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Abstract

Employee turnover which is considered to be on¢hefchallenging issues in business creates inggdori
organizational workforce. The negative effect ahtwwer has been the focus of top management instlenery
industry. It indicates that turnover is one of tmost expensive and difficult workforce challengesirig
organizations.

The intention of the study is to examine how thganization is negatively affected by employee tuenaand
how it impinges on other staff members.

The researcher will study secondary data to veditinctive reasoning for turnover in order to skypp
supportive information but also performing an emypl® questionnaire or survey to obtain direct irfpuin the
faithful employees to aid in collecting actual infation.

The researcher will conduct the required businesearch to evaluate the contributing factors redato
turnover rates. Researcher will analyze the preseohomic situation and inspect any associatioindeeased
turnover rates. Implement employee recognition mog and rewards through tough economic times might
promote retention.

The aim of the study were to identify the definiteentions of turnover, its harmful effects and gibke
suggestions that could be supportive to the indasstor their efficiency, productivity and performeze.
Keywords. Turnover, Retention, Job satisfaction, Productivity DOI: 10.7176/EJBM /5-25-2013-01

Introduction

The depressing blow of the sluggish economy wittamyt indication of enhancement creates insecuoitytte
workforce. Corporations and small businesses skeugigstay alive and large businesses carry oustanbal
downsizing to stay in business and keep their dopen. As entrants battle for deals, staff remuimraand
satisfaction levels are compromised as all serpicwviders endeavor to submit the lowest offer. @hehe
numerous facets of the business that is directigcefd by an economic decline is employee turnaret
retention.

For the past two years, ANT organization, has detea raise in employee turnover in particular pmss. This
predicament not only impinges on the company diretiut also other workers on workforce. As emplkye
leave the organization other employees are requoaslork extra hard to cover the additional essdritours
pending the hire of a new employee. Despite thé tfat a number of employees welcome the extrashour
others have commitments at home to be with theilfas and actually do not welcome the extra resjimlity.

The subject of employee turnover has been assesszdhe years with a great quantity of studiesiabke
through different sources and online, neverthelésshows that additional research is considerezbsgary to
achieve direct feedback specific to the changegrpced in the present day’s business environtieotgh
thorny economic times. Although existing seconddaya offers overviews of the problem and recommends
methods to repair or reduce the dilemma, suppleangnassessment is essential to isolate the problem
particularly during a downturn phase.

Statement of Problem

Staff turnover has turn out to be a continuing peobover the past 2 years for ANT Organization.heT
researcher will conduct the required business rebe@ evaluate the contributing factors relatiogtdrnover
rates. Researcher will analyze the present econsituigtion and inspect any association to increasetver
rates. Implement employee recognition programs rawehrds through tough economic times might promote
retention.

Purpose of Study

The intention of the study is to examine how thganization is negatively affected by employee tuemaand
how it affects other staff members. Studying seeopdiata to verify distinctive reasoning for tureowvill

52



European Journal of Business and Management www.iiste.org
ISSN 2222-1905 (Paper) ISSN 2222-2839 (Online) g
Vol5, No.25, 2013 STE

supply supportive information but also performing employee questionnaire or survey to obtain dinagtit
from the faithful employees will aid in collectiractual information as it is conversed from one aypé to
another. Obtaining information from secondary damta directly from employees will clarify the issaed
optimistically provide answers to the questionsdlganization has as it relates to the rise induen rates.
Resear ch Questions and/or Hypotheses Statements

Through employee surveys questionnaire aselreh of secondary sources, the purpose is toeariser
following questions so that a preparation can bdena reduce the turnover dilemma.

1. What has been the reason for an increasenover for the past 2 years?

2. What strategies can be put into practice tonote retention?

3. What encouragement programs can organizatibimfip operation to create a greater responsitfildm
employees?

4. How does turnover rate perceived by the waddand its affect on them?

5. What are current employees’ suggestions agakitb be shared with the management team to liglp w
future employee retention?

Importance of the Study

Presented data will greatly aid management teaproniding enhanced decision-making method relatng
hiring in addition to generating new thoughts orwhim keep quality employees through processes ssch
enticement programs, creating employee commitmamd, including the staff members in decision-making
processes. As a result of diminishing employeeawen the organization’s general culture can pragees the
elevated cost of turnover will lessen.

Review of Related Literature

ANT Organization has been in business since 200D teas endured the downbeat impact that so many
companies have experienced during the soaring @epndhe company’s client support has stayed stabte
considerable growth has been experienced for thegoaiple of years. Based on an in-house notee thees been

a conspicuous increase in employee turnover i githe soaring unemployment rate. Whilst investigy the
market on the topic of employee turnover and ragensecondary research such as articles and sthdebeen
found and assessed. The information will be used peeliminary point and will be talked about alowgh
additional examination that will be necessary idesrto infiltrate the central part of the problemmhand and
execute crucial changes throughout the organization

Impact of turnover on cost

According to Porter (2011), employee turnover castca company substantial amount of capital when
considering downtime, recruiting, interviewing, emtation, training, and ramp-up time. An entry-lepesition
can cost an organization about 50 to 100 percetfiteco€mployee’s wage (Porter, 2011).

Turnover affects customer service and quality

While cost is undoubtedly a vital factor to judghil evaluating turnover, there are other busirieatures of
significance. Turnover can harm customer serviad @unality which turn out to be a direct expressmnthe
company (Curtis & Wright, 2001). Competitive adwaege will be compromised once quality and customer
service fall short which in turn influences thekref the loss of long-term customer relation andtcacts in the
industry.

Turnover maybe positive and essential for growth

Research signifies that turnover is to some extenmal and fundamental to the growth of any orgaion
(Lau & Albright, 2011). Turnover in a few cases niay positive in some situations but not so mucbtiers.
For instance, if a non-productive employee leathesjmpact will be positive since the possibiliyterminating
is non-existent (Lau & Albright, 2011). Opportuesi for other workers could come up from the chapies
opening up a position for a existing employee, ngiran employee with a superior skill level, inciegs
diversity, streamlining, and regulating the budgetu & Albright, 2011).
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Turnover causeslack of motivation and low moral

Gawali (2009) confers soaring employee turnoveiclfy causes lack of motivation and low morale. tha
other hand, considering from another point of viewan be turned into a positive because lack ofdvwer can
also result in de-motivation. Employees might thiakk of turnover a negative due to the lack otljk
promotions which influences enthusiasm (Gawali,90@diminutive or no opportunity for advancementicb
indeed result in turnover as employees searchdeitipns with new organizations offering growth amiture
promotion. Gawali (2009) also states that it gogairesst human nature to remain sluggish, carry batsame
jobs every day and not seeing any optimism for ghaim practice. This study goes to evaluate hovesro
training have an effect on worker retention (Gay20i09).

The magnitude of valuable motivational factors

Savage in the study he performed in (2010) summsribe significance of effective motivational aspess
organizations struggle in the course of intricabt®romic times. During sluggish economic times wagio
companies are faced with employee lay off's andisgisalaries. Even though employees may not beyhap
concerning not receiving an annual raise and bisndfie study illustrated that compensation anctfiksmare not
mainly significant inspirational feature for empéms (Savage, 2010). The majority of employees rhnke
appreciation and praise for a job well done andwish to work in a supportive team environment gsae
important factors than salary and benefits (Savagép). Labor force turnover can be reduced thrcugssh
times by implementing enticements that keep stafaeted in the organization instead of feelingl dultheir
positions. There are a few steps to decrease eegloynover and to motivate staff in a positive n&an

« Think about the future — For example, manageghirguestion the employees about the kind of pieriicy or
preparation they might be interested in to exesttat-term requirements that will help out in loegm goals

as the organization forges through harsh econdamiest

» Encourage a positive work atmosphere — Be amigiic leader and employees will emulate that béira
When the workforce of the organization is happwetk they will continue to do a high-quality work.

» Schedule staff meetings often— Staff meetingsaanes communication and keep employees engaged and
inspired. Employees will sense the ownership amdrimtion if the lines of communication are openstaff
meetings.

« Interactive team building activities — Set up éogpe appreciation events, company picnics or lware cook

out. These activities contribute to enhance maatkjob performance (Savage, 2010).

The cost of losing an employee

An additional study states that replacing a managércost an organization approximately two timeee
earnings, based on the survey performed on 262 aoiep (Wiley, 2011). Furthermore, the investigation
indicated that devoting time in building confiderar@d morale would presumably result in improvedifg@nd

a cost savings on training and recruitment (WiR841). Some suggestions from this article to kagamization
morale elevated include:

» Ask for employees’ suggestions and their sdeaAllow staff to contribute to improving the fuéuof the
firm in reaching its goal.

« Reward and recognize — The reward does ne¢ @ be monetary reward, but instead recognitioth a
appreciation for their hard work.

* Create teamwork — employees appreciate hgangof a team and the organizational processeigtloyees
have a voice.

* Focus on consistency — No matter what ideasnaplemented to improve morale and create teantatity,
pick a few and remain consistent with ideas rathan trying to apply too many that lack consiste(\4ley,
2011).

According to Jones (2011), employee turnasetery high in the low paying jobs such as clegnitdustry
which is for the most part due to the characterisfithe work, disparity in work hours, and lackregpect the
employees may experience from their employers,rathgployees and customers (Jones, 2011). Strugtarin
workplace environment that promotes respect andiration for hard work is a key factor of decreasing
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turnover (Jones, 2011). This article proposes fipesieps to follow in reducing turnover as follaws
* Recruit and hire individuals who are interedtegursuing a career in that specific position.

» Offer orientation and training to new hires argneously upon employment to boost comfort level.
» Perform annual evaluations — Organization shewdouraged employees for good performance andderov
constructive criticism so that employees can Iéaym mistakes

» Company parties and activities— Reward employe#is activities outside of work hours so they fee
though they are part of the organizations’ team

» Workplace review — Craft a survey for the engtaff to take part in so that management can asspst and
determine areas that may need enhancement, aldmg@&ieral suggestions and feedback (Jones, 2011).

There are several studies relevant to employanover and retention as a general topic, hokyéveppears
additional study is needed in regard to this camclerring hard-hitting economic times as we are ggpeing in
today’s business environment. Further studies fpoimary sources could aid managers in revealingctheses
for high turnover in today’s market when unemplowtis high and fewer jobs are obtainable. Despitefact
that turnover will never be a entirely solvable lieon, further assessment of causes instigatingpemduring
harsh economic times could enlighten companieseshniques to at least minimize turnover and preserv
valuable staff that the company has already empedvier.

M ethods of Research

In order for ANT Company’s executives to get sthditp the foundation of the employee turnover comcthey
must carry out primary research by ways of collectdata from the source, the employees. Data ¢iafec
would be achieved through regular employee questimes and performing exit interviews. According to
Hutton (2009), employee questionnaires can be segdaitool for organization to analysis the tempera of
the business and discover ways to inspire stafplByee surveys on a semi-annual basis will claaify issues
that employees may be experiencing, such as Jshtidiiction, problems with managers and supersjigmay
and benefits. Conversely, exit interviews will beimportant tool to verify if turnover could havedn avoided
in some cases.
Quantitative researches are usually performed tirdQuestionnaires since the questions are designée
answered on a structured scale of sorts. On ther dthnd, qualitative researches are through opédeeen
questions where members may answers anyway théwe déhe first method used in this research isugto
quantitative method in which uses questionnairesist® of 11 structured scale questions with anooptid add
comments at the bottom. The questions are as follow

(Strongly Agree / Agree [/ Strongly Disagree / Disagree)

1. Irecognize the long-term goals of the organization

2. My job is very important to me

3. My direct supervisor has strong interpersonal iatat skills

4. Communication is encouraged in this organization

5. This organization has a recognition and apprecigiimgram

6. development opportunities have been offered to you

7. 1 am pleased with the work | carry out

8. There is job security with this organization

9. Training is provided within this company

10. Staff members are treated with admiration and &spe

11. You are pleased with your compensation and benefits

12. (**Please use the provided space below to commeihioov the organization can enhance your
satisfaction as an employee)

The second method quantitative and qualitativearebewas conducted in the exit interview in whicmtains
nine structured scale questions and six open-eqdestions. The positive features of a questionrasra tool in
research are that the outcome of many participeatsbe studied at one time. The negative sideasttie
structured questions don’t provide participants amyre options of answers than what is offered. €ki¢
interview questions are as follow:
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Question

Very Dissatisfied / dissatisfied | Very Satisfied / Satisfied

1. How pleased were you with your work environment?
2. How satisfied were you with your salary?
3. How satisfied were you with your potential for adeament?

Statement
Strongly Disagree /  Disagree / Strongly Agree [/ Agree

My supervisor or manager treated me with respettdignity
My supervisor or manager presented advancementiyjities
| received the training | needed for my position

| found my work exciting

My co-workers treated me with respect

My daily workload was satisfactory

oukwnpE

Please answer the following questionsin your own
words
1. What did you like most about working for thisngeany?
2. What did you like least about working for thapany?
3. How satisfied were you working for the company?
4. If anything, what could have been done to kempgmployed with the company?
5. Would you consider working for this companyiaga
6. Would you recommend others to work for this
company?
Selection of Research M ethod
The mechanisms most appropriate for thisystud both employee questionnaires and exit irg@rsi The
survey questionnaires will be given to the empleyaed after completion the employee will submibtiyh a
selected drop box within a week. Given that sompleyees do not have access to computer at homghand
small staff of only 15 employees in the organizatipaper-based questionnaires will be the mosigeot and
cost effective method in which to collect data. Bv&aff member will be given a questionnaire and
participation will be mandatory for all employe&sery participant will also be given a letter ohsent along
with the questionnaire clearing up the purposédefguestionnaire. The consent letter shown below:
Letter of Consent for participation in employeevayr
December 10, 2011
Dear Employee,
ANT Company is implementing regular employee questaires to study factors as they relate directly
to employee satisfaction.
I would like your partaking in the surveys due tuy experience and knowledge base with the
organization. Participation in this questionnagedmpulsory; nevertheless, all collected infororati
will be kept confidential. The information gathefiedhis survey is for the purpose of improving the
company'’s work environment and to allow staff merslie clearly communicate any concerns or
problems.
Please sign below to consent to your participation.

Print Name Sign Date

Exit interviews will be carried out on the empleiglast day of employment when keys and uniforres a
returned. The exiting employees will be informedta survey during an employee meeting; furthermoreill
be put in plain words that the purpose of gathedatg is to improve the overall environment of dhganization
and assist management team in future decision-makidditionally, the questionnaire will provide elopees
the chance to communicate any issues and convegangnendations.

Proficiency is necessary when preparing gesuquestionnaire. The precise questions must kedas best
suit the organization. Good questions expose vehtily going on within the company whereas badstjors
may make it ambiguous (Hutton, 2009). If surveystiiems are vague or difficult to comprehend thelgtwill
be a waste of time for employees participating @sgkntial data will not be obtainable for managérgtéutton,
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According to Smartpros (2009), exit interviesre considered one of the finest processes faimiig
feedback from employees exiting the company. Tifigrimation can be utilized to benefit the orgari@ain the
future and perhaps prevent other employees patimmgompany for comparable reasons. As soon asglata
collected it must be analyzed to recognize tremadispatterns. Findings should be used to formulateexecute
retention strategies (Smartpros, 2009).

Selection of Participants

The entire ANT Company employees will be particigaaf the survey questionnaire. Survey QuestioBsair
will be distributed to each staff member in a séaavelope with their pay check. Questionnairesshavbe
finished within a week from delivery and placedidelegated drop box. In order to acquire perfeorimation,
participation by all employees is mandatory. Far thliability of the process, every employee wil piven
similar questions and the same quantity of questi&iNT Company will present an enticement to alptyees
for participating in the questionnaire. Enticemenit be in the form of gift cards in the amount$80. Normally
in a larger organization a random sample will Heetier choice but with the small sample of onlyebdployees
on staff, all members obligated to participateriden to gather adequate information for a bettécaue.

Data Collection & Analysis

Survey questionnaire will be distributed to all doyges in a sealed envelope along with instructemdosed.
Participants will have one week to complete thestjaanaire and place it in the selected drop bokekvall
questionnaires are collected, the data will be éxathand analyzed in an effort to offer managenvétti a
starting point for future-decision making procestesmprove the company’s present environment. &aih
information will be reviewed and documented in lbldgprovided below and the outcome of each questidin

be demonstrated in the form of a pie chart for irdiae reference point as shown in figure one below.
Examination of questionnaire outcome will involvisabvering consistencies and patterns. Directlyr@sking
problems of highest importance is crucial. At tliesent time table and pie chart will be used; h@neas the
organization grows added professional processudfystvill be applied, such as a software program.

Table 1: Survey results

Question/ statement Strongly Disagree Agree Strongly
Disagree Agree

I understand the long-term goals of the company 20% 80%

Your job is very important to you 22% 78%

My direct supervisor has strong human relationdsski 15% 85%

Communication is encouraged in this company 10% 90%

This company possesses a recognition program % 90 10%

Growth opportunities have been presented to you % 23 12% 65%

| am happy with the work | do 5% 80% 15%

There is job security with this company 12% 80% 8%

Training is provided within this company 5% 85% %40

Employees are treated with respect 80% 20%

You are satisfied with your pay rate 22% 78%
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1. | understand thelong-ter m goals of the company.

Statement 1

H Strongly Disagree
H Disagree
W Agree

M Strongly Agree

Interpretation of Data: by analyzing the feedback for the above statemmer#tgards to understanding the long
term goals of the organization, 80% of respondagtse that they are aware of the company’s goalthe

other hand, 20% responded as they do not understarabjectives. 20% is 3 employees out of 15 staff
members for not understanding the organizatioms Management team must clarify the company’s aonst
in an understanding manner in order for all empdsy® work together in achieving those aspirations.

2. Your jobisvery important to you

Statement-2

W Strongly Disagree
M Disagree
o Agree

M Strongly Agree

Interpretation of Data: In respond tesecond statement above, 78% are strongly agresémgheir job is very
important to them, additionally, 22% agree thatrtjub is very essential. This indicates that #ifsmembers
do agree that the work they are performing is valliand significant.
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3. My direct supervisor has strong human relations skills

Statement 3

B Strongly Disagree
M Disagree
W Agree

B Strongly Agree

Interpretation of Data: the third statement is welcomed by 85% agreeiagttieir supervisor has strong
human relations skills and 15% disagree with théestent. Management team must realize that they toalve
on the same page when it comes to human relafitns indicates that perhaps one of the superviseang have
a slight different style than the others. Humaatieh skills training may be essential in this case

4. Communication isencouraged in this company

Statement 4

H Strongly Disagree
M Disagree
I Agree

M Strongly Agree

Interpretation of Data: companies communication is highly praised by 90¥&agvith the statement that
communication is encouraged in the company. Omther hand, 10% disagree with the statement antbtio
believe the company encourages communication. Eh@rmgh, majority believes that organization encgasa
communication, management team must look-in to whagsall employees receive the necessary messages
through different channels of communication.
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5. Thisorganization possesses a recognition program.

Statement5

M Srongly Disagree
M Disagree
1 Agree

M Strongly Agree

Inter pretation of Data: The organization appears to gain a majority as 8@#éement with recognition
program provided by the organization. In additib®% strongly agree with the statement. This indisdhe
organization values the recognition process in tvhids in retention of employees.

6. Growth opportunities have been presented to you.

Statement 6

m Strongly Disagree
M Disagree
o Agree

m Strongly Agree

Inter pretation of Data: in providing growth opportunity and promotion 65%#ongly agree with the statement
and 12% agree. Nevertheless, 23% disagree wittnséait and believe the company does not provide
opportunity for growth. Once again it is recommahtieat management team to give all employees aal equ
opportunity based on their qualification for thegth.
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7. 1 am Happy with thework | do.

Statement 7

5%

H Strongly Disagree
H Disagree
I Agree

M Strongly Agree

Interpretation of Data: as the survey indicates 80% agrees with statethanthey are happy with the work
they do and 15% strongly agree with that fact. ndther hand, 5% strongly disagree and they unhajiph
their jobs. Management team must identify the atbetathat perhaps causing the dissatisfaction thihob.

8. Thereisjob security with this organization.

Statement 8

B Strongly Disagree
M Disagree
m Agree

B Strongly Agree

Interpretation of Data: in job security with this company 80% feel secanel 15% feel strongly secure with
this company. There are 12% disagreements witbri@nization’s security. Management team needayo p
attention to the skills training and encouragenieibiuilding self esteem in all their employees.
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9. Trainingis provided within this or ganization.

Statement 9

5%

H Strongly Disagree
H Disagree
I Agree

M Strongly Agree

Interpretation of Data: according to 85% training is provided within thigjanization at the same time 10%
strongly agree with the statement. NonethelessgdB#gree and believe training is not provided. Tinicates
that majority of staff get their training withinishorganization and a minute number of employeelsapes need
the necessary training to perform their duties ictamitly.

10. Employees aretreated with respect.

Statement 10

B Strongly Disagree
M Disagree
W Agree

B Strongly Agree

Interpretation of Data: The survey shows that all staff members believettiey are treated with respect at the
organization as indicated by 80% agrees and 208agly agree with the statement. The survey signidie
favorable response to respect and dignity presdsydtie company.
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11. You aresatisfied with your pay rate.

Statement 11
‘ m Strongly Disagree
- H Disagree
78.00% Agree
H Strongly Agree

Interpretation of Data: The statement of satisfaction with the pay ratealestrates 78% of employees are
satisfied with their wages. On the other hand,glee 22% of employees that are dissatisfied \uithr t
compensation and strongly disagree with the statepresented to them in the survey. Management teast
look in to every case and assure equal pay aspelogee qualifications, skills and experience.

Findings

The findings of the survey will only be aredg by top-management and kept confidential. In&diom
gathered from the feedback forms will be categarirethe order of priority based on intensity ajrsficance.
When an issue is found to be consistent, suchfagadey in reward and recognition program, subsedly this
concern must be dealt with instantly. The resulty ime presented in order of necessity and alsdiediin the
form of a pie and bar charts as shown. A pie chéltoffer organization with a rapid reference tdokr each
question. A comprehensive examination of each ¢urestill be accessible for management staff, ingigdall
guestions presented on the survey with detailsnefvars specified in the table-1 page (11). Duthéosmall
sample size of only 15 employees, a complete repould be extremely time efficient to analyze. Tdtert
below indicates the cumulative feedback given vgithall percentage of employees showing dissatisfacti
Even though, the numbers of dissatisfaction areutaintheir concerns must be taken seriously. Magov
managers must listen to their employees’ voice, maes) activities and behaviors and apply actioaddress
issues and concern as soon as they arise.
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Chart 1: Survey Result
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Conclusions and Recommendations

After management has reviewed and analyzed thecd#iected from the questionnaires, decisions ecamhde
on how to move further to improve the culture oé thusiness environment which will certainly resaolta
decline in employee turnover. The answers to qoestwill provide direct feedback to specific issussl
management will be able to identify patterns thatyrpoint out apparent problems inside the orgaioizatf
employee responses are sincere and accurate a naibé the issues may be resolved rather quicklyr
instance, if the questionnaire results signify #qgua of dissatisfaction with the employee recagnitprogram,
management can correct the problem almost immeyligiecording to Weiss (2007), ongoing recogniticam
provide invaluable motivation that can maintain éagpe commitment and performance across an orgaotiza
The questionnaires can be implemented instantahebus the exit interview will be carried out on a@s-
needed basis. Collecting valuable information imiaieedly as it relates to employee concerns may pethmei
organization to retain valuable employees who misp d&e considering leaving the company. Employee
satisfaction levels will directly have an effect employee retention, so addressing issues and gtas soon
as possible is important. Management will have tdw@s on hand to make decisions and improve thekwor
environment for its most valuable assets, the eyegls.
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