization?

How does ERA recognizes employee contribution?

Do you feel that employees of ERA earn adequate financial compensation when

compared to the market?

Do you think that there exists smooth relationship between management and

employees?

10.

How do you characterize communication system between management and

employees at different level of the organization?

11.

Do you give employees orientation during recruitment time?




Question related to costs of Turnover

1-For recruitment, which media do you use to notify potential candidates for vacancies

A.
B.
C.
B
2-What is the estimated average cost of the media used?

Newspaper
Television
Radio
Other

3-Do you measure the cost of turnover?

4-If Yes, what are the items you include in determining the cost of turnover?

Question related to Retention Mechanism

1-What retention mechanism ERA is currently using to reduce labour turnover

>

Y V V¥V V¥V

>

By giving full information to new employees when they are hired about the organization
,working condition, workgroup

By giving adequate compensation system

By following more precise selection and placement procedures

By participating employee in decision making

By responding to employee recognition ,expectation and needs

Other please specify

2-1f ERA is not currently taking any measures, what mechanism is the organization is planning

to take?
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