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Abstract
Inequity in pays and Bureaucratic working environment are the factors that directly have a significant impact on employee turnover. Each employee has diversified expectations.
This study is an examination of effects that are brought by inequity in pay & bureaucratic working environment over Employee Turnover. Empirically, it is an investigation of above mentioned elements that are antecedents of job dissatisfaction and intentions to turnover. Significant relationships are found between inequity and job dissatisfaction and between company inequity and intention to turnover & how rigid working conditions keep employees demotivated & hence dissatisfied from their job.










1.) Broad Problem Area
Turnover is a routine and normal practice of the employees, and is therefore, an accepted fact for which the organizations 	are always prepared. Due to this practice organizations get the chance to enroll new more skilled and hard working employees. In addition to above, the available staff is provided ample opportunities for further enhancement in their professional abilities and betterness.
The absenteeism and turnover has always negative effects and impact on company’s output, production, profit and the overall state of employee’s enthusiasm. The rules, regulations and policies are made to run an organization in a befitting manner. Sometimes these have negative impact on employee’s motivational level and job-satisfaction. Thus, leading to turnover, this is a clear indication that these rules and regulations should be re-visited.
1.1.1) Employee turnover
There are factors which force the employee to consider the switching over to new job opportunities. But turnover at an organizational level is employee’s exit from the organization. Compulsory retirements, release on compassionate grounds and dismissal from service are some of the factors due to which the workforce leave an organization.

1.1.2) Reasons Contributing to Employee Turnover
Employee’s turnover has always shown a downward trend in the output of a company which create more problems and less comfort for the management. Retention of employees by giving those Incentives, bonuses, extra allowances and facilities ensure better productivity and survival in the market.
Companies definitely face the problem of employee’s turnover but never bother to investigate or inquire into the circumstances under which such a phenomenon occurs or have occurred. It is therefore, necessary for the companies to find out the reasons and undertake remedial measures for the sake of their survival and output. Details mentioned below highlight the factors due which workers often leave companies.
	Reasons
	Year 1
	Year 2

	Compensation
	35% turnover
	21% (higher pay)
14% (workload)

	Personal problems
	7%
	19%

	Economic problems
	No account
	11%

	Relation among peers
	17%
	19%

	Termination at employers end
	24%
	7%


[bookmark: _Toc269646154]1.1.3) Measuring Employee Turnover
To find out the employees’ turnover of accompany is:
	  
	Number of leavers 
Average no. Working
	x 100
	= Separation rate
	  


As evident from above that it is the number of employees, quitting the company divided by the number of employees enrolled during the same period and then multiplied by 100. The result is known as the separation rate. Average number of employee performing duties is the number of workforce on the first day of the period added to the numbers working till last day. The result is divided by 2, to find out the average number of employee working in that particular period. Above mentioned formula is a very useful key to find out the company’s employee turnover, to compare this factor with other companies and to compare the employee’s turnover at country level also. As discussed earlier in previous paragraphs, company, firm or an organization must undertake investigation to find out the root causes of employee turn over. The separation rate does not provide clear picture as to, whether long term associated skilled or semi skilled manpower has left the organization. The stability index mentioned below, does give the actual details about the retention of long term associated skilled workforce.
	





Number of workers with one 
year's service (or more) now

Number of workers 1 year ago
	




x 100
	  




= Stability index


[bookmark: _Toc269646155]1.1.4) The Cost of Employee Turnover
[bookmark: _Toc269646156][bookmark: _Toc269646157][bookmark: _Toc269646158]The cost of employee turnover is always proportional to the number of employees leaving a certain organization. Companies hire the manpower through a proper procedure which starts from the placement of advertisement in newspapers and then after conduct of proper tests and interviews an employee is enrolled for a specific job or duty. To bring up to the desired level of competence, organization spends lot of money and time on the employee so that they are more useful, productive and well oriented with the duties and responsibilities. Management of the company is involved in the abovementioned process from hiring till an employee is brought to the desired level of competence. While calculating the cost of employee turn over abovementioned expenditure must also be calculated and considered. It is a fact that efforts and money spent on minimizing employee turn over is cost effective. There are more serious factors and reasons due which the cost is increased manifold. These include overstaffing, delay in production, less production due to load shedding of gas / electricity, dishearten workforce, low motivation level, accidents etc. This turnover has immense negative impacts on the overall production, working environment, discipline and morale of the remaining employees. Under these conditions and circumstances the management must be very cautious and sensible in dealing with this situation. 
[bookmark: _Toc269646159]The situation must not go out of control and should be tackled in a professional way. Once well trained and professional workers leave an organization, the shortfall is met through new recruitment which is obviously not the actual replacement of those employees. New employees are less trained; less experienced and are not up to the desired level of competence. In the absence of well trained employees supervisors, the newly recruited manpower would not be imparted the proper job training, guidance, supervision thus causing dissatisfaction amongst new recruits and forcing them to leave the organization.
1.2) RATIONALE OF STUDY
Basic purpose of this study is to find the reasons of employee turnover in an organization and subsequently give suitable recommendations. The employees’ turnover in an organization is an alarming issue which should be dealt with professionally, honestly and according to the factual state and details. In this way the accurate state would emerge and then remedial measures would be taken to avoid turnover. These adopted measures will definitely improve the situation in an organization thus, having positive impact/effect on other employees. The reason, due which an employee has left the organization, localized by the managers sometimes do not coincide with the facts this factor gives rise to wrong calculations and estimates thus, depicting in accurate data for executives and future reference.
According to the previous results of employees’ turnover, organization is able to estimate the needs and requirements of their future staff and modify their recruitment and selection policies.



1.3) Problem Statement 
“This study explores the relation between employee turnover and the organizational policies regarding compensation and working environment in OGDCL”
1.4.) Independent Variables 
In subsequent paragraphs two independent variables would be discussed as they directly influence the level of employee turnover.
1.5) Inequity in Pays
For every duty, task, job and performance an individual is awarded / rewarded accordingly. This is called the compensation which is an integral part of management. All organizations have their objectives, goals and missions. The organizations put in lot of efforts and direct all their resources towards the achievement of their mission and objective. Ultimate objective of the company is to earn maximum profits and return against investments. Human resource is the best asset and capital of the company through which the companies always try to extract maximum and pay less in return as compared to the output given by this capital. In order to have maximum return the organization must have and follow the latest compensation policies, employee friendly environment, positive decisions, fair treatment to all employees and best working conditions.



1.5.1) Factors that Must be Considered 
a)	Every employee is an asset of the organization and contributes as per his/her abilities, capabilities, experience, professionalism etc. The compensation provided to an individual must be at par with his performance, output and production. Compensation policy applicable to all employees across the board would definitely have negative impact and should be reviewed to avoid discrimination.
b)	Organizations must discuss in detail the problems faced in implementation of well balanced and well thought compensation policy. It would definitely improve the morale level of the employees and in return the employer would get a boost in his profits, returns and output/production.

1.5.2) Barriers to Fair Compensation
Communication, measurement, structure, philosophy and administration  are  the  factors  that  make it difficult to achieve the fair compensation. It could be any one of these factors or more than one.

1.5.2.1) Philosophy
The compensation philosophy of an organization is company’s management mindset, sincerity towards employee’s welfare and resolve to achieve the company’s objectives. There are some barriers which are:
*	The company/organization does not introduce the compensation policy/philosophy at all. If introduced then the ongoing practices (culture) do not necessarily support the implementation of this policy/philosophy. The compensation philosophy is not applied across the board in that organization causing dissatisfaction amongst employees.
*	Keeping in view the changing circumstances/scenarios the philosophy is not reviewed regularly.

1.5.2.2) Structure
The compensation systems developed and evolved by the organizations are grade/level specific which creates doubts about the efficacy of that system. The structure does contain some barriers as:
*	Complexity of the system makes it difficult to find out the decisions taken and the criteria set by the organization. The structure developed for across the board implementation pose difficulties. The relationship between performance and compensation system should be elaborated.

1.5.2.3) Administration
The implementation of compensation system is key to the success of an organization. Potential barriers in this include:
*	Newly enrolled employees’ pay structure is adjusted and finalized equal/more than the more experienced and highly professional employees already working in the company. The organizational system should be streamlined in such a way that all the systems are aligned with others.
*	The awards and rewards on the discretion of an individual are not in conformity with the principles of justice and rights. Similarly the abundance of decisions by different managers gives rise to unwanted, unaccepted and unfair practices.


1.5.2.4) Measurement
Measurement is an assessment as per the prescribed rules, references etc. There should be no hindrance to the fairness in the implementation of compensation system. Some of the points are:
*	If review and audit of the system and pay structure in vogue is not carried out regularly then it becomes a barrier. Pay structure prepared and implemented on the basis of gender discrimination is also a barrier.
*	Organizations smaller in size as compared to other big companies does not undertake the internal audit thus not highlighting the bad practices.

1.6) Bureaucratic Working Environment
Immense changes have occurred in the present day work environment. Previously the employees were exploited by the employer but nowadays, due to lot of awareness provided by the media, Government, NGOs, the employee are more current, updated and educated on their rights and privileges. In this era the work place and environment has to be good so that employees are motivated and attracted. The task of providing nice work place and excellent environment does not only lie on the shoulders of executives but is also the responsibility of managers and supervisors of the organization. 
The work force must feel at home and be proud of working in such an environment. In this way they would give maximum output and productivity. Now we can say that traditional management i.e. management by status quo, or strictness would always produce the negative results and would not serve the purpose rather it would destroy the organization. In typical bureaucratic working environment the employees are badly treated, not paid fairly and their hard work is not appreciated.


1.7.) Basic Research Questions

· Is employee turnover affected by Inequity in Pays?
· Is employee turnover affected by bureaucratic working environment?
· 
38

Theoretical Framework is Formulated
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· 	

As mentioned earlier, only 3 independent variables out of many for the research have been selected. The other independent variables beside inequity in pays, lack of training & development & bureaucratic working environment are;
· Job change
· Company culture change
· Compensation & benefits
· Company’s economic problems
· Relationship with co-workers
· Fired
· Housing & transportation
· Working schedule
· Routine work job
· Less chances for job growth
· Unfair performance appraisal
Inequity in pays & bureaucratic working environment has direct impact on employee turnover. In this case, all the 3 independent variables have been manipulated by exposing different groups to different degrees of changes in it. This manipulation of the independent variable is known as treatment and the results of the treatment are called treatment effects. Here level of motivation is in a sense that when variables that are independent have an impulsive effect on dependent variable i.e.  Employee turnover, employees are either highly or less motivated and thus their level of turnover varies according to the treatment given to these 3 independent variables.

1.8) HYPOTHESIS

Hypothesis development will help us either accept or reject the relationship we developed.

1.9) Statements of hypothesis
 
After identification of required variables, a relation is established through theoretical reasoning, following statements are formulated for hypothesis testing;

1.9.1) Main Hypothesis:

· Does inequity in pays lead to employee turnover?
· Does bureaucratic working environment leads to employee turnover?

1.9.2) Testing hypothesis

Null Hypothesis
· There is no relation between inequity in pays and employee turnover.
· There is no relation between bureaucratic working environment and employee turnover.


Alternate Hypothesis
· There is some relation between inequity in pays and employee turnover.
· There is some relation between bureaucratic working environment and employee turnover.
1.10) SCOPE OF STUDY:
The researcher has tried to measure the effect of measurable organizational policies on employee turnover; this will help to forecast the future needs of changes to be made in the organizational policies in accordance to reduction in employee turnover.
1.11) LIMITATIONS:
The limitations of this research are those factors which are not measurable, but do have a significant affect on employee turnover. Like political, Petroleum regulatory authority’s policies etc. This research is limited to oil and gas industry. Time is also another factor that may affect the results, as this research is to be completed in a certain period of time. The availability of information is also limited.







1.12) OGDCL
[image: ]1.12.1) Introduction
[bookmark: _Toc269646160]Oil and Gas Development Company limited was established in 1961 for oil and gas exploration in the region. Company was declared self financing organization in 1989 and in 1997 public limited company governed by companies’ ordinance 1984. Government of Pakistan bought 5% of its shares through IPO. OGDCL owns 48%oil and 34% gas reserves in Pakistan. Company has the record of 60 discoveries against its achievements.
[bookmark: _Toc269646161]1.12.2)Human Resource Base
OGDCL has the largest number of professional human resource in today’s oil and gas setup of Pakistan and since its inception the company has gone through so many advancements like inclusion of latest equipment, implementation of HR practices and so on. OGDCL owns highly qualified professionals of its kind who has the expertise to undertake all types of assignments starting from geological surveys to production and processing.

1.12.3)Strategy
	[bookmark: _Toc269646162]1.12.3.1) OGDCL Vision

	To be a leading multinational Exploration and Production Company.

	 

	

	[bookmark: _Toc269646163]1.12.3.2) OGDCL Mission

	

	Our mission is to be the leader in providing oil and gas in Pakistan by continuous and sustained exploration and production (in country and abroad) through all available options including strategic partnerships. To strive for the satisfaction and expectation of our partners’ by following and implementation of organizational practices, technological advancements for sustainable growth keeping in view the social responsibilities.


1.12.4)Core Values
Core values of OGDCL are virtues, honesty/honor, coordinated efforts, security, commitment to purpose and new ideas.
1.12.5) GOALS

1.12.5.1) Financial
· Minimize the unnecessary expenditures to have a better financial state of the company. 
· Investment of extra money in profitable financial schemes.
· To give excellent financial return to partners.
· To increase the worth of the company many fold.



1.12.5.2) Learning and Growth
· To make sure that our technology is replenished, and the company is sovereign in all the matters, including financial and decision making aspects.
· Implementation of up to date HR practices and retaining skilled workforce.
· Regularly modernizing managerial knowledge and practices to stay ahead of the advancements in the industry
· Making such a relation between latest technologies and skilled professionals, so that the output is optimized.
1.12.5.3) Internal processes
· To make a joint tem of all departments for the improvement of decision making process and strategic planning.
· Provisioning of up to date state of the company to partners and market players.
· Use of such organizational policies and business techniques, that the creation of an interdependent organization takes place along with the required cultural up gradation.
· Increase the level standard and frequency of exploration, building of infra structure and marketing of explored oil and gas.




2.1.) LITERATURE REVIEW
Employee turnover phenomenon is the most studied one. A vast literature is available on voluntary employee turnover dating all the way back to 1950s. Researchers have managed to seek the prediction of employee turnover by developing a variety of models, these models comprised of the variables effecting turn over and then the test results, indicating to how extent they relate. Most of the studies explain only a small list of variables explaining a very subjective picture of job turnover that is the reason because of which the unpredictable and unknown psychological factors become ignorant.  Boxall et al (2003), indicates in his recent study in New Zealand, that motivation for changing job, or turnover intension is multidimensional, and it can’t be explained by one factor.
However, few factors have been seen consistently related to employee turnover. Elangovan (2001) in his review article on studies related to turnover indicated some variables being indirectly proportional to the turnover. These variables were, satisfaction on job, the time period for which the job is being done, the association level with the job and consideration of job mobility. A meta-analysis was carried out way back in 1995, based on somewhat 800 studies done on turnover. It was Hom and Griffeth who carried out such a verified analysis. Then according to the changing business environments and further studies added it was rejuvenated (Griffeth et al, 2000). Some well established findings were made in their analysis. These were not different from the earlier ones like, association and level of loyalty for the job and the organization, also included was the comparability of recourses and impulsion of leaving the job. Significant evidence can be seen on the impact of labour markets on turnover, through economic studies. Mobley et al (1979) demonstrated the relativity between the number of jobs available in the business market and the factors of economy related. The substitutes that are at a subjective level are not the true indicators that help to forecast the turnover, but more objective and critical factors are helping hand in determining the factual turnover (Kirschenbaum & Mano-Negrin, 1999). Only the figures of turnover were suggested, later on local and foreign business markets were considered for study, concluding Objectives opportunities were a better set of explanations of actual turnover behavior.
Turnover is a fact that every organization expects and faces now and then, but the discretion of turnover into foreseen and negotiable turnover and unpredicted and permanent loss can enhance the decrease in turnover (Dalton et al cited in Abelson, 1987). Negotiable, or manageable issues are mostly internal, or management based thus having controlled impact if critically known.
There was no linkage between the pay and voluntarily turnover. Though through other studies the effect of pays was mixed with the turnover, but no significant relation between pays and turnover was measured or calculated Mobley et al (1979). Campion (1991), on the other hand indicates that there is a significant importance of higher wages/career opportunities contributing to voluntarily turnover. 
Another interesting point was presented by Martin in 2003, that compensation or pays are inversely proportional to turn over. If an employee is being lavishly paid he won’t be willing to make a job transition.
A tri-dimensional study was carried out which interlinked an employee’s performance, relative pay and workload. Like if an employee is working hard but not paid fairly he will more tend to make a job transition Griffeth et al (2000). Milkovich and Newman (1999) gave start on this aspect. The study was based on incentives for all in the organization which could create an impulse of turnover among more skilled and top-performers.
 Factors were very significant in an employee’s turnover path, specially the relative comparability of employees’ wages with the same industry in the market. Turnover rate was high among the most skilled workers; according to this study. Money was not the most prior concern for some, while they continued with the job (Taplin et al, 2003). The workforces whose psychological values are more dominant have an entirely different impact. If their priority is money then despite of all the satisfaction they are subject to internally won’t count for them and turnover will be more likely to occur for a better pay. On the other hand priority for money is low, and then job transition is less likely to occur Tang et al (2000)
It was suggested that the establishments in a way that they enhance the skills of the employee comprises of low turnover rate. On the other hand if multi-dimensional trainings are given to the employees, turnover can increase as it gives an opportunity to find work elsewhere at a broader spectrum. The findings on lower turnover and trainings have concluded that off the job trainings are related to high turnover as they are more generalized(Martin, 2003). 
 Sum of the literature was reviewed by Shah and Burke (2003) on the relation between training and turnover. Green et al (2000) indicated that modestly training has no impact, specifically in an aggregate. Another indication of the study was that, if the training is sponsored wholly by the person to a job search. Then mobility is high. On the other hand, if employers pay for training, there is a decline in mobility. 
Lynch (1991, 1992) carried out a research, showing that all types of trainings provide by the employer has an impact. Specifically, on-the-job training reduces job-mobility especially in young women. Women who received training from the employer and it was job related, had a very low probability of making a job transition, on the other had no such trend was seen in men (Elias, 1994). Richer, Blanchard & Vallerandi, 2002, studied turnover at workplace, another attention gaining relation. Working environment and its rules and regulations have also been a part of factors contributing to employee turnover. Due to which the cost of employee turnover is to be suffered by the company. Many researchers indicated this issue, Lucas (1987). In developing countries like Pakistan the research on business related issues has not been established to the extent it is needed, that is the reason the main departments and skilled staff is not retained to the number it should be( Baig, 2006). Batt and Valcour, 2006 pointed out relation between daily life stress and a rigid working environment stress. It has been suggested that friendly and flexible working environment overcomes the daily life stress and reduces the turnover significantly.

2.1.1 )List of variables identified in Literature Review
· Compensation (rewards and benefits) 
· Working Environment
· Individual Values
· Organizational values and commitment
· Job performance
· Job satisfaction
· Bureaucratic and rigid working environment
· Training and development
· Career opportunity











3.1) Preliminary Data Collection for Employee Turnover
The steps taken for gathering preliminary data are as follows;

3.1.1) Method Selection
	The topic that have selected is the topic on which many researchers have done lots of work. So we can call this study as a descriptive study. In this research, the researcher has tried to explore and add some new information towards it. Similar to a descriptive study, it has been tried to elaborate all information that is already present and how can we better understand these issues? This research can be called an applied research because factors causing turnover has been clearly and authentically pointed out.
3.1.2) Scales
When exact numbers of objective factors as opposed to subjective factors, scales used are called ratio scales. 
3.1.3) Questionnaires
As there are two independent variables in this research. According to them and the availability of employees, two questionnaires have been given. One questionnaire was given to 10 employees; another was given to another 10 employees. The questionnaires are non-standardized.
3.1.4) Rating Scales
Each question has five options, each of them have been calculated on the basis of employees selection.



3.1.5) Population
As the word population indicates, in this particular study population is all the employees of OGDCL.

3.1.6) Population frame
The enlisted employees of all the departments of OGDCL are the population frame of the study. 
3.1.7) Sample
Employees to which the questionnaires have been distributed are the sample for the study. Sample includes the managerial and in-house staff.
3.1.8) Sample Size
Sample size is 20.

For this research data has been gathered through;
1. Questionnaires		2. Interview










4.1) Findings and conclusion of Research on Employee Turnover

As mentioned above, 2 different questionnaires have been distributed to 20 employees in order to measure the impact of independent variables (inequity in pays & bureaucratic working environment) on dependent variable (employee turnover). Findings of these questionnaires are shown below;

1.) Inequity in Pays

1.1) Rating Scale



	Strongly Disagree
	Disagree
	Neutral
	Agree
	Strongly Agree

	1
	2
	3
	4
	5



Major factors in compensation questionnaire:
These are those prime factors related to inequity in pays on the basis of which 10 questions pays have been derived, in order to analyze their direct effect on employee turnover. 
· Experience
	Strongly Disagree
	

	Disagree
	2

	Neutral
	

	Agree
	2

	Strongly Agree
	6


To examine weather the pays are high on the base of experience or competencies.

	
Strongly Disagree
	

	Disagree
	2

	Neutral
	

	Agree
	3

	Strongly Agree
	5


· Older vs younger

To examine weather the employees who have spent a long tenure are paid more than the fresh employees giving more output.

· Education
	Strongly Disagree
	

	Disagree
	3

	Neutral
	

	Agree
	7

	Strongly Agree
	




To examine that if the education of the employees predicts their salary range or their output defines it.

· Contractor VS Permanent
	Strongly Disagree
	7

	Disagree
	2

	Neutral
	

	Agree
	1

	Strongly Agree
	


As OGDCL has more contractual employees, so are they paid more because of this? Despite of the out put of permanent employees. 

· Quit for better Pay

	Strongly Disagree
	1

	Disagree
	1

	Neutral
	

	Agree
	1

	Strongly Agree
	7


To examine if the employees will quit for better pay because of inequity.




Graphical Representation of the findings

1.2)Hypothesis Development of Employee Turnover & Inequity in Pays

1.2.1)Statement of Hypotheses
Does inequity in pays lead to employee turnover?

Testing Hypothesis


· Null Hypothesis:
There is no relation between inequity in pays & employee turnover.
H0 :  = 0



· Alternate hypothesis:
There is some relation between inequity in pays & employee turnover.
H1 :    =  0

· Level of significance:
 = 0.05
Since it is two tale tests so  / 2 = 0.025
· Test statistic to be used:

Since the responses size is less than 30 so we will apply “t” test.
         - 
t =   sd /n
 
	f
	x
	fx
	x2
	fx2

	8
	1
	8
	1
	8

	10
	2
	20
	4
	40

	0
	3
	0
	9
	0

	14
	4
	56
	16
	224

	18
	5
	90
	25
	450

	f=50
	
	fx=174
	
	fx2=722



   

  
    
fx = 174
 fx2 = 722
f = 50


      fx2		fx	 2
sd= 	
 f		f	

	

	722   _	174	 2
  =  	
	50		 50
  

=	1.52

	fx		174
x =		  = 		   = 3.48
	f		  50

 =  x / n = 15/5= 3

		3.48-3
t = 				= 2.23
1.52 50	


[bookmark: _Toc269646164]Critical Region 
 
The value of t tabular at significance level 5 % at two tails is equal to either + 1.96 or – 1.96 so the value of t calculated that is 2.23 is greater than t tabular.

Conclusion
As calculated value of t = 2.23 is greater then tabulated value of t, so we reject H0 and accept H1 that there is relation between inequity in pays & employee turnover.
At OGDCL, the experienced employees are paid more as compared to young employees. 
More and more benefits are attached with the tenure of service rather then the abilities or competencies of an employee. As government (due to his over influence) already banned the permanent posts in OGDCL, still contrary to the other organizations, the “on contract” employees are under paid, and it really create a sign of frustration among newly hired youngsters.
Due to this pay structure, as the employees of OGDC receive any offer of better salary package, they all of a sudden leave the organization. So the technical employee turnover at OGDCL is dramatic. 


3.)Bureaucratic Working Environment

Major factors in questionnaire:
These are those prime factors related to bureaucratic working environment on the basis of which 10 questions pays have been derived, in order to analyze their direct effect on employee turnover. 



· Individual Decision
	Strongly Disagree
	

	Disagree
	

	Neutral
	3

	Agree
	4

	Strongly Agree
	8


To analyze the level of empowerment to the employees.

· Rigid Control
	Strongly Disagree
	

	Disagree
	1

	Neutral
	

	Agree
	2

	Strongly Agree
	7


To analyze the extent of decentralization in the working environment.
· Fixed Duties
	Strongly Disagree
	

	Disagree
	

	Neutral
	

	Agree
	4

	Strongly Agree
	6



· Opportunity for Growth
	Strongly Disagree
	

	Disagree
	5

	Neutral
	

	Agree
	5

	Strongly Agree
	


To examine weather the innovation strategy is promoted or not.




· Group Work
	Strongly Disagree
	

	Disagree
	

	Neutral
	

	Agree
	

	Strongly Agree
	10
















Graphical Representation of the findings
3.1)Hypothesis Development of Employee Turnover & bureaucratic working environment

3.1.1)Statement of Hypotheses
Does bureaucratic working environment lead to employee turnover?

Testing Hypothesis

1-
· Null Hypothesis:
There is no relation between bureaucratic working environment & employee turnover.
H0 :  = 0

· Alternate hypothesis:
There is some relation between bureaucratic working environment & employee turnover.
H1 :    =  0

· Level of significance:
 = 0.05
Since it is two tale tests so  / 2 = 0.025
· Test statistic to be used:

Since the responses size is less than 30 so we will apply “t” test.

      - 
t =   
    sd /n

	f
	x
	fx
	x2
	fx2

	0
	1
	0
	1
	8

	6
	2
	12
	4
	40

	3
	3
	9
	9
	0

	15
	4
	60
	16
	224

	31
	5
	155
	25
	450

	f=55
	
	fx=236
	
	fx2=1066







fx = 236
 fx2 = 1066
f = 55


      fx2		fx	 2
sd= 	
 f		f	

	
	1066   _	236	 2
  =  	
	55   	 55
  

=	0.98

	fx		236
x =		  = 		   = 4.29
	f		  55

 =  x / n = 15/5= 3

		4.29-3
t = 				= 9.92
0.98	55	


· [bookmark: _Toc269646166]Critical Region 
 
The value of t tabular at significance level 5 % at two tails is equal to either + 1.96 or – 1.96 so the value of t calculated that is 9.92 is greater than t tabular.

· Conclusion
As calculated value of t = 9.92 is greater then tabulated value of t, so we reject H0 and accept H1 that there is relation between inequity in pays & employee turnover.
At OGDCL, there is bureaucratic working environment, like in other typical government organizations. The questionnaire feedback suggests that the employees are over controlled. Fixed duties are assigned to them, which discourage the innovation and creativity. There are fewer chances of growth opportunities. No concept of work group and team structure.
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Conclusion

The results derived from facts and figures are OGDCL specific only. However these can be applied to some extent to oil and gas sector. If training and development has no impact on this sector, it doesn’t mean that it is true for other companies also. The bureaucratic attitude of executives, managers and supervisors has also been one of the causes of employee turnover in OGDCL. In equity in pay structure adopted by OGDCL has also negative impact on the employees. It has created a situation of uncertainty amongst workforce due to which the employee turnover is high.

Training and development has been the key to success in any organization. This factor has produced positive results and provided motivation to the employees as they have achieved high standards of professionalism and competence. Training and development of employees in an organization plays a pivot role for the success and achievement of ultimate goals and objectives. Due to this factor the employees do get the chance to interact with the people of different organization, background, experience, status and qualifications. After enduring, training employees exchange their views on different subjects and share their professional experiences. In this way the transfer of ideas takes place and both parties are benefited. Foreign courses give an opportunity to learn in multi-national environment where personnel from different nations bring along them wide variety of experiences and knowledge. Therefore, the aspect cannot and should never be ignored. 

The importance of exit interviews have been indicated in recent studies in context of the modern business needs. Exit interviews give a set of amendments that are to be made. Insights to those factors are provided that are immeasurable or psychological in nature. As the management does not have enough free space of time in which individual factors are to be considered, so exit interviews provide a time saving document, also an important instrument for future reference.

Work environment is also another factor that has to be considered. In this research the work environment is over controlled. The employee expectation is diversified; there are more responsibilities and less authority. This reduces the motivation level of the employees. As empowerment is also a tool for employee motivation, if the level of motivation is reduced it leads to intension of turnover and the persistence results in exit from the organization. Another indication is the fixed duties, which are a very small portion of wide spectrum of his professional duties. Career conscious employees love to perform there all duties and not glued on one particular task of this wide spectrum. If career oriented professionals are forced to perform fixed duties then obviously the chances of turnover would be higher. The easy-goers employees always like to perform fixed duties because they are not at all interested in career progression but are satisfied with the routine jobs, duties and output.

Pay structure in an organization can never be a confidential business; employees definitely discuss all details amongst themselves at any comfortable time and place. Therefore, well seasoned, qualified employees are definitely demoralized when the newly inducted, less experienced employees are paid more than them.

It is pointed out so far that there are diversified expectations among the work force in an organization. The management tends to generalize subjectively, these expectations of employees. This turns out to be root cause of turnover. Understanding and differentiating these expectations more critically is actually the tool for forecasting the turnover ratio. The employees who demand or expect more recognition and high pay scale are more impulsive to turnover, and make job transition more often in the search. On the other hand employees with more value for job satisfaction and relative pay scale do not prefer to make a job transition so easily.
Another evident point is that pay equity is another major factor that is contributing to turnover these days. Though the organizations have policies in which the employees are forbidden to tell their colleagues about the salary packages, but, it can’t be cheked upon and at the end it is 











RECOMMENDATIONS


After going through all related facts and figures of this research it is recommended that:
· Pay structure and pay scales should be linked to individual’s professionalism, production, experience, qualification etc.
· Compensation philosophy must be related to the organization, individual or teams’ performance.
· Award of rewards should be followed religiously as it is the best form o9f incentives for employees. The rewards could be in form of foreign courses bonuses pay increments promotions etc.
· Welfare of the employees should be given due importance.
· The decisions taken at board meetings and otherwise be implemented and the actions required by staff be ensured. 
· Teach employees how to deal with crisis and stress, Challenging assignments are the best teachers
· Employees are developed in best manner when their personal top priorities are identified & aligned with organizational objectives
· Prompt the employee to diagnose the barriers that are hindering effective job performance
· Provide such a healthy, competitive work environment where employees learn & come up with innovative & unique ideas.
· Such a work environment should be provided which give them opportunity to grow.


Bibliography

Amah, O. E.2009, “The direct and interactive roles of work family conflict and work family facilitation in
Voluntary turnover”. International Journal of Human Sciences [Online]. V6, I2. Available:
http://www.insanbilimleri.com/en
Zeynep T & Robert SH, 2008 “Managing the impact of employee turnover on performance: The role of process conformance”, February, V19, pg 56-68.
James MV, David GA, Robert WK & Karen RM, 2008, “Should I stay or should I go? The role of risk in employee turnover decisions”, November, V61 [electronic] Available from: Sage Journals online
David ET, Andre LH 2007 “Employees’ Responses to merit pay Inequity”, November, V37, pg 51-58.
Brundaye, Heidi, Koziel, Mark, 2010 “ Retaining top talent still a requirement for firms: Focus on people now to keep turnover costs down when the economy improves”, May [electronic] Available from: The Free Library, Article:0225502710
John FB, Anthony JA “An innovative approach for cost effective turnover reduction” [electronic] 
Available from: http://www.callcentres.com.au/staffturno.htm#Article
Zimoch, Rebecca, 2007, “Help wanted: How to reduce turnover”, Grocery Headquarters, January.
William GB, 2008,”Cost of employee turnover” Article for Entrepreneurial Companies [electronic] Available from:
http://www.isquare.com/turnover.cfm

Benjamin C, Yeoh SF, Lim CL & Syuhaily O, 2009, “An exploratory study on turnover intention among private sector”, International Journal of Business and Management, January, v5, i8.
Yumei W, Zhen Z & Quing C, 2008, “An analysis on the knowledge workers turnover: A psychological contract” International Journal of Business and Management, March V3, pg 61-65.
Aminu B, Jantan, 2008, “Human Resource practices as determinants of employee turnover: An empirical investigation”, Asian Academy of Management Journal, V10, pg 69-80.
Boxall P., Macky K. & Rasmussen E. (2003), ‘Labour turnover and retention in New Zealand; the causes and consequences of leaving and staying with employers’, Asia Pacific Journal of Human Resources, vol.41, pp.196-214. 
Griffeth R. W., Hom P. W. & Gaertner S. (2000), ‘A Meta-analysis of antecedentsand correlates of employee turnover: Update, moderator tests, and research Implications for the next millennium’, Journal of Managementvol. 26(3), pp.463-488.
Mobley W. H., Griffeth R. W., Hand, H. H. & Meglino, B. M. (1979)‘Review and conceptual analysis of the employee turnover process’, Psychological Bulletin vol. 86 (3), pp.493-522.
Shah C. & Burke G. (2003), Labour mobility: demographic, labour force and education effects and implications for VET, Report to ANTA, Centre for the Economics of Education and Training, Monash.
Abelson M. A. (1987), ‘Examination of avoidable and unavoidable turnover’Journal of Applied Psychology, vol. 72(3), pp. 382-386. 



Web References:

Searched For: Cost of Turnover
Accessed on: 20th May, 2010
http://www.advantagehiring.com/newsletter/n99Q4_1.htm
Searched For: Performance into Turnover
Accessed on: 20th May, 2010
http://www.findarticles.com/p/articles/mi_m4256/is_n1_v19/ai_14412793
Searched For: Workplace Motivation
Accessed on: 20th May, 2010
http://www.units.muohio.edu/psybersite/workplace/motivation.shtml
Searched For: Development
Accessed on: 5th June, 2010
http://www.codeguru.com/Cpp/misc/misc/uml/article.php/c3839/
Searched For: Inequity in pay
http://sunzi1.lib.hku.hk/hkjo/view/7/700232.pdf
Searched For: Pay Equity
http://www.cnr.berkeley.edu/ucce50/ag-labor/7labor/07.htm
Searched For: Pay for Performance
http://www.shareholderproposals.com/Chapter29.html
Searched for: Previous turnover Insight
http://www.stthomas.edu/cathstudies/cst/mgmt/compensation.html
Searched for: Equity concerns
Accessed on: 20th June, 2010
http://www.rbt.treasury.gov.au/publications/paper4/part3/section7.htm

Searched for: Pay Structure Grading
http://www.intecvideo.com/GradingExcavation.htm
Searched for: Motivation through Compensation
http://www.asicentral.com/asp/open/news/successfulpromotions/marapr/feature1.asp
Searched for: Product oriented pay scale
http://www.pressganey.org/products_services/readings_findings/satmon/article.php?article_id=140
Searched For: Benefits of Training and Development
Accessed on: 26th June, 2010
http://www.mapnp.org/library/trng_dev/basics/reasons.htm
Searched for: Reasons of measuring Employee turnover
http://www.measure-x.com/reasons/reasons.html
Searched for: Employer’s Responsibilities to turnover
http://www.entrepreneur.com/article/0,4621,307637,00.htmlSSSearched for: employee retention policies
http://www.instanthrpolicies.com/articles/retention_survey.htm
Searched for: Exit interviews and Employee Turnover
http://www.insightlink.com/exit_interviews_employee_turnover.html
Searched for: Turnover reduction
Accessed on: 2nd July, 2010
http://www.ndsu.nodak.edu/ndsu/ugpti/MPC_Pubs/html/MPC02-135/index.html
Searched for: Salary Packages contributing retention
http://pubs.acs.org/hotartcl/cenear/990802/7731salary.html
Searched for: Workplace measurements for retentions
http://www.cba.uri.edu/Scholl/Notes/Equity.html
Searched for: Measuring cost of employee turnover
http://www.uwex.edu/ces/cced/publicat/turn.html



Appendix 







Questionnaires





I. Inequity in Pays Questionnaire

Name:		_____________________________________
Department:	_____________________________________
	
1) Why did you leave your previous employer?
· For a better job elsewhere
· Job ended                    
· Relocate                     
· Job dissatisfaction          
· Better salary package		

2) How often do you have to work beyond normal work hours to get a job done? 
· 1=Often
· 3=Now 
· 5=Never

3) How well has pay level met your expectations in terms of job satisfaction?
· 1=Very Well
· 3=Moderately Well
· 5=Not at All

4) Does your experience predict salary?
· Agree
· Strongly agree
· Neutral
· Disagree
· Strongly disagree

 5) Do older employees make more than younger employees?
· Agree
· Strongly agree
· Neutral
· Disagree
· Strongly disagree

6) Do you think you are underpaid?
· Agree
· Strongly agree
· Neutral
· Disagree
· Strongly disagree

7) Does an employee’s education predict his salary?
· Agree
· Strongly agree
· Neutral
· Disagree
· Strongly disagree

8) Do contractors make more than permanent employees?
· Agree
· Strongly agree
· Neutral
· Disagree
· Strongly disagree

9) Do males make more than females?
· Agree
· Strongly agree
· Neutral
· Disagree
· Strongly disagree

10) Would you like to accept a better salary offer from another organization?
· Agree
· Strongly agree
· Neutral
· Disagree
· Strongly disagree







III. Bureaucratic Working Environment Questionnaire
Name:		_____________________________________
Department:	_____________________________________
	

1) Managers limit individual job autonomy to such a point that it seriously inhibits effective job performance?
· Agree
· Strongly agree
· Neutral
· Disagree
· Strongly disagree

2) Did you ever face operating-delays?
· Agree
· Strongly agree
· Neutral
· Disagree
· Strongly disagree

3) Employees’ duties are fixed?
· Agree
· Strongly agree
· Neutral
· Disagree
· Strongly disagree

4) Employees’ more focus is on doing rather than thinking.
· Agree
· Strongly agree
· Neutral
· Disagree
· Strongly disagree

5) Your organization often follows the “innovation strategy”?
· Agree
· Strongly agree
· Neutral
· Disagree
· Strongly disagree



6) You feel yourself as in a boundary less organization?
· Agree
· Strongly agree
· Neutral
· Disagree
· Strongly disagree

7) Your organization follows the team structure?
· Agree
· Strongly agree
· Neutral
· Disagree
· Strongly disagree

8) Most of your work is done in groups.
· Agree
· Strongly agree
· Neutral
· Disagree
· Strongly disagree

9) Managers should make unilateral decisions, and dictate work methods?
· Agree
· Strongly agree
· Neutral
· Disagree
· Strongly disagree

10) Managers always welcome any new ideas? 
· Agree
· Strongly agree
· Neutral
· Disagree
· Strongly disagree





Experience	Older VS Younger	Education	Contractor VS Permanent	Quit for better pay	34	33	22	-8.9	13	


Individual Decisions	Over Control	Fixed Duties	Opportunity for Growth	Group Work	44	41	46	10	-10	
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