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Abstract: Employee turnover has always been a matter of concern for many organizations. Most of the time, high labour turnover 

represents great loss to agricultural processing companies. Currently, how to reduce employee turnover is a big challenge for many 

organizations and most times they have tried unsuccessfully to use financial rewards to retain employees. This research examined 

the relationship between non-financial retention strategies and labour turnover in agricultural processing organizations using 

Mukwano Group of Companies (MGC) Lira. The objectives of the research were to establish the contribution of employee support 

strategies, to examine the influence of employee growth strategies and to assess the effect of work environment on labour turnover 

in agricultural processing organization; 231 respondents from MGC Lira were selected using simple random sampling and 

purposive sampling to provide responses. A response rate of 79.7% was achieved and the data collected were both qualitatively and 

quantitatively analyzed by use of Pearson’s correlation coefficient and regression analysis using SPSS. The study showed that there 

is a negative statistically significant relationship between employee support strategies, employee growth strategies and work 

environment with labour turnover. Regression analysis showed that employee support strategies accounts for 2.7% of variance in 

labour turnover, employee growth strategies accounts for 8.6%, and work environment contributes to 6.6% variance in labour 

turnover, indicating that non-financial retention strategies accounted for about 17.9% variance in labour turnover at MGC Lira in 

the last three years. This result shows that all the independent variables are negatively correlated to labour turnover. An 

improvement in any of these variables reduces labour turnover and a reduction in any of them increases labour turnover. Therefore, 

MGC Lira and any other agricultural processing organization with similar conditions should improve on their non-financial 

employee retention strategies in order to minimize labour turnover. 

Keywords: Non-Financial Retention Strategies; Labour Turnover; Agricultural Processing Organisations; Uganda; Mukwano 

Group of Companies; Lira Branch 

1.0 Introduction 

The study was about the contribution of non-financial retention strategies on labour turnover, with non-financial retention strategies 

considered the independent variables while labour turnover the dependent variable. Non-financial retention strategies were measured 

in terms of employee support strategies; employee growth strategies; and workplace environment, while labour turnover were 

measured in terms of either being voluntary or involuntary labour turnover  

1.1 Background to the Study 

According to Riley (2012), keeping hold of employees is staff retention; recruiting suitable employee is one crucial business task, 

keeping them is another. Riley estimates the proportion of employees who leave each year to be 30%-50% and termed it, staff 

turnover. He considered staff retention to be the ability of business to convince its employees to remain with the business. 
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The concept of staff retention can also be traced back from the Maslow hierarchy of needs, in 1954 when he first published 

“motivation and personality”. He introduced a theory about how people satisfy various personal needs in the context of their work. 

He came out with these based on his observation as a humanistic psychologist, that there is a general pattern of needs recognition 

and satisfaction that people follow. He theorized that a person could not recognize or pursue the next higher need in the hierarchy 

until her or his currently recognized need is completely satisfied. There is a possibility that a staff may be well motivated financially 

but still leaves for another organization. That means there could have been other factors which he considered satisfier that this study 

explored. 

1.1.1. Historical Background 

Tracing from other countries in the world, labour turnover has also persisted in processing industries and as a result organizations 

have set backs in their level of production. According to Aruna and Sarosh (2008), there was a high rate of labour turnover in the 

business processing outsourcing (BPO) industry in India, and the managers clearly noted that they would not be able to maintain 

their growth rate without solving their biggest human resource problem which was then labour turnover. The research estimated the 

turnover in the industry by 2004 at 30%-40% per year, identifying one of the leading causes of the turnover at BPO as the continued 

dissatisfaction of employees with their immediate supervisors.  Reforms were made to improve on working conditions and 

improvement on the skills of employees. Before the crisis, those firms were the engines of growth and suffered from shortage of 

qualified professional workers. Moreover, training costs are always relatively high and dismissal would entail significant loss in the 

firm’s specific human capital (Joachim Moller, 2010). 

In Europe, labour turnover also exists in most processing industries as per study carried out among Maquiadora workers of the 

highlands. Worker decision to continue working or to stop working in a given industry/site has always been an option for free 

labourers, which made industries to institutionalized flexible contracts and temporally works. Indeed it is no coincidence that 

industries always identify areas of high population density to establish their plants which areas are always of low socio economic 

status where people have some basic education and eager to work (Goldin,2006). 

Similarly in Africa, labour turnover has also been a problem in processing industries. Basing on a study carried out in Ghana on 

effects of labour turnover on cocoa industry in BIA district, Peter Afari (2011); labour turnover rate was high in the company.  The 

main cause of this was found to be unsatisfactory pay, poor working conditions and management style, quest for further studies, 

inadequate training and lack of promotions. Most workers moved from cocoa industry to other places in search of good conditions 

that could satisfy their dreams. 

In the case of Egypt, the government has tried to support industries and different sectors through training of staff, so far it had 

engaged in training staff at the call industry. All these are intended to create job satisfaction among the employees. According to a 

report by Oxford Business Group (2007), “To further this wealth of human resource, the government has started to support call 

centers in their training programs, in fact it is strongly backing the call center industry, as it regards it as a key area for attracting 

foreign investment and growing much needed export revenue”. 

In East Africa, there is free mobility of labour from within East African countries; this is as a result of legalization of labour markets 

within cross borders. Yurendra (2013) says that the East African community’s common market protocol July 2010, seeks to promote 

the free movement of worker within the community; however the implication of this is increased labour turnover within 

Organizations. 

According to a study carried out on labour turnover in Bata Shoe company in Uganda by Nakabanda Fatuma, there was a high labour 

turnover at the industry because of many factors that tended to affect the staff, like poor handling of grievances by management, 

inadequate room for staff training and development, leadership skills were not good enough, besides there was no customer care 

service department at Bata shoe company (Nakabanda, 2008).  This generated a lot of customer complaints which affected staff 

performance and as a result, most employees opted to leave the company in search of a better place with better working conditions 

(Nakabanda, 2008). 

1.1.2. Theoretical Background 

Many theories have been used by different scholars to explain employee satisfaction, address employee needs and explain labour 

turnover in organizations. Among the theories are John Stacey Adam’s theory of Equity (Elizabeth, 1996-2015; Robert D. P., 1969), 

Gary Stanley Becker’s human capital theory (Gary, 1993; Joop and Henriette Maassen, 2007), Maslow’s hierarchy of needs 

(Maslow, 2011), Herzberg’s two-factor theory of motivation (Boundlles, 2014; Robert and  Lawrence, 1967), Alderfer’s ERG theory 

of motivation and Expectancy theory of motivation (Arnolds C and Christo, 2002) that help address employee’s needs hence 

appropriate staff motivation to stay with the organization. However this research shall be guided by John Stacey Adams equity 

theory. 
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According to John Stacey Adam (Robert D. P., 1969; Elizabeth, 1996-2015), Equity Theory can be used to explain why pay and 

conditions alone do not determine motivation. Adams theorizes that employees seek a fair balance between what they put into the 

job (inputs) and what they get out of it (outputs). Outputs are both tangible (financial) and intangible (non-financial) rewards. 

Financial rewards includes salary, wages, expenses, perks, benefits, pension arrangements, bonus and commission; meanwhile the 

nonfinancial rewards are recognition, reputation, praise and thanks, interest, responsibility, stimulus, travel, training, development, 

sense of achievement and    advancement, promotion, etc. An imbalance of inputs and outputs causes a sense of unfairness, hence a 

feeling of inequality. 

Perception of inequality by an employee causes the employee to attempt to eliminate distress caused by such inequality by restoring 

equality either through distorting inputs and/or outcomes in their minds, or through directly altering inputs and/or outcomes, or by 

leaving the organization. Choosing to leave the organization contributes to employee turnover and in this study; the researcher 

intends to investigate the relationship between non-financial rewards (used as retention strategies) and labour turnover in agricultural 

processing organizations, a case of Mukwano Group of Companies, Lira. 

1.1.3. Conceptual Background 

According to Amiani(2014), retention strategies are policies and practices employed by organizations to encourage employees to 

remain in the organization, reducing labour turnover and providing ingredients critical to the long term health and success of the 

business. 

Armstrong (2009) defines employee turnover also referred to as wastage or attrition as the rate at which people leave an organization. 

In this study, Labour turnover is used instead of employee turnover. Labour turnover can be either voluntary or involuntary. 

According to Noe et al (2007) as cited by Amiani (2014), Morrow and  McElroy (2007), involuntary turnover is turnover initiated 

by the organization (often among people who would prefer to stay), while voluntary turnover is turnover initiated by employees 

(often whom the company would prefer to keep). 

According to Terry (2011), an employee support strategy is the use of different mechanisms geared towards recognizing and 

rewarding the efforts of organization’s staff. He further says employee growth strategies deal with personal and professional growth. 

Armstrong (2009) defines the work environment as consisting of the systems of work, the design of jobs, working conditions and 

the way in which people are treated at work by their managers and co-workers. 

1.1.4. Contextual Background 

Mukwano Group has its agriculture activity concentrated in Lira and Kiryandongo Districts in Uganda with a sunflower, maize and 

soya processing plants in Lira. The organization is working in partnership with over 70,000 rural smallholder farmers in the Lango 

sub region to grow oil seed crops through provision of affordable planting seeds, farm inputs and technical know-how (Mukwano 

Industries Uganda Limited, 2014). Mukwano Lira branch is located at plot 8-16, station road, industrial area, Lira. It was established 

in 2007, its major purpose was to engage in commercial agriculture oil seed development projects and out grower’s agricultural 

schemes for processing plants, Mukwano lira branch has about 4,000 acre farm producing raw materials such as sun flower, maize 

and soya for the processing plant.  

Mukwano group of company-Lira branch employs full-time staff and seasonal part-time staff for the duration of time when 

agricultural outputs are in high volumes. These employees are provided with salary, allowances, bonuses and even health care with 

the company’s health facility in Kampala used to cater for both staff and neighboring population.  

According to the branch’s human resource personnel report (2014), the company recruited 32, 30 and 35 in the years 2012, 2013 

and 2014 respectively, with 32, 30 and 35 departing in those respective years (Mukwano Group of Companies-Lira, 2014). This 

statistics constitutes an average labour turnover of about 8.6%.This has projected a negative image on Mukwano, experienced 

especially during recruitment in the reluctance of most qualified workforce to join the company.  

2.0 Literature Review 

2.1. Labour Turnover 

According to Armstrong (2009), employee turnover (sometimes known as ‘labour turnover, ‘wastage’ or ‘attrition’) is the rate at 

which people leave an organization. Ut (2011), says labour turnover is a measurement of how long employees stay with the 

organization, and how often they are replaced i.e. turnover ‘occurs’ only when a replacement is successfully hired. Ut (2011) further 

points out that Chikwe (2009) says turnover rate can be described as how fast the employers recruit and lose employees. Turnover 

can be either voluntary or involuntary and tracking the difference between them is an effective human resources tool used by 

organizations to determine why employees leave. According to Sullivan (2011), turnover rates are relative and comparing turnover 
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rates between industries is problematic. The best way to assess your turnover is to compare organization’s performance to that of the 

closest competitors and specifically the top five firms in the same industry. 

2.1.1. Voluntary Turnover 

Voluntary turnover happens when the employees initiate the termination of employment regardless of the reasons. This can be due 

to finding a better position at another company, a conflict with a supervisor, or a personal reason such as staying home with a family 

member (Education Portal, 2013). Voluntary turnover is unanticipated and can therefore be dysfunctional for the organization 

(Morrow and McElroy, 2007).  

2.1.2. Involuntary Turnover 

Involuntary turnover happens when a termination is initiated by the employers. An employee is laid off or fired, generally due to 

reducing staff due to organization business turndown or change in focus, or due to an employee taking some action that is cause for 

termination (Education Portal, 2013). The impact of voluntary turnover is minimal because it is under employer’s control and it may 

help improving productivity because underperforming employees were removed (Ut, 2011). Involuntary turnover can be anticipated, 

and therefore replacement and redistribution of activities can be planned in advance. Poor performer’s dismissals may enhance  

organizational performance when replaced by good performers. However, involuntary turnover can also bring about some negative 

effects because any departure may disrupt operational dynamics (Morrow and McElroy, 2007). 

2.2. Non-financial Staff Retention Strategies 

Adzei and Atinga (2012), argues that financial incentives alone are necessary but may not be sufficient to stimulate staff retention 

such that a variety of non-financial packages are crucial within the broader pathways of retaining staff. Although employees of all 

ages and income brackets seek satisfaction in order to remain with an organization, there are many factors that contribute to 

employee’s job satisfaction within an organization (Aarti, Seema, Bhawna, and Jyoti, 2013; Billie and K.Louise, 2007). As a means 

to retain employees, an organization might need to revise its employees' work environment, the organizations policies or particular 

physical aspects of jobs to limit the physical or emotional dissatisfaction employees experience at work.  

According to Hijazi, Anwar, and Mehbood (2007), organizations may face negative consequences, when they ignore the importance 

of non-financial rewards on employee retention. Many organizations often underscore the importance of meaningful 

recognition/praise and rewards, professional development and trainings, and positive work environment is to employees; yet these 

non-financial employee retention strategies may just be the only cost-effective way to maintain a happy, productive work force. The 

following sub-sections argue on how non-financial strategies contribute to labour turnover. 

2.2.1. Employee Support Strategies and Labour Turnover 

Employee support strategies involve giving people the tools and equipment to get the job done (Terry, 2011). This involves the use 

of different mechanisms geared towards recognizing and rewarding the efforts of organization’s staff without the need of attaching 

monetary value to every staff effort. When people feel they have what they need to perform, job satisfaction increases and 

consequently the desire to remain in that job. 

Information is a key area in employee support (Terry, 2011). The use of simple emails of praise at the completion of a project, 

monthly memos outlining achievements of your team to the wider division, and peer-recognition programs are all ways to inject 

some positive feedback into a workforce. Also, consider reporting accomplishments up the chain. A thank you note to the employee 

is good. Copying higher-ups makes that note even more effective. 

Administrators should continually show genuine interest and appreciation in employees under their supervision i.e. employees whom 

you support and depend upon. A show of interest may include knowing something about the person’s personality preferences, use 

of appropriate tools to help people share their strengths and challenges, encourage people to take initiative, keeping the promises 

you make, use of One-on-One meeting to increase communication, etc. 

2.2.1.1. Staff Welfare 

According to JetHR (2013) magazine, “Employee welfare is a term including various services, benefits and facilities offered to 

employees by the employers”. The welfare measures need not be monetary but of any kind like, medical insurance, accommodation, 

polices favoring the employees’ family members, recreational activities at workplace. However, not only focusing on material 

welfare, but organization must recognize the importance of professional relationships between line managers and staff; they have 

the responsibility for the welfare at work of the staff under their supervision and there is need to welcome matters of concern from 

employees, it is from these that employees develops a sense of belonging and of being valued by his/her employer.  A valued 

employee is more likely to stay in employment than unvalued employee is (Ofosuhene, Kwenin, Muauhen, and Nzulwa, 2013).  
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2.2.1.2. Staff Appraisals 

A staff appraisal is a personal two way dialogue between managers and employees (Lund University, Human Resources, 2007). The 

aim of appraisal is for an employee to have dialogue with their employers at least once a year. This can help in identification of gaps 

and for planning purposes, the employees can also get opportunity to discuss their work situations with their employers, performance 

appraisal links the performance of individuals with the objective of an organization, According to Monica and Keneth, (2007)  

managers would identify their top performers and groom them for succession through staff appraisals, However these scholars 

ignored the fact that appraisal activity should also be done to help employees improve on their performance, it is a guide for coaching 

and a basis for suggesting further trainings which can help employees expand their present skills. According to Donald and James 

(2009), appraisal is meant to create change in performance of employees; therefore MGC Lira employees may be given time after 

the exercise to earn change. 

2.2.1.3. Information and Feedback mechanisms 

According to Sarah (2009) “Employees leave organizations for many reasons; often, these reasons are unknown to their employers”. 

Therefore there is need for managers to listen to employees’ needs and implement retention strategies to make employees feel valued 

and engaged in order to keep them. 

Employee feedback can be a great source of information for organizational managers. Information gathered if appropriately handled 

brings about better co-ordination, smoother communication, improved work-flow and such organizations often experience greater 

employee involvement, motivation and better staff retention (Bindu, 2011). 

2.2.2. Employee Growth Strategies and Labour Turnover 

Employee growth strategies deal with personal and professional growth (Terry, 2011). To many employees, the prospect of a clear 

career path for them is an assurance of a good future for them and their families. It is therefore necessary for an organization that 

wants to build the confidence of her staff to outline challenging, but clear career paths for her employees. Employees frequently seek 

opportunities to develop their skills and talents for personal satisfaction and to increase their professional opportunities. As a result, 

the implementation of career development programs is an effective tool to increase employee retention levels. Employees are 

attracted to funded education programs, in-house and offsite training programs, seminars and conferences. Also of interest are 

sabbatical, mentoring and coaching programs. Employees want to know where they could be headed and how they can get there. 

Employees should be encouraged to approach human resources department with career questions and wishes throughout the year 

2.2.2.1. Promotions 

Promotion is considered a significant achievement in life with promises of increased pay, responsibility, authority, independence 

and status. So, promotion opportunity determines the degree of employee job satisfaction and hence a reason to stay with the 

organization (Alam, Sameena, and Puja, 2012) 

2.2.2.2. Personal Development 

According to Ofosuhene et al (2013), human resource training and development functions plays an important role in developing a 

learning organization that exploits full potential of its people as an individual. In their book, Derek, Laura and Stephen (2005) cited 

a research by Green et al on perceptions of 1,539 employees on different kinds of training that showed that firm-specific training is 

associated with lower turnover than training which leads to the acquisition of transferable skills. Margie and Wilhelm (2004), says 

knowledge is viewed as a major contributing factor to the organizations success, to them organizations deserve to focus on that for 

better performance and retaining staff. Although Gary (Gary, 1993) points out that these arguments seemed to have ignored the fact 

that employees tend to use the acquired skills to get a new job from one organization to another; turnover is only higher for multi 

skilled training but not firm-specific training. 

2.2.2.3. Job Security 

Job security is an employee's assurance or confidence that they will keep their current job. According to JetHR (2013), job security 

is a very high factor in determining an employee's job satisfaction. They believe that giving an employee the assurance that their job 

is secure will most likely increase job satisfaction. Although certain professions or employment opportunities inherently have better 

job security than others, employees with a high level of job security have a low probability of leaving their job in the near future 

(Alam, Sameena, and Puja, 2012).  

2.2.3. Working Environment and Labour Turnover 

An organization should focus primarily on creating and maintaining a workplace that attracts, retains and nourishes good employees 

with the aim to make the organization a place where people want to come to work. The three fundamental aspects of the workplace 

are ethics and values foundation upon which the organization rests; policies that interpret those values and translate them into day-

to-day actions, and the physical environment in which people work. This covers a host of issues, ranging from developing a corporate 
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mission, culture and value system to insisting on a safe working environment and creating clear, logical and consistent operating 

policies and procedures. 

Employees jump from company to company because they prefer a working environment that is suitable for them. "If working 

conditions are substandard or the workplace lacks important facilities, such as proper lighting, furniture, clean restrooms, and other 

health and safety provisions, employees won't be willing to put up with the inconvenience for long." (Handelsman, 2009).  If an 

employee finds an appropriate work environment which is suitable for them in a specific company, they may work in that same 

organization for several years. 

2.2.3.1. Health & Safety 

This is the wellbeing of employees at work. Employees are highly motivated to continue with an organization where there is a feeling 

of safety and comfort and on the contrary, poor working condition brings out a fear of bad health in employee’s (Alam, Sameena, 

and Puja, 2012).  

According to Derek, Laura and Stephen (2005), there are two primary areas of benefits to the individuals from the provision of health 

and safety – physical and emotional/psychological benefits. Physical benefits stem primarily from measures to improve health and 

safety, as well as from the provision of paid holidays, reduced working hours and suchlike. Emotional welfare stems chiefly from 

any provisions made to improve mental health, for example, counseling, improved communications, or anything involving the 

‘human relations’ needs of people at work. 

2.2.3.2. Work-life balance 

Many employees enjoy working in positions that offer appropriate work-life balance. To them being able to effectively manage 

multiple responsibilities at home, work and in the community without guilt or regret is of great benefits (New Zealand Ministry of 

Business, Innovation & Employment, 2014). According to Dave (2013), work-life balance can increase employee attraction and 

retention, and boost workforce productivity ranking as the second most important workplace attribute behind compensation.  Derek, 

Laura and Stephen (2005), says one of the more significant reasons for voluntary resignations from jobs is the inability to juggle the 

demands of a job with those of the family. “Policies that respond to common personal and family needs (for e.g., work from home 

one day a week) can be essential to maintaining job satisfaction” (JetHR, 2013), and hence a prolonged stay by employees at the 

organization. 

2.2.3.3. Staff Relationships 

Good working Relationship is essential since, at every stage, you need his or her professional input, constructive criticism, and 

general understanding (Alam, Sameena, & Puja, 2012). The working relationship gives the organization and the employee several 

benefits, the work is even more enjoyable when there is a good relationship among all parties in the organization. It gives us freedom, 

opportunity to develop our career and talent, it is also vital for stakeholders in organizations to instill good working relationship. 

According to Billie and Louise (2007), stress and leadership issues continue to exert influence on dissatisfaction and turnover, these 

scholars have ignored the fact that there is need to address the gap between managers and their subordinates as a means of staff 

retention. Biswas (2013), urges that personal-professional relationship can get work done faster than just professional relationship; 

he continues to say that managers should try to organize lunch-out or evening-out with all team members in order to build a 

relationship outside office. These measures may discourage employees from quitting. 

3.0 Methodology 

3.1. Research Design 

Basing on Amin’s (2005) statement that a research design is the blue print or the strategy for research, a case study design was 

chosen for this study, where a methodical identification of a single unit for analysis that is most representative of the entire universe 

was chosen. Amin (2005) also mentioned that case study designs yields maximal information with minimal expenditure of effort, 

time and money. Mbaaga (1990) also mentioned that, case study designs are popular particularly in the academia because of its 

ability to expeditiously carry examinations.  Finally, case studies permit the use of diverse techniques within the same study through 

a process called triangulation, which   is application of both qualitative and quantitative approaches. In this study, both qualitative 

and quantitative techniques were used to obtain the best results. According to Mugenda and Mugenda (2003), both methods 

supplements each other in that qualitative methods provide in-depth explanations while quantitative method provide the hard data 

needed to meet required objectives and to test the hypothesis. 

3.2. Study Population 

Mukwano Group of Companies, Lira branch where the study was conducted had 324 employees, 117 of them were permanent staff 

and the remaining 207 were temporary workers; thus the study population was 231 in total. 
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3.3. Determination of Sample Size 

The sample size was determined for all departments at Mukwano Group of Companies Lira (i,e Finance, Quality Control, Oil Mill, 

Maize Mill, Construction, Security and Canteen) using Morgan and Krejcie’s table (1970) as cited by Amin, (2005). See Table in 

Appendix 4 for Morgan and Krejcie’s modified table for determination of sample size for research activities, educational and 

psychological measurements. Table 1 on the next page represents the determined sample size for this research. 

Table 1: Population, Sample Size and Sampling Techniques 

Departments Population Sample Size Sampling Technique 

Finance 5 5 Purposive 

Quality Control 4 4 Purposive 

Oil Mill 196 127 Simple Random  

Maize Mill 6 6 Purposive 

Construction 104 80 Simple Random  

Security 6 6 Purposive 

Canteen 3 3 Purposive 

TOTAL 324 231  

Source: Mukwano Group of Companies’ Lira Staff List 

Table 1 above for determining the sample size was obtained by using the table for determination of sample size for research activities, 

educational and psychological measurements as modified from R.V Krejcie and D.W Morgan (1970) as cited by Amin, (2005). A 

total sample size of 231 respondents was generated, which size the researcher considered a large enough sample size that would 

ensure that the silent characteristics of the accessible population are captured to an acceptable degree. Purposive sampling technique 

was used to select respondents for interviews and simple random sampling was used to select respondents for the questionnaires. 

These techniques are as explained in the subsequent subsections. 

3.4. Sampling Techniques and Procedure 

Sampling is the process of selecting units (e.g., people, organizations) from a population of interest so that by studying the sample 

we may fairly generalize our results back to the population from which they were chosen (William, 2006). This study used both 

probabilistic and non-probabilistic sampling techniques. In which case, the researcher created different groups in the population and 

sampled based on departments. 

3.5. Data Collection Methods 

To obtain answers to the research questions, the study made use of questionnaires, interviews and documentary review. 

3.6. Data Collection Instruments 

Tools that were used for collecting primary data were the interview guide and questionnaires.  

3.6.1. Questionnaires 

Questionnaires were used to collect data from the construction and oil mill department staffs of MGC lira branch. It was used because 

of its convenience and gave respondents ample time to provide valid information as stated by Amin (2005) and Kultar (2007). 

3.6.2. Interview Guide 

The interview guide in Appendix 2 which consists of semi-structured questions was used to conduct interviews with the finance, 

quality control, maize mill, security and canteen employees for the purposes of obtaining answers to the research questions. 

Interviews were chosen because they provide in-depth information about a particular research issue or question (Mugenda and 

Mugenda, 2003). 
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3.7. Validity and Reliability 

Reliability and validity of a research determines the credibility of research findings. The researcher carried out both validity and 

reliability tests on sample data collected from some of the employees of MGC Lira and obtained results as indicated under 

subsections  

3.8. Data Analysis 

Both qualitative and quantitative data analysis was done. Once the data was collected, the information were coded and appropriate 

data analytic techniques used to determine the impact of non-financial retention strategies on labour turnover of MGC-Lira branch. 

3.8.1. Qualitative Data Analysis 

Content analysis of qualitative data from interview were analyzed by grouping similar responses into patterns, themes and categories 

to support quantitative data and credible useful information used to answer research questions (Mugenda and Mugenda, 2003). Also 

thematic analysis was used to support organization of data into themes and codes were identified Sekaran(2003). Qualitative data 

was interpreted especially those that were in the local language by composing explanations for clear understanding of the collected 

data that are illustrated and substantiated by direct quotations or descriptions in line with study variables. 

3.8.2. Quantitative Data Analysis 

Statistical Package for Social Science (SPSS) version 18 was used to analyze qualitative data collected to derive relevant descriptive 

statistics (Mean, Mode, Median, Frequency, and Percentages) which was further analyzed to arrive at relevant conclusions using 

inferential statistics. Inferential statistics was used to include correlation analysis using a correlation coefficient and regression 

analysis using a regression coefficient in order to answer the research questions. A correlation study is considered more appropriate 

to handle study in a natural organization environment with minimal inference by researcher and no manipulation, Sekaran (2003). 

A correlation coefficient was computed since the study entailed determining correlations or describing association between two 

variables i.e. independent variables (non-financial staff retention strategies) and dependent variables (labour turnover). 

In order to accept or deny the hypothesis stated in subsection Error! Reference source not found., testing was done using Pearson 

correlation coefficient and two-way ANOVA to determine whether there exists significant difference between two or more groups 

when compared in more than one variable (Mugenda and Mugenda, 2003). Also to determine the contribution of independent 

variable (non-financial staff retention strategies) on the dependent variable (labour turnover), multiple linear regressions were used. 

3.9. Ethical Considerations 

During review of literature, the researcher ensured that all other scholars work and findings are appropriately cited to ensure that no 

piracy and plagiarism is involved in this research. 

Major ethical challenges that were anticipated in this study were issues of privacy of respondents and confidentiality of the 

information they provide. 

While interviewing respondents, the researcher ensured that, the process did not interrupt the workflow of respondents; respondents 

were therefore interviewed or asked to fill in the questionnaires at any free time available at the workplace. 

To ensure privacy, respondents were informed that they shall remain anonymous and should not provide their names, that they could 

leave questions that they did not want to provide information to, and therefore the researcher did not pressure them to answer such 

questions (Mugenda and Mugenda, 2003). 

To ensure confidentiality of information, the respondents were informed that the study purpose is purely academic and any 

information provided is solely for academic research and will not be availed to the managers (Mugenda and Mugenda, 2003).  

4.0 Presentation, Analysis and Interpretation of Findings  

4.1. Response Rate 

A total of 207 questionnaires were distributed but only 167 were fully filled and returned, the unreturned questionnaires are probably 

those that were given to top officers who are always out of office but busy in the field for supervision at most times ,while a total of 

24 key informants were intended for interviews but only 17 were interviewed, the un interviewed informants are those working 

mostly in the night shifts especially in the security department, machine operators, that I could not personally meet at day working 

hours. The response rate for the questionnaires was therefore 80.7%, while that of interviews was 70.8%. The overall response for 

both questionnaires and interview was 184 out of 231, giving an overall response rate of 79.7% as shown in the Table 3.  
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This response rate indicates that data was collected from a reasonable number of respondents; hence the collected data and the 

findings from it can be relied on. According to Mugenda and Mugenda (2009) a response rate of 50% is adequate for analysis and 

reporting; a rate of 60% is good and a response rate of 70% and above is excellent. 

Table 2: Response Rate 

Departments Sample Size Actual No of responses Response rate 

Finance 5 4 80.0% 

Quality Control 4 3 75.0% 

Oil Mill 127 103 81.1% 

Maize Mill 6 4 66.7% 

Construction 80 64 80.0% 

Security 6 3 50.0% 

Canteen 3 3 100.0% 

TOTAL 231 184 79.7% 

Source: Primary field data  

4.2. Labour Turnover at MGC Lira 

Labour turnover was measured using twelve statements and in two dimensions namely; voluntary labour turnover and involuntary 

labour turnover. The quantitative findings are presented in the tables 9 and 10 below.  

4.2.1. Measuring Voluntary Labour Turnover at MGC Lira 

Table 9 shows that majority of the respondents were in agreement on only one out of the seven statements used to measure voluntary 

labour turnover as elaborated below.  

Table 3: Views of Respondents on Labour Turnover 

Statements measuring labour turnover (voluntary) SA A NS D SD 

I am aware of the procedure to follow when resigning 

from the company 

000 

(0.0%) 

000 

(0.0%) 

000 

(0.0%) 

134 

(80.2%) 

33 

(19.8%) 

I feel I can meet the conditions for leaving the 

company if I wanted to go  

000 

(0.0%) 

000 

(0.0%) 

23 

(13.8%) 

144 

(86.2%) 

000 

(0.0%) 

I feel its right to stay in this company even if I am 

offered a job elsewhere 

69 

(41.3%) 

000 

(0.0%) 

5 

(3.0%) 

88 

(52.7%) 

5 

(3.0%) 

Company policy on voluntary retirement is hard to 

comply with 

10 

(6.0%) 

000 

(0.0%) 

39 

(23.4%) 

118 

(70.7%) 

000 

(0.0%) 

Most of my colleagues do not desire to resign from the 

company 

72 

(43.1%) 

000 

(0.0%) 

000 

(0.0%) 

95 

(56.9%) 

000 

(0.0%) 

All voluntarily retired company employees are paid 

retirement benefits 

101 

(60.5%) 

000 

(0.0%) 

000 

(0.0%) 

61 

(36.5%) 

5 

(3.0%) 

Jumping from one company to another seem unethical 

to me 

000 

(0.0%) 

000 

(0.0%) 

000 

(0.0%) 

161 

(97.0%) 

5 

(3.0%) 

Source: Primary field data 

Majority of the respondents, 60.5% were in agreement on whether all voluntarily retired company employees are paid retirement 

benefits, while 39.5% were in disagreement. The majority in agreement represent those whose terms of engagement include 

entitlement to retirement benefits, while the few in disagreement may be for employees whose terms of engagement did not include 

such entitlements. When asked during interview, a respondent   said:  
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The trick here is to secure a formal document that states ones benefits during retirement, without which one cannot receive 

such benefits, infect I was given an appointment letter indicating my terms of employment, the letter said if I want to leave 

the job, I shall notify the company in three weeks, then I will be paid the salary of the next month, but if I do not inform the 

company then I will instead pay the company (MGC F03).  This implies that not all people are entitled to a retirement 

package unless given an appointment letter clearly showing the terms of retirement as well. 

Table  further shows that the majority of the respondents were in disagreement on six out of the seven statements used to measure 

voluntary labour turnover as elaborated below. 

On whether the employees are aware of the procedure to follow when resigning from the company, all the respondents, 100%, were 

in disagreement. And whether employees can meet the conditions for leaving the company if they wanted to go, the majority of the 

respondents, 86.2% were in disagreement, while 13.8% were not sure. Qualitative findings also reveals that most employees of the 

company are not aware of the procedures to follow when resigning and that they may not be able to meet the requirements for leaving 

which majorly involves submitting resignation letter as stated in most of the employees terms of service. This was evident while 

interviewing a respondent on which duration she would notify the company on her resignation. She said, “An pe angeo ni tye balo 

amite me weko tic, (am not aware that a resignation letter is needed) they did not tell me about that, and I can leave any time I desire 

to leave especially if rain begins, I shall get back to my garden work” (MGC C 08). The statement by the respondent justifies the 

fact that most people are not aware of the procedure to follow while resigning, she probably was not informed of the exit procedures 

and has no idea about it. 

Asked whether employees feel its right to stay with MGC even if they are offered a job elsewhere, the majority, 55.7% were in 

disagreement, while 41.3% were in agreement and 3.0% only were not sure. According to qualitative data collected, majority 

disagreed on staying at the company in the event that they are offered a job elsewhere, citing major challenges at MGC Lira branch 

as being on issues like health and safety at work, superior-subordinate communication, supervisors aggression at work, low pay, 

poor treatment, work overload among others. One of the respondents said, “There is no job security at all, so many people have been 

terminated without serious issues, even one who hates you may report you falsely and you are terminated” (MGC  S 11). This means 

that most of the employees do not desire to stay in the company if given a job elsewhere because they feel their position at the 

company are not guaranteed and that’s the reason this respondent complains of the termination procedure being unfair and most 

times sudden; thus they would consider working elsewhere where there is a better sense of job security. The few in agreement were 

because they are either used to the environment and have friends there whom they do not want to leave or they have no prospects of 

gaining employment elsewhere. 

Majority of the respondents, 70.7% were in disagreement that company policy on voluntary retirement is hard to comply with, while 

6.0% only were in agreement and 23.4% were not sure. The majority in disagreement majorly represent people who were issued 

appointment letters with clear terms of service at MGC-Lira. These employees should have also read and clearly understood their 

terms of service and so are aware of the company policy on voluntary retirement. A respondent said “in fact, I was given an 

appointment letter which clearly shows the terms, I understood the benefits, duties and all expected out of me in this job” (MGC  

F01). This statement was made by one of the respondents, showing that he is fully aware of the terms and conditions of work at the 

company, he had therefore read, interpreted and understood the terms of his employment at the company. The 6.0% in agreement 

are those employees without clear terms of service and this is because they are employed on temporally or short term basis as stated 

by one respondent during an interview session, “No here, I have no clear terms, no security, if they call me to office I get trembled 

because most people called in office are sacked immediately’’ (MGC C08). The implication of this statement is that not all employees 

at the company receive contract letters, this employee has no binding agreement between him and the company which makes him 

uncertain of his future at MGC.  The significant percentage, 23.4% of employees who are not sure, are either part-time employees 

or new employees who have not yet experienced what goes on at the company. 

On whether most of the colleagues do not desire to resign from the company, most of the respondents, 56.9% were in disagreement. 

This  disagreement, reflect the fact that employees of MGC-Lira do not believe that like themselves, most of their colleagues are 

struggling to manage the work conditions and that conditions elsewhere may be more favorable than those of MGC Lira. This is in 

line with one of the statements made by one of the respondents who said: I am still here because I got a loan from the company, I 

have to pay it back, if not that, by now I would have look and got another job, here mangers are so rude and arrogant, even the 

money itself is too small (MGC M 17). This statement shows total dissatisfaction with the work conditions and a huge desire to quit, 

and for this respondent it is only the loan that is holding him back. The significant percentage of respondents, 43.1% in agreement 

represents new employees, supervisors and employees who have had very bad experience working elsewhere as stated by one of the 

respondent: Kan dok itikatika, (this place is better)I had to run from my last work place (MGC M15). 

When asked whether jumping from one company to another seem unethical, all the respondents, 100% were in disagreement. 

According to discussion during the interview session, all of the respondents agreed that when all resignation procedures are followed, 

then it is ethical for one to change jobs. During interview, a respondent said: ethics is better considered by both sides. Its O.K to 
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change jobs Ka alubo (in case I follow) procedure, besides the company also saks staffs here at will without genuine reasons, ka 

bed amano, Iketo komi itic nono, aryemo kan cawa mere pe (even if you work hard, in this place one is sacked at any time) (MCG 

F01).  This statement implies that employees wouldn’t mind changing jobs as long as they have met the procedures of resigning 

from the job. They feel, with the way employees are dismissed from work at the company, ethically there is nothing that can hold 

them to the company and therefore, each one can leave whenever they meet the conditions for leaving. 

4.2.2. Measuring Involuntary Labour Turnover 

The table that follows, Table 10, shows that the majority of the respondents were in agreement on only one out of the five statements 

used to measure involuntary labour turnover as elaborated below.  

Asked whether all involuntarily retired company employees are paid their retirement benefits, the majority, 73.1% were in agreement, 

while 27.0% were in disagreement.  The 73.1% of respondents are people who work at the company with clear terms of employment 

on retirement benefits and therefore deserve retirement benefit. This is witnessed in one of the respondent’s statements that:  

I was given an appointment Letter indicating my terms of employment, the letter said if I want to leave the job, I shall notify 

the company in three weeks, then I will be paid the salary of the next month, but if I do not inform the company then I will 

instead pay the company (MGC F 03).   

Table 4: Views of Respondents on Labour Turnover 

Statements measuring labour turnover 

(Involuntary) 
SA A NS D SD 

If sacked from my job right now, so much would be 

disrupted in my life 

28 

(16.8%) 

000 

(0.0%) 

000 

(0.0%) 

139 

(83.2%) 

000 

(0.0%) 

I am afraid of what might happen to me if am sacked 

from my job 

000 

(0.0%) 

000 

(0.0%) 

000 

(0.0%) 

167 

(100.0%) 

000 

(0.0%) 

Right now maintaining this job is a matter of necessity 000 

(0.0%) 

000 

(0.0%) 

21 

(12.6%) 

146 

(87.4%) 

000 

(0.0%) 

There are regular restructuring programs at the 

company 

5 

(3.0%) 

000 

(0.0%) 

000 

(0.0%) 

81 

(48.5%) 

81 

(48.5%) 

All involuntarily retired company employees are paid 

their retirement benefits 

122 

(73.1%) 

000 

(0.0%) 

000 

(0.0%) 

40 

(24.0%) 

5 

(3.0%) 

Source: Primary field data 

This statement shows that this employee understands the terms of employment including involuntary retirement terms and therefore 

agrees that the company pays people who involuntarily retired as well. The 27.0% represent those company employees without clear 

terms on retirement benefit especially those on short term contracts and part-time employees. 

Table  further shows that the majority of the respondents were in disagreement on four out of the five statements used to measure 

involuntary labour turnover as elaborated below. 

On the issue of whether if sacked from the job right now, so much would be disrupted in the employee’s life, the majority, 83.2% 

were in disagreement, while a substantial number, 16.8% were in agreement. Also when asked whether they are afraid of what might 

happen to them if sacked from their job, all the respondents, 100% disagreed. During the interview session with respondents, they 

pointed out that sacking at MGC-Lira is not new phenomena, so, one should expect sacking anytime and therefore most of the 

employees are prepared. One respondent said: No, it’s’ known that I can be kicked out any time, dong mio wan obedo atera (that is 

why we are always ready) (MGC S 12). This statement shows that this employee is not so much worried in case he is sacked from 

his job because of the common phenomena of sacking at the company, he is also readily prepared. The 16.8% in agreement represents 

mostly employees with family responsibilities like married people with families to support and in that case loosing that job would 

disrupt lots in their lives, yet all the respondents urged that they will embrace their future outside the company with courage.  

On whether maintaining this job is a matter of necessity, the majority, 87.4% were in disagreement, while 12.6% were undecided. 

The majority in disagreement represents the youth, experienced and educated people who believe the future has more to offer them 

or that they still have chances of gaining employments elsewhere, as reflected by one of the respondents who said: This is not the 

only job that exists; with my experience I can now work anywhere (MGC F 01). This means that this employee does not regard this 

job as a matter of necessity; he thinks with his varied experience, he can gain employment at any other agricultural processing 

industry or in a similar position at any other company. While the 12.6% represents those who feel on one hand that they need the 

job, but on the other hand also feel that they still have chances of getting employed in other organization and opportunity for a 

brighter future.  
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And asked whether there are regular restructuring programs at the company, the majority, 97.0% were in agreement, while 3.0% 

were in disagreement. Majority of respondents agreed that, restructuring is done from time to time, like when downsizing the staff 

during periods of low agricultural productivity, or when moving employees from one department to another department to support 

timely accomplishment of tasks. One respondent said: At this company when people see that farmers are not bringing produce, they 

tell you to stop working because the company does not need many people now, so you go home and wait until there is enough produce 

brought (MGC S 13). This implies that need for employees’ services at the company are sometimes seasonally, as determined by 

how busy the company is at any particular time. The 3.0% who disagreed are majorly new employees who have worked for less than 

one year, so they haven’t got enough time to witness these happenings. 

4.3. Research Question ONE - Contribution of Employee Support Strategies on LTO at MGC Lira 

In order to understand the views of the respondents on employee support strategies, so as to establish whether they contribute to 

labour turnover, the researcher used a total of sixteen statements on the questionnaire to which the respondents were required to 

show their level of agreement or disagreement. Employee support strategies were measured using three dimensions namely staff 

welfare, staff appraisal, and information and feedback. The quantitative findings are presented in the tables 11, 12 and 13 below.  

4.3.1. Staff Welfare and LTO at MGC Lira 

Table 11 shows that the majority of the respondents were in agreement on two out of the five statements used to measure employee 

support strategies under the dimension of staff welfare as elaborated below. 

On whether employees have benefited from the staff welfare scheme, the majority, 63.5% were in agreement and a substantial 

number, 36.5% were in disagreement. And on whether bonuses are always given to them when they do a good job in appreciation, 

the majority, 82.0% were in agreement and 18.0% were in disagreement. This result suggests that majority of the company employees 

are satisfied with MGC staff welfare services and bonuses given in appreciation for good job, this is evidenced by statement made 

by respondent, “I really love this company because I get satisfied like home lunch, am also given cooking oil, soap, seeds for planting, 

medical treatment” (MGC C 10). This means he is satisfied by these rewards, his statement points out how contented he is towards 

the rewards.  Meanwhile the other substantial number of employees is in disagreement with staff welfare services and just a few are 

dissatisfied with the bonuses. “We are not women to receive cooking oil, we need money” (MCG S 12). This statement clearly shows 

that however much the company may try to provide staff welfare services, others prefer monetary benefits. 

Table 5: Views of Respondents on Employee Support Strategies (Staff Welfare) 

Statements measuring employee support strategies 

(staff welfare) 
SA A NS D SD 

I have benefited from the staff welfare scheme     

10 

(6.0%) 

96 

(57.5%) 

000 

(0.0%) 

21 

(12.6%) 

40) 

(24.0%) 

MGC provides medical insurance for me and some of my 

family members 

000 

(0.0%) 

65 

(38.9%) 

000 

(0.0%) 

74 

(44.3%) 

28 

(16.8%) 

I feel MGC compensates us better than what other 

companies do for their staff in similar positions 
000 

(0.0%) 

51 

(30.5%) 

000 

(0.0%) 

88 

(52.7%) 

28 

(16.8%) 

Bonuses are always given to me when I do a good job in 

appreciation 

10 

(6.0%) 

127 

(76.0%) 

000 

(0.0%) 

20 

(12.0%) 

10 

(6.0%) 

The company’s welfare policies are favorable to me 

irrespective of my sex, culture, religion race 
10 

(6.0%) 

55 

(32.9%) 

18 

(10.8%) 

84 

(50.3%) 

000 

(0.0%) 

Source: Primary field data 

Table further shows that the majority of the respondents were in disagreement on three out of the five statements used to measure 

employee support strategies under the dimension of staff welfare as elaborated below. 

Asked whether MGC provides medical insurance for me and some of my family members, the majority, 61.1% were in disagreement, 

and a substantial number, 38.9% were in agreement. On the issue of whether they feel MGC compensates them better than what 

other companies do for their staff in similar positions, the majority, 69.5% were in disagreement, and a substantial number, 30.5% 

were in agreement. This results indicates that MGC does not provide adequate medical insurance/treatment to all her employees as 

revealed by majority of responses received during interview sessions, one respondent stated that “Medical treatment is selective and 

the criteria used for such selective acts is unclear, it is always given to people in bigger positions only”(MGC M 17). This employee 
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is not benefiting from insurance, he shows this by pointing out how discriminative the medical treatment is, some people being give 

full medical refund and treatment while others given substantially and not enough. The substantial number, 30.5% that did agree 

were focused on the fringe benefits as mentioned by one of the respondents who said: Apart from other benefits such as the provision 

of soap and cooking oil by end of the month, there is no difference between MGC and other Agro processing industries in Lira 

district (MGC S 11).  The respondent meant to say that other companies give the same benefits to their staff too, and so does 

Mukwano, as such there is no unique difference between MGC and any other agricultural processing company in the region. 

The table further shows that there were mixed reactions on whether the company’s welfare policies are favorable to employees 

irrespective of their sex, culture, religion race, etc., with 38.9% in agreement, while 50.3% in disagreement and 10.8% only not sure. 

There were respondents who indicated that medical treatment for some group of employees are conducted in high class 

hospitals/medical centers meanwhile the others receive treatments in the general hospital as mentioned by one of the respondents 

who said: I am given medical refund but not my family members and is only to go to Lira referral hospital, and as for my family, I 

use this same little salary I earn (MGC F 04). This respondent benefits from the medical refund as an employee but not his family 

members, as such he feels this refund is limited and does not benefit his family but instead he has to use his consolidated salary to 

cover for the family’s medical bills. He is therefore not contented with the medical support given to him since it can’t fully support 

his family medical needs. 

4.3.2. Staff Appraisal and LTO at MGC Lira 

Table 12 shows that the majority of the respondents were in agreement on four out of the five statements used to measure employee 

support strategies under the dimension of staff appraisal as elaborated in the section that follows. 

Table 6: Views of Respondents on Employee Support Strategies (Staff Appraisal) 

Statements measuring support strategies (staff 

appraisal) 
SA A NS D SD 

My supervisor appraises me at least once a year 33 

(19.8%) 

124 

(74.3%) 

000 

(0.0%) 

10 

(6.0%) 

000 

(0.0%) 

I always have a dialogue with my supervisor during the 

appraisal 

000 

(0.0%) 

90 

(53.9%) 

21 

(12.6%) 

56 

(33.5%) 

(000) 

(0.0%) 

I discuss my work situation with my supervisor while 

appraising me 

5 

(3.0%) 

114 

(68.3%) 

12 

(7.2%) 

25 

(15.0%) 

11 

(6.6%) 

I feel the performance appraisal of the company is fair 5 

(3.0%) 

99 

(59.3%) 

12 

(7.2%) 

20 

(12.0%) 

31 

(18.6%) 

I have received feedback on all my previous appraisals 6 

(3.6%) 

60 

(35.9%) 

33 

(19.8%) 

58 

(34.7%) 

10 

(6.0%) 

Source: Primary field data 

On the issue of whether employee supervisors appraises them at least once a year, the majority, 94.1% were in agreement and 6.0% 

only were in disagreement. This implies that 94.1% of these respondents were appraised. This was confirmed by respondents in the 

interview session were most of them confessed that appraisal helped them improved on their performance. On respondent said: 

“through discussion of weaknesses faced at workplace with my supervisor, I was able to come up with solutions to such problems, 

hence, this improved on my performance” (MGC F 01). The implication of this statement is that, this respondent discussed his work 

conditions with the supervisor during appraisal and in the process was able to realize his strength and weaknesses, which realization 

of weaknesses helped him improve on his performance.  The 6.0% who disagreed represents those who were not appraised either 

because they are part time causal workers with very short contract of less than three month, or because they are new recruits who 

joined the company after the appraisal was already done and have worked with the company for the duration of less than a year. One 

respondent confirmed that appraisal is not done in her department, she said: Not here, in my work place, this is not done. Instead I 

have head of canteen that comes to see what I have sold (MGC C 08). This clearly shows that she is not always appraised but 

supervised to ensure that there is good performance. 

On whether employees always have a dialogue with their supervisors during the appraisal, the majority, 53.9%, were in agreement, 

while a substantial number, 33.5% were in disagreement and 12.6% were not sure. This result means that the majority of 53.9% 

always have dialogue with their supervisors while being appraised, while interviewing respondents, most of them said they discuss 

their weaknesses together with their supervisor during appraisal for improved performance. A respondent said during the interview 

that: “Through discussion of weaknesses faced at workplace with my supervisor, I was able to come up with solutions to such 
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problems, hence, this improved on my performance” (MGC F 01). This statement affirms that employees always have a dialogue 

with their supervisors during appraisal. On the other hand, 33.5% in disagreement and the 12.6% who are not sure, represents 

categories of respondents who were not enlightened on what an appraisal is and how to handle the appraisal process. In that case, 

they were appraised but without freely discussing the appraisal together with their supervisors therefore at the end of the exercise, 

they could not understand its significance in their work performance. 

On whether they discuss their work situation with their supervisors while appraising them, majority of the respondents, 71.3% were 

in agreement, while 21.6% were in disagreement and 7.2% only were not sure. This result shows that 71.3% of respondents could 

freely and easily communicate with their supervisors to an extent of discussing their work situations. It also shows that some of the 

supervisors are receptive to subordinates, creating ample time to discuss work situations with them. A respondent remarked that, he 

was at the company because of the great understanding between him and his immediate supervisor; “Through my supervisor I can 

be strong; I can be here till now because he discusses with me freely and always gives me advice” (MGC S 12). This remark indicates 

the importance that the employee attaches to the discussions and close working relationship with his supervisor at the company, in 

this case his stay in the company is based on the support of his supervisor. The 21.6% in disagreement and 7.2% not sure means that 

these respondents do not discuss their work situations with their supervisors during appraisal. While interviewing respondents, a 

respondent stated that, “My supervisor is very aggressive, he does not appreciate good work done but very fast to criticize poor 

performance” (MGC M 17). This therefore means that those belonging to this category are intimidated, demotivated and sees no 

sense in discussing their work situations with their supervisors. 

Asked whether the performance appraisal of the company is fair, majority, 62.3% were in agreement, while a substantial number, 

30.6% were in disagreement and 7.2% were not sure. The results shows that the 62.3% perceived the appraisal as fair because they 

got involved in the discussion with their supervisors during the appraisal and so understood the need in the process, in that case, they 

were able to freely derive their strength and weakness in mutual agreement and understanding with their supervisor. However  the 

30.6% in disagreement and 7.2%  who are not sure are categories of respondents who feel the appraisal process is unfair or didn’t 

understand the need for the activity because their supervisors didn’t create a free environment by encouraging them to freely discuss 

the appraisal process with them. One respondent said “My supervisor is very tough. It is hard to discuss and agree with him bossing 

all the time (MGC M 17). This is an indication that this employee no longer trusts in free discussion with his supervisor, he feels that 

the supervisor cannot accept her opinion and this fear of confrontation may result in leaving a communication gap between the two 

parties, boss and subordinate. 

Table 12 further shows that there were mixed reactions on whether employees received feedback on all their previous appraisals, 

with 39.5% in agreement, while 40.7% were in disagreement and 19.8% were not sure. The low percentage of 39.5% receiving the 

appraisal feedback means that, there is communication gap between supervisors and their subordinates. The employees feel they are 

not availed with all the information that they need. While interviewing respondents, many of them made the point that management 

should work on the communication flow as reflected by this statement made by one of the respondents, who said: “Management 

should improve on the communication gap” (MGC Q 05). This statement clearly shows that there is a big gap between supervisors 

and subordinates in regards to passing and receiving information. 

4.3.3. Information & Feedback and Labour turnover at Mukwano Group of company Lira 

Table shows that the majority of the respondents were in agreement on five out of the six statements used to measure employee 

support strategies under the dimension of information and feedback as elaborated below.  

The majority, 94.0% were in agreement that there are notice boards where important communications are displayed, while 6.0% 

only were in disagreement. And on whether there is top-bottom flow of information from top most managers to lowest ranking 

employees, the majority, 88.1% were in agreement, while 12.0 % were in disagreement. Similarly, the majority, 88.1% were in 

agreement that there is bottom-up flow of information from low ranking employees to the top most managers, and 12.0% were in 

disagreement. Overall, the results show that majority of employees agree MCG uses both top-down and bottom-up approaches to 

disseminate important information to all her employees, the few who are in disagreement might not have the time or interest in 

paying attention to use of the channels of communication available, one employee made it clear that; “I always wait to hear 

information only during staff meetings” (MGC Q 05). This means that this employee does not have lots of information concerning 

the company because he does not devote his time to check on communication media, and channels available at his disposal at the 

company. 

Table 7: Views of Respondents on Employee Support Strategies (Information and Feedback) 

Statements measuring employee support strategies 

(information and feedback ) 
SA A NS D SD 
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There are notice  boards where important communications 

are displayed 
11 

(6.6%) 

146 

(87.4%) 

000 

(0.0%) 

10 

(6.0%) 

000 

(0.0%) 

There is top-bottom flow of information from top most 

manager to lowest ranking employees 
38 

(22.8%) 

109 

(65.3%) 

000 

(0.0%) 

20 

(12.0%) 

000 

(0.0%) 

There is bottom-up flow of information from low ranking 

employees to the top most manager 33 

(19.8%) 

114 

(68.3%) 

000 

(0.0%) 

15 

(9.0%) 

5 

(3.0%) 

My immediate supervisors always pass important 

information, circulars and memos for meeting in time 5 

(3.0%) 

147 

(88.0%) 

5 

(3.0%) 

5 

(3.0%) 

5 

(3.0%) 

Major managerial decisions that affect employees are 

communicated to them within 3 days of making it 000 

(0.0%) 

26 

(15.6%) 

30 

(18.0%) 

111 

(66.5%) 

000 

(0.0%) 

My supervisors respond to my suggestions in a respectable 

manner 
16 

(9.6%) 

95 

(56.9%) 

21 

(12.6%) 

30 

(18.0%) 

5 

(3.0%) 

Source: Primary field data 

On whether employee immediate supervisors always pass important information, circulars and memos for meeting in time, the 

majority 91.0% were in agreement, while 6.0% only were in disagreement and 3.0% only were not sure. The result represent a high 

percentage of those who checkup notices and are constantly in contact with their supervisors and those few who disagreed might be 

because of their level of education, their shift hours or because they are out of the premises for most of the time, like extension 

workers. A respondent working at night shift said; “In fact I always work in night duties and have no time for day time notices, 

meetings” (MGC S 13). The statement of this employee shows that, his night time shifts at the company does not give him time to 

access information passed during the day, given that most of the notice boards are in the corridors which are under lock and key 

during nights and even the verbal communication are during working hours of the day.  

Table 13 further shows that the majority of the respondents, 66.5% were in disagreement on whether major managerial decisions 

that affect employees are communicated to them within 3 days of making it, while 15.6% were in agreement and 18.0% were not 

sure. This result implies that most of the important decisions that affect employees, like restructuring programs, pay change, 

dismissals, among others are critical and so managers take time to implement them. A respondent said “Aryemo otimo kan abongo 

kwenyoro yin (sacking are done here without prior warning), I say that because any time you go without notice on anything” (MGC 

C 09). This means that managerial decisions are not communicated at all, instead decisions that affect employees are arrived at 

without proper following of the rightful channels. Those in agreement 15.6% and the not sure, 18.0% category are because they do 

not even know when such decisions are made and therefore cannot tell whether it’s communicated to employees within 3 days or 

not. 

On the issue of whether supervisors respond to employee suggestions in a respectable manner, the majority, 66.5% were in 

agreement, while 21.0% were in disagreement and 12.6% were not sure. Although majority of employees agreed that their 

supervisors respond to suggestions in a respectful manner, a few cited this area as one that needed improvement as revealed by 

response from one of the informants who said, “Good treatment of employees and talking to employees in a good manner is an 

adjustment that must be made by the company in order to improve the working conditions of her employees” (MGC C 10). This 

statement meant that employees at MGC desire fair treatment by their supervisors and that talking to them may help to reduce on 

stress, anxiety that may arise out of work situations. It is therefore the employees wish to have good relationship with their 

supervisors. 

4.4. Research Question TWO - Influence of Employee Growth Strategies on LTO at MGC Lira 

In order to understand the views of the respondents on employee growth strategies, so as to examine whether they have influence on 

employee growth strategies, the researcher used a total of fifteen statements on the questionnaire to which the respondents were 

required to show their level of agreement or disagreement. Employee growth strategies were measured using three dimensions 

namely personal and professional development, promotion opportunities and job security. The quantitative findings are presented in the 

tables 17, 18 and 19 below.  
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4.4.1. Personal & Professional Development and LTO at MGC Lira 

Table 17 shows that the majority of the respondents were in agreement on three out of the four statements used to measure employee 

growth strategies under the dimension of personal and professional development as elaborated below.  

On whether employees have undergone at least one refresher training in last 24 Months, the majority of the respondents, 52.1% were 

in agreement and a substantial number 47.9% were in disagreement. This result suggests that MGC is committed to the provision of 

refresher training for their staff, although a substantial number may have not had the chance for such training in the last 24 Months 

because of the scheduled nature of such trainings, or due to the fact that they might have stayed with the company for a period less 

than 24 Months. However a respondent said he has never had a formal training on job, “none , I have never had any other training, 

the head of canteen only directs me on how to price products or items procured but not school –book training” (MGC C 09).  This 

points out the fact that, there is no training given to this employee except on the job training while being mentored by her supervisor. 

Table 8: Views of Respondents on Employee Growth Strategies (Personal and Professional Development) 

Statements measuring employee growth 

strategies (personal and professional 

development) 

SA A NS D SD 

I have undergone at least one refresher training in 

last 24 Months 

51 

(30.5)% 

36 

(21.6%) 

000 

(0.0%) 

15 

(9.0%) 

65 

(38.9%) 

The company supports me  for short courses in 

the professional area of my employment  

36 

(21.6%) 

31 

(18.6)% 

000 

(0.0%) 

35 

(21.0%) 

65 

(38.9%) 

When I had limited experience, I was mentored 

by senior staff 

28 

(16.8%) 

118 

(70.7%) 

000 

(0.0%) 

16 

(9.6%) 

5 

(3.0%) 

I am gaining more professional skill from my 

work place 

38 

(22.8%) 

98 

(58.7%) 

000 

(0.0%) 

20 

(12.0%) 

11 

(6.6%) 

Source: Primary field data 

The majority, 87.5% were in agreement that when they had limited experience, they were mentored by senior staff, and 12.6% were 

in disagreement. Similarly, the majority, 81.5% were in agreement that they are gaining more professional skill from their work 

place and 18.6% were in disagreement. The majority in agreement suggests that MGC recruits and attaches great importance to 

turning the inexperienced recruits into professionals with required skills to perform in their respective responsibilities. The few who 

disagreed represents those who were recruited with required experience and skills and employees like cleaners that may not need to 

acquire additional skills to perform better in their workplace. 

Table 17 further shows that the majority, 59.9% were in disagreement that the company supports them for short courses in the 

professional area of their employment and a substantial number 40.2% were in agreement. The majority in disagreement represent 

those employees who lack educational background to engage in short professional courses and the remaining substantial number 

40.2% in agreement represents those with the educational background to pursue short courses. While interviewing a respondent, he 

said, “no, I always  work for night shift and my work does not need any training, I use atero (bow and arrow) which I know very 

well how to use, so tell me why training” (MGC S 13). Meaning that, he sees no need for training since he is comfortable with his 

bow and arrow while carryout his duties. However, by his statement, it appears that this employee has no idea of the importance of 

having training in line of one’s duties; instead he is more focused on performing his duties using the elementary equipment he has, 

with total disregard to improving other aspects of his job position like record keeping, proper communication, use of modern access 

control tools among others. 

4.4.2. Promotion Opportunities and LTO at MGC Lira  

Table 18 shows that the majority of the respondents, were in agreement only on one out of the four statements used to measure 

employee growth strategies under the dimension of promotion opportunities as elaborated below:-  

The table shows that, the majority, 94.0% were in agreement that employees are free to apply for open positions within the Company 

and 6.0% were in disagreement. This result means that employees are convinced that the company recommends her employees to 

compete for open positions within the company; one respondent said; “started with the Maize Mill, but then when opportunity was 

open for cashier, I tried my luck and I got it” (MGC  F 03). This response indicates that, sometimes there are job opportunities at 

the company and when they exist, the employers accept internal applications to fill such positions. 

 However when there are no proper replacement for the position than such an employee once occupied, no recommendations are 

provided. 

Table 9: Views of Respondents on Employee Growth Strategies (Promotion Opportunities) 
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Statements measuring employee growth 

strategies (promotion opportunities)  
SA A NS D SD 

I am free to apply for open positions within the 

Company 

15 

(9.0%) 

142 

(85.0%) 

000 

(0.0%) 

10 

(6.0%) 

000 

(0.0%) 

I feel with experience and relevant academic 

qualifications, I will be promoted to senior 

positions when they fall vacant 

000 

(0.0%) 

55 

(32.9%) 

44 

(26.3%) 

68 

(40.7%) 

000 

(0.0%) 

I see more chances of getting ahead in this facility 

than elsewhere 

5 

(3.0%) 

50 

(29.9%) 

000 

(0.0%) 

20 

(12.0%) 

92 

(55.1%) 

Promotion in this company is on merit 
10 

(6.0%) 

50 

(29.9%) 

39 

(23.4%) 

68 

(40.7%) 

000 

(0.0%) 

Source: Primary field data 

Table 18 further shows that the majority of the respondents, 67.1% were in disagreement that employees see more chances of getting 

ahead in this facility than elsewhere and a substantial number, 32.9% were in agreement. This majority in disagreement represents 

the fact that although the company provides recommendations for open positions or for promotions, a few have succeeded to gain 

such promotions which may be represented by the 32.9%. While interviewing, a respondent said this on promotion: “Following the 

rightful procedure to promote is good, but here, they promote you if you are well known to the boss. The rest keep in their same 

position year after year” (MGC C 09). This means employees are discontented with the way promotions are done at MGC Lira; 

therefore there is need for the company to follow their promotion procedure to assure their employees of fairness. Another respondent 

said; “Promotion should be given depending on the academic qualification and the duration of stay at the company” (MGC S 12). 

This means that, this employee is not contented by the way promotions are handled at the company, his emphasis is that it must be 

done on merit by giving due consideration to ones level of qualification and length of service. 

The table further shows that there were mixed reactions on two of the statements; with 32.9% in agreement that they feel with 

experience and relevant academic qualifications, they will be promoted to senior positions when they fall vacant, while 40.7% were 

in disagreement and 26.3% were not sure. Similarly, 35.9% were in agreement that promotion in this company is on merit, while 

40.7% were in disagreement and 23.4% were not sure. This result suggests that employees are not sure of the parameters/criteria for 

promotion at the company, hence the mixed responses on work experience, relevance of academic qualifications, and merit as 

parameters for promotion.  A respondent said: “you come to work on another day and realize there is a new boss. Despite your 

experience and qualification, you may not get head some key positions at the company” (MGC Q 06). This response suggests that 

some of the employees are convinced that the company is not transparent enough to be trusted on merited promotions and so they 

feel they may not be able to occupy key senior positions. 

4.4.3. Job Security and LTO at MGC Lira 

Table 19 shows that the majority of the respondents were in agreement on four out of the seven statements used to measure employee 

growth strategies under the dimension of job security as elaborated below. 

Table 10: Views of Respondents on Employee Growth Strategies (Job Security) 

Statements measuring employee growth 

strategies (job security) 
SA A NS D SD 

I was issued an appointment letter with clear 

terms and conditions 

43 

(25.7%) 

119 

(71.3%) 

000 

(0.0%) 

5 

(3.0%) 

000 

(0.0%) 

I was issued confirmation letter on expiration of 

my  probation 
000 

(0.0%) 

99 

(59.3%) 

000 

(0.0%) 

58 

(34.7%) 

10 

(6.0%) 

My terms of employment at this company is on 

permanent basis 

10 

(6.0%) 

30 

(18.0%) 

000 

(0.0%) 

94 

(56.3%) 

33 

(19.8%) 

At this company, most of the contractual 

employments are long-term  or renewable 

000 

(0.0%) 

78 

(46.7%) 

26 

(15.6%) 

48 

(28.7%) 

15 

(9.0%) 

My supervisor is hard to please and quick to 

criticize poor performance 

38 

(22.8%) 

74 

(44.3%) 

000 

(0.0%) 

50 

(29.9%) 

5 

(3.0%) 

I feel that management follows proper dismissal 

procedures 

15 

(9.0%) 

25 

(15.0%) 

6 

(3.6%) 

52 

(31.1%) 

69 

(41.3%) 

I find the company a good place to work in 
10 

(6.0%) 

50 

(29.9%) 

6 

(3.6%) 

73 

(43.7%) 

28 

(16.8%) 

Source: Primary data 
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On the issue of whether they were issued an appointment letter with clear terms and conditions, majority, 97.0%, were in agreement 

and 3.0% only were in disagreement. Similarly, the majority, 59.3% were in agreement that they were issued confirmation letter on 

expiration of their probation while a substantial number of 40.7% were in disagreement. This result suggests that MGC is committed 

to engaging their employees based on terms and conditions of service that must be respected by both parties. A respondents affirmed 

that on joining the company, he was issued with an appointment letter; 

“infect I was given an appointment Letter indicating my terms of employment, the letter said if I want to leave the job, I 

shall notify the company in three weeks, then I will be paid the salary of the next month, but if I do not inform the company 

then I will instead pay the company”(MGC F 03).  

The indication of this is that the employee was given an appointment letter, he is fully aware of the terms, roles and responsibilities, 

and conditions for voluntarily resigning his position at the company whenever he so desires to leave. Thus MGC values having a 

contractual commitment with her employees that clearly stipulates the terms of engagement. The few who disagreed, represents 

employees on part-time basis and those who might have not yet completed their probation period for them to be confirmed. 

On the issue of whether the supervisor is hard to please and quick to criticize poor performance, the majority, 67.1% were in 

agreement and a substantial number, 32.9% were in disagreement. This result suggests that supervisors demand the best from their 

subordinates, meanwhile the substantial number who disagree are those who understand the need to perform much better in their 

jobs. “In fact the supervisor does not care about what happens to you, so long as you do the work. He is very easy to say this is not 

well done yet no saying thank you for good work” (MGC C10). This confirms the fact that supervisors are hard to please and quick 

to criticize, to them achieving targets is what matters.  

The table further shows that the majority of the respondents were in disagreement on three statements as explained below. 

On the issue of whether employee terms of employment at this company are on permanent basis, the majority, 76.1% were in 

disagreement, while 24.0% were in agreement. The majority disagreement represents contractual and part-time employments 

meanwhile those that agreed represents those on permanent basis. A respondent stated: “ … Iketo komi itic nono, aryemo kan cawa 

mere pe (even if you work hard, in this place one is sacked at any time) (MCG F01). This response also shows that, despite the terms 

of engagement that may indicate an employee is on permanent basis, yet an employee cannot be guaranteed that his/her position is 

permanent since one can be sacked at any time. 

Similarly, the majority, 72.4% were in disagreement on whether they feel that management follows proper dismissal procedures, 

while 24.0% were in agreement and 3.6% only were not sure. Furthermore the majority, 60.5% were in disagreement on whether 

they find the company a good place to work in, while a substantial number 35.9% were in agreement and 3.6% only were not sure. 

This result suggests that despite the fact that most employees had appointment letters and confirmation letters, yet most of them feel 

dismissals are irregular and therefore major percentage believe the company is not a suitable work place. “We are given appointment 

letters, however sometimes when there is an end in assignment, people are laid off even if the duration of appointment is still reading 

on. They tell you to stop working”. (MGC M 14). This statement shows that there is no proper dismissal procedure, an employee is 

dismissed at will, irrespective of whether one has an appointment letter or not, or whether the contract duration has expired or not. 

The few percentage of those who feel that procedures are followed and those who are undecided may not have taken long with the 

company to witness a number of dismissals, while the substantial number in agreement on whether the company is a good place to 

work in, may be focusing on the fringe benefits and those who are not sure may be new recruits. 

Table 19 further shows that there were mixed reactions on whether at this company, most of the contractual employments are long-

term  or renewable, with 46.7% in agreement, while 37.7% were in disagreement and 15.6% were not sure. This result with majority 

in agreement reflects long-term or renewable terms of engagement for most of MGC employees on contractual employments, while 

a substantial number in disagreement represents those part time employees. 

4.5. Research Question THREE – Effect of work environment on LTO at MGC Lira 

In order to understand the views of the respondents on work environment, so as to assess whether it has an effect on labour turnover, 

the researcher used a total of fourteen statements on the questionnaire to which the respondents were required to show their level of 

agreement or disagreement. Work environment was measured using three dimensions, namely; health and safety, work-life balance, 

and staff relationships. The quantitative findings are presented in tables 23, 24 and 25 below. 

4.5.1. Health and Safety and LTO at MGC Lira 

Table shows that the majority of the respondents were in agreement only on one out of the four statements used to measure work 

environment under the dimension of health and safety as elaborated below. 
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The majority, 57.5% were in agreement that they have a First Aid kit readily available at their sector at the company, while a 

substantial number 42.5% were in disagreement. This results shows that the majority, that have first Aid kit at their department or 

sector are because their departments are considered to be high risk areas with probable possibilities of accident occurrence. One 

respondent in the Maize Mill stated that one cannot be an employee in the grinding mill for a long time without getting injured in 

one way or the other. The substantial percentage who disagreed, represents those working in less risk departments like the finance. 

Table 11: Views of Respondents on Work Environment (Health and Safety) 

Statements measuring work environment (health and 

safety) 

SA A NS D SD 

I have a First Aid kit readily available at my sector at the 

company 

10 

(6.0%) 

86 

(51.5%) 

000 

(0.0%) 

55 

(32.9%) 

16 

(9.6%) 

I have a protective gear suited for my operation 000 

(0.0%) 

59 

(35.3%) 

000 

(0.0%) 

86 

(51.5%) 

22 

(13.2%) 

I am insured against accidents at my place of work 000 

(0.0%) 

61 

(36.5%) 

000 

(0.0%) 

72 

(43.7%) 

33 

(19.8%) 

I am benefiting from the company’s health and safety 

policy 

000 

(0.0%) 

40 

(24.0%) 

000 

(0.0%) 

99 

(59.3%) 

28 

(16.8%) 

Source: Primary data 

Table 23 further shows that the majority of the respondents were in disagreement on three out of the four statements used to measure 

work environment under the dimension of health and safety as elaborated below. 

On whether each employee has a protective gear suited for their operation, the majority, 64.7% were in disagreement and a substantial 

number 35.3% were in agreement. The result shows that majority were in disagreement because they were not provided with a 

protective gear suited for their operation. One respondent said, “No we are not provided with protective gears but we have clean 

facilities like toilets, canteen for lunch, and clean compound” (MGC M 14). Another respondent also said “We do not need protective 

gears, except for those who ride motorcycles to the field” (MGC F 01). This statement shows that most of the employees are not so 

much affected by the presence or absence of protective gears since most of them feel their work departments are not hazardous and 

risky but instead they are satisfied with the sanitary state of their workplace environment. The substantial numbers in agreement are 

because they have been provided with protective gears suited for their operation and work. 

On whether employees are insured against accidents at the place of work, the majority, 63.5% were in disagreement and a substantial 

number 36.5% were in agreement. This result implies that the majority of respondents are not insured against accidents, and the 

substantial numbers that were in agreement were insured. While interviewing respondents, most of them pointed out that, not all 

employees are insured against accidents only those with responsibilities of ridding/driving to the field are the ones who are insured. 

One respondent in the canteen department stated that, “gum ajo omiogi otoka kede pikipiki But for us iwane ika ticite cang keni”. 

(Meaning, blessed are those who have been assigned vehicles and motorcycles. But for us, you have to cure yourself in case you get 

injured at workplace) (MGC M 10). This statement reflects how employees perceive unfairness in the company’s way of apportioning 

privileges to the company staff. The provision of such privileges and medical care must be done based on well stipulated company 

policies. 

On the issue of whether employees are benefiting from the company’s health and safety policy, the majority, 76.1% were in 

disagreement and 24.0% were in agreement. The results indicates that majority of respondents are not benefitting from the company’s 

health and safety policy, while only few respondents in agreement are the individuals benefiting from this policy. A respondent said, 

“The company provides medical refund and caters for cases of emergencies during work hours like accidents” (MGC F02).  This 

indicated that employees of this department are given medical refunds, taken care off in case of work related accidents; however the 

company should try to extend such rewards to include other employees of the company in other departments.    

4.5.2. Work-Life Balance and LTO at MGC Lira 

Table 24 also shows that the majority of the respondents were in agreement on two out of the four statements used to measure work 

environment under the dimension of work-life balance as elaborated below. 

Asked whether employees have no control over their work schedules at the company, the majority, 72.0% were in agreement, while 

24.0% were in disagreement and 3.0% only were not sure. This results means that the majority in agreement feel they do not have 

control over their work schedules at the company, they feel the tight work schedule does not give them time for their personal 

engagements. While 24.0% in agreement have control over their work schedules because of either being in managerial position or 

part of the company decision makers, and 3.0% are not certain whether they have control over their work schedule or not. 
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Table 12: Views of Respondents on Work Environment (Work-life Balance) 

Statements measuring Work Environment(Work-life 

balance)  

SA A NS D SD 

I have no control over my work schedules at the company 75 

(44.9%) 

47 

(28.1%) 

5 

(3.0%) 

35 

(21.0%) 

5 

(3.0%) 

The process of requesting and obtaining “leave off duty” is 

clear and easy 

10 

(6.0%) 

51 

(30.5%) 

000 

(0.0%) 

70 

(41.9%) 

36 

(21.6%) 

It’s easy to balance work schedules with my family-life 

responsibilities 

5 

(3.0%) 

46 

(27.5%) 

000 

(0.0%) 

53 

(31.7%) 

63 

(37.7%) 

I often sacrifice personal life commitments in order to fulfill 

work demands 

96 

(57.5%) 

26 

(15.6%) 

000 

(0.0%) 

30 

(18.0%) 

15 

(9.0%) 

Source: Primary data 

On whether employees often sacrifice personal life commitments in order to fulfill work demands, the majority, 73.1% were in 

agreement and 27.0% were in disagreement. This implies that the majority of respondents sacrifice their personal life commitments 

in order to fulfill work demands; they forego personal life enjoyments in attempts to meet schedules at their places of work, “There 

is no extra time with this company, we work throughout including weekends” (MGC S 13). This statement by the respondent implies 

that, the employee has no/little time for personal life but instead he has devoted himself to performing the company tasks at all cost 

including working even overtime and weekend in order to meet deadlines thus denying themselves adequate time to rest and time to 

enjoy personal life with friends and families. Meanwhile the 27.0% in disagreement represents those who do not sacrifice their 

personal life for their job, and these categories work strictly based on the time agreed upon. 

Table  further shows that the majority of the respondents were in disagreement on two out of the four statements used to measure 

work environment under the dimension of work-life balance as elaborated below. 

The majority of the respondents, 63.5% were in disagreement that the process of requesting and obtaining “leave off duty” is clear 

and easy and a substantial number 36.5% were in agreement. The result shows that the majority of respondents believe that the 

process of requesting and obtaining leave off duty is not clear and not easy, instead to them, getting leave off duty from the company 

is so difficult, and one respondent stated that 

“for you to get a leave, you must have clear leave terms like annual leave, sick leave is allowed too, but it must be proven 

that an employee is really sick, without proof it’s not granted, indeed most times even in death of a family member or spouse 

only one or two days are granted, so not very easy” (MGC F 01).   

This statement is an indicator that granting leave off duty is not easy at the company, the employee is expected to produce evidence 

and genuine reason for leave before it’s granted. On the other hand, the substantial number in agreement, 36.5%, says it is clear and 

easy to obtain leave off duty. These substantial numbers in agreement are part time employees who work when their services are 

needed, so at any time, they may go on leave especially at the time the company does not need their services. 

On the issue of whether it’s easy to balance work schedules with my family-life responsibilities, the majority, 69.4% were in 

disagreement and a substantial number 30.5% were in agreement. This response implies that the majority find it difficult to balance 

work schedules with their family-life responsibilities. “There is no extra time with this company, we work all through inclusive of 

weekends” (MGC S 13). This means that the employee finds it hard to balance work schedules with his family life, he is ever busy 

even on weekends especially for employees working on full time basis at the company. However a substantial number in agreement 

implies that they are able to balance work schedules with their family-life responsibilities. 

4.5.3. Staff Relationship and LTO at MGC Lira 

Table 25 shows that the majority of the respondents were in agreement on all the six statements used to measure work environment 

under the dimension of staff relationship as elaborated below. 

The majority, 97.0% were in agreement that their line manager is always available for professional advice about work, while 3.0% 

only were in disagreement. The results indicates that majority of respondents are always supported by their line managers for 

professional advice about work. “There is no much of outside training but supervisors keep guiding workers on what to do, indeed 

you are given time to look at things ,i.e. getting more experience in machine operation with guidance from supervisors”(MGC C 

10). This means the employees are given on job training for one to master more of his job. However this kind of training may not 

expose the employee to the outside experience, but shall always know more of what he does. The 3.0% in disagreement indicates 

that they are not given professional advice by their line managers. 
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Table 13: Views of Respondents on Work Environment (Staff Relationship) 

Statements measuring Work Environment (Staff 

Relationship) 
SA A NS D SD 

My line manager is always available for professional advice 

about work 

71 

(42.5%) 

91 

(54.5%) 

000 

(0.0%) 

5 

(3.0%) 

000 

(0.0%) 

I am satisfied with the support and advice my co-workers 

offer me in regard to my work at MGC-Lira 

25 

(15.0%) 

132 

(79.0%) 

000 

(0.0%) 

10 

(6.0%) 

000 

(0.0%) 

I have a spirit of friendliness with other staff at work 59 

(35.3%) 

103 

(61.7%) 

000 

(0.0%) 

5 

(3.0%) 

000 

(0.0%) 

My superiors at the company are dependable 5 

(3.0%) 

126 

(75.4%) 

21 

(12.6%) 

5 

(3.0%) 

10 

(6.0%) 

We always work as a team especially when the task at hand 

is challenging 

16 

(9.6%) 

146 

(87.4%) 

000 

(0.0%) 

5 

(3.0%) 

000 

(0.0%) 

The company always holds annual staff party 43 

(25.7%) 

104 

(62.3%) 

000 

(0.0%) 

10 

(6.0%) 

10 

(6.0%) 

Source: Primary data 

On whether employees are satisfied with the support and advice their co-workers offer them in regard to their work at MGC-Lira, 

the majority, 94.0% were in agreement, while 6.0% only were in disagreement. The majority in agreement implies that these 

respondents are satisfied with the support and advice co-workers offer them in regard to their work at MGC-Lira. During interview 

session a respondents stated that; “I have not left the company because of the advice of their co-workers” (MGC M 15). The 

implication of this statement is that this employee feels that advice from his co-workers have greatly influenced his stay at the 

company, in the same way most respondents also believe that their collogues tremendously contribute to their strength and stay at 

the company. However the 6.0% are those respondents who are not satisfied with the support and advice that their co-workers offer 

them particularly in regard to their work and also in regard to their personal/family life. 

On the issue of employees have a spirit of friendliness with other staff at work, the majority, 97.0% were in agreement, while 3.0% 

only were in disagreement. While interviewing a respondent, he affirmed that; “In case of misunderstanding, the unit boss sits both 

parties down and a problem is resolved between you, this way we again became friends afresh, and because of this most people here 

are friendly” (MGC C 10). The statement from this respondent implies that employees at the company are friendly and that exists 

because of the good skills of problem resolutions that supervisors at the company have, in that, when a problem arises, it’s well 

resolved and employees carryon with friendliness. This means the majority of respondents have a spirit of friendliness and team 

work only the few of 3.0% have no spirit of friendliness and team work either because of different personalities that different 

employees carry at work place. 

Asked whether their superiors at the company are dependable, the majority, 78.4% were in agreement, while 9.0% only were in 

disagreement and 12.6% were not sure. The result implies that most respondents agreed that superiors were dependable. “My boss 

guides me on what to do, if am stressed by personal problem, I consult him and he sees how to help me” (MGC C10). This employee 

feels she can depend on his superior, sometimes even with personal challenges, her boss helps her out, and this makes it easier for 

supervisors to identify a gap in performance and works toward rectifying the situation.  Only a few disagreed on this meaning they 

do not consent to the fact that superiors are dependable. While12.6% are not sure if their superiors are dependable or not, this is 

either because they have never taken time to understand the relevance of that in their work or they are new recruits. 

On whether employees always work as a team especially when the task at hand is challenging, the majority, 97.0% were in agreement 

and 3.0% only were in disagreement. This implies that the majority of respondents work as a team in handling a challenging task, a 

respondent said: “we work as a team especially if there is too much on the table to be handled” (MGC F 01). This implies that the 

respondent works as a team especially in achieving tight targets and performing difficult task, while the 3.0% in disagreement are 

those who are working in departments where tasks rarely require team work or those who do not appreciate teamwork even if the 

task at hand is a challenging. 

Regarding whether the company always holds annual staff party, the majority, 88.8% were in agreement and 12.0% were in 

disagreement. This means the majority agrees that annual staff party is held, while interviewing respondents, they confessed that one 

of the company activities that they always look forward to, is the end of year party. Meanwhile 12.0% in disagreement might be 

recent recruitments and so they may have not had the opportunity to attend staff party. 
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5.0 Discussion, Conclusions and Recommendations 

5.1. 0 Discussion of the Findings 

5.1.1. Contribution of Employee Support Strategies on LTO at MGC in Lira 

Under objective one, the study sought to establish whether employee support strategies contribute to labour turnover. According to 

the conceptual framework in Chapter 1, employee support strategies was conceptualized into three dimensions namely, staff welfare, 

staff appraisal and information and feedback. The findings of the study revealed that employee support strategies have a significant 

relationship with labour turnover. The findings further indicated that employee support strategies significantly contributed to labour 

turnover.  

Amstrong et al (2006) stated that “there is more to rewarding people than throwing money at them” and according to S. Batty, (2014), 

Marcus Buckingham and Curt Coffman, “various other factors like work condition, salary, welfare, working hours, career growth, 

personal/family reasons are reasons for the intention of leaving”. 

Although, S. Batty, (2014) generally found out that working condition, salary, welfare, relationship with co-workers, career growth 

are major factor for turnover intention. She further mentioned that good employees leave because they believe another company will 

treat them better and improving staff welfare is one way of proper employee treatment. Therefore, as the results in Chapter 4 shows, 

improved staff welfare contributes positively to employee support strategy which in turn negatively correlates to employee turnover.  

Staff performance appraisal systems can provide valuable performance information for number of critical human resource activities 

such as develop their competence, enhance performance and distribute rewards such as promotions, merit pay, feedback on the 

development and assessment of training needs and other human resource evaluations, Aziz et al, (2013). According to Mariana, 

Normala, and Marina, 2013) an employee with a low negative performance appraisal will feel that his or her contributions are not 

effectively appraised or recognized, and thus will poses a negative organizational attitude. Therefore positive staff appraisal would 

contribute positively to employee support strategies, hence reducing turnover as per the results from chapter 4. In their work, Garg 

and Rastogi, (2006) explained that in any competitive environment feedback is very essential for organizations from employees and 

the more knowledge the employee learn, the more he or she will perform and meet the global challenges of the market place. Also 

according to Uzoechi et al, (2013) effective communication can create an atmosphere of communication satisfaction that can foster 

low employee turnover. The responses from the respondents surveyed demonstrate that effective communication impacts turnover 

positively as employees are less poised to leave a workplace that encourages bi-directional information flow i.e bottom-up 

communication and consequently appropriate feedback. 

5.1.2. Influence of Employee Growth Strategies on LTO at MGC in Lira 

The study under objective two also sought to examine whether employee growth strategies influence labour turnover. According to 

the conceptual framework in Chapter 1, employee growth strategies were conceptualized into three dimensions namely, personal 

and professional development, promotion opportunities and job security. The findings of the study revealed that employee growth 

strategies have a significant relationship with labour turnover. The findings further indicated that employee growth strategies 

significantly influenced labour turnover.  

CIPD, (2014) Suggests that maximizing opportunities for employees to develop skills and move on in their careers is one way an 

organization can use to retain employees hence reducing employee turnover. Also research by Zhang, (2007) showed that the 

personal opportunities of technology development and career development an important influencing factor of employee turnover, 

conversion costs and career growth opportunities was significantly negatively correlated with turnover which is in line with the 

findings of this research.  

Anantha, (2013) cited works by Labov, B, (1997) and Ting, Y, (1997) that acknowledged lack of promotion and mundane work task 

as significant contributors to employees’ intention to leave an organization which confirms the alternative argument that proper 

promotion policies reduces on labour turnover. 

According to CIPD, (2014) “Employees who are made to feel that their jobs are precarious may put a great deal of effort in to 

impress, but they are also likely to be looking for more secure employment at the same time”.  

In accordance to Anantha, (2013) argument that by adopting job enrichment programs, many employers were able to retain 

employees; results of this research show that employee growth strategies have a significant relationship with labour turnover. 

5.1.3. Effect of Work Environment on LTO at MGC in Lira 

The study under objective three also sought to assess whether work environment affects labour turnover. According to the conceptual 

framework in Chapter 1, employee growth strategies were conceptualized into three dimensions namely, health and safety, work-
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life balance and staff relationship. The findings of the study revealed that work environment has a significant relationship with labour 

turnover. The findings further indicated that work environment significantly affects labour turnover.  

Employees have motivation to continue with an organization where there is a feeling of safety and comfort and on the contrary, poor 

working condition brings out a fear of bad health in employees, Alam, Sameena, and Puja, (2012). Ongori, (2007) affirmed that 

health and safety in a work place is very significant in reducing labour turnover. He continued to point out that toxic workplace 

prompts employees to quit such organizations with toxic work environments.  

Work life balance has significant relationship with labour turnover, this is in line with Anantha Arokialam (2013), they elaborated 

that organizations should find ways to help employees successfully manage their commitments at home and by so retention problems 

would be avoided. Howard (2005) agrees that there is an important link between employee feeling that they have got a satisfactory 

balance between work and the rest of their life. Also results from research by Rashid, et al.,( 2013) revealed that people do not want 

to terminate their schedules and time tables of work, yet they also do not want any interruption in their family life because this leads 

to the turnover rate of the employee. The same work confirms with the findings of this research in that their results showed that 

work-life balance has a significant positive relationship with turnover rate of the employee. 

According to Paul, (2014), strong employment (employer-employee, employee-employee) relations create a pleasant atmosphere 

within the work environment; it increases the employee motivation, employee’s loyalty and the extent of conflict within the 

workplace is reduced, hence reluctance by employees to leave. Also S. Batty, (2014), quoted Marcus Buckingham and Curt Coffman  

as having stated that, “If employees don’t get along with their managers, don’t like them or don’t respect them, they will leave a 

company despite a high salary or great benefits”. All these are in line with the findings of this research, that staff relationships have 

negative correlation with employee turnover. 

5.2. Conclusions 

The conclusions are presented objective by objective on findings of each of the dimensions under the IVs. 

5.2.1. Contribution of Employee Support Strategies on LTO at MGC in Lira 

The findings indicated that employee support strategies have a significant negative contribution to labour turnover. This means that 

improvements in employee support strategies such as staff welfare, staff appraisal and information and feedback shall have a 

significant positive contribution on labour turnover. Management of Mukwano Group of company should therefore be encouraged 

to improve on the employee support strategies like staff welfare, staff appraisal information and feedback, so as to reduce on the 

labour turnover. 

5.2.2. Influence of Employee Growth Strategies on LTO at MGC in Lira 

The findings indicated that employee growth strategies have a significant influence on labour turnover. This means that 

improvements in employee support strategies such as personal and professional development, promotion opportunities and job 

security shall have a significant positive influence on labour turnover. Management of Mukwano Group of company should therefore 

be encouraged to improve on the employee growth strategies like personal and professional development, promotion opportunities 

and job security, so as to reduce on the labour turnover. 

5.2.3. Effect of Work Environment on LTO at MGC in Lira 

The findings indicated that work environment has a significant effect on labour turnover. This means that improvements in work 

environment such as health and safety, work-life balance, and staff relationships shall have a significant positive effect on labour 

turnover. Management of Mukwano Group of company should therefore be encouraged to improve on the work environment like 

health and safety, work-life balance, and staff relationships, so as to negatively influence labour turnover. 

5.3. Recommendations 

The conclusions drawn in the previous sector of this study provided a basis upon which recommendations are being made according 

to the study objectives basing on the significant factors that were established. 

5.3.1. Contribution of Employee Support Strategies on LTO at MGC in Lira 

(i). Mukwano Group of Companies (MGC) Lira should deploy dynamic but honest and transparent staff welfare scheme that 

focuses on total employee compensation. 

(ii). MGC Lira should also establish effective communication channels for both bottom-up and top down flow of information 

within their systems, the more employees know about what they are doing, what the company is about and why you do 

things the way you do, the more trusting they become towards the company and therefore building a cohesion that keeps 

the with the company.  
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5.3.2. Influence of Employee Growth Strategies on LTO at MGC in Lira 

(i). Mukwano Group of Companies (MGC) Lira should access the professional skill needs of their employees in order to 

structure appropriate training programs for each them that would bond the more closely to each other and also to the 

company, as opposed to throwing training at them. 

(ii). MGC Lira can also provide trainings that employees don't expect from them, like that geared towards improving their lives. 

This would show that the company cares about their employees, not just as workers but also as important human beings. 

5.3.3. Effect of Work Environment on LTO at MGC in Lira 

(i). Mukwano Group of Companies (MGC) Lira should develop and enforce attractive workplace policies/regulations on safety 

and health, leave off duty, staff relationships and conflicts that would encourage employees prefer staying with them as 

opposed to leaving for other competitive companies who may not implementing conducive safety and health regulations.  

(ii). MGC Lira should be fair, honest and transparent when handling occurrences of breach of safety regulations and accidents 

at workplace.  

(iii). Since people tend to work for supervisors as opposed to the notion of working for the company, MGC Lira should train 

supervisors on how to effectively relate and work with employees on an individual level. This builds a supervisor-worker 

bonding that the company needs to minimize employee turnover. 
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