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INTRODUCTION
Many organisations spend intense quantity of time and money in discoveringthe reasonsfor employes
tunover for instance, through agendas of exit interviews. Generally, the intent behind such studies is
to find out why employees leave the organisation being that if anestablishment can identify the
reasons for terminations, it can work to hold terminations, and turnover, down. Assessing and
monitoring turnover is crucial for making positive action (Dorasamy, Letooane, &Dorasamy, 2018;
Muindi, 2011; Zhang, Meng, & Yang, 2018). Full understanding of the orgamizational climate is
central to the understanding of retention and turnover, it aids to bring the procedure clearly into focus
(Chabaya, Tshephe, &Molotsi, 2014).
One way to comprehend turnover is by amplifying the difference between Push and Pull factors.
“Push” factors cause people to look for another occupation, just like displeasure with the working
environments (Burton, 2012; Struyven& Vanthournout, 2014), while the “Pull” factors attract
employees towards another organization offering aadvanced salary or greater benefits (Chabaya ef
al, 2014). Thus, the prices of turnover are both direct and indirect, through financial and personal
 “omsequences. By understanding why employees resign, educational institutions can develop more
 lfective retaining strategies to keep able and creative employees (Barutgu, S_er.l&.-\’kan. 2013';
Baver, Stamm, Virnich, & Wirsching, 2006; Fisher, 2011; Ozkanal, 1996; Ribeiro etal,, 2018;
Tomic, 2014), _ S
According 10 CIPD (2010), Employee Turnover and Retention, a Recruitment, Retention and
t_eti'Survey 2009 carried out in UK by Chartered Institute for Personnel and Developmen
; "idﬂ?.lﬂnslmled that turnover ratios vary between industries. The greatest levels of “""“““'f
found in private sector organizations. CIPD reviews of employee turnover witnessed tha
?IWGIS are found in seryice sector jobs. Turnover stands at 16.4% in chumable; QIviC ﬁ
tmaking organizations and the public sector has an average turnover rate of 12.6%. ¢
Such approaches as onc to one interview of chief executives, senior staff and junior sta

and companies in diverse sectors.
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