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ABSTRACT
The concept of employee turnover and retention within the banking sector is an area that
provide applied usage of academic researches because of its timeliness with the turbulence in
the financial space in Ghana. The study sort to examine turnover intentions as a case at GT
Bank (Ghana) Ltd. To achieve that, 60 employees were sampled to respond to a survey
questionnaire on their turnover intentions after the banking sector review which saw a
downward trend of banks from 36 to 27 with mergers, reclassification and exit of some of the
banks. A descriptive analysis was conducted, and the independent t-test analysis was used to
test the research hypothesis. It was revealed that there are low turnover intentions by current
employees who were purposefully and conveniently surveyed. Also, there is no significant
gender difference on intention to leave as well as no difference in turnover intentions among
staff category (permanent vs. contract staffs). The study’s revelation has implications for
managers and human resource units about the little cause for worry that their employees may
be leaving the organization very soon. Other implications such as filling the research gap of
knowing recent thoughts about employees’ intention to leave the banking sector is fulfilled

despite the need for more studies on this subject area across the banking industry as a whole.



1.0 Introduction

The study of turnover and turnover intention in the banking sector in Ghana is critical and
timely looking at the wave of reforms that has shook the sector recently. The Central Bank in
Ghana undertook some structural reforms through recapitalization and other strategies that
have influence the financial sector in Ghana (Adombila, 2019). The current study will
examine staff intention to leave the sector with particular focus on Guaranty Trust Bank
(Ghana) Ltd. The research project is written in sections starting with introduction,
background, rationale of the study, methodology, analysis, discussion and conclusion. The
following highlights the sub-titles under which this current study on turnover intentions will

be executed.

2.0 Background

The banking sector in Ghana in the past two years can be described as nothing short of
turbulent. Prior to the challenges the financial sector of the Ghanaian banking industry is
witnessing, there was a phenomenal growth in the number of banks, with new banks entering
financial mediation in preceding years i.e. 2016 and 2017. For instance, seven banks were
incorporated to start business within this time frame (Sovereign Bank Ltd, Premium Bank
Ltd, OmniBank (Ghana) Ltd, The Construction Bank Ltd, Heritage Bank Ltd, Beige Bank
and GHL Bank Ltd).

A sudden turn of events occurred where the central bank increased the minimum capital
from 120million Ghana Cedis to 400million Ghana Cedis. This caused a number of banks to
face liquidity challenges, in relation with raising extra capital from the capital market; it
exposed some banks that were not operating good corporate governance system (PwC, 2018).

On the other hand, some banks were able to raise the required minimum capital. Out of the



thirty-six (36) commercial banks as at June 2017, by January 2019 it has left with 27 banks in
good standing. Adombila (2019) reports that banks that were unsuccessful in the
recapitalization bid have been consolidated, whiles others are in merger discussions and one
has exited the financial space altogether as well as one bank being reclassified to a savings

and loans company (see Table 1).

These challenges coupled with demand at work, stress, organizational climate which is now
tensed in the financial sector and expectation from employees and management may have
influence on their intentions to stay on the job (Ogungbamila, Balogun, Ogungbamila, &
Oladele, 2014). Intention to leave connote intention to quit the current job an employee is
engaged with in an organization for another job or later look for another job opening (Purani
& Sahadev, 2007). Turnover intention has been found to be a good predictor of actual
turnover (Brigham, Castro, & Shepherd, 2007). Turnover intentions and actual turnover
behaviors if not checked will lead to loss of employees, reduce productivity, quality of
service, commitment, loyalty, counter work productivity, and increase in human resource
operations cost such as recruitment and selection (Ghapanchi & Aurum, 2011; Staufenbiel &
Konig, 2010; Wagner, 2010). The overall aim of every organization is to provide higher
return or value for various stakeholders including shareholders, customers, government
agencies, employees etc. This can be achieved if employees operate optimally because
employees are significant partners who are responsible for the implementation and
achievement of the organizational goals and strategies. This makes it imperative to
investigate employees’ intention to leave the organizations (banks) for management prompt
intervention. Hence the need for this study on employees’ turnover intention in the banking

industry, which shows serious concern to maintain her talents.



Table 1: Banks and their Status after Bank of Ghana (BoG) recapitalization exercise of

increasing minimum capital in 2018.

Bank Type Date of Commencement Status

Access Bank (Ghana) 2009 Met BoG Recapitalization

Limited

Fidelity Bank 2006 Met BoG Recapitalization

ADB Bank Limited 1965 Met BoG Recapitalization
through SPV called GAT

Bank of Africa (Ghana) 2011 Met BoG Recapitalization

Limited

Bank of Baroda (Ghana) February, 2008 Exited

Limited

Banque Sahélo-Saharienne
pour I’Investissement et le
Commerce (BSIC Ghana
Limited)

March, 2009

Under Merger

Energy Bank (Ghana)
Limited

February 21, 2011

Under Merger

First National Bank (Ghana)

May 4, 1994

Met BoG Recapitalization

National Investment Bank

March 22, 1963

Met BoG Recapitalization
through SPV called GAT

Prudential Bank Ghana
Limited

August, 1996

Met BoG Recapitalization
through SPV called GAT

Societe General (Ghana)
Limited

February 7, 1975

Met BoG Recapitalization

GN Bank Limited

May 30, 1997

Reclassified to a Savings
and Loans Company

Guaranty Trust Bank
(Ghana) Limited

February 23, 2006

Met BoG Recapitalization

HFC Bank (Ghana) Limited | May 7, 1990 Met BoG Recapitalization
now Republic Bank
Barclays Bank of (Ghana) 1970 Met BoG Recapitalization

Limited




CAL Bank Limited

July, 1990

Met BoG Recapitalization

Ecobank (Ghana) Limited

November 10, 1989

Met BoG Recapitalization

FBN Bank (Ghana) Limited

November, 1996

Met BoG Recapitalization

First Atlantic Bank Limited

1994

Under Merger

Capital Bank Limited

December, 2013

Consolidated

GCB Bank Limited 1953 Met BoG Recapitalization
Stanbic Bank (Ghana) 1999 Met BoG Recapitalization
Limited

Standard Chartered Bank 1896 Met BoG Recapitalization
(Ghana)

The Royal Bank Limited July 15, 2011 Consolidated

UniBank (Ghana) Limited

January, 2001

Consolidated

United Bank for Africa
(Ghana)

December, 2004

Met BoG Recapitalization

Universal Merchant Bank
(Ghana)

March 15, 1972

Met BoG Recapitalization
through SPV called GAT

UT Bank Limited

May, 2009

Consolidated

Zenith Bank (Ghana)
Limited

April, 2005

Met BoG Recapitalization

Sovereign Bank Limited

January, 2016

Consolidated

Premium Bank Limited

May, 2016

Consolidated

OmniBank (Ghana) Limited

July, 2016

Under Merger

Heritage Bank Limited

January, 2017

License revoked

The Construction Bank
(Ghana) Limited

May, 2017

Consolidated

The Beige Bank Ltd

December, 2017

Consolidated

GHL Bank Limited

June, 2017

Merged

NEW BANKS

MERGERS




Consolidated Bank Ghana

August 1, 2018

Premium Bank Ltd
Sovereign Bank Ltd

The Construction Bank
Limited

The Beige Bank Ltd
The Royal Bank Ltd
Unibank Ghana Ltd

Name not announced yet 2019 First Atlantic Bank
Energy Commercial Bank

Name not announced yet 2019 OmniBank Ghana Ltd
BSIC Ghana Ltd

Name not announced yet 2019 First National Bank Ghana

Ltd
GHL Bank Ltd

NB: SPV is Special Purpose Vehicle, GAT means Ghana Amalgamated Trust

Source: Compilation from BoG (2019)

3.0 Rational for the Study

The cost of turnover intentions and actual turnover is highly underestimated in many
organizations (De Moura, Abrams, Retter, Gunnarsdottir, & Ando, 2009). Organizations are
looking for ways of improving value to customers, shareholders and other stakeholders in the
banking industry. This can be achieved if the human resources of the various banks are
working with sound mind, operating optimally, loyal and committed to the strategy that the
organization have espoused (Boxall & Purcell, 2011; Mahal, 2009). This implies that a
critical assessment of the turnover intention of talents at the disposal of banks after the post

consolidation and banking sector ‘clean up’ is timely to inform management of their human

capital adequacy and preparedness to strive with the organization to attain the zenith.




The delicate nature of the banking sector and its importance to national development is so
important that key issues affecting employees of the banks must be well assessed and
documented, with appropriate solutions offered to curtail turnover intentions which when

unattended to can mothball into very serious issues in future.

The current seismic activities in the banking sector and its wide spread effects both now and
the future, needs to be well understood. Employees in the various banks in Ghana and the
delicate nature of their jobs and the demanding requirements associated with it require much

attention and which this study seeks to achieve.

Also, this study will profess some recommendations and practical solutions which when
adopted can relieve staff of the various banks of their perception to leave their organizations

but rather channel their renewed energy into increasing productivity at the workplace.

4.0 Objectives
The general aim of the study is to examine intention to leave by employees in the banking

sector who recently went through bank recapitalization exercise. The specific aims are;

1. To examine turnover intentions of employees in the banks
2. To examine gender difference in intention to leave
3. To identify workers of which employment type are more likely to leave the

organization (Contract vs. Permanent)



5.0 Literature Review

5.1 Introduction
This section will provide a comprehensive overview of prior researches and a theory to
situate the research. The review is mostly drawn from empirical and theoretical research
works related to turnover intentions by other authors and the theory of reason action which is

adapted to underpin the study.

5.1.1 The Theory of Reasoned Action.
This study will be anchored in a theory. According to (Bell, Bryman, & Harley, 2018), a
theory is a set of statement that helps explain a phenomenon. To help understand intention
behavior, one classic social theory postulated is the Theory of Reasoned Action (TRA) by
Ajzen and Fishbein (1980). According to Ajzen and Fishbein (1980), the Theory of Reasoned
Action (TRA), is an approach to understanding individuals complex decision-making
processes. The theory have been reviewed and applied to explain behavior in various context
such as health, sports, consumer behavior and attitudinal studies (Ajzen, 2005; Ajzen,

Albarracin, & Hornik, 2012; Hagger, Chatzisarantis, & Biddle, 2002).

This theory suggests that, decision-making starts with beliefs, attitudes toward the behaviour
and intention, and it results in the behavior itself. This theory comprises of two main
assumptions. Firstly, to attain a behavioral decision, individuals use information
systematically and rationally. Secondly, socially related actions are under one’s own control.
According to Fishbein (1979), this theory views an individual’s intention to perform a
behavior as a decision point and an immediate determinant of action. According to the TRA,
individuals’ behaviors can be predicted at three levels. At the first level, intentions predict
their behavior. At the second level, attitudes toward the behavior predict their intention. At

the last level, beliefs about the consequences of the behavior and about the normative



expectations of relevant referents predict attitudes towards the behavior and the subjective

norm.

According to Fishbein (1979), demographic variables, attitude towards work, personality
traits are all external variables that enrich the information about the individual’s beliefs and
intentions. According to Fishbein, intentions are distinct from actual behavior even though

they positively influence each other. Below is a figure depicting the theory.

Aftitude Toward
LAcd or Behavior

Behawviorda

Intertion = Behavior

Subjedive Norm

Figure 1. Theory of reasoned action (Ajzen & Fishbein, 1980)

5.2 Related Studies
The following highlights related studies on intention to leave and other variables that have
been conducted by other researchers to help provide research background to the current

study.

5.2.2 Predictors of Intention to leave.
Intention to leave connote intention to quit the current job an employee is engaged with in an
organization for another job or later look for another job opening (Purani & Sahadev, 2007).

The term is predominant in management and organizational studies so much that it has been



linked with other social constructs. Studies have established relationship between intentions
to leave with a number of other variables. For instance, Khan (2016) found that there is a
negative relationship between job satisfaction and intention to leave among teachers. A study
was conducted by Suadicani, Bonde, Olesen, and Gyntelberg (2013) to assess Job satisfaction
and intention to quit the job. The study was conducted in a large hospital using a sample of
1809 participants. They found out that employees who are exposed to perceived psychosocial
risk at work were likely to quit their jobs irrespective of job category. Also, they reported that
intentions would be actual behavior if that was economically possible for these respondents
in their study. Moreover, employee engagement has also been found as a predictor of
intention to leave an organization. Hussain, Yunus, Ishak and Daud (2013) found among
young bankers within large commercial banks in Malaysia. The study used 412 questionaire
out of the 450 given to respondents (91.8% response rate). The findings from the survey
study using descriptive and regression analysis indicated that employee engagement has a
contribution towards employees’ intention to leave. This implies, if employees are not
engaged based on conditions that exist within the organization or the industry such as

turbulence within the banking sector in Ghana, they will plan to leave the organization.

A similarly study was conducted by Balogun and Olowodunoye (2012) to assess
psychological factors that may precipitate employees of post-consolidated bank in Nigeria on
their turnover intention. They found out that job stress had a significant influence on turnover
intention. Also, emotional intelligence and an interaction effect of stress and emotional
intelligence predicted employees’ intention to leave their current jobs. The banking
profession is inherently stressful due to the long working hours, stiff competition,
relationships at work, regulatory bottlenecks and difficult customers that characterizes every
activity (Dartey-Baah & Ampofo, 2015) and may influence their turnover intention. If the

influence of occupational stress on staff intention to leave is properly assessed and the right



mechanisms put in place to reduce it, the issue of turnover among Ghanaian bank workers
will be addressed. The question of predictors of intention to quit among employees’ is
relevant given the nature of today’s banking environment and the challenges faced by

Ghanaian employees (Dartey-Baah & Ampofo, 2015).

5.2.3 Gender difference on intention to leave.
Some studies have found gender differences in intention to leave among employees.
Turnover intentions are reported to have been driven by a number of factors and gender is no
exception. Studies in the nursing profession have found that males have greater intention to
leave the profession to females (Baron & West, 2005; Hasselhorn et al., 2005; Hintsala,
2005). A similar study by Okyere-Kwakye, Nor, Effah-Assampong, and Awang (2018) in the

banking industry in Ghana found males more likely to leave than females.

Flinkman, Leino Kilpi and Salanterd, (2010) conducted a review of studies published from
1995 to July 2009 and found that demographic factors including gender differences
influences intention to leave. Conversely, Suadicani et al. (2013) found no statistically

significant difference between males and females on intention to leave.

Liu et al. (2012) also found significant associations being found between demographic
variables and intention to leave among nursing staff. They reported that young employees (34

and below years) had greater intention to leave than older employees (35 or above).

Also, a study was Dryfhout and Estes (2010) on gender differences on intention to leave a
profession. Their study was conducted among professors in higher educational institutions
using data obtained from National Survey of Postsecondary Faculty. They found that gender

was significantly related to intention to leave a job and thus females are more likely than

10



males to leave their roles. This they attribute to ill-treatment mostly faced by women faculty

enrolled or assigned to part-time positions in academia.

5.2.4 Employment type and intention to leave.
According to Easton and Laar (2013), job demand which results in strain, makes work
dissatisfying and can result to employees being exhausted and worn out, making them
disengaged. That is to say, when employees feel their work is too demanding, they become
less involved in the work and their efficiency reduce. These employees compare their
investment in the work and their returns based on their type of employment and makes
decisions as to stay or quite from their jobs. A study finding by Liu et al. (2012) indicate that
employees who have long tenure of service which is characteristic of permanent job
employees are reported to have less intention of leaving and would stay at their current jobs

as against the contract workers.

A study was conducted by Okyere-Kwakye et al. (2018) on causes of employee turnover in
the banking sector in Ghana. The study achieved this objective by examining 25 employees
from a bank in Ghana using descriptive analysis. They found that the immediate cause for
employees in this organization to leave their jobs is their employment status and length of
employment. A similar finding within a different sector were found when Baum and Kagan
(2015) investigated intention to leave among nurses. The researchers used a sample of 52
after ethical guidelines and protocols have been achieved such as anonymity and informed
consent. They found satisfaction to be high among full-time nurses than part-time nurses.
They also found the satisfaction levels of these two categories of employment to have a

negative relationship with their intention to leave. That is, permanent employees had lower

11



intention of leaving the organizations as compared to the part-timers and contract employees

of the Israeli psychiatric hospital.

6.0 Methodology

6.1 Introduction
This section will espouse the procedures that was taken into consideration in conducting the
research on the field. Highlight of the research design adopted, the population frame from
which the sample were drawn from, the techniques among the non-probability method that
was used to select respondents, the sample size used and justification for using the number,
discussion of the various data sources that underpinned the study and description of the

research instruments that was used for this project.

6.2 Research design
The study used a quantitative approach to investigate the intention to leave among employees
in the banking sector. The quantitative method is noted to provide scores which allows for
statistical analysis to help in identifying the current trends in turnover intentions. This
approach also allows for extending the findings to the larger population (Creswell, 2009). To
achieve the research objectives, a cross- sectional survey of employees from the banks was

conducted.

6.3 Population
The population of this study comprises employees working in Guaranty Trust Bank (Ghana)
Ltd. The overall strength of employees in these banks is nearly 3000 across the country.
However, the study used only employees in Accra whose population is much lower.

12



6.4. Sampling techniques and Sampling Size
The study used non-probability sampling methods in selecting the respondents. Non-
probability sampling method is where the samples are gathered in a process that does not give
all the individuals in the population equal chances of being selected and predominantly use
subjective method in selecting candidate (Battaglia, 2008). Specifically, the convenience
sampling method was used to obtain respondents based on their availability for data

collection.

The study used a sample of 60 respondents and is adequate to and achieve the research
objectives. The sample size is good as it meet the minimum number of cases requirements
proposed by researchers in conducting studies where analytical tools like Pearson Correlation

and Independent t-test methods will be used (Cohen, Manion, & Morrison, 2013).

6.5 Data Source
The data source for this study was predominantly primary. Primary data was obtained via a
questionnaire. The questionnaires were given to employees in the bank after permission had
been sorted from the branch managers. The questionnaires were given to bank staff and a key
informant is identified to help in collating the questionnaire for subsequent pick up in three
days by the researcher in a branch. This is because of the busy schedule of bankers and this
duration allowed for a good return rate. A total of 54 useable questionnaires were completed

representing a rate of 90% of the 60 questionnaires sent to respondents.

The survey was conducted during the period from 18 February 2019 to 27 February 2019.
This is some weeks from when the bank of Ghana had successfully reformed the banks
through bank recapitalization and a number of the banks had failed the test and gone under

through consolidation or have left or merged together or reclassified.

13



Also, secondary data sources also enhance the study. Secondary sources used included
website of the bank, BoG, and Media houses. Moreover, information was retrieved from

published journals and conference papers to add to the other forms of data sources.

6.6 Research Instrument
The main instrument used in this study was a questionnaire. The questionnaire had two
sections. One part was on demographic characteristics and the other is intention to leave.
Intention to leave was measured using Wayne, Shore and Liden (1997). The scale had five
items measuring intention to leave on a five Likert point scale. The five ordered response
options ranged from ’1° — “strongly disagree”, (“disagree”, “neutral”, “agree”) to ‘5’-
“strongly agree.” Respondents were to indicate their honest opinions about their agreement or
disagreement with each item such as “As soon as I can find a better job, I'll leave my

organization”.

The other sections of the questionnaire assessed demographic characteristics of respondents
to help obtain data to answers the research questions. Some demographic items include sex of
respondent, marital status, educational level, work experience and respondent employment

type. These items were measured on a categorical scale.

6.7 Ethical Consideration
This study was guided by approved principles in using human respondents in research. Basic
ethical principles such as informing respondents about the study was done. Moreover,
respondent were asked in their convenience to respond to the questionnaire and was not
coerced with incentive or threat. In addition, the data was highly confidential as the

information that were obtained were sensitive should in case any other individual who is not

14



part of the study should be aware of what an individual was intending to do. Therefore,
confidentiality was maintained where there was nothing on a questionnaire to connect it to a

particular staff. These principles outlined guided the study to the later.

7.0 Results

7.1 Introduction
This section demonstrates how the empirical data obtained were analyzed and the report
thereof. First, the data was inputted into the Statistical Package for Social Sciences (SPSS)
version 23. The data was screen to check for anomalies and outliers as well as wrongly coded
items (Field, 2013). The report is presented in four parts. The first part reports the
demographic data; the second, third and fourth report data analyzed to test each of the three

stated hypotheses outlined earlier.

7.1 Background of Respondents

The background characteristics is given to provide the descriptive background of the
respondents that were involved in the study. The features included gender, age, marital status,
education, tenure among others which are presented in Table (2) below.

The gender composition had majority being females, 36 representing 60%. The dominant age
group (47%) was within 20-30 and 21.7% within the age bracket 31-40. This describes a
profoundly youthful employees in the study organization. The ages somehow provide a brief
insight as to why majority of respondents were single (58%) as compared to those who
responded they were married (42%). Again, respondents have high form of education with

majority done with the bachelor’s degree (61.7%). Similarly, there is an adequate sample of

15



respondents who have furthered their education with post graduate education and
professional courses to build their capacity (34%). Also, a majority of the respondents have
working experience of less than 3years (71.7%). This is not surprising as the respondents are
youthful and might have entered the world of work not long ago after years of formal
education. Moreover, an observation of the employment status of respondents from Table 2
shows that most of the respondents were permanent staff (63.3%) as against the contract staff

(36.7%) in this study.

Table 2: Background Characteristics of Respondents

Profile Variable Frequency (n=60) Percentage (%)
Gender Male 36 60.0
Female 24 40.0
Age 20-30 47 78.3
31-40 13 21.7
41-50 0 0
51-60 0 0
Marital Status Single 35 58.0
Married 24 42.0
Educational level WASSCE/SSCE 0 0
Diploma/HND 12 20.0
1% Degree 37 61.7
Masters/Professional 11 18.3
degree

16



Tenure Less than 1 year 19

1-3years 24

4-6 years 15

7-10 years 2

11 years and above 0

Employment type Permanent staff 38
Contract staff 22

31.7

40.0

25.0

3.3

63.3

36.7

Source: Fieldwork (2019)

7.2 Turnover Intentions among Employees

To test this objective, a mean analysis of each item that measured turnover intentions among

respondents was conducted. The outcome is reported in Table 3 where each item mean,

standard deviation and internal consistency value are reported.

Table 3: Item analysis of turnover intentions among employees

No. Item Mean SD  Cronbach
alpha

1. As soon as I can find a better job, I’ll leave my 3.32 1.11 .60
organization.

2. I am actively looking for a job outside my place of 1.81 0.56 .64
employment.

3. I am seriously thinking about quitting my job. 1.75 0.60 .66

4. | often think of quitting my job at my organization 1.70 0.56 .68

5. I think I’11 still be working at my place of employment  2.18 113 .74
5 years from now.

6. Total Turnover intention 10.77 285 .71

17



The scoring range for each item was on a 5-point Likert format with 1 indicating strongly
disagree and 5 indicating strongly agree. Similarly, the minimum score on the total score is 5
and the maximum score is 25. From Table 3, it would be observed that the total mean score
on Turnover intention was 10.77 which is below the median (12.5) score to indicate that
intention to leave the study organization was high. This shows that respondents on the whole
do not intend to leave the organization. This is not surprising as most respondents knows how
difficult it is to secure a paying job in the country where unemployment is quite high and
pecked at 5.77 (GSS, 2018). Other notable report such as ISSER (2017) argues that it may
take up to 10years for a large number of graduates to secure employment due to varying
reasons. However, a closer look at the item means indicate that respondent will leave their
organizations should they find a better job. This demonstrates that the quality of work life is
not so appreciable at where they are currently working. One justification is the relatively high
number of contract staffs (36.7%) who are noted to not enjoy all conditions of service

provided by the employer (Okyere-Kwakye et al., 2018).

7.3 Gender difference on turnover intention
To examine gender difference on intention to leave, a statistical test known as independent t-
test was used to compute the difference with the SPSS software. The independent t-test was
ideal because the researcher is interested in finding out to see if a difference exist between the
two means scores for the different group of cases as well as examine whether the difference is

significant. Table 4 below illustrates the results.
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Table 4: Summary of Independent t-test comparing gender on turnover intentions

Gender N Mean SD Df T P
Female 36 10.29 2.89 58 1.05 0.27
Male 24 11.08 2.82

From the Table 4, despite the mean difference of .75 where males reported higher intentions
than females, the difference was not significant as per p> .05 decision standard. This shows

that there was no gender difference on intention to leave the organization.

8.4 Employment type and turnover intentions
To examine if there is a difference between permanent staff and contract staff within the
organization on their turnover intentions after the reforms within the banking sector and its
associated turbulence. The independent t-test was used to test such assumption and reported

in Table 5 below.

Table 5: Summary of Independent t-test comparing employment status on turnover intentions

Emp. Status N Mean SD Df T P
Permanent 38 10.31 2.61 58 1.63 0.75
Contract 22 11.54 3.14

From summary statistics on employment status on turnover intentions, it was found that there

is no difference between these employment categories as found in the organization. The usual
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assumption was contract staff will significantly indicate turnover intentions than permanent
employees considering the huge differences in conditions of service each receives. From the
results, though contract staff leans relatively above permanent workers on intention to leave
(11.54 as to 10.31 respectively). This difference was found not significant (p> .05), hence no

difference exists on the form of employment and turnover intentions.

8.0 Discussion

8.1 Introduction
This section of the project provides explanation for the observed results reported earlier. It
also compares the findings from the company to what is reported by other researchers in the

literature. The following highlight the discussion for each of the research aims.

8.2 Discussion on turnover Intentions
The first aim was to examine turnover intentions of employees in the bank. This was
achieved by assessing the intent for turnover from the participant using a standardized
measure on turnover intention. From the results, it was revealed that turnover intentions was
low. Employees on the whole do not want to change their jobs they are engaged in with the
bank. This study is in line with findings by Suadicani et al. (2013) who reported that
employees who are exposed to perceived psychosocial risk at work were likely to quit if that
was economically not possible for such employees. This can be similarly argued for the
current study where there are many sources of psychosocial risk from the banking industry
reforms where there were job losses in other firms and customers deposit lock up with some
of the financial institutions exposing workers to so much stress as reported by consultants

PwC and mental health practitioners in the media space. Some mental health practitioners
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report increases in frequency of clients who call for mental health services. However, this did
not translate into turnover intentions as the alternative available may not meet both physical,
economic, health and social effects that work provides as against being unemployed
(Browning & Heinesen, 2012; Burgard, Brand, & House, 2007). There are numerous benefits
one obtains as a paid worker. This include self-esteem, high confidence, sense of belonging,
financial rewards among others for which respondents for this study are making a case of to
remain with the bank than leaving in this precarious time the financial sector is exposed to.
Other possible reasons may be the high level of difficulty in securing a job because of large
numbers of graduates who are unemployed. The graduate unemployment and
underemployment are very high such that there was even an organized grouped known as
Association of Graduate Unemployed. Similarly, there are huge chunks of people who have
studied in various higher educational units in various discipline ranging from the business
courses, social sciences, arts, mathematics, computer engineering that are all prospect
applicants for jobs in the banks. This may have influenced existing workers to just stay put
and be loyal to their current organization as it is their source of livelihood and do not want to

risk it by habouring intention to leave or actual turnover.

8.3 Gender difference in intention to leave
It was hypothesized that there will be a gender difference on intention to leave where there is
prediction as to which sex is more likely to leave the organization and targeted intervention
provided to prevent such turnover from happening. The findings reveals no difference
between males and females on intention to leave. This shows the resilience being
demonstrated by both sexes despite the pressure from stakeholders in the bank ie. Customers

and management. The no difference in gender is explained with the same conditions being
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faced by the bank employees with no discrimination as to which particular sex is exposed to a
particular climate within the organization that will influence intentions to leave than the other
sex. Also, the banking profession is more of a unisex occupation and thereby little influence
of a particular sex to leave. This finding is different from findings in other sectors such as
nursing profession where studies shows males have greater intention to leave the profession
than females (Baron & West, 2005; Hasselhorn et al., 2005; Hintsala, 2005; Liu et al., 2012).
Also, the study did not confirm what Okyere-Kwakye et al. (2018) found in a bank within the
Eastern region of Ghana where males reported higher turnover than females. This study was
conducted prior to the current reforms as well as used a single case organization which limits
generalization to other banks. Hence, the current findings unique which is equally reported of
no statistically significant difference between sexes on intention to leave by Suadicani et al.

(2013).

8.4 Employment type (Contract vs. Permanent) on intention to leave the

organization.
Various employment types exist in labour relations. These include permanent employees,
casual employees, employment agency staff, contractors and sub-contractors. These different
forms of employment have conditions of service unique to each employment category.
Whereas, permanent or fixed-term employees get the most benefits to all the other forms left,
it was imperative to find out intention to leave the bank as defined by the employment style
of an employee. It was found that there is no difference in between contract and permanent
employees on their intention to leave. This defies the researcher’s assumption where there
was a prediction that the employment type, contract employees will have higher intention to
leave the organization as compared to permanent employees. This finding digresses from
findings of Liu et al. (2012) where they found permanent job employees have less intention
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of leaving and would stay at their current jobs as against the contract workers. Similarly, this
finding did not reveal employment type as an immediate condition for employees at GT Bank
to leave their current roles as purported by Okyere-Kwakye et al. (2018). Justification can be
drawn from the global wave in human capital management where organizations (Muli-
National Companies and indigenous organizations) sought for contracting employees from
recruitment agencies to meet their human resource need (Bansal, 2014). This is becoming the
norm and current employees and those who are about joining the bank knows of that
employment option. This awareness primes them of their conditions and their signatory of
acceptance gives them little room to complain as there was awareness of the offer and their
acceptance which were willingly done. This makes comparison minimal and thereby

influencing their low turnover intentions as permanent employees.

9.0 Recommended Strategy

The following are recommended approaches that have been proposed based on the results
that were obtained from the study. These recommendations when taken into consideration
will ensure turnover intentions are low. Employees having greater commitment to the bank

and other activities as well. The following enumerate some strategies for usage;

First, the bank should continue to provide for the basic conditions that employees are entitled
to prior to the banking sector reforms. This is important for employees to meet their
immediate personal and family need so that they have the mindset of looking for alternatives
if their basic physiological and safety needs cannot be met by their incomes if it should be
slashed. Even if, there should be adjustment to their incomes as it pertains to other
institutions within the banking sector which has resort to percentage cut in renumeration and

delay in payment of employees’ salaries and wages. GT Bank should still maintain the basic
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salary and wages of it employees as is the case at the moment so that employees will

continually have the will to remain with the bank.

Also, the researcher recommends that the organization should continually promote a climate
that treat diverse groups of people equitably and with respect. This is drawn from the non-
significant difference between employment types and gender within the institution. This
implies an equitable treatment from management to these different groups of employees and
translating into low turnover intentions and no category showing higher intention of leaving
the organization. The organizational climate that exist must be intensified to make every

employee feel a part of the organization in achieving its goals and objectives.

Finally, the cost of employee actual turnover or intention to leave is costly. This affect the
work team, loyalty, performance, commitment and actual cost of going through the HR role
of recruitment and selection. And should incase the bank loses some of it star performers,
then the impact of their departure may affect operational targets. Therefore, it is imperative
that management of the bank put in all measures such as ensuring right renumeration,
employee engagement, opportunity for learning and advancement, career progression and
other conditions that makes work meaningful and drive an employee to be loyal to an

organization.

10.0 Conclusion

In sum, the study examined turnover intention levels as it pertains in GT Bank (Ghana) Ltd.
The revelation from the study indicates that the human resource management team in the
organization should not be worried about staff leaving the organization. Indeed, staff may
have continuance commitment because of fear of losing their jobs. They are rather willing to

work hard to make the organization successful so that they also get their share as employees
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of the Bank in terms of wages and salaries, allowances, fringe benefits and other conditions
of service. Also, the demographic features of respondents explored for differences did not
show any variation in how each category within a demography. This demonstrate a working
environment whose culture makes it favourable for all persons to unearth their potential with

hard work, dedication and efforts to their job roles and titles.
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APPENDIX

UNIVERSITY OF GHANA BUSINESS SCHOOL
DEPARTMENT OF ORGANISATION AND HUMAN RESOURCE MANAGEMENT
DEMOGRAPHIC INFORMATION

Please tick [ v ] the appropriate box that best describes you

1. Gender (@) Male [] (b) Female [ ]

2. Age (@20-30[] (b)31-40[] (c)41-50[] (d)51-601]
3. Marital status (@) Single [ ] (b) Married [ ]

4. Highest level of education (a) SSCE/WASSCE [ ] (b) Diploma/HND [ ]

(c) Firstdegree []  (d) Masters/Professional course [ ]
(e) Other, specify........ccoeviiiiiiiiiiinnn..
5. How long have you been working at your current workplace
(a) Less than 1 year [ ] (b) 1 —3years[] (c)3—6years[]
(d7—-10years[] (e)10—15years[] (f)above 15years| ]
6. What is your employment type  (a) Permanent staff [ ] (b) Contract staff [ ]

SECTION A

Instructions: Please tick (v ) in honesty the most appropriate responses as it applies to you
in respect of the statements made below. Please use the scale below;

1.Strongly Disagree (SD) 4. Agree (A)
2. Disagree (D) 5. Strongly Agree (SA)
3. Neither Disagree/Agree (ND/A)

No. SD | D | ND/A | A | SA

1. | Assoon as I can find a better job, I’'ll leave my 1 |2 3 4 |5
organization. Item

2. | Iam actively looking for a job outside my place of 1 |2 3 4 |5
employment.

3. | I'am seriously thinking about quitting my job. 1 ]2 3 4 |5

4. | | often think of quitting my job at my organization 1 |2 3 4 |5

5*. | I think Il still be working at my place of employment5 |1 |2 3 4 |5
years from now.

Adopted from (Wayne et al., 1997). *is a reverse item.
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