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ABSTRACT

ie study aimed at establishing the effect of employee development on employee

tention in Golis Telecom Company Bosaso, Somalia with details in employee

gagement, competency mapping and career development as the variables that

~asure employee retention. The objectives were: to establish the relationship between

~ployee engagement on employee retention, to establish the relationship between

mpetency mapping on retention and to establish the relationship between career

velopment on employee retention. The hypothesis was; there is significant positive

ationship between employee development on employee retention. A regression

del encompassing all the variables was developed after carrying out diagnostics tests

model fit and consistency. The results indicate that employee engagement has

sitive relationship on employee retention. Furthermore, the results also indicate that

th employee competency and employee career development have a positive

ationship on employee retention, The overall model was significant on the basis of

~ F-statistic and the coefficient of determination that was reported by the data. On

~ other hand, the multiple regression analysis also reveals that all these independent

riables combined together account for 64.9% of changes in employee retention as

~ be observed from the regression model summary. The study thus concluded that

~ combination of all the independent variables when regressed against employee

:ention also produces p-value which is less than 0.05 and thus rendering the entire

)del statistically significant. It is thus recommended that future studies should carry

t a comprehensive analysis to further establish the influence of the latter variables

ci to ascertain their influence on the overall rate of employee retention in various

lipanies.
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CHAPTER ONE

INTRODUCTION

O Introduction

‘us chapter presents the background, problem statement, purpose, objectives,

search questions, hypothesis, scope and significance of the study.

1 Background

~is background was presented on four perspectives namely; historical, theoretical,

nceptual and contextual perspectives.

1.1 Historica’ Perspective

obalization has not only increased competition among organizations but has also

sated new window of opportunity for the workforce. In the view of Wheelock (2010)

Hanief, et al, (2013), the economic situation of the world has increased the

portance of talent management and retention. She further adds that intellectual

pital is always an asset for any organization which they must invest in. People,

:ellectual capital and talent are ever more critical to organizational strategic success.

taming talented employees is the priority of many organizations and it is the key

ferentiator of human capital management (Mohammed, 2015). It is one of the critical

ues facing organizations today and the biggest challenge faced by HR in modern

onomy (Lathitha, 2012) because of shortage of skilled workers, economic growth and

jh employee turnover.

)bally, the demand for competent employees was high especially for key decision

~king workforce; therefore, organizations are exposed to a continuous competitive

ht for the best and talented employees. Indeed, there was a paradigm shift from

man resource to human capital which consists of knowledge, skills and capabilities of

people employed in an organization which was indicative of their value (Armstrong,

10).
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Sweden country, a survey called the employee development Barometer conducted by

iskriften Personal & Ledarskap, Sveriges human resource Forening & Stardust

)nsulting in 2012 on a set of respondents comprised 40% human resource managers,

% human resource professionals and 30 % line managers, revealed that very few

6 %) are pleased with their present employee development, and agree that more

3ources need to be placed on this in the future, Furthermore, only 24 % answered

~t they have a employee development strategy which connects basic human resource

~cesses such as recruitment, on-boarding and performance evaluation. Over half of

~ respondents agree that employee development is one of the most important issues

iay, while 81 % think it will be a growing concern in the future. At the same time,

ly 33 % believe that their organization has come to an agreement on what employee

velopment is, and only 23 % have a clear definition of “development” in their

~anization. This leads to the conclusion that even though companies are aware of

iployee development and value it, the first steps in adopting employee development

ye been taken by very few companies, and furthermore, there are few companies

~t have a holistic point of view on employee development (Yllner, 2013).

Africa, Murungi (2012), in his study on staff retention strategies in Kenya, states that

my state corporations in Kenya are faced with the challenge of staff retention caused

movement of staff to organizations that are receptive to change. In Kenya, many

~anizations have not yet embraced the concept of employee development and thus

:e critical challenges in recruitment and retention of talented staff. Parastatals

~orms have been a subject of public reform for a long time but none of the reforms

s addressed areas of employee development unlike most private organizations which

ye started recognizing the role of employee development on employee retention and

w employing talent management strategies to recruit and develop young talented

iployees. The increasing customer expectations, corporate obligations and

~ponsibilities necessitate a continuous review of the services being offered by the

ite corporations to meet changing user needs. This calls for the development of

iployee development programs in order to help in recruitment and retention of

12



lented staff that could play a significant role in improvement of the quality of public

rvice delivery process.

Somalia, Business reports show that Somalia faces the challenge of shortage of

lent. These challenges include hiring, retaining and motivating professional talent. For

:ample, early retirement leads to shortage of staff as there are no qualified personnel

fill these positions (Abdullahi, 2014). He further revealed that Telecommunication

mpanies as is the case in most African countries have been faced with a myriad of

allenges which include low staff morale and motivation which has been one of the

oblems afflicting Somalis telecommunication companies leading to loss of qualified

~rson nel.

L2 Theoretical Perspective

his study was based on Adams Equity theory developed by Adams (1965). The theory

sits that employees seek to maintain equity between the input that they bring into

e job such as education, time, commitment, and effort and the outcome they receive.

r instance, an individual’s motivation level is determined by how he/she perceives

uity, fairness and justice practiced by management (Nzure, 2007). The implication is

~t the higher the degree of employees perceiving fairness, the more they are

)tivated to perform and also their levels of commitment increases hence they are

ely remaining there for long. Equity theory suggests that employees “perceptions of a

)rking situation in terms of how fairly they are treated compared with others influence

~ir level of motivation”.

L3 Conceptual Perspective

is study examined employee development as independent variable in terms of

iployee engagement, competency mapping, and career development. Employee

velopment refers to steps taken within a company to encourage each employee’s

fessional and personal growth. Employee development is the process of Encouraging

~ployees to acquire new or advanced skills, knowledge, and viewpoints, by providing

irning and training facilities, and avenues where such new ideas can be applied.

iployee development is a set of integrated organizational human resource processes

13



signed to develop, attract, motivate, and retain productive and engaged employees.

culer et al,. 2011).

cording to the CIDP (2013) employee development is The systematic development,

:raction, identification, engagement and retention of those individuals who are of

rticular value to an organization, either in view of their ‘high potential’ for the future

because they are fulfilling business/operation-critical roles, Employee development

sures that organizations have the right people with fit skills located at the right place

access business strategy ( Devine 2008, Ballesterous,2010; Mohammed,2015)

cording to Walker, (2007) defined employee retention as the various policies and

~ctices which let the employees stick to an organization for a longer period of time.

iployees’ retention is also the effort by an employer to keep desirable workers in

ler to meet business objectives.

cording to Dan Van Bogaert (1983) Employee Retention is the process of developing

w and current workers through various strategic methods, primarily training and

rformance management, to retain valued employees. Employee retention is an effort

an organization to maintain a working environment which supports current staff in

naming

L.4 Contextu& Perspective

ijor companies are today facing the challenge of retaining their talent in the global

~rkets (Sculer et al,. 2011;Scullion et al,. 2010, Tarique & Schuler ,2010). The

ective for organizations in this time of “war for talent” is to reduce turnover in favor

the retention of talented employees (McDonnell, 2010). The main purpose of

ention is to prevent competent employees from leaving the organization as this could

~e adverse effects on productivity and service delivery (Ng’ethe , Iravo , &

musonge, 2012). Research indicates that companies doing best of managing their

~nt deliver better results (Ntonga, 2007).
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~day, more value has been accorded to the human resources as they are regarded as

ent working within firms (Kahinde, 2014). Companies are also discovering that, not

:ly is it becoming increasingly difficult to recruit top talent, but that they are running

~ constant risk of losing the ones they have to competitors. For many

ecommunication organizations including Golis Telecom, the ability to hold on to

jhly talented core employees is crucial for their future survival Abdullaahi(2013).

the recent years, organizations have developed a keen interest in the field of talent

3nagement with surveys showing that at least 75% of CEOs acknowledging that

iployee development is on top of their agendas (CIPD, 2013).

2 Prob!em statement

tention of talented employees has become a greater challenge confronting human

;ource practitioners because talented candidates in the global job skills market have a

~ury of choice. The increasing importance of talent management in the modern and

mpetitive business world has initiated a need to focus on managing talent as an

~anizations competitive asset (Nyanjom, 2013). Talent shortage is being experienced

every organization regardless of the industry as a result of the fact that skills set

sed by available workers may not match the more complex advanced skills required

business (Buhler,2008; Kagwiria,20 14). Nana (2013), suggests that organizations

Duld ensure that they are better positioned to meet the problems of talent shortage.

lecommunication companies in Puntland state of Somalia have been affected by mass

Ddus of employees in search of organizations that are more receptive to change,

ms and working conditions (Abdullahi, 2015). According to the human resource

partment of Golis telecom, the company had lost 50 highly skilled and talented

iployees to the local and internatic;ial competitors between the year 2011 and 2015.

~e employee development domain is not given much emphasis within the

~anization and this has lowered the level of employees’ retention by 30% (Hajji

15). He further revealed that talent management challenges lead to employee
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:ruitment and employees reward management problems in the organization. So this

~dy is going to investigate the relationship between employee development and

iention in Golis telecom Somalia so that to fill the missing literature gap in the region.

3 Purpose of study

e purpose of this study was to establish the effect of employee development on

~ployee retention in Golis telecom, Bosaaso, Somalia.

4 Objectives of study

To establish the relationship between employee engagement and retention in Golis

ecom Bosaaso Somalia.

To establish the relationship between competency mapping and retention in Golis

lecom Bosaaso, Somalia.

To establish the relationship between career development and retention in Golis

ecom Bosaaso, Somalia.

5 Research questions

What is the relationship between employee engagement and retention in Golis

lecom Bosaaso, Somalia?

What is the relationship between competency mapping and retention in Golis

lecom Bosaaso, Somalia?

What is the relationship between career development and retention in Golis Telecom

saaso, Somalia?

3 Research hypothesis

ere is significant relationship between employee development and retention in Golis

ecom Bosaaso, Somalia.

16



7 Scope of the study

7.1 Geographkal Scope

is study was carried out from Bosaaso, Puntland, Somalia. Bosaso is a city in the

rtheastern Ban province of Somalia. Located on the southern coast of the Gulf of

len, it serves as the region’s commercial capital and is a major seaport within the

tonomous Puntland state. Formerly known as Bandar Qasim, Bosaso’s population is

Limated at 700,000 residents. It is the third largest city in the country after

)gadishu and Hargeisa.

7.2 Theoreticall scope

is study was based on the Adams equity theory developed by Stacy Adams in 1969.

e theory asserted that employees seek to maintain equity between the inputs that

~y bring to a job and the outcomes that they receive from it.

7.2 Content Scope

is study was limited on employee development in terms of employee engagement,

mpetency mapping, and career development, with employee retention in terms of

entions to leave or stay in the organization.

3 Significance of the study

e study findings will help the Institutions under study and others in formulating

propniate employee development policies that will help in retaining employees.

e study will guide the policy makers of telecommunication industries in how best to

~nage employees and improve understandings of employee development and how it

ids to employee retention. The study can also be used for pro-active decision making

employee development and employee retention and also open up new opportunities

the retention of employees for other organizations that have not embraced

iployee development.

e study will be of great significance to human resource managers in the region since

obtained findings will shed more light on employee development benefits and thus
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Ip human resource managers to understand the strategic employee development

~ctices that lead to realization of increased level of employee’s retention.

e study will also be of assistance to academicians, scholars and other stakeholders as

platform for further research on role of employee development on employees’

:ention in Golis Telecom Bosaaso, Somalia. The study also aims at making

ntributions to knowledge on employee development and strategic use of employee

velopment strategies to enhance staff retention.

18



CHAPTER TWO

LITERATURE REVIEW

O INTRODUCTION

Is chapter presents views of the related literature on the aspects of employee

velopment and employee retention. It draws the theoretical and conceptual

imeworks; reviews independent and dependent variables literature, related studied

d research gaps.

1. THEORETICAL REVIEW

ams Equity theory asserted that employees seek to maintain equity between the

)uts that they bring to a job and the outcomes that they receive from it against the

rceived inputs and outputs of others. Adams (as cited by Ng’ethe et a4 2012) uses

~ equity theory to explain employee retention. The theory is founded on people’s

rception of fairness or equity which is usually subjective. The theory posits that

iployees seek to maintain equity between the input that they bring into the job such

education, time, commitment, and effort and the outcome they receive. For instance,

individual’s motivation level is determined by how he/she perceives equity, fairness

d justice practiced by management (Nzure, 2007). The implication is that the higher

~ degree of employees perceiving fairness, the more they are motivated to perform

d also their levels of commitment increases hence they are likely remaining there for

~g. Equity theory suggests that employees “perceptions of a working situation in

ms of how fairly they are treated compared with others influence their level of

tivation”.

cording to equity theory, employees make comparisons and determine their own

rk outcomes versus the effort or input required to achieve the outcomes and

npare these with outcomes and efforts of other employees. If they recognize that

~ir comparison is equal to what others receive for similar inputs, they will believe that

19



~ir treatment is fair and equitable. Education, experience, effort, ability among others

the inputs factors to the job by the employees that can affect employee’s retention.

itcomes that employees receive from a job are also the other factors of employee

:ention and include pay, benefits, promotions and rewards. A state of equity refers to

~ ratio of one person’s outcomes to inputs being equal to the ratio of other outcomes

inputs.

equity takes place when the situation is reverse, which results into low employee

:ention; for example, when an employee with a high level of education or experience

:eives the same salary as a new, less educated employee, one may perceive it as

~quality and is most likely to leave the organization. The implication of equity theory

the organizations is that to motivate employees to stay with the organization, it is

cessary to ensure a state of equity in the work place by establishing mechanism to

al with perceived inequity situations otherwise, organizations may face high

senteeism and turnover. In the context of the current study, it was inferred that

~anizations could retain their employees by having employee development policies

d strategies that employees perceive as fair and equitable.

20



2 CONCEPTUAL FRAMEWORK

is is a diagrammatic representation of variables. The framework shows the linkage of

riables under their measurable units.

Independent variable Dependent Variable

Employee development Employee retention

~ Employee Engagement Intention to leave or

~ Competency mapping stay

~ Career development

Source: Adopted from Alice (2013) and Modified by the researcher (2016).

~ 1: Conceptual Framework
e figure above indicates researcher’s conceptualization of variables, their linkages

d how each related to one another amidst other intervening factors. The independent

riable presents employee development which the researcher views as employee

gagement, competency mapping and career development. The study sought to

derstand how these independent variables determine the level of employee retention

~ich was the dependent variable.

3 RELATED LITERATURE

3.1 Employee engagement and employee retention

~iell-functioning organization is the product of its healthy, committed and motivated

~iployees. Engagement takes place when employees are committed to their job. It

‘olves loyalty, faith and pride in an organization, a willingness to advocate for his/her

Janization as a personal responsibility. Employee engagement has been defined as

~otional and intellectual commitment to the organization (Baumruk, 2004; Richrnan,

06) or the amount of discretionary effort exhibited by employees in their job (Frank

al, 2004). Staff engagement tends to lead to staff performance, reduces turnover

d improves the wellbeing of employees (Grffith,2004; Robinson et al,.2004; Tans et

,2003; Wright & Cropanzano, 2000).
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ganizations that manage to create involving and creative environment will definitely

:ain low employee turnover. Vern’s (2007) asserts that creating an atmosphere that

courages participation from employee guarantees high levels of commitment, loyalty

d dedication from employees to the firm. Employee engagement is critical to any

~anization that seeks to retain valued employees, telecommunication industry in

malia not being an exception. It is the key driver of organizational effectiveness as

iployees need to have a sense of belonging and share in the organization’s vision and

d their roles in the organization (Kennedy & Dam, 2010).

iployee engagement is a key to the retention of talent and is emerging as a critical

janization issue especially as businesses are recovering from trauma of global

:ession. It is a dominant source of competitive advantage and thus has been drawn

its reported ability to solve organizational challenges such as decreasing turnover

:es and increasing productivity. This is supported by Kular, Soanne & Truss,(2008)

~t organizations with high levels of employee engagement reports positive

janizational outcome. Employee engagement is viewed as an important construct

cause it has been linked to increased retention of top talent as an outcome of talent

nagement processes (Bhatnaganar, 2007).

iaufeli and Bakker (2004) found that engaged employees are likely to have greater

achment to their organizations and thus a lower tendency to leave the organization.

e lack of employee engagement would weaken worker’s long-term commitment to

organization making it even more difficult to attract, develop, align and retain highly

~nted employees (White, 2009). Employee engagement is therefore of vital

nificance to successful retention of talented people.

:ording to a research done by Towers and Safian (2012), there is a linkage between

~agement and retention. The research was conducted among 50 multinational

~panies and over a period of 12 months, the companies with high level of

22



gagement outperformed the ones with low engagement level and these companies

;o experienced higher levels of retention. However, the study also states that even

Dugh engagement has an impact on retention that alone does not retain employees.

is study concurs with the findings of the current study where employee engagement

counts for only 36% as a predictor of employee retention, meaning that there are

ier factors that contribute to employee retention besides engagement.

contrast, After 25 years of research, Gullup (2005) put forward that a high number

engaged employees will help an organization attract it more talented people while

;engaged employees will cost the organization such as lower productivity, higher

senteesm, recruitment and training costs (Ologbo, et al.2012). In their research,

Dgbo & Safian on individual factors of employee engagement and concluded that

~ployee engagement could be a strong factor for organizational performance and

ccess as it has a significant potential to affect employee loyalty, productivity and

:ention (Ologbo & Sofian, 2012).

iployee engagement has also been cited by a number of researchers as having an

ect in the relationship between its antecedents, job satisfaction, and intention to

ive or stay in an organization. Becker, (2011), attests that lower retention, high

senteeism and poor productivity are attributed by weak employee engagement.

cording to Hellevig (2012), employee engagement is about the means to achieve the

~anizations strategic goals by building the conditions for employees to thrive and

ch staff member to ‘fully switched on in their best efforts in the best interest of the

siness’ (Helevig, 2012; Lindholm, 2013). Saks (2006) argues that the extent to which

increase in the motivating potential of a job is likely to correlate with a decrease in

ents to quite would be determined by the extent which engagement is experienced

the employee. Organizations with higher engagement levels tend to have lower

iployee turnover, higher productivity, higher total stakeholder returns and better

ancial performance.
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their research, on Individual Factors and Work Outcomes of Employee Engagement,

Dgbo and Sofian (2012 state that dividual factors of employee engagement are

nsistent with alot of literature on the subject of employee engagement and that

iployee engagement could be a strong factor for organizational performance success

d has a significant potential to affect employee retention. Perrin (2008), indicates

3t there is a linkage between engagement and retention. Perrin studied 50

jltinational companies and found out that the companies with high employee

gagement level outperformed the companies with lower level of engagement.

3.2 Competency mapping and employee retention

ere has been much more thinking about business strategy over the past three

cades, particularly regarding what competencies a business needs to have in order to

rnpete in a specific environment. Organizations that possess inherent strengths that

~ core competencies are likely to have an edge over others (Sanghi, 2007). More

:en than not, competencies are an organizations most important resource because

~y are valuable, rare and difficult to imitate. Organizations can capitalize on this

;ource; after identifying them (competency mapping), can make decisions about how

exploit them and also learn how to expand them.

mpetency mapping is becoming an important HR tool today. Competency mapping is

~rocess which identifies an individual’s strengths and weaknesses in order to help

~m to better recognize themselves. It is a process through which one assesses and

termines one’s strengths as an individual worker and in some cases as part of an

janization. It generally examines two areas: strengths of an individual in areas like

~m structure, leadership and decision making. It consists of breaking a given job or

en role into constituent’s tasks or activities and identifying the competencies

chnical, managerial, behavioral, conceptual knowledge, attitudes, skills etc) needed

perform the same successfully.
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study conducted by Alice ]kuat(2015) to find out the relationship between employee

:ention and competency mapping depicted that there is a significant positive

ationship between employee retention and skills mapping (rho=0.336, p

lue=0.00). He concluded that an increase in skills mapping will lead to an increase in

iployee retention by 0.023.

cording to Warier (2015) Organizations that have not been able to create a positive

Iture and environment fostering employee aspirations and work life balance, have

‘uggled to retain their talented work force. Employee turnover results in up to 30%

;s in productivity, increases acquisition costs by 20% to 50% in addition to significant

;s of intellectual capital. The emerging industries especially in India witness an

tenable turnover rate of over 20%. He further revealed that one essential strategy to

unter employee turnover is to exponentially increase employee engagement while

gmenting their intellectual development through effective Competency Mapping and

~nagement (CMM) framework. It enables organization to then initiate competency

sed processes of hiring, performance management, training need analysis, empuyee

velopment and engagement. Organizations need to identify and analyze their

~ployees’ internal capabilities with a specific focus on their competencies.

no e1, a!. (2011), studied employee development in the corporate sector of

amabad, Pakistan and found out that competency mapping has a positive, significant

luence on employee attitudinal outcomes and organizational effectiveness like

~ployee work engagement, turnover avoidance and value addition. They concluded

3t organizations which are enthusiastic for gaining competitive advantage over their

siness rivals need to manage their employees in a vigilant and effective ways.

mpetencies are the first building blocks to employee development. By identifying the

tical competencies existing with high performing employees, the other employees can

o be motivated with the same by conducting training and development programs.

atoul (2007) identified the importance of competency based recruitment practices.
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s argument states that attraction and selection of talent requires a flexible and well-

signed competency based recruitment system as a starting step towards the

~nagement of talent in any organization. Competency based talent management s an

portant strategic approach of any organization as it has an impact the employers

ility to attract talent, retain employees and ensure optimal level of performance in

~eting the organization’s strategic objectives competencies, organizations can make

re they are recruiting and managing talented people in the most strategic way,

tting the right people in the right jobs with the abilities to perform at their maximum

tential every day which in turn, increases the retention rate of an organization.

rah, (2009) has discussed the performance of companies and concludes that

rformance depends mostly on the quality of their human resource. For ob~’ious

onomic and business reasons, organizations have always been concerned about the

mpetence of its people. There is a large diversity in the understanding of the term

)mpetency’ and as a result, consensus on the definition of the term does not exist

~nghi,2007). For this study, competencies will be looked at an underlying

aracteristic of an individual that is related to effective performance in a job. This is

pecially significant in this recessionary environment where human capital is one of the

)st important assets of an organization and needs to be retained. Competencies will

;o be looked at as the sets of behavior patterns that individual managers need to

ng into a position in order to attract, select, engage, develop and retain talented

iployees in order to reach specific desirable business objectives of the organization.

re competencies are essential to competitive advantage building because advantages

~anating from the product — price-performance - tradeoffs are almost short term.

cording to Verma (2007), competencies create an environment that fosters

ipowerment, accountability and performance evaluation which is consistent and

uitable. Competencies need constant updating because professional development is

ongoing process and employers expect more and broader competencies from their

iployees.
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conclusion, unlike other resources, human being is the only asset that can appreciate

Lh useful inputs. It is one such asset that adds value to itself with respect to time and

~refore it is considered as a resource that can be cultivated by the manure of training

d development. Competencies can provide the logic for designing an organization

3t will enable human resources to continually add value to its firm.

3.3 Career dev&opment and emp~oyee retention

reer development involves creating opportunities for promotion within an

~anization and providing opportunity for training and skill development that allows

iployees to improve their employability on the internal and the external labour market

eyer & Smith, 2003). One of the key factors of the retention of skilled employees is

~ provision of training and development opportunities (Chitalu, 2011). Most

~anizations may use career management programmes to assist their employees to

perly plan their careers because it is believed that, generally employees react

sitively to career development and advancement opportunities (Khan,2010).

e study conducted by Karemu, et a! (2014), on critical analysis of employee

velopment on medical employees retention in public hospitals in Kenya indicated that

iployee development strategies impacts positively on the retention of doctors and

rses at Kenyatta National hospital in Kenya. The studied variables were career

velopment, compensation and benefits attractiveness, nature of work climate and

‘els of training and development. The data obtained from the study indicated that

ent management strategies impacted positively on the retention of doctors and

rses at Kenyatta National Hospital in Kenya. Availability of career developrient

portunities showed the highest significant relationship with retention (~3=O.614,p-

lue =0.019). A unit increase in career development opportunities would lead to

ècts in retention of with the findings of the current study which shows career

velopment playing the greatest role in employee retention and talent management.
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ok (2014) investigated factors affecting development of employees in state

rporations in Kenya. The study used stratified random sampling to select 224 staff

ctors and nurses in Kenyatta National hospital in Kenya. These findings concur of

nya power and lighting company limited. The regression coefficients of the study

licated that recruitment and selection, developing and compensation have positive

d statistically significant effect in employee development at Kenya power and lighting

mpany in Kenya. The study found out that factors such as career development and

)rkforce environment significantly affect implementation of employee development.

odruff (1999), believes that an organization that wants to strengthen its relationship

th its employees must invest in th’. development of its employees. He further argues

3t organizations will do a better retention job by spending more resources on training

d development of employees. Employees who benefit from their organizations

‘ough training and educational facilities tend to be more committed and loyal to that

janization. Moreover, educated and trained employees help in increased production

d thus sustaining a competitive position for their organizations.

igori and Agolla (2009), contend that lack of personal growth in organizations results

career plateau which in turn leads to increased employee intention to quit. Many

iployees find themselves in jobs that offer them limited mobility opportunities in

ms of upward movement in the organization. Career plateau is thus seen as a major

ntributing factor to employees to quit in organizations. Human Resource professionals

~s have a greater responsibility of managing career plateau and hence minimize

iployee turnover. According to Lee (2003), plateau employees are likely to have

jher labour turnover because they want to advance their careers elsewhere in the

vironment. Studies have shown that employees who have attained plateau have a

jh degree of intention to quit due to reduced opportunity in the present organization

~mamoto, 2006).
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;ing career development approach employers can coach the employee in his individual

reer planning, and by realizing the plans of employees can plan the allocation of

iman resources. Thus, the career development is perceived like joint effort between

~ individual employee and the organization. Vos and Megarck (2009) indicated that

reer development plan for employees play a vital role in the retention of employees.

Dviding career development opportunities restrict employees from leaving the

~anization and increases loyalty.

ere has been a shift from job security and lifelong employability to lifelong learning

d talent management (Brown et al., 2003; Sennet, 2006). It is therefore important to

ie employees opportunities to develop and learn (Arnold 2005; Bernsen et al.,2009;

~rman, 2005) such that employees maintain their capabilities as effective employees,

;ist redundancy are retained by their organization. Garrow and Hirsh (2008) define

~ term talent management as encompassing career development by the

~anization’s HR taking up the responsibility of developing human capital.

search shows that opportunities for training and development have a significant

~rceived) ability to retain talented people and in line with the psychological contract,

jh performers often perceive development as a benefit which they are entitled. When

iployees perceive a constructive and individual return from the training they receive,

~ir organization usually gains in form of increased commitment, employee satisfaction

d retention (Feldman, 2001).

ie primary goals of many employee development programs is to communicate the

ion of the organization, help workers understand the corporate values and culture,

d show employees at every level how they can help the company succeed. They exist

order to support business’s strategic goals by providing learning opportunities and

graining the organizational culture. Although the need for technical training in a

~cific position will never disappear, understanding an organization’s culture and fitting

o it are becoming increasingly important for employee success. Two factors that are

icial to the success of employee development programs are keeping them current

d putting learning in the hands of employees. For many workers, an opportunity for
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ntinuous learning weighs heavily in their decision to accept or remain in a position. As

result; employees are increasingly emphasizing career development activities. The

ychological contract in which employees were almost guaranteed long term loyalty

d commitment to the organization in return for giving employees job security,

portunities for promotion and training are not there (Feldman, 2001).

5 Research gap

~ndage and Koziel (2010) highlighted the importance of employee retention by saying

~t effective employee development and employee retention is a continuous process

d it must be part of the organizational culture. They conclude that compensation,

~dership training, and reward and retention strategies as part of the organization

Iture. The current study highlighted other retention strategies of employee

gagement, competency mapping and career development.

cording to CIPD (2010) study on learning and employee development, carried out

ough a survey of various organizations. The study detailed in depth the learning and

velopment strategies that were considered important by organizations. However, the

idy did not outline how these strategies impact on employee retention. Kagwiria

)14), studied on the effect of career development on firm performance. Though she

knowledged that career development contributed to employee retention, she did not

;cuss this in depth. The current study intended to establish the effect of career

velopment on employee retention in Golis Telecom Bosaso, Somalia.

e reviewed literature demonstrates that while there is much prescription about the

ed for integrated approaches to employee development practices, there is little

orous research on relationship between employee development and employee

:ention in telecommunication industries. This has therefore left a major knowledge

p on how competency mapping, career development, reward management, work life

lance, performance management and training and development affect employee

:ention. This study aims to fill the missing knowledge gap by establishing the rqle of

iployee development on employee retention in Golis Telecom Bosaso, Somalia.
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CHAPTER THREE

METHODOLOGY

O INTRODUCTION

is chapter provides a description of research design was used to collect, process and

alyze data; sample size, study population, sample procedures, data collection

~thods and instruments, data analysis procedure, validity and reliability and ethical

nsiderations.

1. Research design

us study employed cross-sectional descriptive design. Descriptive survey design

ables the researcher to summarize and organize data in an effective way (Kireru,

14). It provides tools for describing collections of statistical observations and

lucing information to an understandable form. Mugenda and Mugenda (2003) define

scriptive research as a process of collecting data in order to test hypothesis or

swer questions concerning the current status of the subjects in the study. This study

s adopted a descriptive research design since the design helps to understand the

~racteristics of a group in a given situation, offer ideas for further probe and research

d help to make certain decisions (Sekaram,2003; Abok,2015).

2 Research Population

e target population of this study was the all employees of Golis Telecom Bosaaso,

malia. According to the human resource department report (2014) there are over 329

‘iployees in Golis telecom Somalia. These employees are further subdivided into

:egories which include: top authorities (18), HR department (66), procurement (46),

‘ance (62), sales (41), customer service (33), and marketing (63). Bosaaso is

ected because this is where Golis headquarter located and highest number of

iployees is working.
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3 Sample size

e sample size was 181 out of 329 employees of the Golis Telecom Bosaaso. This

-nple size was arrived at using Slovene’s formula which states that for any given

pulation (N) the sample size (n) is given by:

N

iere; n = the required sample size

= the known population size; and

= the level of significance, which is fixed at = 0.05

om this formula the sample size is computed as follow:

:329, a = 0.05

- 329

1+329(0.05)2

- 329

- 1+329(0,0025)

329 = 329 = 180.52
1+0.8225 1.8225

181
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4 Sampling procedure

le study was used both purposive and simple random sampling to select the sample

m each categories of the population. The researcher used simple random sampling

m categories of the employees to select from the sample. This was done by cross

ecking through the company’s employee lists from the human resource department.

~ble 3~1: Target population, sample size and sampling techniques~

~urce: Primary Data (2016)

wever, 200 questionnaires were administrated to the employees (target population),

owing well that at times response rates can be low in social science studies such as

Category Target Population Sample size Sampling

technique

Top authorities 18 10 Random sampling

HR department 66 36 Random sampling

Dcurement department 46 25 Random sampling

Finance department 62 34 Random sampling

Sales department 41 23 Random sampling

Customer service 33 18 Random sampling

~arketing department 63 — 35 Random sampling

:al 329 181
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5 Sources of Data

5.1 Primary Data

mary data is the data which is collected afresh and for the first time and thus happen

be original in character (Kothari,2004) as quoted by Kagwiria (2014). Louis e1, a!.,

)07), describes primary data as those items that are original to the problem

derway. Primary data were collected using questionnaires as the main data collection

truments.

5 Research instrument

5.1 Questionnaire

estionnaire was the main research instrument. The questionnaire is use as an

trument of research because it is easy to administer (Gay, 1996). The questions were

sed ended and based on the Likert type five-point scale and they were categorized

o five sections i.e. section A: General information, section B: 10 Emplryee

gagement questions, section C: 11 competency mapping questions, section D: 6

eer development questions and section FE: 16 employee retention questions.

7 Vaildity and rellabillty of Instruments

7.1 VaJidity

e validity of the questionnaires was determined using content validity index. The

;earcher established the validity of the instruments by using expert judgment method

suggested by Amin (2005). This involved judges scoring the relevance of the

estions in the instruments in relation to the study variables and a consensus

Igment given on each variable.

e formula is given by;

number of items declared rcilid by experts

— total ?nmther of items
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~ble 3.2: Determination of validity of Questionnaire
Items declare’i Items declared not Total

valid valid

ten 37 6 43

ter2 39 4 43

iter3 40 3 43

116 13 129

‘I=~=O.899

ntent validity index was accepted

erage validity index of above 0.70 as

7.2 Reliability

Le reliability of the questionnaires was determined using test retest method. A reliable

~asurement is one that if repeated a second time gives the same results as it did the

~t time (Mugenda & Mugenda, 2008). Test-retest reliability is a measure of reliability

tamed by administering the same test twice over a period of time to a group of

iividuals (Moskal & Leydens, 2000). The scores from Time 1 and Time 2 then were

rrelated in order to evaluate the test for stability over time. Test-retest reliability is

~ degree to which scores are consistent over time; it indicates score variation that

curs from testing session to testing session as a result of errors of measurement. The

iability of instrument was also tested via the Cronbach’s Alpha method provided by

~tistical package for social science (SPSS).

ble 3.3 Cronbach’s Alpha of Reliability statistics
riable Cronbach’s Alpha N
~iployee engagement 0.916 10

mpetency mapping 0.843 11
reer development 0.832 6

iployee retention 0.890 16

~an average 0.870

e average mean of internal consistency (Reliability) was found to be 0.870 therefore;
~ Reliability of instrument was confirmed.

for the items measured since they have the

recommended by (Amin, 2005).
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8 Data Analysis

~ta analysis was guided by the research objectives presented. The data collected from

~ field was analyzed using statistical package for social sciences (SPSS). All

estionnaires received were referenced and items in the questionnaire coded to

:ilitate data entry. The study generated quantitative data. Descriptive statistics data

alysis method was applied to analyze numerical data gathered using closed ended

estions. Descriptive analyses are important since they provide the foundation upon

~ich correlational studies emerge; they also provide clues regarding the issues that

ould be focused on leading to further studies (Mugenda & Mugenda, 2008).

jantitative data was analyzed via Statistical Package for Social Sciences (SPSS). The

ta were be cleaned, coded, categorized per each of the research variables. Multiple

~ression model was fitted to the data in order to test the influence of the independent

riables on the dependent variable. Multiple regression is a statistical tool that was

~d because it is the procedure that uses two or more independent variables to predict

iependent variable. Multiple regressions attempt to determine whether a group of

~iables together predicted a given variable (Mugenda &Mugenda, 2003). The

pothesis was tested using the t-test and f-test at 0.05 level of significance.

) Ethical considerations

ensure ethical consideration of the research and the wellbeing of involved

nmunity the researcher got authorized clearance letter from the ethical body. The

;earcher also ensured to protect anonymity Confidentiality of the respondents where

respondents were anonymous and information collected from them were treated

:h utmost confidentiality. The researcher also acted honestly, fairly and respectfully to

other stakeholders that were involved in this study.

terms citations of authorships, the researcher mentioned the sources of information

an effort to appreciate the works of past scholars or researchers. This was intended

ensure that no plagiarism occurred.
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10 Limitations of the study

e study had a number of limitations. It was a cross sectional survey and hence the

searcher could not mOnitor the turnover behavior of the respondents. The

~asurements relied on the perceptions of the respondents and not their actions.

ie study also experienced an initial slow response from the respondents who were

~inly busy but this was mitigated by having constant follow-up on phone and physical

;its to the respondent’s offices by use of research assistants.

other limitation was that some employees failed to respond to a number of items and

t blank spaces. The researcher however followed them up and read the unanswered

estions to get a verbal response and subsequently fill in the blank spaces. It was

pected that apathy or unwillingness by staff to divulge important or correct

ormation was to pose a major problem to the research study. However, efforts were

~de to convince the respondents that the information given was only meant for study

rposes. Equally, there were attempts to show the respondents how the research was

benefit them.

me respondents also took a lot of time to respond and some lost their copies of the

estionnaires, hence extending the period of data collection for more than the

ended one month. The researcher resulted to physically following up with them and

)lacing the questionnaires which were lost. The study was also limited because it was

sed on Golis Telecom Bosaso, Somalia only and hence the study findings may only

p in understanding employee development and employee retention in such

titutions. There also a limitation of using only one method of data collection

Jestionnaire) and leaving out others.
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CHAPTER FOUR

DATA PRESENTATION, ANALYSIS AND DISCUSSION OF FINDINGS

0. Introduction

is chapter shows the presentation of data collected, analysis and discussion of

dings as obtained from the field. The demographic features of the respondents in the

idy included the Age group, gender, the level of qualification, department, how long

meone has worked with Golis Telecom Company, and marital status. The results of

~ analysis are presented using tables to completely analyze the objectives that were

~ted in the model. Furthermore, the hypothesis that were identified in the in the first

apter of the research are analyzed using the most appropriate tools as identified in

~ research methodology.

1. Demography of the respondents

ckground and personal information of the respondents have been exhaustively

;cussed in this section of demography.

ble 4.1: Showing the demography of the respondents
~spondents Frequency Percentage
~nder
~le 102 56.4
male 79 43.6
ta! 181 100
ie
-25 48 26.5
-30 49 27.1
-35 36 19.9
-40 20 11
-45 10 5.5
-50 8 4.4
+ 10 5.5
ta! 181 100
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~ucation
~rtificate 21 11.6

ploma 44 24.3
~gree 57 31.5
asters 50 27.6
[D 9 5.0
tal 181 100
~ritaI status
igle 61 33.7
~rried 103 56.9
íorced 10 5.5
dowed 7 3.9
~taI 181 100

ne served in the organization
low 1 year 29 16
3 years 59 32.6
5 years 58 32
~ years 29 16
and above years 6 3.3

tal 181 100

~partment

p management 10 5.5
36 20.0

xurement 25 13.8
iance 34 18.8
les 23 12.7
stomer service 18 9.9
wketing 35 19.3
tal 181 100
~urce: Persona’ research, 2016

suIts presented in table 4.1 above indicate the demographic information of the

;pondents. From the above table, it can be observed that greatest percentage of

iployees were Male representing 102 (56.4%) While their female counterparts were

which in terms of percentage was 43.6%. Though the males were more than the
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i~ales, it can be observed that there is fairly good representation of both sex in this

ecom company which does not usually happen in other Somali sectors.

e results of the study in terms of age bracket, also showed that out of the

proached respondents, 48 (26.5%) were between 18-25years,49 (27.1%) were from

-30 years, 36 (l9.9%) were of age bracket 31-35 years while those who ranged

tween 41 to 45just like those who were5l+ werelOin each category representing

rcentage of S.S%. The respondents in the age bracket of 46-50 were only 8

)resenting 4.4% and were also the least in number. On average most of the

;pondents were below 35 years c~ age. This shows that many of the employees in

s particular Golis telecom company are still young men and women who can be

:ained in the organization. Therefore, the sample was representative enough to

cture the views of different age groups in the organization.

terms of education levels of the respondents, the findings indicate that the largest

mber of the respondents 57 (31.5%) were degree holders while the least were PhD

lders with a number of 9 (5.0%). Those who hold diploma were 44 (24.3%) while

~ster’s holders were only 50 (27.6%). Those employees who are holders of

-tificates were only 21 representing a percentage of ll.6%. Generally, the findings

iealed that most of the respondents were at least bachelors’ holders since they

9stituted the greatest percentage. The findings also imply that the respondents had

~ficient academic qualifications not only to do their work but also to understand and

preciate the importance of employee development.

rital status as revealed from the above table is that the greatest number of the

;pondents lO3(56.9%) were married, while those who are single represents 61

3.7%). Those who were widowed account for 7 (3.9%) while those who were

‘orced among the employees were totaling to only 10 representing a percentage of

~%. the table above further suggests that on average the greatest number of the

ployees were actually married as they had the highest number of frequency of 103

:h a corresponding percentage of 56.9%.
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e findings furthermore showed that the largest number of respondents 59 (32.6%)

d worked for 1-3 years while the number of those who worked 4-6 years was the

cond largest with 58 (32.0%). Those who worked for less than one year and those of

~ years had an equal number of 29 respectively. The least was for the group who

)rked for 10 years and above with a frequency of only 6 (3.3%). The few number of

ople who take a very long time of 10+ years can be explained by the fact that most

mpanies now look out for experience while hiring personnel and has a result, they

d up promoting their own employees whom they trust and have known for a long

ie. This is also implies that majority of employees had worked in the GoBs telecom for

time long enough for them to understand and share their perspective employee

velopment and retention policies and practices.

e results also indicate that the greatest number of respondents at a frequency of 36

~s engaged in human resource department as shown by 20%. This is followed closely

those within the marketing department with a frequency of 35 respondents

counting fol9.3% and the finance department had a number of 34 (l8.8%) while

xurement had 25 respondents (13.8) Those who belonged to sales were 23 (12.7%)

~ile those who were in customer service were 18 representing 9.9%.

2. Descriptive Analysis of the objectives of the Study

e major findings of the specific objectives of the study were exhaustively discussed in

s section. To get an exhaustive answer for this specific objective, the respondents

we asked to rank various questions in the questionnaire by indicating the level of their

reement. Five point likertscale was used with 1 denoting choice of those who strongly

;agreed while 2 denoted those who just disagreed. For the respondents who did

ree had the choice of 4 and 5 to show their level of agreement with 4 denoting a

oice for those who agreed and 5 for the respondents who strongly agreed. Those

~o had no choice and were neutral had a choice of 3 also to reveal their mind.
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e means and standard deviations for all the questions were computed, ranked and

:erpreted as revealed in the table below. The mean rank range and corresponding

:erpretation was as indicated below:

~an range Response Interpretation
~1-5.0 Strongly agree Very satisfactory
1-4.2 Agree Satisfactory

51-3.4 Not sure Moderate
31-2.6 Disagree Unsatisfactory
1.8 Strongly disagree Very Unsatisfactory

ble 4.2: means, standard deviations, ranks and interpretation of responses of the respondents on
ployee engagement, competency mapping and career development

Std,
~nstruct indicator Mean Deviation Rank Interpretation

r~pIoyee Engagement

~ happy at work 3.94 .970 6.5 Satisfactory
Very

~ organization culture is good 4.31 .910 2.5 Satisfactory

iould not leave for a 10% raise in 4.52 .975 Very
other company 1 Satisfactory

Very
‘ supervisor recqgnizes my efforts 4.31 .910 2.5 Satisfactory

~el very much value for the company 3.95 .996 5 Satisfactory

njoy working with my colleagues and 3.97 .948
~m members 4 Satisfactory

r supervisor (direct) does his work 3.92 .951
II 8.5 Satisfactory

ere is opportunity for professional
)wth in this organization 3.92 .951 8.5 Satisfactory

iould recommend our organization’s
vices/product to friends and family 3.94 1.0 15 6.5 Satisfactory

~ organization serves the customers 2.31 1.014
II 26 Unsatisfactory
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~mpetency Mapping

‘ communication skills has improved 2.10 1.102 27 Unsatisfactory

~m more aware of the nature of the 3.89 .942
siness 10 Satisfactory

‘ achievement level has raising 2.55 1.080 24 Unsatisfactory

‘ team management/working in
~ms skills has improved 2.50 1.043 25 Unsatisfactory

‘ relationship management skills has 3.75 1.074
proved 17.5 Satisfactory

im more proficient in may task 3,40 1.108 20 Moderate

‘ leadership skills has improved 3.88 1.031 11 Satisfactory

‘ overall performance has improved 3.09 .948 23 Moderate

~ork with less supervision 3.17 .951 21.5 moderate

“ analytical and reasoning ability has 3.80 1.024
proved 15 Satisfactory

~‘ planning skills has improved 3.44 .979
19 Satisfactory

nployee Career development

~m happy with My organization~s
:itement in training and education of 3.83 1.021 14 Satisfactory

~m satisfied with the opportunities to
ply my talents and expertise at 3.87 .907 12 Satisfactory

~m satisfied with job-related training
my organization 3.84 .926 13 Satisfactory

,‘ employers are dedicated to my
ofessional development 3.77 .999 16 Satisfactory
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~m satisfied with the career
vancement opportunities available to 3.17 1.125
~ a 21.5 Moderate

im satisfied with my opportunities for
Dfessional growth at work 3.75 1.064 17.5 Satisfactory

urce: Personal research, 2016

le findings from the above table indicate that respondents who were happy at work

d a mean value of 3.94 and corresponding standard deviation of 0.97. This was

~ked as the 6thalongside I would recommend our organization’s services/product to

ends and family and both were interpreted has satisfactory meaning that most of the

;pondents agreed that that were happy at work and that they would recommend their

~anization’s services/product to friends and family.

e results further showed the culture of the organization is very welcoming as this was

resented with an average value of 4.31 and standard deviation 0.925.It can also be

served from the table above that this particular question was ranked second meaning

3t most respondents were very satisfied with it.

e average response for I would not leave for a 10% raise in another company was

52 with standard deviation of 0.975 and with a rank of being the best. The

:erpretation for this was that it was very satisfactory implying most of the employees

this company surely receive satisfactory salaries.

e rank for I feel very much value for the company from the above table is ~ and this

~s interpreted as satisfactory to the employees and this is truly revealed by the

rresponding mean value of 3.95 and standard deviation of 0.996 as can be observed

m the above table.

e results as can be seen from table also showed a mean value of 3.97 and standard

viation 0.948 for the question of I enjoy working with my colleagues and team
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~mber. The rank for this question was number four and this was interpreted as

isfactory meaning employees can freely interact with one another during work.

e results further revealed that the respondents were equally satisfied with how their

pervisors do their work as this was represented with a mean of 3.98 and a standard

viation 0.95. This was ranked the 8th along with there is opportunity for professional

wth in the organization as they got the same mean value and standard deviation.

e results from the table also revealed that improvement in communication skills had

ean value of 2.10 and standard deviation of 1.102. This was interpreted as

satisfactory as it got arank of 27~ implying that most respondents did not agree to

s question.

e findings further showed that most respondents were satisfied with awareness of

~ nature of their business as it was ranked the 10th This hand a mean value of 3.89

d standard deviation of 0.94 and this reveals how much the employees of this

rticular company are knowledgeable about what happens in their work places.

ere was dissatisfaction within the respondents when they were asked if their

hievement levels had risen. This was represented by a mean value of 2.55, standard

viation of 1.08 and ranked the 24th overall.

Le outcome of the results equally revealed that most of the respondents’ team

)rking skills were still low as this had a mean value of 2.50 and standard deviation of

)43. This was interpreted as not satisfactory to the employees and was ranked the
th as can be seen from the above table.

/ relationship management skills along with being satisfied with opportunities for

Dfessional growth at work had a good number of the respondents who seemed to be

tisfied because they respectively had a rank of l7~ and mean value of 3.75 along

th standard deviation of 1.074. This shows how freely respondents can interact,

ate and have opportunities of growth within the company
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)St of the employees also seemed moderate with being more proficient at work as

s had a mean score of 3.4 and standard deviation of 1.108. In the ranking scale, it

~s 20th and this reveals how much uncertain the employees are about proficiency in

~ir work.

~en asked about their overall performance, the ranking from the table revealed that

)st respondents were moderate with a mean value of 3.09 and standard deviation of

)48 and it was ranked the 23~ overall from the rest of the indicators~

ie outcome of the results showed that respondents were also unsure or moderate

th supervision meaning that the company officials always keep an eye on them

oughout their work time in the company. This recorded a rank of 2Vt wit~~ an

erage value of 3.17 and standard deviation of 0.951.

garding employees being happy with organization incitement in training and

ucation, the analysis from the table showed that most of the employees were

tisfied with this with a rank of 14 out of all the indicator questions. It also recorded a

~an value of 3.83 and standard deviation of 1.021.

e finding from the table indicate further that most employees were satisfied and

reed that they had opportunities to apply their talents and expertise at work as this

d a mean value of 3.87 and standard deviation of 0.907. This was ranked 12th overall

m the entire indicators that were used to measure the independent variable.

e findings also showed that most respondents were satisfied with job- related

~inings as it had a rank of 13th with a mean value of 0.926 and standard deviation of

34. This can be interpreted that the company offers its employees relevant job related

‘inings since most of the employees agreed to this particular indicator.

ie mean value for if employees are dedicated to employees’ professional development

3.77 and its standard deviation is 0.99. This was ranked as 16th and interpreted as

tisfactory by the responses of the employees.
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e table finally revealed that there was a greater number of respondents who were

Usfied with career advancement opportunities within the organization has this had a

~an score value of 3.17 and standard deviation of 1.125. This was ranked the l9’~’

~m the whole set of indicators and was interpreted has moderate to the employees

ble 4.3: means, standard deviations, rankings and interpretation of responses on
iployee retention in Golis Telecom Company

Std
Deviati Interpretation

nstruct indicator Mean on Rank

e Company accepts and is open to
~nge and ambiguity 3.80 Satisfactory

.965 4.5

~m willing to try new jobs within the 3.77 1.017 Satisfactory
mpany 7.5

‘ Supervisor is open to suggestions 3.24 1.042 12 Moderate

e Leadership is willing to change to meet 4.86 .965 Very Satisfactory
w objectives 2

ere is opportunity for me to advance at 4.83 .976 Very Satisfactory
s Company 3

Supervisor has taken an interest in my
~eer development 2.89 .946 15 Unsatisfactory

is Company offers an excellent leadership
velopment program 4.93 .898 1 Very Satisfactory

~ promotions are awarded fairly and 3.40 .969 Moderate
Lhout bias 10

im paid fairly for the work I do 3.35 .997 11 Moderate

( benefits are comparable to those offered
other organizations 3.77 1.016 7.5 Satisfactory

9
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inderstand my benefit plan 3.75 .995 Satisfactory

m satisfied with my benefit package 3.21 1.046 13 Moderate

~lk up this organization to my friends as a
~at organization to work 3.78 .952 6 Satisfactory

r me this is the best of all possible
~anizations for which to work 3.80 .963 4.5 Satisfactory

iould accept almost any type of job
;ignment in order to keep working 3.05 .967 14 Moderate

~m proud to tell others that I am part of 2.37 .997 Unsatisfactory
s organization 16
~urce: Personal research, 2016

[e findings from the table above shows that when respondents were asked the

mpany accepts and is open to change and ambiguity, most of them seemed satisfied

Lh mean value of 3.80 and standard deviation of 1.O2Oand thus this was ranked the

along with those who said Golis company was the best organization for them to

)rk in as the all got the same mean score and standard deviation

~ien the respondents were asked if they would try new jobs within in the company,

~ results indicate that most respondents agreed to it since it had a ranking of being

, mean value of 3.77 and standard deviation of 1.017. This was ranked it the same

~cket with those who said the benefits of Golis Company are comparable to those

ered by other organizations since they got the same mean score and standard

viation.

e results of the table further indicate that supervisors being open to suggestion

corded a mean score of 3.24, standard deviation of 1.042 and a rank of being the
thout of all the indicators that were used for measuring employee retention. This was

:erpreted as moderate implying that most respondents disagreed to this indicator.
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adership being willing to change so as to meet the new objectives was ranked the

:ond best indicator with a mean value of 4.86 and standard deviation of 0.965. This

plies that most of the respondents strongly agreed the act that the company

~dership is always more than willing to change and realize new objectives

e results from the above table also show that most of the respondent agreed that

~y had opportunities to advance at the company as it had a mean score of 4.83,

~ndard deviation of 0.934 and a ranking of being the third among the indicators that

~asured employee retention in Golis company. This was interpreted has very

Usfactory to the employees.

e outcome results of the table indicate that the mean and standard deviation value of

pervisors being interested in employee career development are 2.89 and 0.946

5pectively. This according to the interpretation this indicator of employee retention is

t satisfactory to the employees of the company as it recorded a rank of being the l5~

~aning that most employees disagreed to it.

nked the best indicator, the company having the capability of offering excellent

~dership development had a mean score of 4.93 and standard deviation of 0.898. This

the largest number of employees was very satisfactory implying that most of them

ongly agreed to the fact that Golis Company offers excellent leadership skills to its

~ployees.

then asked if the company award job promotions fairly and without bribes, the table

ieals that most employees disagreed to this with a mean value of 3.40 and standard

viation 0.969. This was ranked the 10th and interpreted as moderate to the

iployees.

terms of salary payment most respondents seemed unsure as the results showed

~t this had a mean score of 3.35 and standard deviation of 0.997. In the ranking

31e, this was the 11th out of all the indicators that were chosen to measure employee

:ention and this meant that most employees were moderate on this indicator.
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e table further indicates that package benefits from the company had a mean sore of

~1, standard deviation of 1.046 and a ranking of 13th implying that most of the

;pondents did not consent to this meaning they were with the kind of packages that

~y would receive from the company

e findings also indicate that when the respondents were asked if they would accept

y kind of job in order to keep working, most of them were uncertain of their possible

cision with a mean value of 3.05 and standard deviation of 0.967. This was ranked
~ 14l~ from the overall indicators of employee retention

stly when asked if they were proud to tell other that they are part of the organization,

)st respondents did not accept since this had a mean value of 2.37 and standard

viation of 0.997. This was ranked the 16th indicator and as a result many employees

emed dissatisfied as can be observed from the findings of the table above.

3. Relationship between employee engagement and retention

establish the impact or the effect of employee engagement on employee retention,

rrelation analysis was carried out between the two variables and the results from the

alysis are described in the table below:

ible 4.4: Pearson’s correlation co-efficient Index for the employee
~gagement and employee retention.

Employee Employee
Engagement Retention

Pearson 1 388**
iployee Correlation
gagement Sig. (2- 0

tailed)

• Correlation is significant. at the 0.Q5 level (2-tailed).

om table 4.4, the findings of person’s correlation coefficient for employee

gagement and employee retention is = 0.388 which is a weak positive relationship

~aning that when employee engagements increase, retention of employees also
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APPENDIX A~ QUESITIONNARE

y name is MOHAMUD ISSE JAMA student at Kampala International University. This
jestionnaire has been developed to facilitate a study aimed at establishing the effect
nployee development on employee retention in Golis Telecom Bosaso, Somalia. You
~ve been identified as a critical player in this field. Your input in this study would be
iost valuable.

rn therefore requesting your assistance to fill the attached questionnaires by ticking

here appropriate or filling in the required information on the spaces provided as

)nestly and precisely as possible. The information given will be handled confidentially,

id will only be used only for academic intention.

ART A; GENERAL INFORMATION

ick one appropriate answer

1. Gender

Male Female

2. In which age bracket are you?

18-25 ~ 31-35 ~ 41-45 ~

26-30 LZJ 36-40 EZJ 46-50 EEl 51+ [1]

3. What is your level of Education?

Certificate Degree

Diploma ~ Masters [~j

PhD

4. Marriage status?

singieLj Married I Divorce I Widowed L I
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5. For how long have you been working in this organization?

Less than 1 year~j 1- 3yearsE~ 4 — 6 yearsLll7-9 year~E:I1O years and aboveLZJ

6. dept/position in Golis Telecom

op Management~_____ HR _____ Procurementi I Finance~ I Sales I
ustomer service Marketing I

PART B: Employee Eigagement

ease indicate the extent to which each of the statements in the matrix represented

&ow influences employee retention in your organization. Please record your answer by

:king at the space provided, by the scale indicator.

EY: 5-Strongly agree 4-Agree 3- Not sure 2-Disagree 1-Strongly disagree

Empbyee engagement 5 4 3 2 1

1 I am happy at work —

2 My organization’s culture is good —

3 I would not leave for a lO% raise in another company —

4 My supervisor recognizes my efforts

5 I feel very much value for the company

6 I enjoy working with my colleagues and team members

7~ My supervisor (direct) does his work well — —- — —

There is opportunity for professional growth in this
organization
I would recommend our organization’s services/product to
friends and family

10 My organization serves the customers well
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~RT C: Competency mapping

EY: 5-Strongly Agree, 4-Agree, 3-Not sure, 2-Disagree, 1-Strongly disagree

ick the appropriate box depending on your ~evel of agreement

54321
Competency mapping

My communication skills has improved

I am more aware of the nature of the business

My achievement level has raisin

My team management/working in teams skills has improved

My relationship management skills has improved

I am more proficient in may task

My leadership skills has improved

My overall performance has improved

I work with less supervision

My analytical and reasoning ability has improved

My planning skills has improved
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ECTION E: Employee Retention

istruction: To complete the questionnaire, read and then rate each

xording to the foiowh’ig scale

EY: 5-Strongly Agree, 4-Agree, 3-Not sure, 2-Disagree, 1-Strongly disagree

iank you

Employee retention 5 4 3 2 1

Job flexibility

3 The Company accepts and is open to change and ambiguity. — — — — —

) I am willing to try new jobs within the Company.

) My Supervisor is open to suggestions.

The Leadership is willing to change to meet new objectives. — — — — —

Career development opportunities

There is opportunity for me to advance at this Company. — — — —

My Super-visor has taken an interest in my career development. — — — — —

This Company offers an excellent leadership development — — — — —

program.
Job promotions are awarded fairly and without bias.

Compensation

I am paid fairly for the work I do.

My benefits are comparable to those offered by other — — — — —

organizations. — — — — —

I understand my benefit plan.

I am satisfied with my benefit package.

Organizational commitment

I talk up this organization to my friends as a great organization to — — — — —

work for.
. For me this is the best of all possible organizations for which to

work.
I would accept almost any type of job assignment in order to
keep working for this organization. — — ‘S
I am proud to tell others that I am part of this organization.
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