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ABSTRACT

Al over the waorld, emplovee furnover is g crucial isvee for every arganization, There
are many factars which lead to employee rmover. The turnover is more common i
private sector as comparved to the pulilic sector, So it is importani to find out that what
ave the kev factors cousing empdovee turnover in private sector and for this prurpose the
vesearch iy conducted, This research evaluates the factors affecting emplovee turnover
in privare sehieods aof Peshawer City Kinvher Palthtunkfona, The tavger population af this
study consiats of all private sehoods in Peshawar Cite, The data has been collected on
comerient sampling from five different schoods of Peshowar Uity wsing self-
administered  gquestionraives, disteihuted  ameng  teachers of selected  private
edvicational institutes, The data collected through guestioniaives has been analvzed
and interpreted vsing ANOVA, and Regression co-efficient, The findings of the study
revead thal moiivaiion s the ey fuctor aflzcting employes's lurnover,
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INTRODUCTION

Alexander and Nuchols (1994} describe in their study that employee turnover is the
moverment of emplovee from one organization to another organization. According to
Maslow Hierarchy of needs, if an organization does not fulfill the needs of employees,
they will look for another organization 1o sausfy their needs. There are certain reasons
for emplovees o leave an organization. These reasons are based on certain factors such
as job satisfaction, motivation, team work etc. The emploves turnover rate is high, if
there are a number of jobs available. Because people try to get good jobs, The rate of
emplovee wirnover differs from organization to organization. The turnover rate is
higher in private sector rather than in public sector. Sometimes employee wenover is
beneficial for an organization when a skilled emplovee replaces a poor performer.

Crbjectives:
The main objective of the study is to investigate the factors which directly atfect the
cmployes tumover rate in private schools.

LITERATLURE REVIEW
FEmployee Turnover:
According to Currivan (1999}, tumover is 4 behavior which deseribes the process when
an employee leaves an organization in pursuit of better position. Employee timover
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affects the performance of an organization. Lmployvee turnover is common in private
sectors because they do not offer permanent and secure job to the emplovees. Moreover,
some organizations also replace unskilled employvees o appoint new talented and
skilled emplovees for the berterment of the organization.

Factors Responsible for Turnover

Job Satisfaction:

lob satisfaction has a great impact on the organization success. Job satisfaction means
the happy and satisfied state of mind of an individual about his‘her job. 1t is the
emplovee's positive feelings toward the work which is assigned to him. The job
satisfaction is emplovees inner feelings about different aspects of their jobs, When the
psychological and environmental circumstances enable a person to fulfill his‘her hopes,
and dreams, {Lloppock, 19353). Job satisfaction concentrates on emplovee’s role in the
organization (Vroom. 1964)

Reward and Incentive:

Reward and incentives are defined asan exira pavment given to anemployvee to increase
their output. According to Armstrong (2006, some times this tactor boosts employees”
activity/action. Some organizations, mamtain their employvees work by rewarding
meentives to thom, Rewards and incentives are helptul in achieving desited woals and
oljectives {Spitzer, 1996,

Career and personal growth:

Career and personal growth 1s detied as the progression of professionmal life. A Series of
lite experience which comes with the passage of time constitute the carcer and personil
growth of an emplovee (Bowden, (0T, 1952 Growth 15 2 curious phenmmenon which
1% unelerstood with maturity, So growth 1s linked with maturity, An individoal mvest
with power to manape etfectively with progression and advancement of lis/her carcer,
Work Environment

Work enviromment is defined as the place where poals and objectives are achicved,
According  to Camevale (19927 and  Clements-Croome (1997), the physical
crviromment and work place atfects the emplovee's productivity. Better works place
improves the productivity and resules (Sundstrom, 1994).

Motivation:

Motivation is a driving force which compels a person to take action. [t is the inner force
which helps the individuals to do some thing. [t is the characteristic that helps in making
decision regarding any activity. The characteristics that helps us in deciding what to do
and what 1o avold, (Gredler. Broussard and Garrison, 2004). According 1o Guay et al,
(2010), it is the intellect inherited in behavior, Inirinsic maotivation is apparent in a
persons behavior such as participation in activities, investigation and challenges that
people do for reward and appreciation. Motivation is a way o achieve the goals.

Team work:

The work done by different people in a eroup form with cooperation and nutual aid is
called ream work. It is an apparent set of people who work together towards the
conunon goal and objectives. 1t is also define as the group of people sharing common
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objectives and having a comnmon mental state {Carnevale, DG, 1992,

Promotion:

Promotion means to elevate and enhance the position of an emplovee. Promation plays
an important role in improving the employvees working efficiency. According to Nelson
(1993) promotion based on performance increases an employvee interest towards his
work, Besides this, it helps in enhancing the financial status of emplovees in the form of
compensation {[lackman, and Oldham, 1976). Promotion plays an inportant role in
workers' career. Moreover, promotion as incentive an increases the worker reputation.
Compensation:

Compensation plays a pivotal role in reducing emplovee turnover rate. Salary has
significant impact oo emplovee turnover (Iverson and Currivan, 2003). Lack of
incentives compels an individual to leave his job {lleneman. 1983). Low pay cannot
satisly an emplovee needs and he/she quits in pursuit of better job. High salary pratifies
an individual's desires and improves histher working capacity { Deci and Byan, 1999,

THEQRETICAL FRAME WORK

Employee turnover 15 influenced by different factors. The diagram helow shows the
relatiomship of employee twmover with different tactors, Tn this study tum over
mtention 1% dependent upon eight independents factors. The employee turnover 15 2
dependent vanable which depends on other vartables such as job satisfaction, reward
and meentive, carcer and personal growth, work environment, motiviation, team work,
promotion and compensation. But it is important to find out that which fuctor has o
greater impact on employvee turnover.

Career &
prrsonal
growth

Job
satisfoction Compensation

Figure 1. Theoretical Frameworlk of the Study
Research Hypothesis

This study focuses on eight independent variables. These eight independent variables
havearelationship with employee turnover. The study is based on following hypothesis:
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111: Jobsatisfaction has a positive impact on employvee turnover.

112: Beward and incentive ave positively related to emplovee turnover

113: Career and personal growth have positve impact on employvee turnover
114: Work environment has positive relation ship to emplovee turnover

115: Motrvation has a great influence on employves turnover

116: There is a positive relation ship between team work and emplovee tirnover
117: Promotion has a positive impact on turnover

118 Compensation is positively related to employvee urnover.

METHODOLOGY
Sample size:
The population consists of all the teachers in private schools, Seventy teachers have
been included trom the selected mstitutions inwhich 63 teachers responded positively
Questionnaire:
In this study, questionnaire has been used as a research instrument. Cuestionnaire
includes closed ended, and likert scale questions. Questionnaires were personally
administered among 70 teachers of private schools in Peshawaar City (Peshawar Model
Schoaol, Forward Public School. Superior Model School, The Lducators and lgra
School ).

RESULTS & ANALYSIS
The following results are obtained from the multiple linear regressions.
Table 1, Model Swmmary

Muodal H K Syquare Adijusted R sgure Sid. Error of the Estimat ¢
1 T8l Gy 5T 3125
Predictors: { Constunt ), overall, | lesmwork, conpensation. rewird and tneenuve, job stslaction, work
crnironiment, metivaticn, canocr and personal greasth and  promnt ion

The adjusted R-Square value given in the table shows that the dependent variable
{emplovee turnover) is affected 37.6% by independent variables (job satisfaction,
reward and incentives, career and personal growth, work environment, motivaton,
teamn work, promotion, compensation and over all satisfaction ). [t shows that job
satisfaction, reward and incentives. career and personal growth, work environment,
motivation, team work, promotion, and compensation are responsible for employee
turnover

The overall model is also noteworily, tested with the help of ANOVA_ The results are
aiven in the following table

Table 2, ANOVA Resulrs

Muod el Swm uf Saquares Ly Meun Syuare I Sy,
I Rewression 4077 1 452 EEE "

Mesudual 1 P + X[

Tl 15,74 5.y

a. Dependent Yartable emploves (umover
b Prodictors: { Cnnstant), oarall, weamsords, compensation, eward and inecntive, fnb satistaction,

wark enviranment, motivation, carcer and personal growsh and promation
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ANOWA Table 2 shows the level of significance. The table given above clearly shows
that all the factors like job satisfaction, reward and incentives, career and personal
growth, work environment, motivation, team worl, promotion. compensation and over
all satisfaction are related to emplovee turnover and the relationship between them is
significant as compared to alpha value —0.05. Table 3 shows co-efficient of all
independent variables.

Table 3. Repression Co-efficients

Lo flicients

Uns tan clardized &t o diieed

Cioeficients Cioefficients
Midel B Rud. Frror Reta t Sig.
1 [Constunt] 3.331 376 42493 R
Tk gatisfactinn R 150 Z1E 173 ol
Fewand and moentive 23 At ZE6 16032 ol
Carecr and persnnal gmwsth 20 i 276 L2ZET 0
Work coviren ment JARZ AR 191 LEs1 ol
blodivation 3354 R A L.861 0N
Toamwork i R [ A MRS o
Promedon U3 153 24 764 Aouu
Compensaion 2in 157 2y [ 5n# Ann
Chverall 43 2 uET 227 oy

Dy pendent Variable: Emplovwee Twrmovwr

The factors in the inventory are significant. In the Table 3, un-standardized coefficient
shows that all the factors are definitely affecting the turmover. 1t is showing comparative
figures of the turnover and the factors causing turnover,

As the Table 3 clearly states, each and every factor is notably related to employee
turnover. Under the standardized coefficients, it is evident that, motivation is the one
major impertant factor causing employves turnover in private educational institates with
astandardized coefficient 0.397 in order of significance. The second important factor is
reward and incentive with a standardized coefficient 0.286. The third important factor is
compensation with a standardized coefficient 0.277. llence there are three important
factors which are responsible for emplovee turnover such as motivation, reward and
incentive and compensation. Other factors also influence employvee wrnover such as
team work (. 146), promotion {f—.124), overall (f—057),
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CONCLUSIONM
Emploves turnover is the commen factor in private organizations. This study is
conducted to investigate the factors affecting emplovee turnover. These factors were
jobsatisfacton, reward and incentives, career and personal growth, work enviromment,
motivation, team work, promotion, and compensation. [t can be concluded that, there is
a notable relationship berween job satisfaction, reward and incentives, career and
personal erowth, work enviromment, motivation, team work, promotion and
compensation on emplovee turnover. But “motivation”, “reward™ and “compensation™

are the key factors for emplovee turnover in private schools of Peshawar City Pakistan,
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