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Abstract

This research was conducted in a leading apparel organisation situated in Sri Lanka.
Specific objectives of the research are to identify the major contributory factors for
labour turnover and to examine the factors contributing to labour turnover. When
labour turnover data of past six months have been analysed, it was apparent that the
operators having less than six months experience, have mainly left the organizations.
Therefore the research was focused on the labour turnover, specifically the sewing
machine operators who are newly recruited to the organisation. This research has
examined the models and sources of Labour turnover. Job satisfaction, Job
involvement, Affective commitment, Interpersonal trust at work, Perceived
organisation support and Relational exchange contract are taken as independent
variables for turnover intention. Based on this, a conceptual framework for the
research has been developed. Covering all independent variables a questioner was
developed and distributed among randomly selected two hundred and two newly
recruited sewing machine operators. Range of factors that were consistently linked to

employee turnover were analysed and verified through this research.

It was found out that 24 out of 42 sub-scales tested for establishing a relationship
between variables affecting employees to have ‘an intention to leave’, displayed
positive relationships, and the overall model could be considered as significant.
Factors that lead team members to leave the organization were linked to its
processes, practices and methods. Organization needs to consider exact requirements
of employees for the benefits to be perceived positively by them. Results of this
study would facilitate organization’s decision makers to understand the general

nature of employee turnover and its’ likely causes, and contexts as well.



TABLE OF CONTENTS

Declaration of candidate & supervisor
Acknowledgements
Abstract
Table of content
List of figures
List of tables
List of abbreviations
List of appendices
Chapter 1
1. Introduction
Chapter 2
2. Problem identification
Chapter 3
3. Obijective and Methodology
3.1  Objective
3.2 Methodology
3.2.1 Operationalized variables of the conceptual model
Chapter 4
4. Literature review
4.1  Labour turnover in the srilankan apparel industry
4.1.1 Poor working conditions
4.1.2 Poor incentive structures
4.1.3 Inadequate training
4.1.4 Strained employer-employee dialogue
4.2  Theories and mathematical equations
4.2.1 Regression and correlation

4.2.2 Correlation coefficient

Page

Vi
vii

vii

©® o O o O NN P <

R e T L o e e
~N N N o o1 W N O O



4.2.3 Scatter diagram
4.2.4 P value
Chapter 5
5. Analysis of independent variables relationship
51  Hypothesis
5.2  Relationship between independent variables without turnover
intention
5.3  Analyse independent variable relationship with turnover intention
5.4  Correlation and P value between independent variables
Chapter 6
6. Conclusion and recommendation
6.1  Conclusion
6.2  Recommendation
6.2.1 Improve relational exchange contract
6.2.1.1 Recruitment and selection processes
6.2.1.2 Organisational socialisation
6.2.1.3 Initial manager/leader meeting
6.2.1.4 On-going manager/leader meeting
6.2.1.5 Communicate changes in advance
6.2.1.6 Communicate how change will impact employees
6.2.1.7 Justify changes to employees
6.2.2 Improve job satisfaction
6.2.2.1 Respect them
6.2.2.2 Listen/and then listen some more
6.2.2.3 Training and skill development
6.2.2.4 Recognition
6.2.2.5 Promotion

18
19
20
20
20

23
32
36
37
37
37
40
40
40
41
41
41
42
42
42
42
43
43
43
43
43



LIST OF FIGURES

Figure 2.1
Figure 2.2
Figure 2.3
Figure 2.4
Figure 2.5
Figure 2.6
Figure 3.2.1

Factory A LTO in past six month
Factory B LTO in past six month
Factory C LTO in past six month
Factory D LTO in past six month
Factory E LTO in past six month
Factory F LTO in past six month

Conceptual framework of the research

Figure 4.2.3.1 Types of correlation between two set of data

Figure 5.2.1
Figure 5.2.2
Figure 5.2.3
Figure 5.2.4
Figure 5.2.5
Figure 5.2.6
Figure 5.2.7
Figure 5.2.8
Figure 5.2.9
Figure 5.2.10
Figure 5.2.11
Figure 5.2.12
Figure 5.2.13
Figure 5.2.14
Figure 5.2.15
Figure 5.3.1
Figure 5.3.2
Figure 5.3.3
Figure 5.3.4
Figure 5.3.5
Figure 5.3.6

Job involvement vs affective commitment

Job involvement vs perceived organisation support

Job involvement vs interpersonal trust at work

Job involvement vs job satisfaction

Job involvement vs relational exchange contract

Affective commitment vs perceived organisation support
Affective commitment vs interpersonal trust at work
Affective commitment vs job satisfaction

Affective commitment vs relational exchange contract
Perceived organisation support vs interpersonal trust at work
Perceived organisation support vs job satisfaction

Perceived organisation support vs relational exchange contract
Interpersonal trust at work vs job satisfaction

Interpersonal trust at work vs relational exchange contract
Job satisfaction vs relational exchange contract

Job involvement vs turnover intention

Affective commitment vs turnover intention

Perceived organisation support vs turnover intention
Interpersonal trust at work vs turnover intention

Job satisfaction vs turnover intention

Relational exchange contract vs turnover intention

Vi

Page

~N o1 o0 A B W W

23
23
24
25
25
26
26
27
28
28
29
29
30
31
31
32
32
33
34
34
35



LIST OF TABLES

Page
Table 2.1 Factory A LTO in past six month 3
Table 2.2 Factory B LTO in past six month 3
Table 2.3 Factory C LTO in past six month 4
Table 2.4 Factory D LTO in past six month 4
Table 2.5 Factory E LTO in past six month 5
Table 2.6 Factory F LTO in past six month 5

Table 3.2.1.1 Operationalized variables indicators and measures used to make
questionnaire 1 8

Table 3.2.1.2 Operationalized variables indicators and measures used to make

questionnaire 2 9
Table 5.4.1  Correlation & P values between independent variables 36
Table 6.1.1  Summary of findings 39

LIST OF ABBREVIATIONS

Abbreviation Descriptions
LTO Labour Turn Over

LIST OF APPENDICES

Appendix Description Page
Appendix-A Sample Questionnaire Foam 45
Appendix-B Survey result 50

vii



