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ABSTRACT 

Employees are the main pillars and the most important factor in driving the success of the organization in realizing its core mandate. Employees’ turnover can impact on the organizational performance. Unplanned staff turnover is problematic and expensive, affecting not only learning and efficiency, but also the capacity of the National Industrial Training Authority (NITA) to respond to new emergencies or to continue with existing programs. There is therefore sufficient evidence of the need to conduct research on perceptions of employees on the impact of labor turnover in the operations of National Industrial Training Authority in Kenya. This study adopted a descriptive – correlational research design and data gathered from survey questionnaires administered to 149 employees from various departments and managerial levels at NITA were analyzed using descriptive statistics, t-test for independent samples, one-way analysis of variance, and Spearman rank-order correlation coefficient.  It was established employees’ perceptions that labor turnover has a negative impact on employee productivity, quality of work, cost, and workplace morale.  Employees with management positions and with higher level of education perceive that labor turnover provides organizational and employee opportunities to some extent.  Position duration of stay in the organization significantly influence perceptions on the impact of labor turnover on cost while level of education significantly influences perceptions on the impact on employee productivity. The study recommends that the organization should strive to minimize labor turnover and focus on retaining employees so as to improve on employee productivity, quality of work, workplace morale and manage the cost associated with labor.
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CHAPTER ONE

INTRODUCTION

Background of the Study

Labor turnover is termed as the rate at which workers move in to and out of employment usually expressed as a percentage based on the number of employees leaving an organization (Armstrong, 2006). Hedwiga (2011) and Marisoosay (2009) argue that in human resources context it refers to the relative rate at which an organization gains and lose its personnel. Kazi, and Zedah, (2011) define labor turnover as the rotation of workers around the marketplace between firm, jobs and occupations and between the states of employment and unemployment. According to Jha (2014), many factors contribute to labor turnover including employee age, tenure with the organization, relative amount of pay, overall job satisfaction, characteristics of the task, employee perceptions of the work environment, better prospects(career move),more security, more opportunity to develop skills, better working conditions, poor relationship with manager/team leader, poor relationship with colleagues, bullying or harassment, personal such as  pregnancy, illness, or moving away from an area.

Employee perception represents the apprehension employees have in regard to a present situation in terms of past experiences (Kreitner & Kinicki, 2012). Perception also means that employees see things not as they ought to be but as a group in relation to the effects. When employees evaluate their workplaces, their perceptions towards the employer may lead to either an increase or decrease productivity. Whether they develop positive or negative perceptions of their workplaces, may lead them to feel more valuable, and feel like they make a difference in the organization. According to Howard (2007), varying perceptions are an extremely important concept for managers to understand in order to increase productivity. Managers must not only understand employees’ perceptions, they must also be able to recognize the significance of these perceptions in organizational context in order to meaningfully interact with employees and encourage them, hence increasing overall efficiency.

Causes of turnover are a complex mix of factors both internal and external to the organization contends Carrell et al. (1995). General economic conditions have an important bearing on the overall availability of jobs and this may cause turnover. Another factor that affects turnover is the local labor market, which is determined by both the local economic conditions and the supply-demand ratio for specific kinds of occupation and professions in the labor market. Personal mobility, or the extent to which one is bound to a particular area because of family or other social ties, is also a factor in deciding whether to leave a particular job (Armstrong, 2006). Employees who perceive a low degree of job security in their present jobs may be motivated to seek employment in other organizations where they believe a greater degree of security exists. Employees with a propensity to quit are young employees with little seniority who are dissatisfied with their jobs.

In Kenya, the National Industrial Training Authority is very significant in shaping the industrial labor input which reflects critically in the overall economy. The basis of industrial training may not necessarily aim at reducing the level of turnover in the organizations. However, Mayaka, and Akama (2007), state that as a means of equipping workers to be with the required skills and techniques for better performance and efficiency, industrial training gives the economy intelligent injection that is priceless. 

Waema, Odera, Adeya-Weya, Were, Masinde, Chepken, and Kenduiywo (2009) assert that the Kenya industrial organizations are facing skill shortages and an aging workforce that is not ready to adopt change, especially in the technological sector. Based on the argument of Nzuve (2007), when all the alternate modes for improving supply responsiveness are considered, the liberalization of the international trade regime is unlikely to be sufficient for successful development in Sub Saharan African countries, Kenya included, unless the technological ability of firms is increased to allow an elastic supply response.  In addition to this, Oyelaran-Oyeyinka and McCormick (2007) recorded that policies in African Countries, especially in the Sub Saharan region, should draw on others' experience, but they must be specifically designed for local realities. The local reality therefore is that the nature of labor turnover experienced in Kenya is one induced by employee dissatisfactions and lack of motivations. 

According to Nigam and Singer (2014), one of the crude factors of labor turnover in Kenya dates back before independence, the increasing natural dislike for long term urban employment with the African Kenyan mentality of going back to the village before the end of working life. Nkirina (2010), avers that to stabilize the labor force and enhance more labor productivity, there is need for an objective look at the rational perspective of a typical Kenyan worker, the level of skills, wage, and labor costs. Mutai (2011), posits that most industries in Kenya including small and medium ones, are grappling with changing workforce demographics, attitudes, and values, incorporating and utilizing the rapid advances in technology, and addressing globalization-related challenges such as increased competitive pressures, outsourcing and offshoring, and a global workforce that places a higher premium on cross-cultural sensitivities and skills. 
According to Pack (2013), organizational production refers to the volume of output generated by industrial sectors such as manufacturing, energy and public utilities. The factors influencing industrial productivity are inter-related and inter​dependent and it is a difficult task to evaluate the influence of each individual factor on the overall productivity of industrial units. Based on the study by Pack (2013), some of the important factors influencing industrial productivity are: technological development, quality of human resources, and availability of finance, managerial talent, government policy, and natural factors. Against this backdrop, the study explores the perspectives of employees on the impact of the labor turnover on the organizational performance of National Industrial Training Authority.
            The National Industrial Training Authority (NITA) is a State Corporation of Kenya established under the Industrial Training (Amendment) Act No.34 of 2011.The mandate of the Authority is to promote the highest standards in the quality and efficiency of industrial training in Kenya and ensure adequate supply of properly trained manpower at all levels in the industry. Within the vision of producing a globally competitive and adequate workforce for industrial development, the mission of the National Industrial Training Authority is to provide quality industrial training for enhanced productivity.

Statement of the Problem
Employees are the main pillars and the most important factor in driving the success of the organization without which the organization cannot realize its core mandate. They are the people who have the function and ability to organize and manage the outcome of one certain assignment. The turnover of key employees can have a disproportionate impact on the business and the people organizations wish to retain are probably the ones most likely to leave. When an employee leaves the firm, there are certain costs that are usually involved such as, hiring costs, involving time and facilities for recruitment, interviewing and examining a replacement. Training costs, involving the time of the supervisor Human Resource department and trainee and the pay of a learner is in excess of what is produced. As such, labor turnover contradicts the benefits derived by organizations when they spend scarce resources training and developing employees when these staff cannot be retained. 

At the National Industrial Training Authority, employees are expected to demonstrate a very high performance in order to achieve the organization’s mission, goal and objective each year which highly depend on the volume of the industrial training they provide as products and services. Compared to other organizations, the National Industrial Training Authority is well known for high workload and stringent time frame for their employees to adhere to, which can be acknowledged as major contributions to the increase of turnover rate. Unplanned staff turnover is problematic and expensive, affecting not only learning and efficiency, but also the capacity of Authority to respond to new emergencies, or even sometimes just to continue with existing programs. Unless they have a strong loyalty to their organizations, those who stay behind might get wary of continuously training new staff, and their morale can be affected. There is therefore sufficient evidence of the need to conduct research on perceptions of employees that impact labor turnover in National Industrial Training Authority in Kenya. 
Research Questions
This particular study has been guided by the following set of research questions:

1. What are the perceptions of employees on the impact of labor turnover on organizational performance of NITA in Kenya in terms of the following?

a) Employee productivity 

b) Quality of work 

c) Cost

d) Workplace morale

e) Employee and organizational opportunities

2. Is there a significant difference on the perceptions of the impact of labor turnover on organizational performance in the National Industrial Training Authority in Kenya of the employees classified according to a) position held in the company (management and staff) and b) directorate/department?

3. Is there a significant relationship between the perceptions on the impact of labor turnover on organizational performance in the National Industrial Training Authority in Kenya and a) level of education and b) period of stay in the company?
Hypotheses
The following null hypotheses have been tested in the study:

H01: There is no significant difference on the perceptions of the impact of labor turnover on organizational performance in the National Industrial Training Authority in Kenya of the employees classified according to a) position held in the company (management and staff) and b) directorate/department.

H02: There is no significant relationship between the perceptions on the impact of labor turnover on organizational performance in the National Industrial Training Authority in Kenya and a) level of education and b) period of stay in the company.
Significance of the Study

The findings of the study have made recommendations to the National Industrial Training Authority to come up with better strategies to reduce employee turnover.  The study is of great significant to the stakeholders such as NITA, COTU, FKE, and Ministry of Labor, Industrialization and Education among others by providing information as a basis for developing sustainable human resource strategies to enhance organizational learning and growth. This research provides better understanding of the relationship of effectiveness of Human resource practices on employee retention in an organization, even though the focus is on the impact of labor turnover in the National Industrial Training Authority. The stakeholders are in a position to use the findings and recommendations of this study to help them come up with progressive human resource policies relevant to the industry. Future researchers who wish to extend studies on topic of employee turnover within the industry generally, are also be in a position to use the report for reference purposes.
Justification of the Study

The term employee turnover has been used time and again in the world of business. Several scholars such as Gachanja (2004), Amamo (2005), Abuti (2006), Taplin (2007), Njoroge (2007), and Kinyanjui (2008) have conducted studies in regard to labor turnover in organizations. For instance, Abuti (2006), focused on assessing why employees leave the companies they work for. Taplin (2007), on the other hand, dwelt on importance of management style in labor retention of workers in retaining workers in a high labor turnover industry. Amamo (2005), carried out a survey of factors that attract and retain radio presenters in Kenya and observed that basic pay ranked highest among factors that employees would consider while moving to another organization. 

Kinyanjui (2008), did a study on employee turnover to show that salaries are not the main drivers of employee turnover. Gachanja (2004), carried out a study on workers motivation and labor turnover among sales agents which was a case study of British American insurance company. Lastly, Njoroge (2007), did a survey of factors that influence employee retention in manufacturing firms in Nairobi. The study focused on employees who had been retained by their employer for more than 10 years. However, there is still need to explore further on the perception of employee standpoint on this matter, as well as the effect of employee turnover on organizations. Against this backdrop, this current study investigates the perception of employees on the impact of labor turnover in the National Industrial Training Authority in Kenya.
Theoretical Framework
This study has been based on the Herzberg Two factor, Social Exchange and Equity theories as the main theoretical underpinnings of the study.
Herzberg Two Factor Theory

Herzberg (1966), in his two factor theory, reinforced the Freudian theory that human beings have two basic needs; the need to avoid pain and survive and the need to grow, develop and learn. The theory posited that the primary determinants of an employee’s satisfaction are factors intrinsic to the work that they do referred to as motivators. The theory argues that if the worker is truly motivated, the job itself will be the major source of motivation and therefore enough reason to stay much longer with the organization. In other words, Herzberg emphasizes the importance of matching people with jobs. 

Herzberg views job dissatisfaction as being determined by a secondary set of factors that are extrinsic to the job itself. These “Hygiene factors” are caused by the environment over which the employee has limited influence. Typical of these hygienic factors are pay (salaries & wages), interpersonal relationships, supervision, company policy and administration, working conditions, status and security. Herzberg indicates that these factors do not serve to promote job satisfaction rather their absence or presence can create dissatisfaction. Nevertheless, the presence of hygiene factors can serve to eliminate dissatisfaction. 
For Herzberg, motivation is a function of the job itself and the prevailing terms and conditions of service within an organization. According to him, a relationship exists between the overall nature of a job and employee satisfaction. It is therefore important for organizations to have explicit strategies for dealing with differences among workers when designing jobs and assigning people to them. This is because matching people to jobs has an impact on job satisfaction and therefore an influence on labor turnover.

The theory stimulated a great deal of empirical research, some of which was designed to test the conceptual validity of the theory and some of which assessed the usefulness of the implications of the theory for redesigning jobs. Of particular note in the latter regard was a series of generally successful job-enlargement studies performed throughout the American Telephone and Telegraphic system which were based on principles derived from the Herzberg theory (Ford, 1969). Hackman and Lawler (1971), were among the researchers who set out to test Herzberg’s two factor theory'. In a study designed to test the ideas set forth above, data was collected from some 200 employees of a telephone company in the United States.
The primary purposes of the research were to determine (1) the overall relationships between job characteristics and employee work attitudes and behavior, and (2) whether or not the reaction of the employee to his work is dependent on the particular kinds of satisfactions he values. Level of desire for higher order need satisfactions was measured by asking employees how much they would like to obtain relevant kinds of personal outcomes from their work such as, feelings of personal growth and development, feelings of accomplishment. Therefore, it was expected that across all employees there would be a positive relationship between the four core job dimensions and employee work motivation, satisfaction, performance, and attendance. The expectation was confirmed: in general, the "better" an employee's job (in terms of the core dimensions), the more positively he responded to it, both in attitudes and in behavior and hence the longer he was likely to stay on the job. Of special interest is the fact that when jobs were high on the core dimensions, employees reported having higher intrinsic motivation to perform well. 

Nzuve (1997) agrees with Herzberg by arguing that when people are placed in jobs which they are not suited or qualified for or had not expected the result is dissatisfaction. This will act as a catalyst for them to leave and seek alternative jobs which they hope will sufficiently meet their needs and thus impact on labor turnover.

Consistent with this particular study, the theory aims to help organizations in establishing the intrinsic and extrinsic factors that may lead to employ turnover and attune them to needs of specific jobs high on the core dimensions to establish conditions where some workers can obtain personally rewarding experiences by doing well on the job.
Social Exchange Theory

Social exchange theory is based on the idea that social behavior is the result of an exchange process, whose purpose it is to maximize benefits and minimize costs. The beginnings of this theory can be traced to the studies of Thibaut and Kelley, as well as Homans and Blau (in Brinkmann & Stapf, 2005). The exchange can be understood in terms of material and non-material goods, such as the symbols of approval or prestige (Homans, 1961). According to this theory, individuals consider potential reward and risks of social relationships. Further it implies that all human relationships are shaped by using a subjective reward-cost analysis and the comparison of alternatives. Someone who gives much will expect to get at least the same amount back from others and in return persons that receive a lot from others will be under pressure to give much back to them. People will terminate or abandon the relationship as soon as the costs outweigh the benefits (Farmer & Fedor, 1999). 

The viability of social exchange theory to this study is based on the assumption that individuals recognize one‘s life situations and notice each one‘s needs. It also refers to the principal of reciprocity, whereby privileges granted by one are returned by the other. The interaction between humans will be noticed consciously and in some way reciprocated. The willingness to generate a better performance will be responded with a payback, either soon or with a time delay that will help curb turnover rates, and realize organizational goals.
Equity Theory

Equity theory, also known as justice theory, was developed by John Stacey Adams in 1963 and can be categorized in job motivational theory. It proposes that individuals determine whether the distribution of resources is fair to both relational partners (Brinkmann & Stapf, 2005). In organization, the Equity theory of employee motivation describes the fair balance to be struck between an employee‘s inputs, such as hard work, skill level, tolerance or enthusiasm and an employee’s ‘outputs, such as salary, benefits or intangibles issues. Justice is existent, when inputs and outputs are fairly distributed among the participants, whereas the impartial criteria of the situation are less important than the way, how individuals estimate the value and the relevance of the inputs and outputs of the different participants (Brinkmann & Stapf, 2005). 

Thus a highly motivated employee perceives his rewards to be equal to his contributions. He will judge to be treated fairly, when he feels that he is working and being rewarded at about the same rate as his peers. It should be emphasized that factors can affect each person‘s assessment and perception of their relationship with their relational partners differently; hence every employee does not measure his contributions in the same way. According to Leventhal, employees evaluate the fairness of the procedural justice regarding following criteria (Brinkmann & Stapf, 2005): the procedure must not contradict ethical standards; the allocation has to be applied consistently over time and people; decisions have to consider the interest of everyone; and the person, who uses the procedural method, should not be influenced by self-interest. The procedural method should contain correction possibility in order to revise decisions, for instance through objection based on the Equity theory. If an employee perceives the distribution of resources as unfair, then turnover intent will emerge.
Conceptual Framework 

Employee turnover in any economy may be problematic and lead to dysfunctional departments in the economy. According to Brum (2007), at every moment, government agencies, as well as other organizations are always in dire need of a cohesive team of workers who are collectively geared to achieving the goals and fulfilling the mission of the institution.

According to Muhammad et al (2013), employees who are experienced in producing a particular unit of output use less energy in producing the unit within a shorter period of time than non-experienced ones. This implies that, high staff turnover which leads to large number of inexperienced employees within an organization can adversely affect productivity within the organization. Though Upadhaya et al. (2014) argues that, employees’ skills and competence is the key determinant in productivity regardless of the length of period that the employee has been working; a study conducted by Talent Management Alliance (2013) in manufacturing sector in Saudi Arabia revealed that employees with lower job tenure struggled with attaining production goals than their experienced counterparts. As such, it can be argued that high staff turnover impacts negatively on productivity within the organization.
Some of the elements that increase the cost of production in an organization may include increased wastage and losses while new staff settles in. The impact of staff turnover results in an extra work load for the remaining staff member’s performance and on organizational effectiveness. Mathis and Jackson (2007) posit that employees have to work extra hours to compensate for the work of those that have resigned. Russell and Bvuma (2001) state that cost is not only financial but must also be measured in terms of the damage to staff morale and deficits in meeting customer demand. The increased workload leads to low morale and high levels of stress which in turn leads to absenteeism amongst employees.

Based on Armstrong (2011) ideas, employees with prior experience in maintaining a particular quality cue are more effective than their counterparts with no such experience. This implies that, high staff turnover can negatively impact on quality levels within an organization which can lead to low customer satisfaction. Considering that high staff turnover leads to the loss of experienced employees who are replaced with new inexperienced ones (Ton & Huckman, 2008); it usually becomes difficult for the organization to maintain standardized quality attributes in their products and services. While sometimes staff turnover can bring new talents into the organization, and hence lead to improved quality within the organization, most of the past empirical studies (e.g. Muhammad et al 2013) have revealed that high employee turnover only has negative impact on quality attributes with an organization. These relationships are envisioned in the conceptual framework as presented in figure 1
Independent Variable 



Dependent variable



Figure 1. Conceptual framework (Researcher, 2018).
Scope of the Study
The study has investigated the perceptions of employees on the impact of labor turnover in the National Industrial Training Authority (NITA). This is to highlight the contributory causes and effects of the turnover rates on the performance of employees and the overall organizational goals and objectives. The study has further been informed by the determinants that influence employee turnover in organizations, including perceptive factors such as; industrial productivity, quality of work, and cost of production in regard to their effect on employee turnover in National Industrial Training Authority in Kenya. The study population composed of managers, supervisors and general staff across specific NITA centers chosen for the purpose of this study, including the national headquarter in Nairobi, Mombasa and Athi River regional offices. The study sampled a total of 170 respondents across the 3 centers through stratified random sampling technique to realize the study objectives. The study administered questionnaires for the supervisors and operational staff members to respond to queries regarding impact of labor turnover. 
Operational Definition of Terms
Cost of Production: The sum of the cost of the resources or the cost incurred by a business when manufacturing a good or providing a service.
Employees: Individuals working, either full time or part time, with employment contract with recognized rights and duties for wages or salary.

Industrial Productivity: The economic measure of output valued in terms of GDP indicators.
Labor Turnover- the proportion of a firm's workforce that leaves during the course of a year.

Organizational Performance: The actual output or results of an organization as measured against its intended outputs (or goals and objectives).
Perception: The perspective of understanding, regard, or interpretation of something.

Performance: The accomplishment of a given task measured against preset known standards of accuracy, completeness, cost, and speed. In a contract, performance is deemed to be the fulfillment of an obligation, in a manner that releases the performer from all liabilities under the contract. 

Quality of Work: The value of production of work done assessed through the physical, statistical, and purchasers of goods and products.

CHAPTER TWO

REVIEW OF RELATED LITERATURE AND STUDIES

In this chapter, the main aim of review of related literature has given the researcher the background information about the topic under investigation. Past studies on this area have been reviewed in order to provide an insight on the topic. The study discusses the related studies that have been done, criticism, and the varied alternatives that have been done on the topic. In the chapter, the study examines the labor turnover, National Industrial Training Authority, industrial productivity, cost of production, quality of work, Directors/managers and employees on the impact of labor turnover, Employees in the headquarters, regions and levy offices on the impact of labor turnover, Challenges faced by the National Industrial Training Authority and Impact of Labor Turnover on Organizational performance. These variables are the basis of the study and thus the need to discuss them in-depth.  This chapter has reviewed the related literature and other existing studies on the perception of employees on the impact of labor turnover on organizational performance in the National Industrial Training Authority in Kenya.

Labor Turnover

Employee turnover in any economy may be problematic and lead to dysfunctional departments in the economy. According to Brum (2007), at every moment, government agencies, as well as other organizations are always in dire need of a cohesive team of workers who are collectively geared to achieving the goals and fulfilling the mission of the institution. According to the KNBS report of 2009, employee turnover in most government institutions may reach a high perceptive point unless the changes are made to occur in the team normally affect the successful cohesiveness of the management team members. 

The problem of labor turnover in the National Industrial Training Authority is that workers in this organization are directly involved in training or enhancing skills of others in the industry NITA, (20018). As they leave their working positions, it creates a temporal turnover that accumulates to an overall labor turnover over the year. As a result, the agency suffers from both costs of hiring training and work disruptions. 

There are two reasons for analyzing labor turnover:

1. Control: Organizations would always want to know the current levels of turnover before it can decide on the strategies to employ in order to reduce these rates of labor turnover. Objective measurement is essential if the cost of labor turnover is to be calculated accurately.

2. Forecasting: If future staffing and recruitment needs are to be estimated reliably, account will need to be taken of past levels of labor turnover.

Before action can be taken to remedy the problem of labor turnover in the National Industrial Training Authority, the patterns of labor turnover and groups of workers most likely to be affected should be identified in order to come up with clear strategies. 

In the Kenyan perspective generally, the rate of labor turnover is automatically on a low scale in average terms compared to the global rate of labor turnover. This is primarily because there is a high rate of unemployment in Kenya. However, this statement should not make employers sit comfortably pretty thinking that everything is well if indeed they want to stay afloat in terms of productivity.  The reasons for labor turnover generally are when one leaves for higher earnings and better career   prospects and strains from interpersonal conflicts or employee terminations. Other reasons, that are minor, involve strains from work overload, less unchallenging jobs and work under load, and family commitments. 

Several studies have been conducted on labor turnover over especially in Kenya. However, there have been conflicting results as to what these factors are and how much each contributes to the turnover incidents. For instance, Royalty (2006) argue in his findings that there is a significant inverse relationship between wages and turnover, while other researchers like Martin (1998) view it in the other way round. From previous studies by De Gieter and Hofmans (2015), it was found out that labor turnover is related to certain industrial, economic, and demographic factors such as age, sex, education, ethnicity, and length of service among other variable.

The point is that an excessive movement by employees is undesirable and could be expensive especially in the National Industrial Training Authority. As stated by De Gieter and Hofmans (2000), when an employee leaves the firm such costs as the following are involved:

i. Hiring costs, involving time and facilities for recruitment, interviewing, and examining a replacement

ii. Training costs, involving the time of supervisors, personnel department and trainee the pay of a learner is in excess of what is produced.

iii. Accident rates of new employees are often higher.

iv. Loss of production in the interval between separation of the old employee and replacement by the new employee.

v. Production equipment is not being fully utilized during the hiring interval and the training period.

vi. Scrap and waste rates climb when new employees are involved.

vii. Overtime pay may result from excessive number of separations, causing trouble in meeting contract delivery dates.

Greater appreciation of the significance of these costs has stimulated considerable managerial interest in the problem of labor turnover, thus prompting the need to take a closer objective look at the impact it has on National Industrial Training Authority.

Toker (2011) observed that, job satisfaction is a central factor influencing staff turnover. Job satisfaction is defined by Munsaka (2014) as the state of fulfillment of expectations which is a cognitive resultant effect from the nature of the job and the work benefits. With reference to a study conducted by Toker (2011) on the role of job satisfaction on university lecturers in Turkey, it was revealed that those lecturers with high satisfaction in their job indicated low intentions to leave their job. Similarly, Mondy (2010) pointed out that job satisfaction predicts low turnover intentions in organizations.  In this regard, therefore, staff turnover is facilitated by the lack of factors at workplace which can lead to satisfaction of the employees. Mathis & Jackson (2011) considered low work-pay to be a key factor that influences low satisfaction from the job leading to high turnover intentions among the employees. Though a study conducted by Ellickson (2002) revealed that good pay alone cannot guarantee employee satisfaction, and hence staff retention, Armstrong and Armstrong (2011) argues that it is important that organizations consider staff compensation as part of the factors contributing to the retention of their staff members.

Work-life imbalance has also been pointed out by numerous studies (e.g. Ton & Huckman, 2008; Muhammad et al., 2013) as one of the key factors affected by high staff turnover in organizations. While the increasing economic pressures can be considered as one of the key factors that has made organizations to demand higher work-output from the employees (Federal Enterprise Architecture, 2005), the personal lives of the employees have frequently been compromised by the employers. This happens mostly in organizations with high turnover of their staff because the current workforce is usually overloaded. With more working hours and limited time for personal life activities, Upadhaya, Munir & Blount (2014) point out that employees are more likely to leave their organization for better employment opportunities and hence leading to vicious circle of staff turnover. It can therefore be argued that, poor work-life balance as a result of increased staff workloads is a resultant outcome of staff turnover in organizations.

Another key factor that Kirby (2005) considers to be an adverse outcome of staff turnover is the break of team work spirit within the organization. It is important to note that, when employees leave an organization, the remaining counterparts experience the gap left by their counterparts within a work-group which largely affects the effectiveness of the group (Hendry, 2012). In cases of poor selection criteria, cohesion between the experienced and new staff members becomes more affected. Considering that job-fit and organizational-fit factors determine the conformity of the employees to the nature of the job and organizational culture within the organization (Munsaka, 2014); poor staff selection criteria can adversely affect the effectiveness of a group.  A study conducted by Mondy (2010) on the USA manufacturing industry revealed that, employees who were recruited in their organizations with poor job-conformity based on their qualifications and personalities had high turnover intentions because of the work-related stress in the organizations. Similarly, Mathis & Jackson (2011) argues that poor staff training is a major cause of staff dissatisfaction because of low motivation in their job as a result of inadequate knowledge acquisition in their job. It can therefore be argued that, poor selection and recruitment criteria where employees are further not subjected to training and development programs contributes towards staff turnover intentions.

Further, Clark-Rayner and Harcourt (2000) identified the effectiveness of the Organizational management and leadership to be having critical role promoting staff retention or turnover within Organizations. Though staff management is a complex process which requires both managerial and leadership skills (Hendry, 2012); Ellickson (2002) observed that Organizational leadership that values the inputs of its staff members within the Organization while making critical decisions affecting the employees usually fosters higher job satisfaction among the employees; and thus leading to higher retention intentions among the employees. Quite importantly, Haruna, and Doorgapersad (2014) pointed out that the quality of supervision at workplace also play a critical role in enhancing staff turnover because when employees are not given opportunities to experiment with new knowledge and skills, they feel less satisfied and this can lead to their turnover. However, Munsaka (2014) points out that employee organizational performance at workplace is the key determinant of his willingness to remain in their organization, as the leadership has no direct influence on the motivation of the employees. Nevertheless, the nature of interaction that leaders usually have with their staff members can be considered as an important indicator of their willingness to stay in their organization or not.

National Industrial Training Authority
            The National Industrial Training Authority (NITA) is a State Corporation of Kenya established under the Industrial Training (Amendment) Act No.34 of 2011.The mandate of the Authority is to promote the highest standards in the quality and efficiency of industrial training in Kenya and ensure adequate supply of properly trained manpower at all levels in the industry.

Within the vision of producing a globally competitive and adequate workforce for industrial development, the mission of the National Industrial Training Authority is to provide quality industrial training for enhanced productivity. Trainings bring association between commitment and retention. Brum (2007) has considered training as an investment, organization bears the whole expenditures of training employees, which eventually act as an investor and expect a return in the form of commitment and retention from employees. Trainings elevate commitment and retention rate, when employees consider it as an investment it may persuade them to offer a return to the organization. 

Some of the core values of the industrial training is to promote quality assured learning, credible assessment and certification that takes into consideration skills, knowledge, values and attitudes. Industrial training creates opportunities for all to acquire skills throughout one’s life, and especially for youth, women and disadvantaged groups. Most importantly, the National Industrial Training Authority develops a high-quality skilled workforce/entrepreneur relevant to current and emerging employment market needs.

According to Sahinidis and ouris (2007), training is a long-term investment in the skills of employees. Training is not a tool to polish only current skills of employees but also to prepare employees as well for future impacts from competitive forces. This kind of training boosts the commitment and employees will appreciate that the organization is opening for them doors for their success. This sense will eliminate the thoughts of any intentions to quit their job from employees’ mind and sway them to stay. According to Fheili (2007), it is true that employee turnover is a major human capital risk for any organization, and which needs to be seriously catered for. 

Organizations that provide trainings, which are specific in nature, applied only to the specific work within the organization that makes the employees specialists not generalists. By so doing, this organization limits the employment opportunities, leads to the development of committed employees, and will eventually affect retention rate. McCabe and Garavan (2008) revealed that employers with the help of training organizations can provide their employees with practical support and assist in valuable delivery. This encourages the commitment of employees and which ultimately effects retention. 

Vaiman (2008) argues that Organizations focuses on trainings in order to maintain attractiveness and competitive as compared to others in the external environment. This enhances the organizational status in the eyes of knowledgeable employees and “makes them to think that no one cares about you more than us”. 

As argued by Brum (2007) training and development develops a social link between organization and employees. This social link creates a commitment factor that bounds the employee to stay longer with an organization. There is a social exchange between employer and employees due to provision of training.

 Damoe, et al., (2012) argues that training and development results in intangible outcomes such as enhancing employee commitment, retention and employee satisfaction. The basic opinion in these publications is that HR managers should take into account several factors when developing retention policies, compensation is not the only policy and some employees wants skills upgrading opportunities rather than compensation. Studies have been done on the causal relationship between the labor turnover and the industrial training. However, either direction has produced inconsistent results or more empirical researches are required on each aspect of this relationship. 

Industrial Productivity

According to Pack (2013), industrial production refers to the volume of output generated by industrial sectors such as manufacturing, energy and public utilities. The factors influencing industrial productivity are inter-related and inter​dependent and it is a difficult task to evaluate the influence of each individual factor on the overall productivity of industrial units. Based on the study by Pack (2013), some of the important factors influencing industrial productivity are: technological development, quality of human resources, and availability of finance, managerial talent, government policy, and natural factors. 

Technology: Technological development plays an important part to influence the industrial productivity.  According to Oyelaran-Oyeyinka and McCormick (2007), the application of motive power and mechanical improvements to the process of production has accelerated the pace of industrialization to an unprecedented degree, and has given us the vision of the vast and unexplored frontiers that still lie ahead of us in the realm of applied science and technology.

Steel (2002) observes that technological factors include degree of mechanization, technical know-how, and product design, among others. Improvement in any of the technological factors will contribute towards the increase in industrial productivity. In India, application of mechanical power, introduction of semi-automatic and automatic machines, improvements in the production processes, better Morale and Productivity integration of production processes and higher degree of specialization have contributed a lot towards the increases in industrial productivity (Yeung and Coe, 2015).

Quality of Human Resources: Manpower plays a significant role in raising industrial productivity in most of the industries. If the labor force is not adequately qualified and/or is not properly motivated, all the steps taken to increase the industrial productivity will have no result, the employees’ performance and attitudes have an immense effect on the productivity of any industrial unit (Steel, 2002). Three important factors which influence the productivity of labor area; ability of the worker, willingness of the worker, and the environment under which he has to work. However, based on the Brighter Monday’s report published on 10th of April, 2018 on the Daily Standard Newspaper, 80% of the employees in Kenya are unsatisfied with the current jobs.  Job security, pay, and proximity to work are the most important factors for the different job levels. By this report, majority of Kenyans are unhappy with their workplace.

The study also found that half of those polled reported that they would not recommend their company to their friends or relatives in a harsh indictment of the country’s corporate environment. The report further indicates that the longer employees stay in employment, the higher their dissatisfaction level grows, with senior level employees rating their companies the highest besides being the least likely to leave. Employees who have been employed for less than two years reported to be most satisfied with their company and the most likely to stay. With time, however, the satisfaction level falls, with those between five and seven years into the job reported to not being happy and the most likely to leave their employer (Yeung and Coe, 2015). Senior level employees, on the other hand, value job security and proximity, rated their company highest and were more likely to stay since they were assured of these conditions at their workplace.

Availability of Finance: The ambitious plans of an industrial unit to increase the productivity will remain mere dreams if adequate financial resources are not available to introduce technical improvements and give appropriate training to the workers (Naudé, et al., 2015). The greater the degree of mechanization to be introduced, the greater is the need for capital. Capital will also be required for investment in research and development activities, advertisement campaign, better working conditions to the workers, up-keep of plant and machinery, etc.

Managerial Talent: The significance of managerial talent has increased with the advancement in technology. Professional managers are required to make better use of the new technological development. Since the modern enterprises are run on a large scale, the managers must possess imagination, judgment and willingness to take imitative. The managers should be devoted towards their profession and they should understand their social responsibilities towards the owners of the business, workers, customers, suppliers (Osano, et al., 2016). Government, and the society, this is essential if the managers want to manage their organizations effectively. The managers should have conceptual, human relations and technical skills in order to increase the productivity of the enterprise. 

Government Policy: The industrial policies of the Government have an important impact on the industrial productivity; The Government should frame and implement such policies which create favorable conditions for saving, investment, and flow of capital from one industrial sector to another and conservation of national resources (Naudé, et al., 2016). Certain industries may be granted protection and incentives and may be given to the others for the development in view of the national interest.

The Government should flow the taxation policy which does not discourage the further expansion of business (Gwaya, et al., 2014). It is also the duty of the Government to check the growth of monopolistic enterprises so that the interest, of the consumers and the workers are not jeopardized.

Natural Factors: The natural factors such as physical, geographical and climatic exercise considerable impact on the industrial productivity. The relative importance of these factors depends upon the nature of the industry, goods and services produced and the extent to which physical conditions are controlled (Brewster, 2017).

The geological and physical factors play a very dominant role in determining the productivity of extractive industries likes coal-mining in which the physical output per head is greatly influenced by the depth of the coal-mines, the thickness of the coal seams, the topography of the region and the quality of coal available (Osano, et al., 2016). In other industries like tailoring, grain-milling, hosiery, soap-making, confectionary, medium and coarse cotton manufacturing, etc., the geographical, geological and physical factors exercise little influence on productivity.

It is therefore important to note that productivity is a measure of the organizational performance of production. It is actually the ratio of actual output (production) to what is required to produce it (inputs) (Evers, et al., 2017).  For businesses, productivity growth is important because providing more goods and services to consumers translates to higher profits. However, for the workers, it translates to inherent motivation, reputation and rewards. 

The rate of production per unit of time defines productivity (Munsaka, 2014). According to Muhammad et al (2013), employees who are experienced in producing a particular unit of output use less energy in producing the unit within a shorter period of time than non-experienced ones. This implies that, high staff turnover which leads to large number of inexperienced employees within an Organization can adversely affect productivity within the Organization. Though Upadhaya et al (2014) argues that, employees’ skills and competence is the key determinant in productivity regardless of the length of period that the employee has been working; a study conducted by Talent Management Alliance (2013) in manufacturing sector in Saudi Arabia revealed that employees with lower job tenure struggled with attaining production goals than their experienced counterparts. As such, it can be argued that high staff turnover impacts negatively on productivity within the organization.
Cost of Production

The higher employee salaries are the higher initial production costs are for an employer. An employer can offset this cost by cutting work hours, hiring fewer workers and increasing purchase prices. The employer can also offset this cost by estimating how much it would cost to replace minimum wage employees. Another cost estimate would be to estimate the cost to correct errors in production created by unskilled employees, including lost production time (Erdem, 2014). One way that employers can breach the divide between higher production costs and minimum wage employees is to start employees at minimum wage and offer periodic performance-based wage increases. 

When other factors are held constant, factors like inflation, expectation among others, and the cost of production have a huge impact on the productivity of an institution. According to Shepherd (2015), the cost of production is the cost incurred by an organization when manufacturing a good or providing a service. The production costs include the labor costs, expenses, consumable supplies as well as overheads among other hidden costs. The unit cost of production is obtained by dividing the total amount of the fixed and variable costs by the total number of units produced. As argued by Bamberger, et al., (2014), it is important to note that in economics and cost accounting, total cost of production (TC) describes the total economic cost of production and is made up of variable costs, which vary according to the quantity of a good produced and include inputs such as labor and raw materials, plus fixed costs, which are independent of the quantity of a good produced (Brewster, 2017). 

The rise of technology and the information age, however, has resulted in more companies that compete based primarily on their people, human resource. Despite the fact that most organizations know that their long term advantage resides in their people, most companies do not think critically about how to increase employee retention (Brewster, 2017). The problem with this is that people tend to optimize what they can measure. The introduction of technological advancements in the operations of most institutions has reduced the position or the need of human resource. Therefore, technology takes the place of human capital in bid to reduce the cost of production and maximize revenues. 

The bigger tussle is how to integrate human labor and technological advancements in the process of reducing the costs of production and maximizing the revenues of the company (Yeung & Coe, 2015). There should be a way of ensuring that employees are enhanced through training and motivation to make them more efficient and productive while maintaining the level of capital enhancements through technological advancements. 

Clients begin to doubt the management of such an Organization and are unsure whether they should continue to do business with an Organization with higher staff turnover. Mullins (2005) maintains that the costs of recruiting and engaging new members of staff are considerable. He adds that this affects the direct costs like advertising, agency fees, paper work and interview time. Robbins and Decenzo (2001) state that there are many hidden or indirect costs, like the expenses incurred in training and supervising new entrants, as well as those they are replacing and overtime that may have to be paid during staff shortages.

Other costs may include increased wastage and losses while new staff settles in. Moreover, customer irritation and low staffing morale leads to high staff turnover (Cohen, 2000). The impact of staff turnover results in an extra work load for the remaining staff member’s performance and on Organizational effectiveness. Mathis and Jackson (2007) state that employees have to work extra hours to compensate for the work of those that have resigned. Russell and Bvuma (2001) state that cost is not only financial but must also be measured in terms of the damage to staff morale and deficits in meeting customer demand. The increased workload leads to low morale and high levels of stress which in turn leads to absenteeism amongst employees.

Quality of Work 
According to the study done by Lee et al., (2015), having a work environment that promotes wellness and happiness not only increases mood, but productivity.  The same study reported that happy workers reported spending 80% of their week on work related tasks, while less happy workers spend only 40% of their time on work related tasks.  Every manager wants employees spending more time on work related tasks (Goetsch & Davis, 2014).  The idea of having fun at work is not new. What is important is addressing the direct connection to an employee’s quality of work and life and their work performance without dramatically impacting your company or department’s bottom line.

When an employee’s work quality is low, usually we assume that the employee was not trained properly. Retraining is typically the first solution.  Indeed, quality is almost always harder to monitor and measure than productivity (Moradi et al., 2016). Tracking quality requires regular auditing of work product, close attention to the details, and plenty of subjective judgment calls. Quality assurance slows things down because slowing things down is how to assure quality (Naudé, et al., 2015). 

According to the study done by Shepherd (2015), quality of work life is being used these days by organizations as a strategic tool to attract and retain the talent. Quality of work life policies are increasingly becoming part of the business strategies and focus on the potential of these policies to influence employees’ quality of working life. More importantly, there is a need to help employees to maintain work-life balance with equal attention on performance and commitment at work. One of the most important determinants of Quality of Work Life (QWL) is the career growth opportunities as supported by various researches done in the past. Studies also predict that employee performance is also correlated with Quality of Work (QW). Based on the study of Goetsch and Davis (2014), technological innovation in the work process has evidently brought about higher level of product quality and volume of production. 

Quality attributes of products plays a central role in determining customer satisfaction in any Organization (Mondy, 2010). Since quality may be tangible and non-tangible brand associations, Organizations ought to ensure that they keep talented and experienced employees who will uphold the standards required in the Organizations to maintain product and service quality (Muhammad et al., 2013). Based on Armstrong (2011) ideas, employees with prior experience in maintaining a particular quality cue are more effective than their counterparts with no such experience. This implies that, high staff turnover can negatively impact on quality levels within an organization which can lead to low customer satisfaction. Considering that high staff turnover leads to the loss of experienced employees who are replaced with new inexperienced ones (Ton & Huckman, 2008); it usually becomes difficult for the Organization to maintain standardized quality attributes in their products and services. While sometimes staff turnover can bring new talents into the Organization, and hence lead to improved quality within the Organization, most of the past empirical studies (e.g. Muhammad et al 2013) have revealed that high employee turnover only has negative impact on quality attributes with an organization.

Perceptions on the Impact of Labor Turnover

There are two major reasons why turnover is a central issue in the field of HRM across the globe. First, turnover is related to low organizational knowledge, low employee morale, low customer satisfaction, high selection costs, and high training costs (Staw, 2010; Talent Keepers, 2014). Research has also shown that high employee turnover is related to lower organization performance (Glebbeek & Bax, 2014; Huselid, 2015). Second, the decision to turnover is often the final outcome of an individual’s experiences with the top level management in an organization (Hom & Griffeth, 2015).

Accordingly, many studies have used turnover as a criterion to evaluate the effectiveness of various organizational processes, such as selection (Barrick & Zimmerman, 2015; Meglino et al., 2010), training (Glance et al., 2013) and coaching/ mentoring (Lankau & Scandura, 2012; Luthans & Peterson, 2013; Payne & Huffman, 2015). Thus, understanding the perception that influence turnover gives organizations the opportunity to reduce selection and training costs, increase employee morale and customer satisfaction, and enhance organizational productivity. The study of turnover has a rich theoretical history in which multiple models have been advanced to understand this complex decision (Hom & Griffeth, 2015). Most of these models are based on the premise that if an individual is unhappy with a job and finds another job, s/he is likely to leave the current job (Lee, et al., 2014). Thus, the focus of most turnover models is on job attitudes (job satisfaction or job commitment) as the primary drivers of turnover (e.g. March & Simon, 1958).

Second reason is that human resources are the backbone of an organization (Gerhart & Milkovich 2010, Pfeffer 2008). Moreover, the continuing prosperity of a firm is likely to be enhanced by employees who hold attitudes, value and expectations that are closely aligned with the corporate vision (Borman & Motwidlo, 2013; Cable & Parsons, 2011; Feldman, 2013). It implies that hiring capable people is an attractive point of departure in the process, but building and sustaining a committed workforce is more likely to be facilitated by the employment of sophisticated HRM infrastructure (Schuler & Jackson 2017, Beechler et al., 2013).

Arguably, HR policies and practices can be strategically designed and installed to promote desirable employee outcomes, which include the enhancement of the in-role and extra-role behaviors of employees. Yet, despite such costly investments, corporations are continually searching for techniques to improve and cement the linkage between employees and their organizations. With proper implementation, these techniques often facilitate a more committed workforce. Since turnover warrants heavy replacements and training expenses, organizations are now recognizing employee retention as an important issue that merits strategic attention (Glen, 2016).

Several studies based on western research (e.g. Boxall et al., 2013; Iverson & Buttigieg, 2009; Meyer & Allen, 2011; Meyer & Smith, 2010; Mowday et al., 2012; Mueller & Price, 2010), have shown that work-related factors are major determinants of job satisfaction, organizational commitment and turnover intentions among employees. Griffeth et al., (2000) have concluded from their studies that when high performers receive inadequate remuneration/rewards, they look out for alternative employment. Mobley et al., (2009) noted that age, tenure, overall satisfaction, job content, intentions to remain on the job and commitment were all negatively related to turnover.

It is quite evident from the review of past researches that intention to stay/quit, job satisfaction and organizational commitment were among the most consistent, close and commonly researched determinants of employee turnover (Amah, 2009; Mosadeghrad et al., 2008; Ramachandran et al., 2011 among others). Job satisfaction has been acknowledged as the most common antecedent of employee turnover (e.g. Griffith et al., 2010; Lum et al., 2008; Murray & Smith, 2008). Job satisfaction is defined as how people feel about their jobs and different aspects of their jobs. Price and Mueller (2010) analyzed the determinants of turnover and identified job satisfaction as the most important factor. Meta-analytic research by Hom and Griffeth (2015) showed that job satisfaction is a significant predictor of turnover, with overall job satisfaction explaining more variance than the sub-dimensions of job satisfaction itself like satisfaction with the work itself, satisfaction with coworkers and, satisfaction with the supervision etc. considered individually. Later, Griffith et al., (2010) reaffirmed that the turnover process is indeed caused by job dissatisfaction.

Job satisfaction and attrition are strongly linked (Billingsley & Cross, 2012; Gersten et al., 2011; Whitaker, 2010). An employee who is satisfied with his job would perform his duties well and be committed to his job, as well as the organization (Awang & Ahmad, 2010). On the other hand, researchers like Ahuja et al., (2011) have opined that if employee does not feel satisfied with the job, he will blame the organization and thus possess a lower commitment to the job and is therefore, likely to leave sooner or later This view finds ample support in the literature. Several recent researchers (e.g. Summer & Niederman 2014; Rajendran & Chandramohan, 2010) have upheld the traditional hypotheses that job satisfaction has a significant negative impact on employee turnover. Job satisfaction plays an important role in determining turnover of employees (Mudor & Tooksoon, 2011). High job satisfaction leads to low turnover. In general, dissatisfied workers are more likely to quit than those who are satisfied. Delfgaauw (2008) suggested that self-reported level of job satisfaction is a good predictor for job mobility and employee attrition. Thus, frequent satisfaction surveys act as smoke detectors and help in uncovering potential turnover intentions

Apart from job satisfaction, organizational commitment too has been frequently related to turnover (Bluedorn, 2012; Mobley 2009; Price, 2010). Griffith et al., (2010) identified lack of commitment as an important precursor to employee quit process. Previous research supports the idea that attitudes related to organizational commitment are strongly associated with turnover (Dunham et al., 2014; Newton, et al., 2014; Somers, 2015). Organizational commitment is found to be strongly negatively related to both turnover intention as well as actual turnover (Addae et al., 2016; Addae & Parboteeah, 2016; Goldman et al., 2008; Wright & Bonnet, 2017; Zhao et al., 2017). Lacity (2008) and Tang et al., (2014) concluded that organization commitment is one of the significant factors that impact turnover intention.

Griffeth et al., (2010) who identified job satisfaction as a possible antecedent of turnover noted that organizational commitment was a better predictor of turnover than even job satisfaction. Elangovan (2011) too supports this view. He opined that commitment had a very strong negative effect on turnover. Committed employees have been found to be less likely to leave an organization than those who are uncommitted (Angle & Perry, 2011). Samad (2016) also found organizational commitment to be negatively correlated with turnover intentions.

Other important causes of turnover include limited career and financial advancement, organizational climate, and work–family conflict (O’Leary & Deegan, 2015; Stalcup & Pearson, 2011). Aggarwal and Bhargava (2009) have investigated how aspects of compensation strategies are related to various key organizational variables such as psychological contract, affective organizational commitment, and turnover intention. Many of the respondents of the study conducted by O’Leary and Deegan (2015) reported that they left the industry because of the incompatibility of work and family life and that the incompatibility hampered their advancement in the industry. Stalcup and Pearson (2011) reported that long working hours and regular relocation are additional reasons for hotel management turnover, but participants in their study emphasized that the primary concern regarding work time was not having to spend too much time on work, but not having enough time to spend with family. Other variables that cause employee turnover include heavy workloads and work stress (Ramrup & Pacis, 2008). Many other factors such as insufficient pay, fringe benefits, job dissatisfaction, poor quality of supervision, availability of better opportunities and possibility of a better offer, personal adjustment to work situation (grievances), sexual harassment, inadequate orientation, lack of training, dead end (no chance for promotion), job insecurity, relocation from area, health problems and home responsibility were also identified by researchers as primary causes of turnover.

Employee perceptions regarding the family supportiveness of their organization also become reasons to leave the organization (Allen, 2011; Anderson et al., 2012; Thompson et al., 2009). Glance et al., (2008) studied the relationship between turnover and productivity and reported that lower turnover rate is definitely correlated with productivity. Altarawmneh and Al-Kilani (2010) examined the impact of human resource management practices on employees’ turnover intentions. The employees have tendency to change their job when they have poor supervision (Keashly & Jagatic, 2010), do not receive adequate or relevant training (Poulston, 2008) and most important of all, low wage (Martins, 2013). Abdul Rahman et al., (2008) reported that availability of alternative job opportunities had significant positive impact on turnover intentions.

A study of turnover by Boxall et al., (2013) in New Zealand confirmed the view that motivation for job change is multidimensional and that no single factor can explain it. Boxall et al., (2013) found that work-related accident or illness, unhappiness with co-workers, commuting to work, difficult relationship with the supervisor, unrealistic expectations from job, excessive work demands, lack of promotion elsewhere, non-redressal of grievances, work methods, lack of job security, inadequate pay, change of career, work-life demands, lack of training opportunities, non-recognition of employee merit and more interesting work elsewhere may lead to turnover intention resulting into actual turnover.

Khatri et al., (2011) in a study on employee turnover used three groups of factors influencing employee turnover, viz., demographic, uncontrollable and controllable factors. Demographic factors include age, gender, education, tenure, income level, managerial and non-managerial positions. Uncontrollable factors are the perceived alternative employment opportunity and job-hopping. Controllable factors include pay, nature of work, supervision, organizational commitment, distributive justice and procedural justice.

In order to explain the reasons behind voluntary resignation, Arthur (2011) gives a list that includes:

· Incompatibility with corporate values

· Feelings of not being appreciated or valued

· Not feeling part of the company

· Not knowing how one is doing for lack of feedback

· Inadequate supervision

· Lack of opportunity for growth

· Lack of training

· Unequal salaries and benefits

· Lack of flexible work schedules

· Unsatisfactory relationships at work

· Too much work and not enough staff

· Inadequate or substandard equipment, tools, or facilities

Researchers have opined that there are compelling reasons why a certain level of staff turnover should be encouraged. When turnover is too low, fresh blood and new ideas are lacking and an organization can quickly find itself turning into an ageing machine, unable to cope with change. Some staff turnover has benefits, and can help increase productivity by ensuring better matches between jobs and workers, as well as offering more flexibility to promote and develop valued staff (Loquercio et al., 2016). It can also allow an organization to adapt to market changes without going through costly layoffs. Certain organizations accept a relatively moderate level of staff turnover because it keeps the organization dynamic (EPN, 2013).

Unnecessary employee turnover costs an organization needless expense (Buck & Watson, 2012). Replacements and training expenses have a direct impact on organizational costs, productivity and performance, and as such, an increasing number of organizations are now recognizing regional offices as a key strategic issue (Glen, 2016). The main purpose of retention is to prevent the loss of competent employees from the organization as this could have adverse effect on productivity and service delivery (Samuel & Chipunza, 2009).

Retention activities may be defined as a sum of all those activities aimed at increasing organizational commitment of employees, giving them an overall ambitious and myriad of opportunities where they can grow by outperforming others (Bogdanowicz & Bailey, 2012). Given the development of new managerial approaches to retention, labor market dynamism, and evolution in research methodology and technology, it is not surprising that turnover continues to be a vibrant field of research despite more than 1500 academic studies addressing the topic.

From a managerial perspective, the attraction and retention of high-quality employees is more important today than ever before. A number of trends (e.g., globalization, increase in knowledge work, accelerating rate of technological advancement) make it vital that firms acquire and retain human capital. While there are important differences across countries, analysis of the costs of turnover as well as labor shortages in critical industries across the globe have emphasized the importance of retaining key employees for organizational success (Hinkin & Tracey, 2010).

Hinkin & Tracey (2010) noted that even for jobs that do not require high level of skills, a retention strategy can positively affect the engagement, turnover and ultimately financial performance, especially, for positions that involve interaction with customers. When a significant share of employees only stays for a limited time with a company that is a pointer towards underlying problems that need to be explored and addressed by determining the most adequate measures. In response, managers have implemented HR policies and practices to actively reduce avoidable and undesirable turnover (Fulmer et al., 2013; Hom et al., 2008; Kacmar et al., 2016; Michaels et al., 2011). While strategic human resource researchers are still investigating the causal mechanisms between HR practices and organizational performance (Collins & Clark, 2013; Hatch & Dyer, 2014), most include voluntary turnover as a critical component of the equation (Shaw et al., 2015; Ulrich & Smallwood, 2015). To put it differently, the topic of voluntary turnover is a vital bridge between macro strategies and micro behavior in organizations. It is one variable that conceptually connects the experiences of individuals in organizations to critical measures of success for those organizations.

Extant literature has so far overwhelmingly proved the importance of valuable workforce or functional workforce for the survival of an organization (Bogdanowicz & Bailey, 2012). Mercer Human Resource Consulting (2014) advised that turnover costs ranging anywhere from 50 to 150 percent of annual salary, compounded by the skills shortage and the ageing workforce. It has been seen that turnover is accompanied by heavy replacement and training expenses and therefore, organizations need to take a serious relook at the turnover rates and put a replacement strategy in place (Glen, 2016).

Mak and Sockel (2011) noted that retaining a healthy team of committed and productive employees is necessary to maintain corporate strategic advantage. Hence, organizations must design appropriate strategies to retain their quality employees. These strategies may range from lucrative compensation packages to involving employees in every sphere of the functioning of the organization (Mak & Sockel, 2011).

Empirical studies (Kinnear & Sutherland, 2011; Maertz & Griffeth, 2014) have revealed that factors such as competitive salary, good interpersonal relationships, friendly working environment, and job security were reported by employees as key motivational variables that influenced their retention in the organizations.

Mercer Human Resource Consulting (2014) advised 5 key factors influencing employee commitment and motivation with percentage of employees voting for each of the factors as follows:

· Being treated with respect - 85%

· Work-life balance - 79%

· Providing good service to others - 74%

· Quality of work colleagues - 74%

· Type of work - 73%

It is important to recognize the commitment of individuals to an organization, as well as the organization’s need to create an environment in which one would be willing to stay (Harris, 2010). It is often believed that an organization is only as good as its people (Templer & Cawsey, 2011). Organizations failing to retain high performers will be left with an understaffed, less qualified workforce that ultimately hinders their ability to remain competitive (Rappaport et al., 2013).

Therefore, worldwide, retention of skilled employees has been of serious concern for organizations in the face of ever increasing high rate of employee turnover (Samuel & Chipunza, 2009). Globally, managers admit that one of the most difficult aspects of their jobs is the retention of key employees in their organizations (Litheko, 2008).

Retention is a critical element of an organization’s approach to talent management (Lockwood, 2016). Empirical studies such as Stovel and Bontis (2012) have shown that employees, on an average switch employer every six years. Replacing existing employees is detrimental to organizations and may have adverse effects on service delivery. It is therefore imperative for management to reduce, to the minimum, the frequency at which employees, particularly those that are crucial to its operations quit (Samuel & Chipunza, 2009).

Branch (2008) contends that the objective of retention policies should be to identify and retain committed employees for as long as is profitable both to the organization and the employee. It can be further categorized as functional or dysfunctional. When non-performers leave and performers stay, it is identified as functional, and can in fact assist organizations to increase optimal performance. On the contrary, when non-performers stay and performers leave, retention is highly dysfunctional, and damages organizational innovation and performance (Abbasi & Hollman, 2010).

Samuel and Chipunza (2009) noted that the main purpose of retention is to prevent the loss of competent employees from leaving the organization as this could have adverse effect on productivity and profitability. Similarly, Guarino et al., (2016) maintained that studies focusing on retention might identify factors that relate to teacher attrition. Similarly, Bogdanowicz and Bailey (2012) noted that organizations try to provide their workforce benefits and a holistic motive to stick to the current organization and making the decision to leave the organization difficult and pointless. Certo and Fox (2012) found that “reasons for leaving and reasons for staying often acted as inverse variables (for example, a teacher may leave because of poor administration or stay because of quality administration)”.

Extant literature reveals that there is a multiplicity of suggested methods for retaining talent, approaching retention on many different levels, and in many different ways; as Ettore (2008), notes that ‘at its most effective, corporate retention is a sophisticated juggling act’. Provided this, it can be assumed that employee retention and employee turnover are two faces of the same coin. Both the concepts are inseparable and each from the point of view of research is impractical to study in isolation or independently.

According to Hom and Griffeth (2015), and as cited by Taylor (2008), in their comprehensive review of US research into the management of turnover, describe nine areas for employers to consider. The first six are described as ‘robust’ methods of controlling turnover and include realistic job previews, job enrichment, workspace characteristics, induction practices & leader-member exchange. According to Taylor (2008), there is strong research evidence that final three viz. employee selection practices, reward practices and demographic diversity are promising methods for staff retention. Staffs turnover can be reduced by giving the true picture of the job to candidates (Decenzo & Robbins, 2009).

Researches indicated that large open-plan offices with few dividing walls or partitions tend to reduce employees significance and autonomy, overcrowding and darkness make matters worse. Therefore, as far as possible, employers should consider making workspace attractive to employees (Taylor, 2008).

Proper orientation is one of the mechanisms that reduces turnover especially the one that occurs in the first months of employment. The induction packages include proper orientation about terms of employment, security issues, health and safety regulations, wage and benefits, organizational rules and policies, employee development opportunities, sufficient information about the organization and the industry, job performance issues including job description, standards, appraisals, and role within the department (Marchington, & Wilkerson, 2010).

However, Breuer (2010) reminded that there is no one size fits all strategy and every retention program has to be tailor made to suit a particular company. One of the companies cited as an example by the author in the study had made senior executives accountable for retention of those employees who directly reported to them. At the same time, new managers had been given better orientation and training, not only as a way to retain them but also use their improved people management skills as a retainer for those they manage.

According to Aryee et al., (2008) a significant positive correlation between satisfaction with work flexibility and organizational commitment and thereby good rate of retention. Mano-Negrin and Kirschenbaum (2010) indicated that turnover is affected by organizational size. They suggest that organizational size impacts turnover primarily through wage rates but also through career progression paths.

Developed internal organizational labor markets produce lower departure rates since promotion opportunities have a strong negative influence on departures for career-related reasons.

Martin (2013) looked at the effect of unions on labor turnover and found clear evidence that unionism is associated with lower turnover. He suggested that lower turnover is a result of the ability of unions to secure better working conditions; thus increasing the attractiveness for workers of staying in their current job. New professionals' intentions to change jobs have been attributed to their level of job satisfaction (Bender, 2010; Klenke-Hamel & Mathieu, 2010; Lorden, 2008). According to Martin (2003), the relationship between lower turnover and unionization has been well established by researchers using both industry-level and individual data.

A study by Kirschenbaum and Weisberg (2012) of 477 employees in 15 firms examined employees’ job destination choices as part of the turnover process. One of their main findings was that co-workers’ intentions have a major significant impact on all destination options - the more positive the perception of their coworkers desire to leave, the more employees themselves wanted to leave. The researchers suggest that a feeling about co-workers’ intentions to change jobs or workplace acts as a form of social pressure or justification on the employee to make a move.

Mosadeghrad et al., (2008) and Mobley et al., (2009) concluded that a number of studies offered support for a negative relationship between satisfaction with supervision and turnover. Griffeth et al., (2010) propounded that lack of punctuality and frequent absence can be predictors of turnover because they represent symptoms of withdrawal from the organization. Turnover may also be influenced by certain other factors, such as attitudinal, behavioral and organizational factors. A number of researchers have also identified work related factors, personal characteristics and external factors as determinants of employee turnover tendency (Wotruba & Tyagi, 2011).

In today’s competitive world, high-performing employees are looking for more than compensation packages and benefits. More specifically, what the employees nowadays are looking for is interesting work, employer flexibility, feeling valued and having training and advancement opportunities which finally, become the major factors influencing their decision to change jobs (Cunningham, 2012).

Nagaraj (2009) noted that organizations are trying many innovative ways to attract employees to workplace, be it multi-cuisine spread provided at the office, or a multi-gym right at the office premises, or a small crèche where female employees could safely leave their young ones while they work. The key to preventing employee turnover is to have a positive work environment where employees are recognized and rewarded for good performance, where there is good communication, and where everyone shares in the excitement of being part of a successful organization (Cunningham, 2012).

Hausknecht (2008) listed 12 major retention factors that have been published in the literature over the last 60 years which helped in explaining employee retention. The study revealed that job satisfaction, extrinsic rewards, constituent attachments, organizational commitment, and organizational prestige were the most frequently mentioned reasons for staying. Advancement opportunities and organizational prestige were more common reasons for staying among high performers and extrinsic rewards was more common among low performers.

The use of financial inducements has been recognized as extremely important in retaining employees and it has been considered an important reward to motivate the behavior of employees (Brewer, 2016; Koh & Neo, 2010; Taylor & Vest, 2012). A number of studies suggest that higher wages reduce quit propensity positively and are related to decisions to continue (Gritz & Theobald, 2016; Theobald, 2010). Paré and Tremblay (2010) opine that employees will willingly remain in organizations where work is stimulating and challenging, chances for advancement are high and if they feel reasonably well paid.

Further, Taylor (2009) pointed out that in order to retain employees, organizations must offer career advancement opportunities, failing which they may find it difficult to retain qualified employees. Saporta and Fajourn (2013) too support this view. Casper and Buffardi (2014) stated that the availability of organizational work–life benefits, supportive supervisor and a favorable organizational climate play a pivotal role in attracting and retaining human resources. The role of an effective supervisor in arresting attrition rates has been highlighted by others too (e.g. Amey, 2012; Creamer & Winston, 2012; Schneider, 2012). Good quality supervision contributes to employee satisfaction (Keashly & Jagatic, 2010) and helps in enhancing an employees’ well-being at work (Peterson et al., 2013), thereby resulting in retention (Bauer et al., 2016).
Researchers have identified other important reasons of retention too. Work-life balance and reduced work-family conflict increase one’s chances of retention (Anderson et al., 2012; Shaffer et al., 2011). Research has suggested that organizational work-life benefits and a supportive work climate are linked positively to employee well-being and retention (Allen, 20011; Behson, 2015; Casper & Buffardi, 2014). Work-life quality was found to be a significant predictor of job satisfaction, commitment and longer stays (Rhoades & Eisenberger, 2002; Dixon & Sagas, 2017). Aryee et al., (2008) found a positive correlation between satisfaction with work flexibility and intentions to stay.

In a survey carried out on recruitment, retention and turnover in organizations in UK (CIPD, 2015), top three reasons behind departure with % age of employees voting for each of the reasons were found out as :

· Promotion outside of the organization (53%)

· Lack of development or career opportunities (42%)

· Change of career (41%)

The same study found that the top 8 initiatives taken to improve retention in organizations in UK with % age of employees voting for each of the initiatives were:

· Improved employee communication/involvement (57%)

· Increased learning and development opportunities (49%)

· Improved induction process (45%)

· Increased pay (40%)

· Improved selection techniques (38%)

· Improved benefits (34%)

· Made changes to improve work-life balance (34%)

· Improved line management HR skills (32%)

In a report by Deloitte (2014), it was noted that demographic changes show that the number of skilled 15-29 years old entering the job market is steadily contracting, while the population in both developed and developing countries is ageing. This, coupled with rising globalization is increasing the strain on human resources. The results of the survey showed that attracting and retaining talents are considered as the most critical people issues faced by surveyed organizations.

Deloitte (2014) Report suggests a 'develop, deploy and connect' approach for retaining the employees. This means developing the skills, not just through formal training but by learning how to learn, where to find the information or action learning supported by coaching and mentoring. Deploying means working with key individuals to (a) identify their deep-rooted skills, interests, and knowledge, (b) find their best fit in the organization, and (c) craft the job design and conditions that help them to perform, meaning, finding a fit between the skills and the job.

Connecting means providing critical employees with the tools and guidance they need to (a) build networks that enhance individual and organizational performance, and (b) improve the quality of their interactions with others, thereby helping to develop rich networks, both internal and external.

Challenges Faced in Labor Turnover
According to Paul (2004), training and development is a function of human resource management concerned with organizational activity aimed at bettering the performance of individuals and groups in organizational settings. It has been known by several names, including "human resource development", and "learning and development. New-hire Induction and staff development are two essential requirements for job preparation which are mandatory from the employers. The preparation of the job starts from recruitment (Bratton, 2003). Those employees who begin their jobs without any form of orientation are most likely unaware of workplace policies and procedures that they can benefit from. Additional training throughout the employment relationship helps the employee to update skills and become more productive and produce efficient workforce. When employees lack the training necessary to become more productive, their performance suffers and they will either leave of their own volition for jobs that provide training and employee support or they will be terminated for poor performance (Armstrong, 2003). 

Trevor, (2004) stated that the best strategies for workforce retention generally include a combination of positive reinforcement, creating a satisfying working environment, paying employees well, and offering financial incentives and bonuses. On the other hand Braton (2003) stated that best employee retention strategies include benefit plans such as health insurance, paid sick leave, and vacation. These views were supported by Anthony (2006) who affirmed that employees becomes more satisfied with their work and are less likely to leave since better work environment and employees benefits empower them to affect positive changes within an organization.

Moureen, (2004) posed that solid workforce retention plan can create a productive business atmosphere, reduce turnover rates, and contribute to the success of any organization. Employees who feel valued and appreciated will usually go above-and-beyond the call of duty to ensure the success of their employers. Many employees who decide to leave their current employers and seek jobs elsewhere do so because they feel they are being micromanaged. To avoid this common problem, the employers should empower staff members by encouraging their contributions and allow them to take the lead role on projects. This, in turn, often leads to innovative ideas that can boost organizational performance, improve morale, and increase a company’s bottom line (Georgi, 2004). 

Spencer, (2001), contended that, in order to retain employees and reduce turnover, managers must learn to align their goals with the end goals of employees. By aligning the rewards and needs of employees, managers can determine the proper reward system to most effectively increase job satisfaction of employees. These views were supported by Trevor (2004) who emphasized that valence is the degree to which the rewards offered by an organization align with the needs employees seek to fulfill. High valence indicates that the needs of employees are aligned well with the rewards system an organization offers. Conversely, low valence is a poor alignment of needs with rewards and can lead to low job satisfaction and thereby increase turnover and decrease retention. 

According to Dubois (2004), staff retention has a direct and causal relationship with employee needs and motivation. Applying a motivation theory model, such as Maslow’s Hierarchy of Needs, is an effective way of identifying effective retention protocol. 

Armstrong, (2003) contends that motivating employees can be a manager's biggest challenge. Employee motivation is a key to the overall effectiveness of an organization. An understanding of the applied psychology within a workplace, also known as organizational behavior, can help achieve a highly motivated workforce. Fair promotion conducted on bases of performance greatly motivates employees and a key demotivating factor to employees is failure by the organization management to carry out promotion on basis of performance and merit.

Georgi, (2004) affirmed that proper job description influences development of clearly defined employees’ roles and responsibilities and this eliminates cases of over tasking employees hence improving the level of employee motivation, existence of ineffective employees roles and responsibilities overburdens most of the organization employees and leaves some employees with little role to play in execution of organization functions. 

Paul (2004) argued that job rotation helps employees to develop adaptive since employees who are not exposed to job rotation programs lacks an opportunity of learning adaptive skills when exposed to work in different environment. Dubois (2004) on the other hand argued that management that is not committed in offering praise and recognition to deserving employees leads to lack of rewarding of hard working employees and this lowered the morale of most employees. 

According to Buttrick (2009) two types of behaviors can occur during motivation: intrinsically motivated behavior and extrinsically motivated behavior, intrinsically motivated behavior as behavior that is performed for its own sake, the source of the motivation is actually performing the behavior, and motivation comes from doing the work itself and extrinsically motivated behavior as that performed to acquire material or social rewards or to avoid punishment and thus employees who are working purely for monetary purposes are an example of extrinsically motivated (Dubois,2004).

Cascio, (2013) poses that Human resource (HR) personnel are often responsible for providing career development information programs for employees and offering of study leave to employees helps to promote career development in organization. Professional networking is usually important, and as a result, employees might get tools to start networking from the HR department. HR managers also usually provide a compensation structure that compliments business needs but also allows individual career growth. For example, employees who have exhibited a certain improvement or growth in needed skills might be promoted and given a raise.

Impact of Labor Turnover on Organizational Performance

According to Homer (2007) states that staff turnover is costly and disruptive. It reduces the outputs and is disruptive as it requires the schedules and programs to be modified. It causes the organization to lose a lot of money because they have to employ other staff to come and help. There are a number of reasons that contributes to the rate of turnover in companies and they vary. They both stem from the company the employees. Turnover is a very expensive aspect to companies, the reason the employers gives it importance (Oregon, 2014). 

According to Namhoon (2009), Employers incur considerable direct and indirect expenses when employees leave the company. Among other costs, they include, advertisement, headhunting fees, resource management expenses, time and organizational performance and cost of training and development. The company needs to frequently examine the costs of turnover and create mitigation. If the company determines the most common causes of employee turnover, it would certainly be able to take the necessary steps for recruiting and retaining well-qualified personnel. 

According to Miller (2016) employee organizational performance is an outcome of the employee's knowledge, capability, motivation, workplace environment, etc. Generally, organizational performance is defined as "output gained from the fixed amount of inputs". Likewise, employee organizational performance is the output gained by the inputs of the employee, with a goal to bring out profit to the company and to the employee himself. Enhancing an employee's organizational performance is not only dependent on the inputs of the employee, but also by the aid provided by the organization and the nature of workplace environment. 

According to Catano, Darr & Campbell, (2008) measuring employee organizational performance is to calculate an employee's qualitative and quantitative work, it can be calculated on a monthly basis, yearly basis or by daily assessment. Before measuring an employee's organizational performance, it is necessary to determine what are outputs to be measured (Cascio, 2013). According to Duncan (2008) if an employer expects too much output from the employees, they will find shortcuts to achieve the expected benchmark and as a result, quality will suffer. Conversely, if less organizational performance is expected, the company's overall performance will decline because of inefficient use of available resources (Buttrick,2009).If a manager wants to measure employee's organizational performance in the organization, he needs to know how to use certain basic software tools such as bar graph, pie chart, spreadsheet (Horton, 2008). 

Blashka (2008) contended that organizational performance is linked to employee morale. When employees are happy at work they have more motivation, which increases organizational performance. Poor morale causes employees to be disengaged. A study done by the Corporate Executive Board says that because employee engagement is down there has been a 5% decrease in organizational performance. If employees are not given the proper resources to do their jobs easily and efficiently, their organizational performance will suffer. QuoStar Solutions, a technology consulting service, states that innovative technology is one way that employers can boost organizational performance. Having automated, electronic processes for certain tasks can free up employee time so that they can maximize their organizational performance with other tasks. There are ways to tackle low organizational performance. According to Tech Republic, organizational performance can be combated by installing monitoring software that tracks what employees do all day long. This will eliminate wasted employee hours spent surfing the Internet or talking to friends over email and instant messaging (Blahna, 2015). 

As the labor market continues to tighten, employers are increasingly concerned about maintaining a stable workforce. They need competent, dedicated, and effective workers to serve their customers to fulfill their missions. Without a sufficient qualified and productive workforce, employers are vulnerable to competitive forces as well as the impact of negative relationships with their customers. It is frustratingly difficult to find, recruit, and hire the caliber of employees that companies desire today (Gupta, 2008). 

Stability in a company's workforce has a number of advantages for the company's health, for workers, for customers, for suppliers, for investors, for the industry, and for the economy at large. If the workforce is stable, management can invest its energy in moving the company forward. Leaders are not distracted by the need to continually hire new (replacement) employees, so they can concentrate on product/service development, marketing, quality and process improvement, and investment of surplus funds. They aren't required to staff their human resources department to feed "the revolving door. Stable workforce employers have a greater potential of strong profits (Edwin, 2015). 

Dempsey (2003) asserts that staff turnover may have devastating effects on service rendered by the organization and these may bring deficits in meeting customer demand. This leads to customer irritation and increase in complaints. Dubois (2004) states that organizations that create work environments that attracts, motivate and retain hard working individuals will be better positioned to succeed in a competitive environment that demands quality and cost organizational performance. Edwin, (2015) also agree that it is critical to understand that interdependent relationship exists between employee satisfaction and customer satisfaction and that the organization needs to focus on both these components.

Horton (2007) states that the escalation in the rate of labor turnover is a major concern for businesses and is clearly impacting on organizational performance. High level of stress leads to employees making unnecessary mistakes/accidents and low morale leads to them not caring about what they do. Staff turnover breaks the team spirit and group cohesion, which is necessary for the successful and smooth running the business. Gupta (2008) states that “the real cost of staff turnover leads to lowered morale among other employees who must shoulder the workload, lost revenue from sales not made, the loss of customers who fled to competitors for better service”. The morale of staff may be lowered because work overload, overtime work, substitute personnel and working with fewer staff than required is problematic. This causes an increase in errors during the performance of activities and results in poor service.

Summary
The review of the related literature and studies has established that some research has been conducted to explore the effects employee turnover has on service quality (e.g. Hausknecht et al. 2009). Authors like Hurley and Estelami (2007) have in turn investigated the effect employee turnover have on customer satisfaction. This establishes a research gap and identifies a room for further research on the link between employee turnover and service quality.

Additionally, as pointed out by Glebbeek and Bax (2004), number of authors have pointed out that considerably more research exists on the causes of turnover than on the consequences of it with the majority of turnover research focusing on the antecedents of turnover in order to learn how to minimize, manage or predict turnover. Considerably less research can be found on the effects turnover has on company performance, customer satisfaction or service quality. 

CHAPTER THREE
RESEARCH METHODOLOGY
The focus of this research aims at clarifying the impact of labor turnover on industrial training. The research methodology describes the process of carrying out the study. The geographical area where the study has been carried out and the study design have also been described in this chapter. More importantly, the research instruments used has also been described, including the methods implemented to check on the validity and reliability of the instruments.

Research Design

The research design shows the detailed plan of how the researcher carried out the study. This study used a descriptive research design in describing the effect of Labor Turnover on the value of employee output. This design is ideal for gathering information regarding people’s behavior, attitudes, feelings and opinions about perception of employees on the impact of labor turnover on organizational performance (Kombo & Tromp, 2006). Also according to MacKenzie (2013) research design is a framework for conducting the business research project. It detailed the procedures necessary for obtaining the information needed to structure or solve business research problems.
The survey has been used to collect original data for describing a population too large to observe directly and obtain information from a sample of people by means of self-report.  In that case, respondents responded to a series of questions posed by the investigator.  In this study, the information has been collected through self-administered questionnaires distributed personally to the subjects by the researcher.
A descriptive survey has been selected because it provides an accurate portrayal, account of the characteristics, for example behavior, opinions, abilities, beliefs, and knowledge of a particular individual, situation, or group.  
Population and Sampling Techniques
The National Industrial Training Authority (NITA) currently has a population of 296 workers working in various stations and regions. The regions in this case are Nairobi, Kisumu, Athi River, Mombasa and regional levy offices (Nakuru, Eldoret, Embu, Thika, Kakamega, Nyeri) as indicated in the table below.
Table 1 
Population of the Study
	Name of Workplace
	                      Number of employees
	Percentage 



	
	Senior & middle managers Staff
	Junior cadre  Staff
	

	Headquarter
	40
	142
	62%

	NITA Mombasa
	16
	24
	14%

	NITA Athi River
	21
	40
	20%

	Levy offices
	5
	8
	4%

	Total
	                      296
	100%


These workers are holding different positions in NITA and the study aimed at extracting relevant information from a sample of these workers. 

This study targeted mostly the managers, supervisors and general staff of NITA working within the organization. The questionnaire was designed to extract relevant information from the workers in the National Industrial Training Authority. Therefore, study targeted a sample size of 170 workers from the various sectors of NITA as shown below from whom the analysis of the study has been based. 
Table 2 
Sample Size of the Study
	Cadre 
	Headquarter
	Athi-River
	Mombasa
	Levy Regions
	Total 

	Senior & middle managers
	20
	6
	5
	7
	38

	Junior cadre Staffs
	97
	14
	15
	6
	132

	Total 
	
	
	
	
	170


The sampling technique that has been used in this study is random-stratified sampling technique. In this case, each region formed a stratum from which workers sampled were given the questionnaire randomly.

To get the sample number, n, the study used the Slovin’s formula, n = N / (1 + Ne2) where n = Number of samples, N = Total population and e = Error tolerance. The error tolerance uses 95% confidence level making the alpha (e) be 0.05.

n= 296/ (1+296 x 052)

n=170
Research Instruments
The research instruments adopted by this study included questionnaire to measure the perceptions of employees on the impact of labor turnover on organizational performance. Well-structured questionnaires were used in order to uncover the perceived effects of staff turnover on employee productivity, quality of work, cost, workplace morale, employee and organizational opportunities.

The construction of the questionnaire was based on the variables which are the interest of the study. Questions were developed based on proper conceptualization of the variables through review of literature to help with the extraction of views from the respondents. The questionnaire used in the study has been structured into two main sections with section one aimed at establishing demographic information of the respondents and section two provides data on the perceptions of employees on the impact of labor turnover on performance with reference to quality of work, cost of production, workplace morale and employee and organizational opportunities    

Questionnaires are data collection instruments that enable the researcher to pose questions to subjects in his/her search for answers to the research questions. Saunders et al. (2003) maintain that it is generally good practice not to rely solely on questionnaire data but to use the questionnaire in conjunction with at least one other data collection instrument. The questionnaire was structured in a 4-point Likert-type scale format inasmuch as the study aims to measure respondent’s perceptions. A highly structured question format allows for the use of closed questions that require the respondent to choose from a predetermined set of responses or scale points. Blumberg, Cooper and Schindler (2005) state that a Likert scale format on the other hand, involves the use of special rating scale that asks respondents to indicate the extent to which they agree or disagree with a series of mental belief of the statements about a given subject (strongly agree, agree, disagree and strongly disagree). The 4-point scale has been chosen because it facilitates robust statistical analysis.
Validity of the Questionnaire

Validity is the extent to which an instrument measures what it will be intended to measure (Moskal & Leyden, 2002). Blumberg et al. (2005) defines validity as the extent to which a measuring instrument satisfies the purpose for which it was constructed. It also refers to the extent to which it correlates with some criterion external to the instrument itself. Validity is the degree to which an instrument succeeds in measuring what it has set out to measure. The validity of the research questionnaire determines whether the research measures what it is supposed to measure (Saunders, et al., 2009). Basic to the validity of a questionnaire is asking the right questions phrased in the least ambiguous way. In other words, do the items measure significant aspects of the purpose of the investigation? Terms must be clearly defined so that they have the same meaning to all respondents (Cohen and Marion, 2003). Researchers can never guarantee that an educational or psychological measuring instrument measures precisely and dependably what it is intended to measure (Norval, 2006). Shajahan (2004), asserts that validity has an indispensable characteristic of measuring devices. 

According to Ekinci and Riley (2000), the validity of a questionnaire indicates how worthwhile a measure is likely to be in a given situation. Validity shows whether the instrument is reflecting the true results, or at least something approximating the truth. A valid research instrument is one that has demonstrated that it detects some real ability, attitude or prevailing situation that the researcher can identify and characterize. If the ability or attitude is itself stable and if a respondent’s answer to the items is not affected by other unpredictable factors, then each item of the instrument should yield essentially the same results (Sarantakos, 2000). This instrument was validated by the two supervisors appointed by the University for this Study. The supervisors critiqued the instrument and counter – checked the consistency and clarity of the contents.

Reliability of the Questionnaire

Mugenda and Mugenda (2003) defined reliability as the degree a research instrument yields consistent results after repeated trials. Reliability is the consistency of a measure. The reliability of the data has been measured through analyzing the consistency of the responses that the respondents gave. These responses correlated with each other. The reliability of the questionnaire was tested by conducting a pilot study. Cooper and Schindler (2003), stated that the pilot group can range from 25 to 100 subjects depending on the method to be tested but doesn't necessarily need to be statistically selected. The pilot study involved 31 participants from NITA Kisumu who were not part of the respondents in the actual research. The aim of the pilot study was to correct any errors in the questionnaire so that the main respondents would not have a challenge filling in the questionnaire. 
The reliability of the instrument has been tested using the Cronbach's formula. The formula tested to see if multiple-question Likert’s scale surveys are reliable. It also helps to measure the unobservable variables such as openness of the respondents. According to Trochim (2006), reliability of the measuring instrument addresses the question of whether the results of the measuring processes are consistent on occasions when they should be consistent. Burns and Bush (2010) state that reliability is a statistical concept and is related to consistency and dependability, that is, consistency in obtaining the same relative answer when measuring phenomena that have not changed. 

According to Saunders et al. (2009), the purpose of a pilot test is to refine the questions on the questionnaire in order to ensure that there is no ambiguity or bias so that the measuring instrument is fine tuned for data collection. For the purpose of this study, 31 respondents randomly selected participated in the pilot study in order to aid in the establishment of the reliability level of the instrument. These respondents were not included in the final study sample of 170 elements. Zikmund (2003) found that pilot studies accumulate data from the ultimate subjects of the research project to serve as a guide for the larger study. Once a modus operandi has been developed, a pilot study should be conducted to find the flaws in the procedure. The procedure of a pilot study is priceless and is an aid to careful research (Cohen & Marion, 2003). According to Blumberg, et al., (2005), the pilot study of the questionnaire for the research is undertaken with the following aims:

i. To determine if the proposed data analysis techniques could expose any potential problems;

ii. To authenticate if the research procedure was realistic and workable for this study; and

iii. To check the elimination of any ambiguities that may cause statements and instructions that may be confusing in the questionnaire.

The analysis of the Cronbach’s alpha as a measure of the reliability of the instrument indicates that each section of the instrument was reliable with the following alpha coefficients for every section: employee productivity – .864; quality of work – .882; cost - .920; workplace morale – .878, and employee and organizational opportunities – .891.  All coefficients are greater than .70, thus the questionnaire is reliable.  Reliability analysis is shown in Appendix II.
Data Gathering Procedures

To gather primary data, survey questionnaire was used.  A survey questionnaire was administered to a selected sample from the bigger and specific population identified by the researcher at National Industrial Training Authority (NITA) through the assistance of carefully selected and trained research assistants over duration of 7 days. A survey (questionnaire) was used to collect original data for describing a population too large to observe directly. In this way, this sample of 170 workers was given questionnaires to respond to in a confidential manner by the researcher. The resultant data was edited, coded, and analyzed by means of SPSS to come up with a reliable and dependable conclusion for the study. Data was collected using a structured close ended pre-coded questionnaire.
The data gathering process involved extracting information by use of the survey questionnaire directly from the respondents at their convenient. In this exercise, research questionnaire designed to extract information concerning the various variables of interest to the study were used. Before the questionnaire was administered in the field, the researcher obtained permission and clearance from the university through the research ethics committee as well as obtaining a research permit from the national commission for science technology and innovation (NACOSTI).  The data was gathered by the help of research assistants who administered the questionnaires to the respondents. The research assistants were trained on the instrument so as to be able to provide the required help.
Statistical Treatment of Data

The gathered data had been analyzed by quantitative data analysis tools. The data from the questionnaire were coded and entered into the computer for computation using SPSS.
For the analysis of the specific research questions and the various sections of the instrument, the following specific statistical analysis tools have been adopted by the study:

1. In the analysis of the various demographic characteristics of the respondents, the study has adopted the use of percentages and frequencies.

2. The analysis of research question one has been done through the use of means and standard deviations.

3. The analysis of the research question two has been done by the use of group descriptive statistics as well as the use of t-test for independent samples and one-way analysis of variance (ANOVA)

4. The analysis of research question three has been done using Spearman rank-order correlation coefficient.
The significance level was set at .05.

Ethical Considerations
One of the research principles that guided this study was to conduct research in an ethically organized manner without violating rights of people.  This study has been done with the utmost apprehension of the ethical affluences of the targeted population.  In this case, therefore, this research has been clear on the ethical issues as far as researches are concerned. Some of the ethical issues addressed in this study include seeking for the informed consent whereby a person knowingly, voluntarily and intelligently, and in a clear and manifest way, gave his/her consents. The other issues addressed include the respect for anonymity and confidentiality in conducting research and the respect for privacy. This study also ensured that the respondents were treated with respect and the integrity of every individual maintained within the ethics of doing research. Honesty in the affairs of the research was paramount in the study. More than that, the researcher also secured ethics clearance from the University research ethics committee.
CHAPTER FOUR

PRESENTATION OF FINDINGS, ANALYSIS AND INTERPRETATION
This section of the report is a presentation of the findings of the study, the interpretation of the findings and the implications of the findings of the study. The analysis and presentation of the findings are based on the research questions and the need to extract the demographic specific elements related to the study. 
Whereas the calculated sample for the study indicated 170 respondents, a total of 170 questionnaires were distributed to all the identified locations of the study, the study reports that a total of 143 questionnaires were retrieved back from the respondents giving an 84.12% response rate.

Analysis of Demographic Information

This particular section of the chapter presents the analysis and interpretation of the demographic specific elements of the information gathered from the respondents. Table 3 indicates that 50.3% of the respondents were female and 49.0% were male while 0.7% did not indicate their gender. This distribution of the respondents has ensured that the study is able to get views from a well-balanced team of respondents based on their gender. Additionally, the evenly distribution of the respondents based on gender could be an indication of the changing trends in most organizations with an increased focus on affirmative action to favor equal employment opportunities in all government institutions as well as the increase vigor in advocating for the empowerment of the women in the workplace.
Table 3 
Gender of Respondents
	
	Frequency
	Percent

	
	Male
	73
	49.0

	
	Female
	75
	50.3

	
	No response
	1
	.7

	Total
	149
	100.0


Table 4 indicates that for all the age brackets surveyed, the respondents were distributed to all the age brackets with majority in the age brackets of 26 – 35 years at 40.9%, 32.2% being in the bracket of 36 – 45 years, 18.8% in the bracket of above 45 years while 6.7% were in the age brackets of below 25 years and 1.3% of the respondents did not indicate their ages.
Table 4 
Age Group of Respondents
	
	Frequency
	Percent

	
	below 25 years
	10
	6.7

	
	26-35 years
	61
	40.9

	
	36-45 years
	48
	32.2

	
	above 45 years
	28
	18.8

	
	No response
	2
	1.3

	Total
	149
	100.0


With regards to the distribution of the respondents by their marital status, the study as shown in table 5 indicates that majority of the respondents with 68.5% are married while 26.8% are single with 2.7% being separated and 0.7% being divorced. Establishing the respondents’ marital status is significant in this study since it has the potential of influencing their social perception of the labor turnover.  Additionally, marital status of the employees has the potential of influencing whether or not they are going to stay in their current job.
Table 5 
Marital Status of Respondents
	
	Frequency
	Percent

	
	Single
	40
	26.8

	
	Married
	102
	68.5

	
	Separated?
	4
	2.7

	
	Divorced
	1
	.7

	
	No response
	2
	1.3

	Total
	149
	100.0


Table 6 indicates that for all the levels of education surveyed, the respondents were distributed to all the levels with majority being at 43.6% having attained a Diploma certificate, and 23.5% possess a bachelor’s degree while 18.8% and 12.1% have a certificate and master’s degree respectively while the percentage for those respondents who did not indicate their levels of education is 2.0%.
Table 6 
Level of Education of Respondents 
	
	Frequency
	Percent

	
	Certificate (secondary and information education certificate)
	28
	18.8

	
	Diploma
	65
	43.6

	
	Bachelor's degree
	35
	23.5

	
	Master's
	18
	12.1

	
	No response
	3
	2.0

	Total
	149
	100.0


Table 7 presents the distribution of the respondents by their period of stay in the organization. 59.7% of the respondents have been with the organization for less than 5 years while 20.8% have served for 6 – 10 years and 18.1% for over 10 years. However, 1.3% of the respondents did not indicate their period of stay in the organization.

Table 7 
Period of Stay in the Company by the Respondents 
	
	Frequency
	Percent

	
	5 years or less
	89
	59.7

	
	6-10 years
	31
	20.8

	
	above 10 years
	27
	18.1

	
	No response
	2
	1.3

	Total
	149
	100.0


With regard to the position being held by the various respondents within their organizations, table 8 indicates that 63.8% are at the operational level as members of staff in their various departments, 24.8% are in the middle level management and 2.7% are in the senior management levels while 8.7% of the respondents failed to indicate their positions. The analysis indicates that the respondents are drawn from all the positions within the organization hence giving views from all levels which are quite representative.
Table 8 
Position in the Organization/Title Held
	
	Frequency
	Percent

	
	Senior Management
	4
	2.7

	
	Middle Management
	37
	24.8

	
	Staff
	95
	63.8

	
	No response
	13
	8.7

	Total
	149
	100.0


Table 9 presents the analysis of the distribution of the respondents by their respective directorates / departments within the organization and it indicates that 39.6% are from the directorate of industrial training, 26.2% are from the directorate of Human Resource and administration, 18.8% are from other unnamed departments while 11.4% are from the Directorate of finance and levy Administration.
Table 9 
Directorate/Department of Respondents 
	
	Frequency
	Percent

	
	Directorate of finance and levy administration
	17
	11.4

	
	Directorate of industrial training
	59
	39.6

	
	Directorate of HR and administration
	39
	26.2

	
	Other Departments
	28
	18.8

	
	No response
	6
	4.0

	Total
	149
	100.0


The consideration of these various demographic variables are to verify the assertion by De Gieter and Hofmans (2015), who established that labor turnover is related to certain industrial, economic, and demographic factors such as age, sex, education, ethnicity, and length of service among other variables.

Perceptions on the Impact of Labor Turnover on Organizational Performance
Research question 1: What are the perceptions of employees on the impact of labor turnover on organizational performance of NITA in Kenya in terms of the following?  a) Employee productivity; b) Quality of work; c) Cost; d) Workplace morale and e) Employee and organizational opportunities

In the interpretation of the mean of the responses in this section, the following scale of interpretation has been adopted: Strongly disagree
1.00 – 1.49; Disagree 1.50 – 2.49; Agree
2.50 – 3.49 and Strongly agree 3.50 – 4.00

Impact of Labor Turnover on Employee Productivity

The study reveals that the employees agree that labor turnover has a negative impact on employee productivity to an average extent in general with an overall mean of 3.3168 and standard deviation of .53094 as indicated in table 10. 
Table 10
Employee Productivity 

	
	Min
	Max
	Mean
	Std. Deviation

	High staff turnover results in decreased performance in the workplace
	1
	4
	3.44
	.735

	Newly hired employees need time to settle into the job before they can be effectively productive
	1
	4
	3.39
	.767

	Staff turnover leads to increase in workload for employees
	1
	4
	3.50
	.818

	Staff turnover creates insecurity for organizational workforce
	1
	4
	2.81
	.935

	Loss of experienced employees results in workers filling a variety of different specialized roles
	1
	4
	3.35
	.703

	High employee turnover means having many inexperienced employees, which will eventually lead to lower employee productivity.
	1
	4
	3.22
	.925

	The difficulty to replace workers results in the organization’s inability to ensure knowledge continuity.
	1
	4
	3.41
	.714

	Employees work overtime and experience work stress due to decrease in number of workers.
	1
	4
	3.42
	.777

	Employee Productivity
	1.50
	4.00
	3.3168
	.53094

	N = 149
	
	
	
	


With regard to the specific elements of the employees’ productivity tested in the study, table 10 indicates that the respondents generally agree that high staff turnover results in decreased performance in the workplace with a mean of 3.44 and standard deviation of .735. Additionally, the respondents generally agree that the newly hired employees need time to settle into the job before they can be effectively productive with a mean of 3.39 and standard deviation of .767.

Further, the respondents generally agree that the staff turnover leads to increase in workload for employees with a mean of 3.50 and standard deviation of .818 and that the staff turnover creates insecurity for organizational workforce with a mean of 2.81 and standard deviation of .935 and also that the loss of experienced employees results in workers filling a variety of different specialized roles with a mean of 3.35 and standard deviation of .703.

The study further reveals that the respondents agree that high employee turnover means having many inexperienced employees, which will eventually lead to lower employee productivity with a mean of 3.22 and standard deviation of .925 and that the difficulty to replace workers results in the organization’s inability to ensure knowledge continuity with a mean of 3.41 and standard deviation of .714. Finally, the 
respondents agree that employees work overtime and experience work stress due to decrease in number of workers with a mean of 3.42 and standard deviation of .777.

These findings are in agreement with the observations made in a study conducted by Talent Management Alliance (2013) in manufacturing sector in Saudi Arabia that employees with lower job tenure struggled with attaining production goals than their experienced counterparts implying that high staff turnover impacts negatively on productivity within the organization. The findings are further consistent with the assertion by Muhammad et al (2013) that employees who are experienced in producing a particular unit of output use less energy in producing the unit within a shorter period of time than non-experienced ones. This implies that, high staff turnover which leads to large number of inexperienced employees within an Organization can adversely affect productivity within the Organization.
Impact of Labor Turnover on Quality of Work

With regard to the impact of labor turnover on the quality of work, the study in table 11 reveals that the employees agree that labor turnover has a negative impact on quality of work to an average extent in general with an overall mean of 3.3760 and standard deviation of .56784. Regarding the specific elements of quality of work tested in the study, table 11 reveals that the respondents agree that staff turnover results in disruption to service delivery with a mean of 3.40 and standard deviation of .729 and also that staff turnover affects the employees’ capacity to deliver required services with a mean of 3.40 and standard deviation of .707.
Additionally, the respondents agree that staff turnover can harm customer service and quality which turn out to be a direct expression on the company with a mean of 3.39 and standard deviation of .758 and that less experienced workers are less likely to deliver optimized service with a mean of 3.38 and standard deviation of .802. The respondents also agree that turnover causes staff to struggle to complete all necessary or important daily functions with a mean of 3.37 and standard deviation of .772 as well as that new employees are less familiar with effective ways in dealing with customers with a mean of 3.28 and standard deviation of .829. Finally, the respondents agree that having inexperienced employees without complete training disrupts the daily operations of the organization with a mean of 3.45 and standard deviation of .726 and that an overall low number of employees can result to a substandard quality of work with a mean of 3.39 and standard deviation of .738.
These findings seem to be in harmony with the observations of the study done by Shepherd (2015), that quality of work life is being used by organizations as a strategic tool to attract and retain the talent, thus implying that an increase in labor turnover would mean low quality of work life. Consequently, for organizations to enhance the quality of work life in their organizations, they are required to minimize or eliminate instances of labor turnover.
Table 11 
Quality of Work 

	
	Min
	Max
	Mean
	Std. Deviation

	Staff turnover results in disruption to service delivery.
	1
	4
	3.40
	.729

	Staff turnover affects the employees’ capacity to deliver required services.
	1
	4
	3.40
	.707

	Staff turnover can harm customer service and quality which turn out to be a direct expression on the company
	1
	4
	3.39
	.758

	Less experienced workers are less likely to deliver optimized service.
	1
	4
	3.38
	.802

	Turnover causes staff to struggle to complete all necessary or important daily functions.
	1
	4
	3.37
	.772

	New employees are less familiar with effective ways in dealing with customers.
	1
	4
	3.28
	.829

	Having inexperienced employees without complete training disrupts the daily operations of the organization.
	1
	4
	3.45
	.726

	An overall low number of employees can result to a substandard quality of work.
	1
	4
	3.39
	.738

	Quality of Work
	1.63
	4.00
	3.3760
	.56784

	N = 149
	
	
	
	


Impact of Labor Turnover on Cost of Operations

The study further sought to establish the perceived impact of labor turnover on the cost of operations. The study as presented in table 12 depicts that the respondents with an overall mean of 3.3071 and standard deviation of .60301 agree that labor turnover has a negative impact on cost to an average extent in general. 
On the specific items related to cost, the study has established that the respondents agree that high staff turnover causes too much wastage of resources when new staff settles in with a mean of 3.29 and standard deviation of .888 as well as that staff turnover results in the organization to spend on cost settlement of employees’ benefits (gratuity and others) with a mean of 3.28 and standard deviation of .712

Table 12 

Cost

	
	Min
	Max
	Mean
	Std. Deviation

	High staff turnover causes too much wastage of resources when new staff settles in.
	1
	4
	3.29
	.888

	Staff turnover results in the organization to spend on cost settlement of employees’ benefits (gratuity and others).
	1
	4
	3.28
	.712

	Staff turnover can cost a company substantial amount of capital when considering downtime, recruiting, interviewing, orientation, and training.
	1
	4
	3.46
	.698

	Much supervision on newly-hired staff is done by the management affecting cost of production.
	1
	4
	3.22
	.817

	The organization incurs additional expense to market new openings and complete necessary background and reference checks of job applicants.
	1
	4
	3.31
	.778

	Payment of severance package to employees who leave the organization is an expense with no return on investment.
	1
	4
	3.29
	.860

	Cost
	1.67
	4.00
	3.3071
	.60301

	N = 149
	
	
	
	


The respondents further agree that staff turnover can cost a company substantial amount of capital when considering downtime, recruiting, interviewing, orientation, and training with a mean of 3.46 and standard deviation of .698. Additionally, the respondents agree that much supervision on newly-hired staff is done by the management affecting cost of production with a mean of 3.22 and standard deviation of .817 and also that the organization incurs additional expense to market new openings and complete necessary background and reference checks of job applicants with a mean of 3.31 and standard deviation of .778. Finally, the respondents agree that payment of severance package to employees who leave the organization is an expense with no return on investment with a mean of 3.29 and standard deviation of .860.
These findings are in agreement with the assertion by Durbin (2000), that labor turnover is costly both to individual organizations and the economy as a whole as it affects moral, profitability, efficiency and productivity as well. Additionally, these findings are consistent with the observation by Porter (2011), that employee turnover can cost a company substantial amount of capital when considering downtime, recruiting, interviewing, orientation, training, and ramp-up time. An entry-level position can cost an organization about 50 to 100 percent of the employee’s wage (Porter, 2011). The findings are further in agreement with study findings by Wiley (2011) that found out that replacing a manager will cost an organization approximately two times the earnings, based on the survey performed on 262 companies (Wiley, 2011).

These findings are also consistent with the findings of Lowe (2004) in her doctoral dissertation that managers of the manufacturing firm she investigated estimated the annual cost of turnover to be around 100.000 dollars while the actual cost according to her calculations was over 1.5 million dollars.

Impact of Labor Turnover on Workplace Morale
The study also investigated the impact of labor turnover on the workplace morale and has established that with an overall mean of 3.2731 and a standard deviation of .62204, the employees agree that labor turnover has a negative impact on workplace morale to an average extent in general as shown in table 13.
Table 13 

Workplace Morale

	
	Min
	Max
	Mean
	Std. Deviation

	New employees may suffer from low morale as they struggle learning new job duties and procedures.
	1
	4
	3.10
	.902

	Employee demoralization due to staff turnover can result in the organization having a more difficult time attracting and keeping high-quality talent.
	1
	4
	3.43
	.707

	Overworked employees who have had increased workloads and responsibilities due to a lack of an active or trained workforce are demoralized.
	1
	4
	3.44
	.747

	Staff turnover negatively affects workplace relationships which are key to an employee’s satisfaction with work.
	1
	4
	3.33
	.778

	As friends and co-workers leave, remaining employees constantly have to cycle through the process of getting to know new employees leading to low morale.
	1
	4
	3.15
	.858

	Motivating employees to share the vision of the organization and perform at high levels is difficult when co-workers leave.
	1
	4
	3.24
	.798

	Workplace Morale
	1.67
	4.00
	3.2731
	.62204

	N = 149
	
	
	
	


On the specific items regarding the workplace morale, the study in table 13 depicts that the respondents agree that the new employees may suffer from low morale as they struggle learning new job duties and procedures with a mean of 3.10 and a standard deviation of .902 as well as that employee demoralization due to staff turnover can result in the organization having a more difficult time attracting and keeping high-quality talent with a mean of 3.43 and standard deviation of .707.
The study has further established that overworked employees who have had increased workloads and responsibilities due to a lack of an active or trained workforce are demoralized with a mean of 3.44 and standard deviation of .747 and that staff turnover negatively affects workplace relationships which are key to an employee’s satisfaction with work with a mean of 3.33 and standard deviation of .778. 
The study has also established that the respondents agree that as friends and co-workers leave, remaining employees constantly have to cycle through the process of getting to know new employees leading to low morale with a mean of 3.15 and standard deviation of .858. Finally, the study has established that the respondents agree that motivating employees to share the vision of the organization and perform at high levels is difficult when co-workers leave with a mean of 3.24 and standard deviation of .798.
These findings are consistent with the observations by Gawali (2009) who confers that soaring employee turnover typically causes lack of motivation and low morale. Additionally, the findings are in harmony with the suggestion by Hausknecht et al. (2009) who suggest that one reason for the negative effect of turnover on employee morale is that the remaining employees gets demoralized since they need to divide their time between training newcomers and performing their usual tasks.

However, they are contrary to the assertion by Gawali (2009) that employee turnover can be turned into a positive because lack of turnover can also result in de-motivation. Employees might think lack of turnover a negative due to the lack of likely promotions which influences enthusiasm (Gawali, 2009). The findings further contradict the position of Gawali (2009) that diminutive or no opportunity for advancement could indeed result in turnover as employees search for positions with new organizations offering growth and future promotion. It also contradicts the position by Gawali (2009) that it goes against human nature to remain sluggish, carry out the same jobs every day and not seeing any optimism for change in practice. 

On the aspect of the impact of labor turnover on employee and organizational opportunities, table 14 reveals that the study has established that with an overall mean of 2.5888and standard deviation of .81262, the employees agree that labor turnover provides employee and organizational opportunities to a moderate extent in general. 
Table 14 

Employee and Organizational Opportunities
	
	Min
	Max
	Mean
	Std. Deviation

	New employees bring a fresh attitude to the company and are highly motivated
	1
	4
	2.81
	.991

	Replacing an employee with a new hire at a lower salary reduces cost.
	1
	4
	2.48
	.999

	Staff turnover paves the way to make positive changes in the organization’s diversity.
	1
	4
	2.49
	1.013

	Staff turnover provides a way for the organization to access a mind filled with new ideas and an innovative way of thinking.
	1
	4
	2.63
	.995

	Turnover provides opportunities for a performing employee to be promoted.
	1
	4
	2.56
	1.016

	Employee turnover leads the organization to evaluate the affected department for possible restructure.
	1
	4
	2.58
	.920

	Turnover offers the potential for a talent upgrade at a given position.
	1
	4
	2.56
	.937

	Employee and Organizational Opportunities
	1.00
	4.00
	2.5888
	.81262

	N = 149
	
	
	
	


With regard to the specific items under employee and organizational opportunities investigated in the study, the respondents tend to agree that new employees bring a fresh attitude to the company and are highly motivated with a mean of 2.81 and a standard deviation of .991. The study has also established that the respondents tend to agree that replacing an employee with a new hire at a lower salary reduces cost with a mean of 2.48 and standard deviation of .999.

Additionally, the study has established that the respondents also tend to agree that staff turnover paves the way to make positive changes in the organization’s diversity with a mean of 2.49 and standard deviation of 1.013 as well as that the respondents agree that staff turnover provides a way for the organization to access a mind filled with new ideas and an innovative way of thinking with a mean of 2.63 and standard deviation of .995.
Further, the respondents also agree that turnover provides opportunities for a performing employee to be promoted with a mean of 2.56 and standard deviation of 1.016 and that the respondents agree that employee turnover leads the organization to evaluate the affected department for possible restructure with a mean of 2.58 and standard deviation of .920. Finally, the respondents agree that turnover offers the potential for a talent upgrade at a given position with a mean of 2.56 and standard deviation of .937
These findings are consistent with the assertion by Kwon and Rupp (2013) that the assumption that turnover creates costs and disruption to activity is often based on a theory called human capital theory which argues that the source of a company’s productivity bases on the skills and knowledge – much of which is firm-specific – of its employees. Turnover then creates negative effects and costs by depriving the company of this knowledge and skills and forcing it to find and train new employees to replace them. The findings further augment the assertion by Kwon and Rupp (2013) with reference to the social capital theory which refers to the idea that a great deal of the value of a firm is thought to base on the network of social relationships inside the focal firm. Social interaction between employees is seen as a source of value for a company and turnover lessens this value as social relationships built over years disappear.
The findings additionally support the findings by Glebbeek and Bax (2004) who tested in their research the inverted U-shape turnover performance curve by using 110 offices of a temporary job agency and compared the turnover rates and the performance (number of temp worker hours, annual sales and gross result and net result per office – which excluded wage costs of the office because these are related to turnover) of the office. They find that turnover did have a significant negative effect on profit.

Comparison of Perceptions on the Impact of Labor Turnover on Organization Performance

Research question 2: Is there a significant difference on the perceptions of the impact of labor turnover on organizational performance in the National Industrial Training Authority in Kenya of the employees classified according to a) position held in the company (management and staff) and b) directorate/department?

Comparison by Position Held in the Organization

The study investigated the existence of any differences in the perception of the respondents based on the positions held in the organization as presented in tables 15 and 16.

The group statistics in table 15 shows the mean scores of those in management positions are numerically higher than the mean scores of the staff in their perceptions on the impact of labor turnover on employee productivity, quality of work, cost, workplace morale, and employee and organizational opportunities.  To determine if these differences are significant, the independent samples t-test was used.  The analysis is presented in table 16.

Table 15 
Comparison by Position Held in the Organization – Group Statistics
	
	Position held in the organization
	N
	Mean
	Std. Deviation
	Std. Error Mean

	Employee Productivity
	Management
	41
	3.4376
	.46675
	.07289

	
	Staff
	95
	3.2492
	.55758
	.05721

	Quality of Work
	Management
	41
	3.5518
	.46180
	.07212

	
	Staff
	94
	3.3074
	.59832
	.06171

	Cost
	Management
	41
	3.4935
	.51355
	.08020

	
	Staff
	94
	3.2574
	.59699
	.06158

	Workplace Morale
	Management
	41
	3.3707
	.60842
	.09502

	
	Staff
	92
	3.2261
	.62885
	.06556

	Employee and Organizational Opportunities
	Management
	41
	2.8432
	.66456
	.10379

	
	Staff
	92
	2.4666
	.85357
	.08899


The study revealed that employees with management positions perceive that labor turnover negatively impacts quality of work and cost and provides employee and organizational opportunities with respective p-values of 0.012, 0.030 and 0.007 more than the staff, showing that the difference is significant at .05 level of significance.  However, the difference in perceptions between those with management positions and the staff on the impact of labor turnover on employee productivity and workplace morale is not significant.

These findings are consistent with the arguments by Jones (2011), that employee turnover is very high in the low paying jobs such as cleaning industry which is for the most part due to the characteristic of the work, disparity in work hours, and lack of respect the employees may experience from their employers, other employees and customers.

Table 16 
Comparison by Position Held in the Organization – Independent Samples T-Test

	
	Levene's Test for Equality of Variances
	t-test for Equality of Means



	
	F
	Sig.
	t
	df
	Sig. (2-tailed)
	Mean Difference
	Std. Error Difference

	
	
	
	
	
	
	
	

	Employee Productivity
	Equal variances assumed
	.692
	.407
	1.895
	134
	.060
	.18838
	.09943

	
	
	
	
	
	
	
	
	

	Quality of Work
	Equal variances not assumed
	4.299
	.040
	2.575
	97.529
	.012*
	.24446
	.09492

	
	
	
	
	
	
	
	
	

	Cost
	Equal variances assumed
	3.620
	.059
	2.200
	133
	.030*
	.23605
	.10728

	
	
	
	
	
	
	
	
	

	Workplace Morale
	Equal variances assumed
	.053
	.818
	1.237
	131
	.218
	.14464
	.11693

	
	
	
	
	
	
	
	
	

	Employee and Organizational Opportunities
	Equal variances not assumed
	5.693
	.018
	2.755
	97.315
	.007*
	.37659
	.13671

	
	
	
	
	
	
	
	
	


*The difference is significant at .05 level of significance

Comparison by Directorates/Departments

The study investigated the existence of any differences in the perception of the respondents based on the directorates/departments where the employees are stationed and it as established as presented in tables 17 and 18 that there is no significant difference on the perceptions of employees in all directorates/departments on the impact of labor turnover on organizational performance in the National Industrial Training Authority in Kenya given that the difference is significant at .05 level of significance. This finding complements the existing situation within the organization where the organization has had employees from all the departments having left their employment in the recent past with no specific department or directorate being affected more than the others with this phenomenon.
Table 17 
Comparison by Directorate/Department – Descriptives                                                                                           
	
	N
	Mean
	Std. Deviation
	Std. Error

	
	
	
	
	

	Employee Productivity
	Directorate of finance and levy administration
	17
	3.2027
	.50971
	.12362

	
	Directorate of industrial training
	58
	3.4082
	.49477
	.06497

	
	Directorate of HR and administration
	38
	3.2110
	.47852
	.07763

	
	Other Departments
	28
	3.3967
	.56752
	.10725

	
	Total
	141
	3.3280
	.51110
	.04304

	Quality of Work
	Directorate of finance and levy administration
	17
	3.3992
	.45272
	.10980

	
	Directorate of industrial training
	58
	3.4296
	.57307
	.07525

	
	Directorate of HR and administration
	38
	3.3186
	.50677
	.08221

	
	Other Departments
	27
	3.3920
	.67416
	.12974

	
	Total
	140
	3.3885
	.56008
	.04734

	Cost
	Directorate of finance and levy administration
	17
	3.3235
	.52859
	.12820

	
	Directorate of industrial training
	58
	3.3914
	.58847
	.07727

	
	Directorate of HR and administration
	38
	3.1825
	.63746
	.10341

	
	Other Departments
	27
	3.3198
	.64146
	.12345

	
	Total
	140
	3.3126
	.60543
	.05117

	Workplace Morale
	Directorate of finance and levy administration
	17
	3.3392
	.50953
	.12358

	
	Directorate of industrial training
	56
	3.3446
	.57487
	.07682

	
	Directorate of HR and administration
	38
	3.1053
	.71599
	.11615

	
	Other Departments
	28
	3.3369
	.64911
	.12267

	
	Total
	139
	3.2770
	.62680
	.05316

	Employee and Organizational Opportunities
	Directorate of finance and levy administration
	17
	2.4286
	.83910
	.20351

	
	Directorate of industrial training
	56
	2.7334
	.76889
	.10275

	
	Directorate of HR and administration
	38
	2.4549
	.80392
	.13041

	
	Other Departments
	28
	2.5663
	.85933
	.16240

	
	Total
	139
	2.5863
	.80727
	.06847


Table 18 
Comparison by Directorate/Department – ANOVA 
	
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	Employee Productivity
	Between Groups
	1.292
	3
	.431
	1.672
	.176

	
	Within Groups
	35.279
	137
	.258
	
	

	
	Total
	36.571
	140
	
	
	

	Quality of Work
	Between Groups
	.286
	3
	.095
	.299
	.826

	
	Within Groups
	43.318
	136
	.319
	
	

	
	Total
	43.604
	139
	
	
	

	Cost
	Between Groups
	1.007
	3
	.336
	.914
	.436

	
	Within Groups
	49.943
	136
	.367
	
	

	
	Total
	50.950
	139
	
	
	

	Workplace Morale
	Between Groups
	1.543
	3
	.514
	1.318
	.271

	
	Within Groups
	52.674
	135
	.390
	
	

	
	Total
	54.217
	138
	
	
	

	Employee and Organizational Opportunities
	Between Groups
	2.302
	3
	.767
	1.182
	.319

	
	Within Groups
	87.631
	135
	.649
	
	

	
	Total
	89.933
	138
	
	
	


Relationship between Perceptions and Selected Demographic Variables
Research question 3:  Is there a significant relationship between the perceptions on the impact of labor turnover on organizational performance in the National Industrial Training Authority in Kenya and a) level of education and b) period of stay in the company?

The study further investigated the relationship between the perceptions on the impact of labor turnover on organizational performance in the National Industrial Training Authority in Kenya and a) level of education and b) period of stay in the company and the findings as presented in table 19 reveal that:

a) There is no significant relationship between level of education and perceptions on the impact of labor turnover on quality of work, cost, and workplace morale. Thus organizations should focus on other demographic variables other than on the employees’ level of education if they intend to improve on these areas. However, there is a significant direct and weak relationship between level of education and perceptions on the impact of labor turnover on employee productivity and employee and organizational opportunities.  Employees with higher level of education perceive that labor turnover negatively impacts employee productivity and provides employee and organizational opportunities more than those with lower levels of education. Consequently, level of education can be very instrumental in enhancing employee productivity and in the utilization of both employee and organizational opportunities.
b) There is no significant relationship between period of stay in the company and perceptions on the impact of labor turnover on employee productivity, quality of work, cost, workplace morale, and employee and organizational opportunities. This implies that the perceptions on turnover and the subsequent decision as to whether an employee will stay for longer or a shorter period in the organization does not entirely depend on the duration that the employee has stayed while serving the organization. Consequently, both employees who have stayed for longer and those who have stayed for a shorter period have same chances of leaving without feeling that their actions could have some impact on the organization. However, there is a significant direct and weak relationship between period of stay in the company and perceptions on the impact of labor turnover on cost.  Employees who have stayed in the company longer perceive that labor turnover negatively impacts cost more than those who have stayed in the company for a shorter period of time. On this aspect then, employees who have served in the organization for long may be reluctant to leave since they perceive that such an action could be costly to the organization as opposed to those who have served for a shorter period. 

Table 19 
Correlations                                                                           
	
	Level of education
	Period of stay in the company

	Spearman's rho
	Employee Productivity
	Correlation Coefficient
	.203*
	.107

	
	
	Sig. (2-tailed)
	.014
	.200

	
	
	N
	145
	146

	
	Quality of Work
	Correlation Coefficient
	.152
	.124

	
	
	Sig. (2-tailed)
	.070
	.136

	
	
	N
	144
	145

	
	Cost
	Correlation Coefficient
	.121
	.179*

	
	
	Sig. (2-tailed)
	.149
	.031

	
	
	N
	144
	145

	
	Workplace Morale
	Correlation Coefficient
	.079
	.156

	
	
	Sig. (2-tailed)
	.351
	.063

	
	
	N
	142
	143

	
	Employee and Organizational Opportunities
	Correlation Coefficient
	.181*
	-.083

	
	
	Sig. (2-tailed)
	.031
	.324

	
	
	N
	142
	143


*. Correlation is significant at the 0.05 level (2-tailed).
These findings corroborate what a number of other studies on the effect of turnover on company or unit performance have observed. For instance, Kacmar et al. (2006) found in their study in the fast food industry that crew turnover negatively affects sales and profit and that this relationship is mediated by efficiency defined as customer wait time. Turnover also increased food waste generated in the restaurants. Kwon and Rupp (2013) studied the effect of high performer turnover on the company’s performance and find a negative correlation. McElroy et al. (2001) in turn investigated the differences of turnover types in their effect on company performance. Hur (2013) on the other hand investigated the effects of turnover in the U.S. Police Departments in various regions in the country and finds support for his argument that voluntary turnover has more negative effects on performance than involuntary turnover. The research shows some insignificant support for involuntary turnover increasing performance. Ferreira and Almeida (2015) find in their study a strong negative relationship between turnover and sales in their study on Brazilian retail shops. They also find that the number of accidents increased alongside turnover rates.

The findings related to the duration of an employee in the organization can be explained by the assertion made by Yeung and Coe (2015) that employees who have been employed for less than two years reported to be most satisfied with their company and the most likely to stay. With time, however, the satisfaction level falls, with those between five and seven years into the job reported to not being happy and the most likely to leave their employer.
CHAPTER FIVE

SUMMARY OF FINDINGS, CONCLUSIONS AND RECOMMENDATIONS 

This section of the thesis presents the summary of the study, the summary of the findings based on the specific research questions and conclusions as drawn from the findings as well as recommendations for consideration by the organization in order to address the problem being investigated. The section also provides recommendations for further studies.

Summary

This study focused on the perceptions of employees that impact labor turnover in National Industrial Training Authority in Kenya and guided by the following set of research questions:
1. What are the perceptions of employees on the impact of labor turnover on organizational performance of NITA in Kenya in terms of the following?

a) Employee productivity: b) Quality of work; c) Cost; d) Workplace morale and f) Employee and organizational opportunities

2. Is there a significant difference on the perceptions of the impact of labor turnover on organizational performance in the National Industrial Training Authority in Kenya of the employees classified according to a) position held in the company (management and staff) and b) directorate/department?

3. Is there a significant relationship between the perceptions on the impact of labor turnover on organizational performance in the National Industrial Training Authority in Kenya and a) level of education and b) period of stay in the company?
The study adopted a descriptive-correlational research design and targeted 170 employees of the National Industrial Training Authority in Kenya. A total of 149 employees participated in the study, an 87.65% response rate. The following section highlights the major findings of the study.

Summary of Findings 
This section presents the summary of the findings from the study based on the various research questions
1. The study investigated the perceived impact of labor turnover on the following variables: employee productivity, quality of work, cost, workplace morale and employee and organizational opportunities and the following findings made:

a. The study reveals that the employees agree that labor turnover has a negative impact on employee productivity to an average extent in general. 
b. With regard to the impact of labor turnover on the quality of work, the study reveals that the employees agree that labor turnover has a negative impact on quality of work to an average extent in general. 
c. The study further sought to establish the perceived impact of labor turnover on the cost of operations. The study depicts that the respondents agree that labor turnover has a negative impact on cost to an average extent in general. 
d. The study also investigated the impact of labor turnover on the workplace morale and has established that the employees agree that labor turnover has a negative impact on workplace morale to an average extent in general. 
e. On the aspect of the impact of labor turnover on employee and organizational opportunities, study has established that the employees agree that labor turnover provides employee and organizational opportunities to a moderate extent in general. 
2. The study sought to establish if there is a significant difference on the perceptions of the impact of labor turnover on organizational performance of the employees classified according to a) position held in the company (management and staff) and b) directorate/department and the following findings made:

a. There is no significant difference on the perceptions of employees in all directorates/departments on the impact of labor turnover on organizational performance in the National Industrial Training Authority in Kenya. 
3. The study investigated the relationship between the perceptions on the impact of labor turnover on organizational performance in the organization and a) level of education and b) period of stay in the company and the findings reveals that:
a. There is no significant relationship between level of education and perceptions on the impact of labor turnover on quality of work, cost, and workplace morale. However, there is a significant direct and weak relationship between level of education and perceptions on the impact of labor turnover on employee productivity and employee and organizational opportunities.  
b. There is no significant relationship between period of stay in the company and perceptions on the impact of labor turnover on employee productivity, quality of work, cost, workplace morale, and employee and organizational opportunities. However, there is a significant direct and weak relationship between period of stay in the company and perceptions on the impact of labor turnover on cost. 
Conclusions 
This section presents the conclusions drawn out of the findings of the study based on both the statement of the problem and the research questions:

1. On the perceived impact of labor turnover on the following variables: employee productivity, quality of work, cost, workplace morale and employee and organizational opportunities, the following conclusions are drawn:

a. Labor turnover has a negative impact on employee productivity to an average extent in general. 

b. Labor turnover has a negative impact on quality of work to an average extent in general. 

c. Labor turnover has a negative impact on cost to an average extent in general. 

d. Labor turnover has a negative impact on workplace morale to an average extent in general. 
e. Labor turnover provides employee and organizational opportunities to a moderate extent in general.

2. On comparison of perceptions of the impact of labor turnover on organizational performance in the National Industrial Training Authority in Kenya of the employees classified according to a) position held in the company (management and staff) and b) directorate/department, the following conclusions are made:

a. Employees with management positions perceive that labor turnover negatively impacts quality of work and cost and provides employee and organizational opportunities. 

b. The department from where an employee is stationed does not significantly impact on their perceptions on the impact of labor turnover on organizational performance. 

3. On the relationship between the perceptions on the impact of labor turnover on organizational performance in the National Industrial Training Authority in Kenya and a) level of education and b) period of stay in the company, it is concluded that:
a. Employees’ level of education does not influence their perceptions on the impact of labor turnover on quality of work, cost, and workplace morale but has some influence on how they perceive the impact of labor turnover on employee productivity and employee and organizational opportunities.  
b. Employees who have stayed in the company longer perceive that labor turnover negatively impacts cost more than those who have stayed in the company for a shorter period of time. 
Recommendations 

This section presents the recommendations drawn out of the findings of the study based on both the statement of the problem and the research questions:

1. There is a need to improve on employee productivity, quality of work, workplace morale and manage the cost associated with labor, organizations should strive to minimize instances of labor turnover.
2. Since the employees classified as staff do not seems to consider that labor turnover could have some negative impacts on the various elements tested, organizations should focus on ways to retain them and reduce the labor turnover in order to mitigate against its negative impacts as perceived by the management. 
3. Organizations should consider the employees’ level of education in their attempts to improve both productivity and opportunities for both employees and the organization. Additionally, organizations should have in place measures to retain employees for longer periods since it impacts on the cost.  

Recommendations for Further Studies 

The study recommends that further studies can be conducted in order to establish the role of the other demographic variables such as gender, social status and cultural background in influencing the employees’ perceptions on the impact of labor turnover on the various elements considered in this study. A further study can also be conducted to determine the extent to which the levels of education and period of stay in the organization influences the employees’ perception of the impact of labor turnover on the various elements investigated by this particular study.
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APPENDICES

Appendix I: Research Questionnaire 
Questionnaire for Staff of National Industrial Training Authority (NITA)

Dear respondent,

I am Jerenga Daniel Ouma a student of University of Eastern Africa, Baraton carrying out a study “on employees’ perception on the impact of labor turnover on organizational performance in National Industrial Training Authority in Kenya”. Therefore I request you to spare a few minutes of your busy schedules to fill this questionnaire to enable me accomplish this task. Your honest and sincere responses are highly appreciated for academic purposes and shall be treated with utmost confidentiality. I thank you very much for your cooperation.
Please indicate the extent to which you agree with each of the following statement about your organization by indicating with a tick in the box of your choice. Use the scale below on each of the sections and indicate on the answer sheet next to the number of the corresponding statement the number which best represents your answer. Use the key below answering the following questions:  Apply a tick where applicable using the following key. 

SA – Strongly Agree,   A – Agree, D – Disagree   SD – Strongly disagree

Section A: Demographic Information

1. Sex of respondent:    (a) Male                 

(b)   Female


2. Age of respondents: (a) Below 25              
(b)     26-35         

              
              (c) 36-45


(d)     above 45 years

3. Marital status: (a) Single  
       

(b) Married 

  
                 (c) Separated 
        

(d) Divorced        

4. Level of Education :  

(a) Certificate (Including Secondary and Informal education certificate)          



(b) Diploma
               (c) Bachelor’s Degree
  
   (d) Master’s

5. Period of stay in the Company 
(a) Less than 5 years  
        


 (b) 6-10 years      

(c) 10 years and above
6. Position in the organization/title held

	POSITION HELD
	TICK HERE
	POSITION HELD
	TICK HERE
	POSITION
	TICK HERE

	DG
	
	ASSISTANT
	
	RECEPTIONIST
	

	DIRECTOR
	
	ITO
	
	DRIVER
	

	MANAGER
	
	ARTISAN
	
	AUDITOR
	

	CHIEF 
	
	TELEPHONE OPERATOR
	
	LEVY INSPECTOR
	

	SENIOR
	
	COOK
	
	CRAFTSMAN
	

	OFFICER
	
	WAITER
	
	TECHNICIAN
	

	
	
	
	
	HOUSE KEEPER
	


7. Directorate/ Department

	Directorate/ Department
	Tick
	Directorate/ Department
	Tick
	Directorate/ Department
	Tick

	DIRECTORATE OF FINANCE AND LEVY ADMINISTRATION
	
	DIRECTORATE OF INDUSTRIAL TRAINING
	
	DIRECTORATE OF HR AND ADMINISTRATION
	


Section B: Perception of Employees on the Impact of Labor Turnover 

Direction: Please circle or tick the number which corresponds to the extent of your agreement or disagreement to the given statement. Kindly use the scoring system below:

	Response Mode 
	Rating 

	Strongly Agree (SA)
	4

	Agree (A)
	3

	Disagree (D)
	2

	Strongly Disagree (SD)
	1


	No.  
	Employee Productivity
	SA
	A
	D
	SD

	1
	High staff turnover results in decreased performance in the workplace
	4
	3
	2
	1

	2
	Newly hired employees need time to settle into the job before they can be effectively productive
	4
	3
	2
	1

	3
	Staff turnover leads to increase in workload for employees
	4
	3
	2
	1

	4
	Staff turnover creates insecurity for organizational workforce
	4
	3
	2
	1

	5
	Loss of experienced employees results in workers filling a variety of different specialized roles
	4
	3
	2
	1

	6
	High employee turnover means having many inexperienced employees, which will eventually lead to lower employee productivity.


	4
	3
	2
	1

	7
	The difficulty to replace workers results in the organization’s inability to ensure knowledge continuity.
	4
	3
	2
	1

	8
	Employees work overtime and experience work stress due to decrease in number of workers.

  
	4
	3
	2
	1

	  No.
	Quality of Work

	1
	Staff turnover results in disruption to service delivery. 
	4
	3
	2
	1

	2
	Staff turnover affects the employees’ capacity to deliver required services.
	4
	3
	2
	1

	3
	Staff turnover can harm customer service and quality which turn out to be a direct expression on the company
	4
	3
	2
	1

	4
	Less experienced workers are less likely to deliver optimized service.
	4
	3
	2
	1

	5
	Turnover causes staff to struggle to complete all necessary or important daily functions.
	4
	3
	2
	1

	6
	New employees are less familiar with effective ways in dealing with customers.  
	4
	3
	2
	1

	7
	Having inexperienced employees without complete training disrupts the daily operations of the organization.
	4
	3
	2
	1

	8
	An overall low number of employees can result to a substandard quality of work.
	4
	3
	2
	1

	No  
	Cost

	1
	High staff turnover causes too much wastage of resources when new staff settles in.
	4
	3
	2
	1

	2
	Staff turnover results in the organization to spend on cost settlement of employees’ benefits (gratuity and others).
	4
	3
	2
	1

	3
	Staff turnover can cost a company substantial amount of capital when considering downtime, recruiting, interviewing, orientation, and training.
	4
	3
	2
	1

	4
	Much supervision on newly-hired staff is done by the management affecting cost of production.
	4
	3
	2
	1

	5
	The organization incurs additional expense to market new openings and complete necessary background and reference checks of job applicants.
	4
	3
	2
	1

	6
	Payment of severance package to employees who leave the organization is an expense with no return on investment.


	4
	3
	2
	1

	No  
	Workplace Morale

	1
	New employees may suffer from low morale as they struggle learning new job duties and procedures.
	4
	3
	2
	1

	2
	Employee demoralization due to staff turnover can result in the organization having a more difficult time attracting and keeping high-quality talent.
	4
	3
	2
	1

	3
	Overworked employees who have had increased workloads and responsibilities due to a lack of an active or trained workforce are demoralized.
	4
	3
	2
	1

	4
	Staff turnover negatively affects workplace relationships which are key to an employee’s satisfaction with work.
	4
	3
	2
	1

	5
	As friends and co-workers leave, remaining employees constantly have to cycle through the process of getting to know new employees leading to low morale.
	4
	3
	2
	1

	6
	Motivating employees to share the vision of the organization and perform at high levels is difficult when co-workers leave.
	4
	3
	2
	1

	No  
	Employee and Organizational Opportunities

	1
	New employees bring a fresh attitude to the company and are highly motivated
	4
	3
	2
	1

	2
	Replacing an employee with a new hire at a lower salary reduces cost.
	4
	3
	2
	1

	3
	Staff turnover paves the way to make positive changes in the organization’s diversity.
	4
	3
	2
	1

	4
	Staff turnover provides a way for the organization to access a mind filled with new ideas and an innovative way of thinking.
	4
	3
	2
	1

	5
	Turnover provides opportunities for a performing employee to be promoted.
	4
	3
	2
	1

	6
	Employee turnover leads the organization to evaluate the affected department for possible restructure.
	4
	3
	2
	1

	7
	Turnover offers the potential for a talent upgrade at a given position.
	4
	3
	2
	1


Thank you for your co-operation.

Appendix II: Reliability Analysis Report

Reliability (Employee Productivity)
	Reliability Statistics

	Cronbach's Alpha
	N of Items

	.864
	8


	Item-Total Statistics

	
	Scale Mean if Item Deleted
	Scale Variance if Item Deleted
	Corrected Item-Total Correlation
	Cronbach's Alpha if Item Deleted

	High staff turnover results in decreased performance in the workplace
	22.53
	24.128
	.597
	.850

	Newly hired employees need time to settle into the job before they can be effectively productive
	22.56
	26.125
	.474
	.862

	Staff turnover leads to increase in workload for employees
	22.72
	22.854
	.656
	.843

	Staff turnover creates insecurity for organizational workforce
	22.72
	23.499
	.560
	.855

	Loss of experienced employees results in workers filling a variety of different specialized roles
	22.56
	22.641
	.724
	.835

	High employee turnover means having many inexperienced employees, which will eventually lead to lower employee productivity.
	22.56
	22.641
	.724
	.835

	The difficulty to replace workers results in the organization’s inability to ensure knowledge continuity.
	22.66
	24.233
	.649
	.845

	Employees work overtime and experience work stress due to decrease in number of workers.
	22.59
	24.055
	.539
	.857


	Scale Statistics

	Mean
	Variance
	Std. Deviation
	N of Items

	25.84
	30.459
	5.519
	8


Reliability (Quality of Work)

	Reliability Statistics

	Cronbach's Alpha
	N of Items

	.882
	8


	Item-Total Statistics

	
	Scale Mean if Item Deleted
	Scale Variance if Item Deleted
	Corrected Item-Total Correlation
	Cronbach's Alpha if Item Deleted

	Staff turnover results in disruption to service delivery.
	22.43
	21.840
	.755
	.855

	Staff turnover affects the employees’ capacity to deliver required services.
	22.63
	21.620
	.762
	.854

	Staff turnover can harm customer service and quality which turn out to be a direct expression on the company
	22.60
	23.283
	.680
	.864

	Less experienced workers are less likely to deliver optimized service.
	22.60
	24.317
	.547
	.876

	Turnover causes staff to struggle to complete all necessary or important daily functions.
	22.53
	24.395
	.588
	.873

	New employees are less familiar with effective ways in dealing with customers.
	22.67
	23.885
	.560
	.876

	Having inexperienced employees without complete training disrupts the daily operations of the organization.
	22.67
	23.333
	.597
	.872

	An overall low number of employees can result to a substandard quality of work.
	22.47
	23.499
	.694
	.863


	Scale Statistics

	Mean
	Variance
	Std. Deviation
	N of Items

	25.80
	29.890
	5.467
	8


Reliability (Cost)

	Reliability Statistics

	Cronbach's Alpha
	N of Items

	.920
	6


	Item-Total Statistics

	
	Scale Mean if Item Deleted
	Scale Variance if Item Deleted
	Corrected Item-Total Correlation
	Cronbach's Alpha if Item Deleted

	High staff turnover causes too much wastage of resources when new staff settles in.
	16.10
	14.757
	.759
	.909

	Staff turnover results in the  organization to spend on cost settlement of employees’ benefits (gratuity and others).
	16.19
	13.761
	.890
	.889

	Staff turnover can cost a company substantial amount of capital when considering downtime, recruiting, interviewing, orientation, and training.
	15.90
	15.357
	.830
	.899

	Much supervision on newly-hired staff is done by the management affecting cost of production.
	16.06
	14.929
	.828
	.898

	The organization incurs additional expense to market new openings and complete necessary background and reference checks of job applicants.
	15.94
	16.396
	.705
	.915

	Payment of severance package to employees who leave the organization is an expense with no return on investment.
	15.94
	16.996
	.646
	.922


	Scale Statistics

	Mean
	Variance
	Std. Deviation
	N of Items

	19.23
	21.781
	4.667
	6


Reliability (Workplace Morale)

	Reliability Statistics

	Cronbach's Alpha
	N of Items

	.878
	6


	Item-Total Statistics

	
	Scale Mean if Item Deleted
	Scale Variance if Item Deleted
	Corrected Item-Total Correlation
	Cronbach's Alpha if Item Deleted

	New employees may suffer from low morale as they struggle learning new job duties and procedures.
	16.44
	12.512
	.739
	.848

	Employee demoralization due to staff turnover can result in the organization having a more difficult time attracting and keeping high-quality talent.
	16.28
	11.886
	.820
	.833

	Overworked employees who have had increased workloads and responsibilities due to a lack of an active or trained workforce are demoralized.
	16.13
	14.371
	.685
	.860

	Staff turnover negatively affects workplace relationships which are key to an employee’s satisfaction with work.
	16.03
	15.709
	.338
	.910

	As friends and co-workers leave, remaining employees constantly have to cycle through the process of getting to know new employees leading to low morale.
	16.34
	13.330
	.775
	.844

	Motivating employees to share the vision of the organization and perform at high levels is difficult when co-workers leave.
	16.28
	12.596
	.802
	.837


	Scale Statistics

	Mean
	Variance
	Std. Deviation
	N of Items

	19.50
	18.839
	4.340
	6


Reliability (Employee and Organizational Opportunities)

	Reliability Statistics

	Cronbach's Alpha
	N of Items

	.891
	7


	Item-Total Statistics

	
	Scale Mean if Item Deleted
	Scale Variance if Item Deleted
	Corrected Item-Total Correlation
	Cronbach's Alpha if Item Deleted

	New employees bring a fresh attitude to the company and are highly motivated
	18.71
	23.880
	.483
	.900

	Replacing an employee with a new hire at a lower salary reduces cost.
	18.65
	25.170
	.346
	.916

	Staff turnover paves the way to make positive changes in the organization’s diversity.
	18.39
	22.712
	.727
	.870

	Staff turnover provides a way for the organization to access a mind filled with new ideas and an innovative way of thinking.
	18.48
	20.458
	.820
	.857

	Turnover provides opportunities for a performing employee to be promoted.
	18.32
	22.692
	.782
	.865

	Employee turnover leads the organization to evaluate the affected department for possible restructure.
	18.39
	21.312
	.872
	.852

	Turnover offers the potential for a talent upgrade at a given position.
	18.35
	21.170
	.878
	.851


	Scale Statistics

	Mean
	Variance
	Std. Deviation
	N of Items

	21.55
	30.056
	5.482
	7
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STUDIES AND RESEARCH

UNIVERSITY OF EASTERN AFRICA, BARATON
P.O. Box 2500, Eldoret, Kenya

14 November, 2018

TO WHOM IT MAY CONCERN
Re: PILOT STUDY OF RESEARCH INSTRUMENT

Mr. Jerenga Daniel Ouma is a graduate student pursuing Master of Business Administration
in Management at the University of Eastern Africa, Baraton. He is currently writing his thesis

entitled Employers’ Perception on the Impact of Labor Turnover on Organizational
Performance: A Case of National Industrial Training Authority in Kenya .

To establish the reliability of his research instrument, Mr. Ouma is conducting a pilot study.
Please allow him to administer his questionnaires to selected respondents in your institution.

Any assistance you will grant him will be greatly appreciated. May God richly bless you in all

your undertakings.
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Appendix IV: Curriculum Vitae
PERSONAL DETAILS

Name                      : Daniel Ouma Jerenga

Address                  : Box74494-00200,

                                    Nairobi, Kenya.

Telephone             : (254)720-24 57 97

E-mail                     :jamutumbu@gmail.com
Nationality           : Kenyan

EDUCATIONAL BACKGROUND

University Education  
	Year
	Institution
	Qualification

	2016 – Date
	University of Eastern Africa, Baraton.
	Masters of Business Administration (Management and Human Resource Management)

	2011-2015
	University of Eastern Africa, Baraton.
	Bachelor of Business Administration (Management)


Tertiary Education

	Year
	Institution
	Qualification

	2010 - 2011
	Nairobi Institute of Business Studies 
	Advanced Diploma in Human Resource Management ( Abe)


Work experience
	Year
	Institution
	Position

	2015 Feb- to date
	National Industrial Training Authority
	Administrative Assistant 1

	
	
	Responsibilities:

	
	
	· Prepare and manage the annual budget of the Administration Unit.

	
	
	· Ensure that timely and efficient services are provided to the Authority in the areas of general administration and property maintenance.

	
	
	· Overseeing the maintenance of the Authority’s fleet and buildings

	
	
	· Facilitate up to date maintenance of the Authority’s vehicle records and renewal of the various licenses and insurance covers

	
	
	· Maintain and oversee proper Records Management System

	
	
	· Oversee the provision of assistance for conferences and meetings as required.

	
	
	· Provide administrative assistance to the regions and serve as a link person for broader administration support between the headquarters and regional offices.

	
	
	· Undertake reviews of, and maintain the Authority’s administrative procedures and provide advice and recommendations regarding their further development or improvement.

	
	
	· Ensuring optimal utilization of Authority’s resources including offices, stationery, consumables, vehicles among others.

	Year 
	Institution 
	Position

	2009–2015 Feb
	Kenya Forest Service
	Human Resource and Administration Assistant.

	
	
	Responsibilities:

	
	
	1. Staff Welfare Unit (Medical Scheme, Group Life Insurance Cover, and Group personal Accident.

	
	
	· Forwarding the list for new members.

	
	
	· Processing of reimbursement claims.

	
	
	· Dispatching copies of the policy and medical cards to members.

	
	
	· Notification of withdrawal to the service providers.

	
	
	· Employee Pension Scheme

	
	
	· Registration of new members in the scheme.

	
	
	· Processing of the monthly deductions for staff

	
	
	· Submission of monthly data to the pension service provider.

	
	
	· Processing of pension benefits

	
	
	· Updating the list of retirees.

	
	
	· Training of new members on the benefits of joining the pension scheme.

	
	
	· HIV / Aids

	
	
	· Training and Sensitization of staff on HIV/Aids

	
	
	· Setting up condom Dispensers.

	
	
	· Collection of the condom from NACC

	
	
	· Facilitating the formation and registration of Various clubs

	
	
	2. Recruitment ad Selection  Unit

	
	
	· Preparation of job advertisements.

	
	
	· Receiving CVs, coding and putting them in batches.

	
	
	· Keying in of the CVs.

	
	
	· Preparing list for the candidates and inviting them for the interview.

	
	
	· Secretariat for the interviewing panel.

	
	
	· Contacting the successful candidates.

	
	
	· Induction of the new employees.

	
	
	3. Personnel, Secret, and Main Registry

	
	
	· Opening of personnel and subject files

	
	
	· Retrieval and proper custody of personnel and subject files.

	
	
	· Dispatching and tracking of files.

	
	
	· Sorting and Identifying of mails to their rightful files.

	
	
	· Recording of all the incoming and outgoing mails.

	
	
	4. Transport office

	
	
	· Liaise with the relevant fuel providers and ensure that all vehicles have fuel cards and the vehicles are fueled.

	
	
	· Ensuring that all the organizations’ vehicles are in good condition.

	
	
	· Assist in assigning the drivers and vehicles for different tasks.

	
	
	· Manage office transportation

	
	
	· Facilitating necessary documentations for any travelling.

	
	
	5. Facilities Administration

	
	
	· Payment of all utility bills.

	
	
	· Overseeing the management of assets

	
	
	· Overseeing the repairs installations and maintenance of infrastructure and assets.

	
	
	· Management of institutional houses and assets in general

	
	
	· Processing of wealth declaration report.


	Year
	Institution
	Position

	2007 – 2008
	Kenyatta University
	Restaurant Assistant/ cashier

	
	
	Responsibilities

	
	
	· Custodian of the cashbox and cashbook 

	
	
	· Receiving cash

	
	
	· Writing and filing cash sale receipts

	
	
	· Prepare payment Vouchers

	
	
	· Posting of receipts and payment of into the cashbook 


PROFESSIONAL BODY ASSOCIATION

Institute of Human Resource Management (IHRM)

Associate Member of Advanced Business Executives (AMABE)

COMPUTER SKILLS

· Familiar with Microsoft Word, Excel, Access and PowerPoint.
LANGUAGE SKILLS

· English( fluent)

· Kiswahili(fluent)

OTHER KEY SKILLS

· Confident communicator

· Able to cope under pressure

· Good problem solver

· Clean Driving License

HOBBIES

Reading, watching football, playing football, singing in choir, listening to Christian music and travelling

REFEREES

Chrispine Omollo
Chief Human Resource Officer
Kenya Judiciary 
P.O Box 30041-00100 Nairobi

Email:omollohc@yahoo.com

Tel:0722478362
John Otieno

Chief Administration Officer

Kenya Forest Service

P.O Box 30513-00100 Nairobi

Email- jotieno@kenyaforestservice.org

Tel:0722736839
Prof. Alice Ondigi

Dean, School of Hospitality and Tourism Management

Kenyatta University

P.O Box 43844 Nairobi

 Tel.810901- Ext22/074

Cell phone 0733806137

Email- aondigi@yahoo.com
Organizational Performance 
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Quality of work


Cost of production 


Workplace morale


Employee and organizational opportunities





Labor Turnover
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