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ABSTRACT 

The context of this study focused on employee retention. Employee retention forms part 

of the human resource management functions. Human resource management 

encompasses all functions including recruitment, training, appraisal, rewarding and 

retention of employees in a workplace. Recruitment and retention is an issue that has 

interested researchers for many years. Globally, organisations face a formidable 

challenge of recruiting and retaining talents while at the same time managers must 

manage the loss of staff. Some professionals leave their employment for other jobs 

which are obviously out of education and training.  

The general objective of this research is to establish if the policy and procedure to retain 

scarce skills professionals in the Sedibeng TVET College sector in the Sedibeng District 

is effective. A quantitative research approach was preferred in this study. Literature 

review was also considered to comprehend the context of employee retention, scarce 

skills and TVET College. Self-administered questionnaire was developed and issued to 

120 staff members to collect data. Ten themes were used to categorise the question. 

Values were used to measure the responses from all participants. The results showed 

that the Sedibeng TVET College really take care of their staff. The responses also 

indicated that staff from Sedibeng TVET College were happy to be associated with the 

organisation.  

KEYWORDS: Scarce skills, employee retention, human resource management, 

Sedibeng District TVET College. 
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CHAPTER 1:  INTRODUCTION 

1.1. Background 

The environment of the organization and the behaviour of employees have changed in 

recent times, there is more than one opportunity to survive (Kanwal & Muhammad, 

2013:795). Globally, the private and public sector institutions face a formidable 

challenge in recruiting and retaining talents while at the same time having to contend 

with talent losses caused by attrition due to due to industry downturns or through 

voluntary individual turnover (Yiu & Saner, 2014:2). 

South Africa’s sovereign debt has been downgraded to a ‘junk status’ by the largest 

credit rating agencies Standard & Poor’s and Fitch Ratings Inc. (Rossouw & Van 

Vuuren, 2017). The downgrade will have a very serious impact on the South African 

economy and employees. The negative outcomes of a credit rating downgrade are 

numerous: prices will go up, interest rates increase, unemployment increase, economy 

growth rate slows down, low or no funding for small businesses (Burgard & Kalousova, 

2015:194). The outcomes of a credit downgrade have unwelcome effects on the 

employees and their families. If the junk credit status is allowed to continue for a long 

time, there is a great fear that most of the South Africa talent in both foreign and 

indigenous will be lost to other countries. 

Restructuring in an organisation can be disruptive to employees: some  employees will 

resign to join  other organisations or get retrenched, some will be forced to accept lower 

positions for various reasons and some will remain with the existing employers (Ngcobo 

& Naidoo, 2015:19). Employee turnover can affect the growth of the business as it has a 

bearing on product quality employee safety and health, production efficiency and 

customer service, which provide the organisation’s competitive advantage (Curtis & 

Wright, 2001:59). Professionals like teachers or lecturers leave their employment for 

other jobs which are obviously not in the education and training profession such as in 

education and training or Technical and Vocational Education and Training College 

(TVET) (Hăisan & Bresfelean, 2014:67). 

The study focuses on the context of employee retention. Employee retention is an 

important part of the human resource management functions. Human resource 
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management is involves overseeing employee recruitment, training and development, 

performance appraisal, rewarding and retention of employees in a workplace (Bratton & 

Gold, 2017:15). Effective utilization of human capital achievable through processes 

such as identifying, recruiting and channelling of competent human resources into their 

business operations can significantly assist in improving functional efficiency and 

productivity (Odubanjo, 2015:15). Recruitment and retention is an issue that has 

interested researchers for many years (Payne, 2015:2). Recruitment and selection are 

vital functions of human resource management for any type of business organization. A 

systematic recruitment process involves “identifying vacancies, job analysis, job 

description, person specification and advertising” (Gamage, 2014:42).  

The main purpose of retention is to prevent the loss of competent employees from the 

organisation, as such a loss could have adverse effect on productivity and service 

delivery (Samuel & Chipunza, 2009:411). According to Guchait et al., (2015), many 

consider employee retention as related to the efforts that the employers attempt make 

so as to retain employees in their workforce Retention of employees then becomes 

more than a simple encouragement or outcome but the strategy. 

1.2. Problem statement and core research question 

Hendricks (2006:411) notes that employees with scarce skills are in great demand by 

the South African government and that they are increasingly becoming difficult to 

source. When the scarce skills categories of employees are eventually sourced, they 

become even more difficult for government to retain (Samuel & Chipunza, 2009: 411). 

One of the most important challenges the human resources (HR) face is failure to retain 

the labour force. Odubanjo (2015:3) highlighted the importance of “holding on to 

employees as it is an essential objective of each company”. Holding on to employees 

“aids in diminishing wastage as far as the time, effort and cash spent in contracting and 

training new workers and incorporating them into the organization is concerned” 

(Odubanjo, 2015:3). Finding competent workers is an important organizational 

challenge (Ekwoaba et al., 2015:24). Scarce skills are in demand. Many organizations 

are experiencing difficulty in recruiting and retaining skills. 

The persistent loss of professionals with skills categorized as scarce threatens the 

delivery of quality secondary education and growth of the manufacturing industries. 



 

3 

Much of the research relating to recruitment has focused on general recruitment and on 

other professions. The study undertaken in Sub-Saharan Africa has focused on the 

primary level, leaving a relatively sparse literature on secondary education teachers and 

principals (Mulkeen et al., 2007:3). The American Public Human Services Association 

as cited in Cyphers (2005) identified the following Recruitment problems: 

 perceived imbalance of demands of job and financial compensation;  

 starting salaries are not competitive with comparable positions;  

 other attractive labour market alternatives for job seekers;  

 budget constraints other than hiring freezes or restrictions;  

 hiring freezes or restrictions; and 

 negative media reports (Payne, 2015:2). 

The teaching of mathematics in South African schools is amongst the worst in the world 

(McCarthy & Oliphant, 2013:3). This indicates that recruitment in scarce skills has been 

neglected at all times and there are endless complains about the retention of scarce 

skills. Despite the growing number of training institutions that produce science and 

technology graduates there is still a great shortage of qualified professionals Nkhokwe 

et al., (2017:3) emphasized that “vast improvements in this area are vital to South 

Africa’s future socio-economic prospects and for the development of the country as a 

whole”.  

In 2009, the Department of Basic Education (DBE) signed a memorandum of 

understanding (MOU) with TEACH South Africa in a bid to tackle the shortage of 

qualified maths professionals at schools across the country (Oosthuizen, 2016 [online]). 

It is the aim of this study to evaluate the effectiveness of the strategies implemented in 

the TVET Colleges. The study also looks at other possible strategies for enhancing the 

profession. The problem behind this study is that without the ability to recruit and retain 

critical skills, the education sector and the economy of South Africa are vulnerable to a 

vicious cycle of poor outcomes. 
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1.3. Research objectives/specific research questions 

The general objective of this research is to establish if the policy and procedure to retain 

professionals with scarce skills in the TVET College sector in the Sedibeng District is 

effective. The specific objectives of this research are: 

 To conceptualise the availability of scarce skills and their retention with specific 

reference to TVET College sector.  

 To evaluate employee retention practices as it applies to scarce skills for TVET 

College in the Sedibeng District Municipality. 

  To determine factors influencing employee retention for scarce skills in the TVET 

College. 

  To examine employee retention measures developed to improve employee 

retention for scarce skills in the TVET College? 

 To make recommendations with regards to future research and practice. 

Research Questions are: 

 What does the concept of employee retention and scarce skills entail, with specific 

reference to TVET College sector? 

 Which practices are developed in the TVET College for retaining scarce skills 

professionals in the Sedibeng District Municipality? 

 Which factors influence employees towards retention of scarce skills in the TVET 

College? 

 Which measures are developed to improve employee retention in the TVET 

College? 

 What recommendations can be made with regards to future research and practice? 
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1.4. Importance and benefits of the proposed study 

The beneficiaries of the study are identified as the TVET organisations, the employees 

and the field of Human Resources. The importance of the research for the research for 

each beneficiary is discussed as follows: 

 Contribution to the organisation: 

The finding of this study might redirect the traditional methods of employee retention 

and develop improved ways for allowing employees to be part of the development of the 

sector. It may also inform managers on how they may advance the efficient and 

effective steps to deal with employee retention in the sector. 

 Contribution to the individual  

This study might enhance the manager’s viewpoint on the importance of employees in 

the workplace. 

 Contribution to the field of Human Resource  

The information acquired will also help the sector to implement suitable strategies that 

will enhance the sector. 

1.5. Delimitations and assumptions 

The delimitations and assumptions are discussed. 

1.5.1. Delimitations (Scope) 

The delimitations are in one’s control. Delimiting factors include the choice of objectives, 

the research questions, variables of interest, theoretical perspectives that one has 

adopted (as opposed to what could have been adopted), and the population one 

chooses to investigate (Simon & Goes, 2011:2). For this study, the researcher will 

select the participants within the TVET sector in the Sedibeng District municipality, 

where the TVET colleges is situated. The study will consider the scarce skills 

professionals only. 
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1.5.2. Assumptions 

Leedy and Ormrod (2010:62) posited, “Assumptions are so basic that, without them, the 

research problem itself could not exist”, identified the following common assumptions to 

consider when conducting research: 

 The participants will answer the interview questions in an honest and candid 

manner; 

 The inclusion criteria of the sample “are appropriate and therefore, assures that the 

participants have all experienced the same or similar phenomenon of the study”; and  

 Participants have a “sincere interest in participating in your research and do not 

have any other motives, such as getting a better grade in a course if they are college 

students or impressing their job supervisor because they agreed to be in your study”. 

The researcher of this study concurs with the statement above. It is interesting because 

the participants of the study are not generalised. This will allow conducting research 

within the identified research interest (Wargo, 2015). 

1.6. Definition of key terms 

The key terms are defined in the section below. 

1.6.1. Retention and Employee Retention  

Retention is a complex concept and there is no single recipe for keeping employees 

within a company (Sinha & Sinha, 2012:145). Employee Retention is concerned with 

“keeping or encouraging employees to remain in an organization for a maximum period 

of time” (Kossivi et al., 2016). Zineldin( 2000) as cited in Sinha and Sinha (2012:146) 

views retention as “an obligation to continue to do business or exchange with a 

particular company on an ongoing basis”.  

Employee retention is a process in which the employees are encouraged to remain with 

the organization (Sandhya & Kumar, 2011). Das and Baruah (2013) indicated that 

employee retention techniques are steered towards ensuring that employees reach the 

maximum period of time in the workplace. The technique is adopted by businesses to 



 

7 

“maintain an effective workforce and at the same time meet operational requirements” 

(Mita et al., 2014:155). 

1.6.2. Turnover 

Turnover is the rate at which employees have left during the period being considered 

divided by the average number of people in that organization during that specific period 

(Das & Baruah, 2013:13). 

1.6.3. Scarce skills  

Scarce skills refers “to those positions that remain unfilled for prolonged periods of time, 

in other words there are not enough qualified people to fill the positions” (Finance and 

Accounting Sector Education Training Authority (Fasset) Research Department, 

2016:10)  

Table 2.1-1: Abbreviations used in this document 

Abbreviation Meaning 

DHET Department of Higher Education and Training 

HRM Human Resource Management 

TVET Technical and Vocational Education and Training 

DBE Department of Basic Education 

MOU memorandum of understanding 

 

1.7. Literature review 

The study focuses on the context of employee retention. The aim of this dissertation is 

to highlight the importance of the employee retention practices implemented on meeting 

the TVET Colleges’ vision. Employee retention is an essential Human Resource 

Management (HRM) activity for an organisation to achieve their goals and objectives 

with the quest to achieve the firm’s vision (Kwenin et al., 2013:13). This section 

presents a brief outline of literature review on employee retention. The section explains 

various research studies related to employee retention and scarce skills. A literature 

review on the causes of employee retention is also presented. 

According to (South Africa, 2014:9) more than ninety percent of the jobs require 

mathematics as the main subject at a minimum level 4. The scarcity of mathematics 
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educators and students has been the case in South Africa for a very long time. 

Recruitment marketing is at the core of this transformation (Parsons, 2016). 

Recruitment marketing has become a major aspect of the business world in the 21st 

century. The intention is to probe questions to the Human Resource managers in the 

Gauteng Department of Education with specific reference to the regional offices. 

Recently, however, many scholars apply marketing principles to recruitment 

management (Kim et al., 2012: 1612). Kim et al (2012:1612) further states that 

“marketing can help create an effective image for a firm and position the firm as a good 

place to work”. It is often said that a modern recruiting organization needs both 

recruiting and recruitment marketing functions to successfully attract, build relationships 

with and hire the right-fit talent in today’s competitive market. Therefore it is important 

for this study to evaluate the institutional relations to recruitment and retention strategies 

that can influence the mathematics educators to pursue job opportunities. 

Recruitment and retention is an issue that has interested researchers for many years 

(Payne, 2015:2). Recruitment and selection are vital functions of human resource 

management for any type of business organization. A systematic recruitment process 

according to (Gamage, 2014) involves “identifying vacancies, job analysis, job 

description, person specification and advertising”. Recruitment and selection in any 

organization is a serious business as the success of any organization or efficiency in 

service delivery depends on the quality of its workforce who was recruited into the 

organization through recruitment and selection exercises (Odero & Makori, 2016:707).  

It is also seen as the newest discipline in talent acquisition. Talent acquisition is 

becoming more strategic, adding new responsibilities and investing in new technologies. 

Recruitment marketing is the process of attracting and nurturing talented individuals to 

an organization by marketing to them. The main goal of recruitment marketing is to drive 

individuals to apply to the open positions a company has available. Recruitment 

marketing is the earliest stage of talent acquisition. 

Human resource managers are required to ensure that there are systems in the 

organisation to ensure that well balanced system is undertaken for recruiting 

employees. Normally there is a strategy for covering all angles. A marketing strategy is 

defined as an “overriding principle used by a firm to organize and allocate its resources 

in order to generate profit” (Kim, 2004:81). A marketing strategy can be used for 
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planning and implementation concentrates on the vision a company as aligned to the 

goals and vision. The vision should reflect where the firm expects to position itself in five 

to ten years—in effect, how the market perceives the firm (Kim, 2004:81). 

The study conducted by (Perkins et al., 2000:235) examined the influences of a 

frequently used tool in organizational recruitment, the recruitment advertisement. 

Specifically, this research examined the perceptions of organizational attractiveness, 

perceived compatibility to the organization, and evaluations of organizational image 

(Perkins et al., 2000:235). Effective recruitment marketing doesn’t happen by itself. It 

requires a strategy connected to company goals and backed by resources. A variety of 

strategies can be used for recruiting employees in a service -oriented job. A company 

can institute recruitment marketing by means of automation software (Greenberg, 

2015). This software allows recruiters to build positive relationships with candidates that 

fall within specific talent pools. The software also allows recruiters to communicate 

specific messages to prospective candidates. This also serves as a strategy for cost 

saving because the spending goes to the respective candidates who has interest in the 

job market. It also saves time whereby recruiters can only schedule automated emails 

that allow candidates to see open job requisitions that are relevant to them. 

The following section presents the recruitment strategies used to attract potential 

candidates for scarce skills (Payne, 2015:3):  

 University-agency training partnerships and/or stipends for students; 

 Job announcements posted on web sites; 

 Early and aggressive recruiting at social work schools; 

 Emphasized continuing education/training and supervision opportunities within 

agency; 

 Increased personal contact with potential candidates to encourage their application; 

 Developing relationships with school-to-work, welfare-to-work, and job service staff 

Internship programs for high school students; 

 Comprehensive marketing plan development; 
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 Development of creating marketing materials. 

Studies related to employee retention 

In order to survive and prosper in today‘s economy, the concept of employee retention 

is now very important for many South African institutions. A study on employee retention 

is an agenda for organisations on a global scale. A lot of scholars in Human Resource 

management filed has written about employee retention. Employee retention 

encompasses a lot of concerns, namely internal and external levels. Human beings, 

organisation and procedures are also regarded as areas of concern within the scope of 

employee retention discussions. Human resources are evolving seasoned professionals 

to keep abreast of policies, procedures, compliance requirements, attrition and best 

practises (Jeen & Batty, 2014:55). The study conducted by Yiu and Saner (2014) in 

India aimed to 

 identify the key organizational factors contributing to voluntary employee job 

turnover;  

 understand which organizational practices are linked to employee turnover; and 

 describe the most frequently used HR instruments used to reduce unwanted 

employee turnover in.  

The study by Jeen (2014:55) analysed the “factors which may be the possible reasons 

for an employee to leave an organization”. Using econometric analysis, Jeen (2014) 

found that turnover intention has “influenced attrition factors such as Quality of Work 

Life, career growth, working hours, personal/family reasons, and relation with internal 

co–worker, welfare, working condition, and salary”. This is typical to most of the studies 

conducted on the field of employee retention. 

In terms of remuneration, Yiu and Saner (2014) measured HR function by reporting on 

the findings of a survey of retention in Indian companies and discussed the possible 

strategies chosen by Indian companies to counter costly labour turnover. Their findings 

indicated that “employee retention can be minimised through the payment of higher 

compensation packages” (Yiu & Saner, 2014:63). 
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Some studies for also focus on the factors that are in relevance to the bonus and 

rewards, satisfaction of employees with the job, training as a career exposure 

management team work (Kanwal and Muhammad, 2013). These are regarded as major 

contributors towards the employee retention in an organization. The study conducted by 

Kanwal and Muhammad (2013:795), aimed to “realize the fact that the organizations 

must have unique and valuable strength to determine the retention of employees”. The 

study concentrated on the bank sector practices on employee retention. The respective 

study found that training and development had a significant impact on the employee 

retention. 

The study suggested that both the employees and the Manager must work in a team 

and had an effective collaboration with each other while performing in the team work 

(Kanwal & Muhammad, 2013:795). The study concluded by stating that Results of the 

study revealed that retention strategies have direct impact on employee turnover. 

Balakrishnan & Masthan, (2013:11), identified the “drivers of the employee engagement 

and also examined the relationship between employee engagement and employee 

retention”. 

Organizations can design good practices in the light of findings to retain their best talent 

(highly skilled and specialized human resources) without much financial burden. The 

study conducted by Sinha & Sinha (2012:145), explored to “identify the main factors of 

retention management strategies in organizations”. The authors identified the factor 

analysis of the component ‘retention management strategies’ led to the extraction of 3 

factors each from both the organizations, namely:  

 “competence and relationship oriented”;  

 “scholastic and futuristic oriented”; and  

 “developmental and reward oriented”. 

The three factors were regarded to have substantial roles to play in making employees 

stay and how at middle managerial level different aspects were valued while deciding 

upon the retention strategies (Sinha and Sinha, 2012:145). The literature on employee 

retention clearly explains that satisfied employees who are happy with their jobs are 

more devoted for doing a good job and look forward to improve their organizational 
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customers’ satisfaction (Denton, 2000). Researches have shown that in the future, 

successful organizations will be those which adapt their organizational behaviour to the 

realities of the current work environment where longevity and success depend upon 

innovation, creativity and flexibility. 

Measures to improve employee retention 

Talented people are on high demand in any organisation. Losing talents and employees 

result in performance losses which can have long term negative effect on companies 

especially if the departing talent leaves gaps in a company’s execution capability (Yiu & 

Saner, 2014:1). Losing employees in the organisation also lead to lost productivity, loss 

of work team cohesion and social good will (Yiu & Saner, 2014:1). 

Employee retention is one of the major challenge faced by the Hospitality industry due 

to which the turnover rate of employee increases. (Agrela et al., 2008) states the need 

to focus on the factors that affects retention leading to growth and success of 

organizations (Tiwari, 2015:2). The main objective of employee retention strategy is to 

avoid the loss of talented and trained staff from the industry (James & Mathew, 

2012:80). 

Retention Factors for all Employees  

There are many factors in the hospitality industry which affects the employee’s work but 

there are some major factors which influence them to leave the organisation. (Agrela et 

al., 2008) states that organisations need to focus on the factors that affects retention 

leading to growth and success of organizations. Retention factors incorporating the 

needs and desires of employees at any age enhance levels of individual job 

satisfaction, loyalty, and commitment (Authority, 2009). A brief introduction and review 

of the 12 retention factors working towards the preservation of an organizations most 

valuable asset and that is employees. (Sinha & Sinha, 2012:147-150) identified them as 

follows: 

 Skill recognition 

 Learning & Working Climate 

 Job Flexibility 
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 Cost Effectiveness 

 Training 

 Benefits 

 Career Development 

 Superior-Subordinate Relationship 

 Compensation 

 Organizational Commitment 

 Communication 

 Employee Motivation. 

Rampton (2017) also identified the factors that are applied to maintain employee 

retention in an organisation suggested by Rampton (2017). The respective factors 

include: 

 Create the Right Culture  

 Hire the Right Employees  

 Provide Guidance  

 Pay Well  

 Don't Punish Competence  

 Be More Flexible  

 Offer Benefits. 

The researchers suggested that companies should do more to strengthen the bonding 

of internal social networks and deepen individual job satisfaction and organizational 

commitments to ensure talent retention through competence development and career 

planning (Yiu & Saner, 2014). Studies suggests that retention strategies, which 
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effectively satisfy the needs of all employees consequently enhances the ability for 

companies to adapt more effectively to ongoing organisational change (Sinha & Sinha, 

2012:147). 

1.8. Research design and methods/ research methodology 

This section discusses the research design for the research project to be undertaken. 

Babbie & Mouton (2008:74) describe research design as a plan or blueprint to conduct 

the research. (Vosloo, 2014:299) uttered that research design is applied so that 

“suitable research methods are used to ensure the attainment of the goals and 

objectives set out in a research project”. Welman, Kruger & Mitchell (2009:46) further 

indicates that the research design enable “the researcher to plan according to which the 

respondents of a proposed study are selected, as well as the means of data collection 

or generation”. The research design is important in order to ensure the validity of the 

final results (Vosloo,  2014:299). 

1.9. Description of overall research design 

A quantitative method is preferred in this study for collecting data. A quantitative 

research is described as “an approach that entails the collection of numerical data, 

adopts a deductive approach between theory and research, prefers the positivism or the 

natural science approach and adopts an objectivism of social reality” (Bryman et al., 

2014:31). The researcher analyses data by means of statistical processes to yield 

unbiased result that can be generalized to some larger population. The questions in the 

questionnaire will be direct and contain phrases that are quantifiable (Goertzen, 

2017:12). A quantitative approach will allow the researcher to understand the content 

research and what is happening in the TVET sector. A quantitative method will enable 

the researcher to analyse the processes that exists for managing employee retention.  

Cross-sectional study will be used in this study. A cross sectional study is particularly 

suitable for estimating the prevalence of a behaviour or disease in a population 

(Sedgwick, 2014:348). It will allow the researcher of this study to look at the population 

studied and the concept of employee retention. It will allow the researcher to understand 

the different categories in relation to age, social background of the population studied. It 

will also allow the researcher to further investigate if the answers are not found within 

the study population. 

https://en.wikipedia.org/wiki/Bias_%28statistics%29
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1.10. Population/Sampling 

The Department of Education comprises of various district offices throughout the 

respective provinces supporting administrative and support roles to basic and TVET 

colleges. The study will only focus on TVET Colleges. All FET (Further Education and 

Training) colleges were renamed to TVET (Technical Vocational Education and 

Training) colleges on 15 January 2014 by the Minister of Higher Education and Training, 

Blade Nzimande. The research will be conducted in the jurisdiction of the Sedibeng 

District Municipality.   

The study population will be sourced from Sedibeng TVET College Gauteng province, 

which is based in Sedibeng District Municipality (SDM). The college has four campuses, 

namely in the Vereeniging, Sebokeng and Heidelberg and Vanderbijlpark campus. In 

terms of inclusion criteria, a questionnaire will be distributed to selected permanent staff 

members within the scarce skills category. Scarce skill is characterized by occupations 

such as fitting and turning, electricity, instrumentation, millwright, welding, boiler making, 

can making, printing and/or coating, auto mechanic, plumbing, some business studies 

etc.). The human resource department practitioners in the college will also be asked to 

complete the questionnaire. The study intends to distribute the questionnaires to about 

120 educators and the appropriate support stuff. The questionnaires will be divided into 

all four campuses more or less equal.  

A stratified random sampling method is preferred for this study. Stratified random 

sampling involves a proportional or homogeneous representation of four campuses 

focusing on different departments of the Sedibeng TVET College (Bryman et al., 

2014:173). The departments that constitute scarce skill in the College will be targeted. 

This method will allow the researcher to deliberately select the participants of this study. 

Stratified random sampling will also allow the researcher to treat the population being 

studied on an equal basis. 

The unit of analysis will be found in the jurisdiction of the Sedibeng District Municipality 

where the Sedibeng TVET College is situated. The Sedibeng TVET College selected, 

forms part of the higher education sector. The information about the unit of analysis is 

part of the public domain as they are in the TVET sector. The report and performance 
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information of the TVET college sector is accessible from the government website, 

media and academic publications. 

The researcher does not expect any difficulties when he intends to access the unit of 

analysis. A motivation letter will be submitted to the Department of Education, District 

office in the Sedibeng and its TVET College to request permission to interview the 

employees and the Human Resource Manager. The letter requesting permission will 

outline that the research is mainly academic and that it will not harm the participants.  

The researcher will also obtain a letter from the North-West University (NWU) ethics 

committee to support the study to be undertaken.  

There is a call to strengthen the TVET sector for improving the economic welfare of the 

community and the youth. Therefore it will be important to inquire about the strategies in 

place towards the retention of the employees in the TVET sector for developing the 

skills of the youth in South Africa. Sedibeng TVET College is the only public institution in 

the SDM and there exist other private TVET Colleges like Boston Business College, 

Damellin and Jeppe College. The research will be focused on public TVET College in 

the SDM. An alternative unit of analysis may be appropriate to obtain additional 

information about practices of the other TVET colleges. In the Sedibeng District 

Municipality there are private TVET Colleges who can also answer the primary research 

question.  

1.11. Data collection 

Questionnaire  

A questionnaire will be used to collect data. A questionnaire will allow the researcher to 

plan the questions to be asked. It also help to keep focus about arranging the sequence 

of the questions. A questionnaire that will be used is regarded as an inexpensive 

method that is useful where literacy rates are high and respondents are co-operative. 

An open ended question will be asked to enable the participants to respond in their own 

words. A closed ended question will also be used. An existing questionnaire that was 

used by (Vijayalakshmi, 2012:162), entitled “questionnaire for employee retention 

practices of automobile industries in India”. The questionnaire was gathered during the 

preliminary literature review for preparing the proposal. However Vijayalakshmi 
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questionnaire will be changed to suit the TVET College setup. A questionnaire is 

attached in Appendix A. 

Quantitative Interview  

A structured interview maybe be used to collect qualitative data from the participants. 

Structured interview are used for quantitative studies (Bryman et al., 2014:216). 

Interviews are preferred in the study as they also ensure co-operation with the 

participants. The aim of the quantitative interview is “to pose every question-and-answer 

option in the very same way to every respondent” (Blackstone, 2012). “It minimizes 

possible changes in the way an interviewee responds on the bases of how or when 

questions and answer options are presented by the interviewer” (Blackstone, 2012). 

Reports  

The performance reports and the annual reports which will be obtained in the website of 

the department of education will be accessed. 

Questionnaires will be hand delivered to the selected participants in the Sedibeng TVET 

College. Appointments will be scheduled with the participants. Email services may be 

used although a lot of participants tend to ignore the mail sent to them. The best way 

will be to meet with the participant in person. An email will be sent to the manager for 

record purposes of the discussions agreed upon when sending a questionnaire. 

1.12. Data analysis 

The study will consider the analysis for the variables for identifying the relationship 

between variables. Data analysis will describe and summarise the data. Scales of 

measurement, namely the nominal scale, ordinal scale and numerical scale, will be 

used. A numerical scale will be used numbers are used to represent the response 

categories. An ordinal scale will be preferred for non-numerical responses, such as 

dissatisfied, good or bad.  

A correlation and statistical data analysis method will be used in analysing data. The 

two factors that will likely affect the results are the size of the computed coefficient and 

the size of the sample (Bryman et al., 2014:327). 
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1.13. Assessing and demonstrating the quality and rigour of the proposed 

research design 

The Department of Education comprises of various district offices throughout the 

respective provinces supporting administrative and support roles to basic and TVET 

colleges. The study will only focus on Sedibeng TVET College. All FET (Further 

Education and Training) colleges were renamed to TVET (Technical Vocational 

Education and Training) colleges on 15 January 2014 by the Minister of Higher 

Education and Training, Blade Nzimande. The research will be conducted in the 

jurisdiction of the Sedibeng District Municipality.   

This study will consider a quantitative approach only. The advantages of the analytical 

software that are used in the quantitative research are Microsoft Excel, Microsoft 

Access and SPSS. The advantages of using Microsoft excel is that it is cost effective or 

free of charge. The files in Excel can be secured by a password.  

A case study approach will be used to collect data. Yin (1984:23) defines the case study 

research method “as an empirical inquiry that investigates a contemporary phenomenon 

within its real-life context; when the boundaries between phenomenon and context are 

not clearly evident; and in which multiple sources of evidence are used”. Gerring 

(2004:341) further indicates that a case study serves as an “intensive study of a single 

unit with an aim to generalize across a larger set of units”. A case study method selects 

a small geographical area or a very limited number of individuals as the subjects of 

study (Zainal, 2007:1). This case study will allow the researcher to explore and 

understand the practices (of the recruitment marketing practices) that are used by the 

TVET Colleges to avoid turnover of the scarce skilled employees. 

1.14. Research ethics 

The ethical consideration will be considered. The names of the participants will be not 

shared with everyone. A consent form is attached that will be issued to participants.  

1.15. Proposed chapter layout 

The chapters in this mini-dissertation are presented as follows: 

Chapter 1: Introduction. 
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Chapter 2: Literature review on employee retention. 

Chapter 3: Research methodology. 

Chapter 4: Research results. 

Chapter 5: Conclusions, limitations and recommendations. 
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CHAPTER 2:  LITERATURE REVIEW ON EMPLOYEE RETENTION  

To explore the literature of scarce skills in the TVET Colleges and employee retention it 

is vital to comb through available literature that is related to this study. The main areas 

of interest in this literature review include general human resource management, TVET 

college sector, scarce skills and employee retention. Heizer and Render (2014:434) 

stated that it is very expensive, difficult to recruit, and hard to retain employees with 

scarce skills in many organisations. Every organization, irrespective of whether it is a 

profit making company or not, invests a lot of time and money to groom or keep a new 

person in its employ for a little longer period. It takes a very long time for the 

organisation to transform an employee into a resourceful corporate ready talent whose 

experience matures to become a long service employees (Sultana, 2017). It is at the 

long service  level when an employee brings sustainable competitive advantage for 

his/her organisation (Heizer & Render, 2014:434). 

The organization is at a loss when the employees quit its employment, when they are 

fully trained, have gained a lot of experience and are comfortable with the organisation’s 

policies. An employee who serves a period considered long service in an organisation 

will be embedded to the environment that includes colleagues and will have many, 

strong, and close attachments (Peltokorpi et al., 2015:292). The employees then after 

experience the perception of “stuckness” (William Lee et al., 2014:3). 

The following section is a discussion of the several key terms that will be used in this 

chapter and throughout the study: human resource management, employee retention, 

scarce skills and TVET Sector. 

2.2. Human resource management 

The roots of human resource management (HRM) go back as far as the 1950s 

(Yahiaoui et al., 2015:2). HRM as a discipline and practice in the management of people 

in an organisation has evolved and developed into different areas (Itika, 2011). HRM 

arise from organisational challenges such as: “globalization, economic and legal 

environment, workforce diversity, technological development, changes in educational 

background of employees and in their expectations regarding working conditions” 

(Stankiewicz, 2015). Two definitions of Human Resources management are considered 
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in this study. The first defines Human resource management as a “strategic, integrated 

and coherent approach to the employment, development and well-being of the people 

working in organisations” (ARMSTRONG, 2016). The second defines Human resource 

management as the “process through which management builds the workforce and tries 

to create the human performances that the organisation needs”  (Boxall & Purcell, 

2016:7). 

The two definitions have one common point of departure which concentrates on 

managing employees. (Ahmad, 2015:2) described HRM as an “important faction of 

management that deals with the most valuable assets of an organization which is 

human resources”. HRM is designed to ensure the organization of qualified personnel 

capable to perform well in its job functions (Ivanova, 2015). As a process, HRM consists 

of all actions that an organization takes to attract, develop, and retain quality employees 

(Skripak, 2016). There is no easy activity in HRM process. Armstrong and Taylor (2015) 

further identified the goal of HRM as to “Support the organisation in achieving its 

objectives by developing and implementing HR strategies that are integrated with 

business strategy”. 

Richman (2015:120) argued that high performance organizations cannot exist without 

an elevated value placed on HRM. Among all activities undertaken in HRM process, the 

retention of employees seems to be the crucial one. According to Skripak (2016:243) 

the retention of good employees means “motivating them to excel, appraising their 

performance, compensating them appropriately, and doing what’s possible to keep 

them”.  

An effective human resource management recognizes employee empowerment, 

training and development, appraisal system compensation as the main factors for the 

success of a firms employee retention (Hong et al., 2012:61).  

The objectives of human resource management are the following (Itika, 2011):  

 achieving an organisational mission, vision, goals and objectives using people as 

valuable resources;  

 utilisation of staff capacity; 
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 ensuring that employees are committed to their jobs, teams, departments and the 

entire organisation; 

 ensuring that organisational systems, processes and activities are integrated and 

synergised through a strong organisational culture; 

 optimal utilisation of available resources; 

 enabling managers to be flexible and adapt to changes required in pursuing 

excellence in human resource management functions; 

  Technical and vocational education and training colleges. 

This section discusses an overview of the TVET sector. The discussion presents a 

definition of TVET, review of studies on TVET colleges, Categories of qualifications 

offered in TVET colleges and the enrolment of students in TVET colleges. 

2.2.1. Definition of TVET 

The term Technical and Vocational Education and Training (TVET) rose from the 

discussions that were held at the World Congress on TVET in 1999 in Seoul, Republic 

of Korea (UNESCO, 1999). There is no universal accepted definition for technical and 

vocational education and training (Tripney, Hombrados, Newman, 2013). Terminologies 

and acronyms referring to technical and vocational education and training vary from 

country to country (Arfo, 2015). UNESCO (2004) recommends the comprehensive term 

―technical and vocational education and training (TVET) as more appropriate for the 

sector: 

This study considered the definition recommended by UNESCO to explain the concept 

of a TVET. The definition by UNESCO is regarded as suitable and more appropriate for 

the sector. TVET is described as a “comprehensive term referring a the educational 

process involving, in addition to general education, the study of technologies and 

related sciences, and the acquisition of practical skills, attitudes, understanding and 

knowledge relating to occupations in various sectors of economic and social life” 

(UNESCO, 2010).  
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The context and origin of TVET colleges in South Africa can be dated as far back as the 

1800s (Abedian & Standish, 1992). Technical education in South Africa originated as 

part of the industrial revolution in the later nineteenth century and was specifically 

geared to train skilled white workers for the mines and newly-developing industries 

(Pittendrigh, 1988). According to Terblanche (2017:76) the demand for technical 

education was an “outgrowth of industrial development in the late 1800s”. Industrial 

development was linked to mining and the development of railways, harbours and small 

engineering workshops in urban centres (Terblanche, 2017). The expansion and growth 

of the railways and development of the mining industry created a demand for railway 

technicians with appropriate technical skills, while in the mining industry engineers were 

in huge demand (Abedian & Standish, 1992). 

The development of TVET today is shaped by a complex and rapidly changing set of 

contextual factors. These factors in turn are influenced by the changes taking place in 

TVETs (Marope et al., 2015:32). Factors that have driven the development of TVET 

over the period in review in this study include (Marope et al., 2015:32): 

 a shift in the development paradigm; 

 demographic trends;  

 global education policies;  

 immigration;  

 labour market trends and demands; 

 technological advancements and innovation;  

 changing modes of work; and 

 shifts in the political landscape. 

The South African TVET colleges seem to embody a fundamental institutional enigma 

(Kraak & Paterson, 2016:iii). A TVET is recognised to be a crucial vehicle for social 

equity, inclusion and sustainable development (Marope et al 2015:32).The definition is 

reflective of reality as the offering in the TVET strive to prepare the youth for the world 
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of work (Arfo, 2015). TVET connects education and the world of work (UNESCO, 2018). 

The realisation of the TVET Strategy depends on stable and committed workforce that 

is able to reach the goals of the organisation. In this regard we need adequate 

resources flowing to TVETs and staff in order to implement the goals set by TVET 

sectors. Availability of resources and staff helps to fulfil the TVET Strategy for 2016 – 

2021, which aims to execute three priority areas, namely: 

 fostering youth employment and entrepreneurship; 

 promoting equity and gender equality; and 

 facilitating the transition to green economies and sustainable societies (UNESCO, 

2018). 

The acquisition of practical skills can be offered in a public TVET and a private TVET 

that exist worldwide. Private TVET providers include for-profit and non-profit institutions 

(Marope et al., 2015:32). TVET provide vocational and occupational education and 

training programmes to learners who have at least completed Grade 9 in the school 

sector, those who have completed Grade 12 (matric) and employed persons (DHET, 

2018:32). The TVET and private Colleges are administered in terms of the Further 

Education and Training Colleges Act 16 of 2006, as amended (DHET, 2018:32). Public 

TVET Colleges are subsidised by the state to the tune of R8 billion per year. The 

Department of Higher Education and Training comprises of regional offices which 

provides specialised professional support to the public TVET Colleges in the respective 

provinces of South Africa (DHET, 2018:32).  

2.2.2. Review of Studies on TVET colleges  

Various studies have been conducted on the context of TVET colleges: Tinto (1973); 

Arfo (2015); Lawrence (Armstrong); Vezi (2017); Terblanche (2017), Positive thoughts 

and false impressions exist around the existence of TVET colleges. The study 

conducted by Tinto (1973:3) concentrated the attrition rate of students in TVET 

colleges. Tinto (1987:3) argued against the misconceptions that “portrayed the TVET 

colleges as institutions that lacked a particularly important attribute needed for college 

completion” (Tinto, 1973:3). Lawrence (2016: iv) relied heavily on arguments in Tinto 

(1973) on the subject of attrition in education stating that the “factors contributing toward 
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attrition of engineering students at public vocational colleges in the Western Cape”. Arfo 

(2015:2) is also situated within the same context stating that “a critical research 

paradigm which allowed an analysis of the reasons for attrition in civil engineering 

programmes at one of the TVET colleges with the ultimate aim of contributing towards 

social change”.  

The strategic DHET objective for the public TVET colleges sector is to increase access 

to, and improve success in programmes that lead to intermediate and high-level 

learning (DHET, 2018:35). One of the DHET central strategic objectives for the TVET 

and private college sector is the need to increase access to, and improve success in 

programmes that lead to intermediate and high-level learning (DHET, 2018:41). For 

remedial intentions, Vezi (2017) analysed the influence of marketing communication 

towards students’ decisions to enrol at TVET colleges. Globally governments draw 

attention towards investing on TVET colleges as a form of skilling youth towards 

vocational skills. This statement resonate with the study conducted by Vezi (2017) 

which focused to identify “students’ perceptions towards TEVT Colleges, and 

investigate marketing communication practices that contributes toward improving 

students’ perceptions at TVET”. This is a good study especially when the South African 

government pursues to build a legacy on TVET colleges.  

Matters of building a legacy on TVET sector is recognized in Terblanche (2017) “ a 

knowledge gap was identified indicating the need to investigate possible strategies for 

leading changes faced by TVET colleges, with focal attention on sustainable curriculum 

change”. Terblanche further “developed a framework for leading curriculum change in 

the South African TVET college sector”. 

The need for stronger industry involvement in the TVET curriculum review process to 

enhance responsiveness to industry needs and requirements is also documented in 

(Terblanche, 2017). “Many TVET college leaders are in need of being capacitated with 

management strategies for current and future curriculum challenges, such as curriculum 

design and development” (Terblanche, 2017). This study contributed to “enhancing the 

understanding of key factors and leadership features needed for TVET college leaders 

in South Africa to lead curriculum change” (Terblanche, 2017).  
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2.2.3. Categories of qualifications offered in TVET colleges 

Public TVET colleges provide three broad categories of qualifications and part-

qualifications (DHET, 2018:31). According to DHET (2018:31), the three broad 

categories of TVET qualification, include:  

 “The National Certificate (Vocational) (NCV);  

 The Report 191 National Technical Education programmes (NATED) 

 Occupational qualifications and part-qualifications” 

The main TVET programmes are the National Certificate (Vocational) (NCV) and the 

NATED (N1–N6). The three qualifications are discussed in the following sections. 

2.2.3.1. The National Certificate (Vocational) NCV 

The NCV forms part of the policy interventions that sought to position colleges primarily 

to offer a sound general-vocational qualification to a critical mass of school leavers” 

(Gewer, 2010). The DHET introduced the NCV at public TVET Colleges in 2007 

(Human Resource Development Council for South Africa. 2014:7). It was introduced as 

an alternative vocational learning pathway for young people who completed their Grade 

9 and wished to follow a vocational career path (DHET, 2018:31). These NCV 

programmes were intended to provide the kind of skills that are needed by industry to 

TVET college graduates (South Africa, 2006). NCV was initially intended to replace the 

vocational and technical system known as NATED programmes belonging to the 

National Education Department. (Paterson et al., 2017).The following are programmes 

introduced for the NCV:  

 Civil Engineering and Building Construction   

 Drawing Office Practice   

 Education and Development   

 Electrical Infrastructure and Construction   

 Engineering and Related Design   
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 Finance, Economics and Accounting   

 Hospitality   

 Information Technology and Computer Science   

 Management   

 Marketing   

 Mechatronics   

 Office Administration   

 Primary Agriculture   

 Primary Health   

 Process Instrumentation   

 Process plant Operations   

 Safety in Society   

 Tourism   

 Transport and Logistics  

Almost 20 vocational programmes are offered at levels 2, 3 and 4 of the NQF (Gewer, 

2013). Boka (2017:3) stated that the “NCV was implemented in 2011 to position 

colleges to deliver general vocational programmes that prepared graduates for entry 

into the workplace and address priority skills needs”. NCV curriculum seeks to “provide 

school leavers with the necessary foundation to enter into the workplace and be easily 

trained into specialised mid-level occupations” (Human Resource Development Council 

for South Africa. 2014:7). 

2.2.3.2. The Report 191 National Technical Education programmes (NATED) 

NATED was purposely set up in 1935 to “meet the requirements of the labour forces of 

the South African harbours and railways systems” (South Africa, 2008). “The NATED 
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course consists mainly of theory-based curricula which is predominantly organised into 

a two-year cycle of trimesters or semesters which envelops the N1-N6” (Lawrence, 

2016: iv). NATED certificates, are offered at six N levels (N1 to N6) for Engineering 

Studies as trimester enrolment and three or four levels (Introductory, N4 to N6) for 

Business and General Studies as semester enrolment (DHET, 2018:31). These part-

qualifications culminate in a National Diploma on condition that students meet the 

requirements for work experience. The timeframe for these studies varies. Students 

enrolled for Business or General Studies programmes require 18 months (2 000 hours) 

of applicable work experience (DHET, 2018:31). The programme of Engineering 

Studies require a minimum of 24 months (2 670 hours) of applicable work experience or 

a relevant trade test certificate to obtain the National N Diploma (DHET, 2018:31). The 

NATED programmes are scheduled to be phased out by 2019 and replaced by 

occupationally based qualifications currently in development by the Quality Council for 

Trades and Occupations (QCTO) (DHET, 2018:31).  

2.2.3.3. Occupational qualifications 

Colleges also offer skills programmes and learnership through a range of SETAs 

(Human Resource Development Council for South Africa, 2014:6). Occupational 

qualifications are closely linked to workplace demands and opportunities (DHET, 

2018:31). Occupational qualification is intended to improve employability of youth 

(Paterson et al., 2017:3). 

2.2.4. Enrolment of students in TVET colleges 

Public TVET Colleges are located countrywide across all provinces, and have greater 

geographic contact with communities than universities (Vezi, 2017). The main objective 

of the various TVET colleges is to provide education and training for the type of 

students who left the mainstream schooling system without completing it (Lawrence, 

2016:iv). In 1994, there were 152 technical colleges located in numerous education 

departments (South Africa, 2013). During 2002-2006 152 technical colleges were 

merged to form 50 overarching TVET college administrations (Lawrence, 2016:17). In 

2016 there were 50 public TVET colleges with 250 registered campuses for delivery of 

qualifications and part-qualifications (DHET, 2018:31). Table 2.1 presents the current 

number of TVET colleges and student headcount enrolment by province for 2016.  
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Table 2.1-1: Number of TVET colleges and student headcount enrolment by 
province, 2016 

Province   TVET colleges   Students 

Eastern Cape   8 77 483 

Free State   4 49 977 

Gauteng   8 169 044 

KwaZulu-Natal   9 120 832 

Limpopo   7 108 157 

Mpumalanga   3 46 929 

North West   3 37 118 

Northern Cape   2 15 148 

Western Cape   6 80 709 

National   50 705 397 

(DHET, 2018:31) 

The number of students enrolled in TVET colleges reached 705 397 in 2016 (DHET, 

2018:31). A breakdown of a number of students enrolled in public TVET colleges from 

2010 to 2016 is presented in Table 2.2. 

Table 2.1-2: Number of students enrolled in public TVET colleges from 2010 to 
2016 

Qualification 
Category 

2010 2011 2012 2013 2014 2015 2016 

NC(V) 130 039 124 658 140 575 154 960 166 433 165 459 177 261 

Report 191 (N1-N6) 169 774 222 754 359 624 442 287 486 933 519 464 492 026 

Occupational 
Qualifications 

23 160 20 799 62 359 19 000 19 825 20 533 13 642 

Other 35 420 32 062 95 132 23 371 29 192 32 424 22 468 

Total 358 393 400 273 657 690 639 618 702 383 737 880 705 397 

(DHET, 2018:39) 

The table 2.2 above shows that TVET Colleges are in a rapid growth and development 

phase. Enrolment in TVET colleges was mostly in Report 191 programmes (DHET, 

2018:39). The 50 TVET colleges are established throughout the nine South African 

provinces. The data presented in Table 2.2 presents the layout of enrolments during 

2010-2016. The next section will discuss the concept of scarce skill. 

2.3. Scarce skill  

It is a fact that different authors and institutions have different views concerning the 

definition of skills shortages (Daniels, 2007). ‘Scarce Skill’ refers to an inability to find 
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suitably qualified and experienced people to fill occupational vacancies either at an 

absolute level of scarcity (no suitable people available) or at a relative level of scarcity 

(no suitable equity candidates available) (Vedan & Kotsane, 2016:4). Shah and Burke 

(2003:6) associated a skill with “professional qualifications or occupations”. Scarce skill 

comprises of those occupations in which there is a scarcity of qualified and experienced 

people (South Africa, 2014:8). Scarce skill can be short term or long term. Educational 

institutions and human resource managers can detect whether certain skills will be 

required on the current times or in the future. In the case, scarce skill can be anticipated 

in the future, either (a) “because such skilled people are not available” or (b) “they are 

available but do not meet employment criteria” (Isset Seta, 2011:48; South Africa, 

2014:8).  

“It is a common occurrence that too many people study certain types of qualifications 

because of different reasons, for example they could only get selection for that course, it 

looks easy, or they did not get employment counselling or career information to help 

them make a suitable career choice. Too few people study qualifications that are really 

needed in the country” (National Scarce Skills List, 2014). A scarce skill, can exist from 

the fact that the job type is new (National Scarce Skills List, 2014). “It can also happen 

that people have not chosen to study for the course and a scarcity developed in the job 

type. Sometimes special experience is required, for example employees with years of 

experience of management, or in other cases people are needed in certain towns. 

Scarcity can also be in terms of gender, for example too few women enter into a specific 

career” (South Africa: National Scarce Skills List, 2014). 

Scarce skills are those job types for which employers cannot find suitably qualified or 

experienced employees. Rasool and Botha (2011:11) stated that “South Africa 

experience a serious shortage of skilled workers”. Trendle (2008:9) defines the term 

‘skills shortages’ as “when the quantity of skills particular work-related categories 

demand exceeds the supply of these skills”. Shortage of skilled workers has a negative 

effect on South Africa’s economic prospects and its participation in the global economy. 

Barnow et al., (1998:7) further describe skills shortage as: “a market disequilibrium 

between supply and demand in which the quantity of workers demanded exceeds the 

supply available and willing to work at a particular wage and working conditions at a 

particular place and point in time”. 
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A skill shortage occurs “when any one of the following situations arises or a combination 

of them: shortage of workers in a particular occupation, labour demand exceeds 

availability of skills, or workers lack appropriate qualifications” (Barnow et al., 1998; 

Trendle, 2008). Goga and Van der Westhuizen (2012:16) informed that “scarce skills 

are considered relatively easy to identify and are measured in terms of an occupation or 

qualification”. A few major factors that contribute to an extensive shortage of skills in 

South Africa according to Rassol and Botha (2011:4) include: 

 “globalisation  

 a dysfunctional education system  

 structural changes in the labour market  

 a general under-investment in skills development  

 emigration” 

South Africa is no exception to the phenomenon of scarce skills. Rasool and Botha 

(2011:11) undertook a study in 2011 which looked at “the nature, extent and effect of 

skills shortages on skills migration in South Africa”. Their study focused on the causes 

and effects of the skills shortages in South Africa. The study undertaken aimed to 

“highlight the role that skilled foreign workers can play in supplementing the shortage of 

skilled workers in South Africa” (Rasool & Botha, 2011:11). Rasool and Botha (2011:11) 

concluded that the skills shortage could arise from the “failure of the national education 

and training system to supply the economy with much-needed skills”.  

Skills shortage can severely affects socioeconomic growth and development in SA 

(Rasool & Botha, 2011:11). Despite the problems encountered with regard to scarce 

skill, it is noted that “the South African government is giving the issue of skills shortages 

considerable attention” (Rasool & Botha, 2011:11). Government has developed different 

plans of action to create jobs in South Africa in sectors in which the country can 

develop, such as tourism South Africa (National Scarce Skills List). Skills shortages in 

South Africa are the consequences of the interplay of several complex socio-political 

and economic factors (Rasool & Botha, 2011:2).  
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Various initiatives had been put forth to address the scourge of skills shortage. The 

promulgation of the Skills Development Act (No. 98 of 1999) created an enabling 

institutional and regulatory framework for expanding strategic investment in education 

and training across all economic sectors. This act led to the establishment of Sector 

Education and Training Authorities (SETAs), which representatives of organised labour 

and business manage, to promote skills development. The South African Qualifications 

Authority Act (No. 58 of 1995) created a national qualifications framework (NQF) to 

increase accessibility and portability to learners to improve their qualifications. This 

shows the commitment from the government as it has contributed to the investment of 

public education. Spending on education has grown 14% every year for the past three 

years and accounts for R140.4 billion in provincial and national government spending 

for 2008/2009 (Rasool & Botha, 2011:4). 

2.3.1. Types of Scarce Skills 

Jobs are scarce in today’s labour market. Every country has its respective categories 

and characteristics of its scarce skills. The Department of Higher Education and 

Training regularly draws up a National Scarce Skills List of the top hundred scarce 

skills. Various sources of information are combined, such as from large Government job 

creation plans, like the National Development Plan, the National Infrastructure Plan, 

Industrial Policy Action Plan and the Sector Education and Training Authorities (SETAs) 

Scarce Skills Lists, which indicates shortages in certain career fields (South Africa 

(National Scarce Skills List). The National Scarce Skills list is intended to provide a 

comprehensive overview of the skills in shortage in the South African economy, and 

therefore serves as a reference point for skills development programmes (Goga & Van 

der Westhuizen, 2012:16). Government regularly updates the scarce skills needed for 

those job creation programmes.  

2.3.2. The National Scarce Skills List 

The National Scarce Skills List published in the Government Gazette Nr 37678, Notice 

380 of 2014 listed these occupations categorized scarce skills. This list, is updated 

every two years, will be used to inform South Africa’s human resource planning and 

funding allocation, programme development, and immigration strategies (Snell, 2014). 

Snell, (2014) stated that the purpose of the top 100 list is to inform: 



 

34 

 human resource planning and development; 

 resource allocation and prioritisation; 

 the development of relevant qualifications, programmes and curricula; and 

 international recruitment strategies . 

There is also a compilation of top 10 scarce skills list in South Africa. The respective top 

10 scarce skills list presented are: 

 Electrical Engineer; 

 Civil Engineer; 

 Mechanical Engineer; 

 Quantity Surveyor; 

 Programme or Project Manager; 

 Finance Manager; 

 Physical and Engineering Science Technicians; 

 Industrial and Production Engineers; 

 Electrician; and 

 Chemical Engineer. 

The Department of Home Affair could draw from this top 100 list to compile a “critical 

skills list” to facilitate the issuing of work visas. 
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Table 2.1-3: The National Scarce Skills List 

MANAGERS 

Manufacturing Managers 

Engineering Manage 

Power Generation Operations Manager 

Project Manager 

Construction Project Manager 

Medical Superintendent/Public Health manager 

Franchise/Small Business Manager 

Hotel Manager 

Sales and Marketing Manager 

Research and Development Manager 

Human Resource Manage 

Environmental Manager 

Production Manager 

Health and Safety Manager 

General Manager of a company 

Retail Manager 

PROFESSIONALS 

Architects 

Designers 

Planners and Surveyors: 

Architects 

Land Surveyor 

Town and Regional Planner. 

Education and Training 

Professionals: 

Accounting teacher 

Agriculture teacher 

Business Studies teacher 

Computer Studies Teacher 

Electrical technology teacher 

Engineering design teacher 

Hospitality Studies teacher 

Mathematical Literacy teacher 

Mathematics teacher 

Mechanical Technology teacher 

Physical Science teacher 

Tourism teacher. 

Engineering Professionals: 

Electrical Engineer 

Civil Engineer 

Mechanical Engineer 

Industrial and Production 

Engineers 

Chemical Engineer 

Energy Engineer 

Materials Engineer 

Metallurgical Engineer 

Ship Engineer 

Telecommunication Engineer 

Environmental Engineers 

Computer Network and 

Systems Engineer. 

Finance Professionals: 

Accountant 

Auditor (external) 

Actuary 

Natural and Physical Science 

Health Professionals: 

Clinical nurse 

Registered nurse (Aged Care 

Child and Family Health 

Community Health 

Information and Computer 

Professionals: 

Software developers 

Programme analyst 

Developer Programmer 
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Professionals: 

Geologists 

Veterinarians 

marine Biologist 

Conservation Scientist 

Environment Scientist. 

Critical Care and Emergency 

Developmental Disability 

Disability and rehabilitation 

Medical and Surgical 

Medical practice 

Mental health 

Pre-operative 

Surgical) 

Nursing Educator 

Nurse researcher 

Nurse Manager 

Medical Doctor 

Hospital pharmacist 

Medical Scientist 

Computer Network Technician 

Network Analyst 

Chief Information Officer. 

TECHNICIANS ARTISANS 

Chemical and physical Science Technician 

Chemistry technician 

Computer Technician 

Physical Science Technician 

Civil Engineering Technician 

Surveying or cartographic Technician 

Town Planning Technician 

Electrical Engineering Technician 

Energy Efficiency Technician 

Electronic Engineering Technician 

Mechanical Engineering Technician 

Mining Technician 

Geophysical Technician 

Aeronautical Engineering Technician 

Chemical Engineering Technician 

Mining and Metallurgical Technician 

Rock Engineering Technician 

Draughts person 

Forensic Technician 

Fire investigator 

Food and beverage Technician 

Environmental Engineering Technician 

Manufacturing Technician 

 

Electrician Millwright 

Boiler maker 

Fitter and Turner 

Carpenter and Joiner 

Welder 

Plumber 

Toolmaker 

Diesel mechanic 

Electronics Instrument Trades Worker 

Air-conditioning and Mechanical Services 

Plumber 

Automotive Electrician 

Automotive Motor Mechanic 

Pressure Welder 

 

PLASTIC PRODUCTS MACHINE EARTHMOVING AND RELATED PLANT 
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OPERATORS OPERATORS 

Plastic Cable Making Machine Operator 

Plastic Compounding and Reclamation Machine 

Operator 

Plastics Fabricator or Welder 

Plastics Production Machine Operator 

Rotational Moulding Operator 

Plastics Manufacturing Machine Minder 

Reinforced Plastics and composite Trades 

Worker. 

Earthmoving Plant Operator 

Backhoe Operator 

Bulldozer Operator 

Excavator Operator 

Grader Operator 

Loader Operator 

Mulcher Operator 

Tunnelling Machine Operator 

Mobile Explosives Manufacturing Unit Operator 

Scraper Operator 

Dragline Operator 

Railway track Master 

Road Roller operator 

Dump Truck Operator 

Source: South Africa. 2014 

2.3.3. Occupations in High Demand  

Jobs are scarce in today’s labour market (Straton, 2014). The gazette points on 

Occupations in High Demand. Occupations in high demand refer to those occupations 

that show relatively strong employment growth, or are experiencing shortages in the 

labour market. More specifically, according to DHET (Armstrong) occupations are said 

to be in high demand if they: 

 have shown relatively strong employment growth over the past 5 years; 

 are currently showing relatively strong employment growth (that is, relatively strong 

growth over the past two years);  

 are expected to show relatively strong employment growth in the future;  

 have been identified as being in shortage in the labour market; or  

 are new and expected to emerge in the near future as a result of innovation, 

technological advancements and the development of new industries (for example, 

the establishment of new occupations in “green industries”). 
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The list of Occupations in high demand are reviewed every 2 years, unless it is deemed 

necessary to do so earlier. The next List of Occupations in High Demand is planned to 

be published in 2017 (South Africa: National Scarce Skills List, 2014). 

2.4. Definition and review of Employee Retention 

The study carried out by Mmako (Armstrong) identified the factors and items that 

impacted on the employee engagement of academic in the TVET colleges in South 

Africa. Mmako’s (Armstrong) study evaluated the leadership and management capacity 

of Maluti Technical and Vocational Education and Training College. The study was 

prompted by the increasing focus on the post-school sector in South Africa, especially 

the TVET college sector (Mmako, 2016). The study investigated different models of 

management capacity and the factors that influenced management capacity in TVET 

colleges. Mmako’s (Armstrong) findings pointed a “disconnect between desired 

leadership and management capacity versus existing leadership and management 

capacity”.  

The study conducted by (Hong et al., 2012:60) which was aimed at the importance of 

how workers regard empowerment in the workplace. In their study, quantitative data 

was collected, using the non-probability self-administered questionnaire that consisted 

of questions with 5-points Likert scales distributed to a sample of 278 individuals. (Hong 

et al., 2012:60) used a multiple regression analysis and found that “training and 

development, appraisal system compensation were significant to employee retention 

except for employee empowerment”. The findings of their study also found that the “the 

retention of the employees is important in keeping the organization on track” (Hong et 

al., 2012:60). Hong et al., (2016:60), using multiple regression model, found that 

training, development and appraisal system were significant to employee retention 

except for employee empowerment. The retention of employees is important in keeping 

the organisation on track (Hong et al., 2016:60). The following sections discuss the 

context of employee retention. 

2.4.1. Employee Retention 

Employee retention is regarded just as an important process as compared to hiring 

employees. Employee retention refers to policies and practices companies use to 

prevent valuable employees from leaving their job (Hong et al., 2012:62). Employee 
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retention is also viewed as a process that seeks to “encourage employees to continue 

to offer services in the organisation for the maximum period of time or until the 

completion of the project” (Das & Baruah, 2013:8). Attracting and retaining people is a 

key success factor (United Nations. 2013:1). Employees are regarded as Valuable 

assets to the organisation (Meaghan et al., 2002). Therefore, employee retention is all 

about taking measures to encourage employees to remain in the organization for the 

maximum period of time (Hong et al., 2012:63). 

2.4.2. Importance of Employee Retention 

Retention of employees allows organisations to fulfil its goals and objectives since 

projects are undertaken for a specified period (Hong et al., 2012:60). It becomes a 

boost to the organisation as employees skills and competencies could be utilized to 

complete certain projects or execute tasks (Hong et al., 2012:60). Employee retention is 

beneficial to an organization in “gaining competitive advantage that cannot be 

substituted by other competitors” (Heathfield, 2005). Employee retention also enables 

the employer to cut the costs in recruiting further. This will further reduce training cost 

for new recruits (Hong et al., 2012:64). The  costs saved from new recruits could be 

used for improved production processes or efficiencies, increase employee’s 

performance by empowering employees through skills development trainings and hence 

meet the organizational strategies, vision and mission as anticipated (Hong et al., 

2012:64). 

2.4.3. Characteristics of employee retention 

(Hong et al., 2012:74) identified four main characteristics associated with employee 

retention as presented in Figure 2.1. The respective characteristics include; 

empowerment, compensation, appraisal system and training as the main factors for the 

retention of a firm employees (Hong et al., 2012:74).  



 

40 

 

Figure 2.1-1: Employee retention: Framework Model  

Source: (Hong et al., 2012:66) 

2.4.3.1. Employee training 

Employee training is one of the best ways to accumulate knowledge, use knowledge, 

update knowledge, as well as transfer it to other people in the organization. Training is 

regarded as an important element for employee development (United Nations, 2013:1). 

Training focuses on development of employees’ skills, knowledge, and attitudes 

(Zoogah, 2011). Employee training can be facilitated in a formal and informal process. 

Training is aimed at improving employees’ skills and abilities that are necessary for both 

personnel and organisational growth. Training of employees is normally facilitated 

internally and externally. Employee training can be issued in the workplace or in a 

traditional class-room whereby academic institutions are incorporated for developing 

employees. 

An organisation that invests in training and development creates an environment that 

will encourage communication and facilitates the exchange of knowledge and ideas 

among employees (Mzimela & Chikandiwa, 2017:1). There are no best fit training 

methods. Dorjkhuu (2013:3) recommended the following training methods to harness 

employee retention: 

 “Periodic training,  

 every morning training,  

Employee 
retention 

Employee 
training 

Employee 
empowerment 

System 
appraisal 

Employee 
compensation 
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 apprenticeship training and 

 team based learning”  

Training is an important key factor for human resource development in an organization. 

Employee training can be facilitated in a formal and informal process, either by means 

of the following other methods (Dorjkhuu, 2013:3-7): 

 Job Rotation; 

 Academic Learning; 

 Customized on-site Training; 

 Field Study; 

 The Certificate Training Courses; and 

 Distance Learning and e-Learning. 

2.4.3.2. Employee empowerment 

The economic and material view of development challenges organisations to take a 

holistic and humanistic approach to development (Marope et al., 2015:32). Sen (1999) 

also emphasized the human element of development.  Human development is a 

process of enlarging people’s choices and enhancing human capabilities and freedoms 

(Dreze & Sen, 1999). Enhancement of human capabilities offers empowers employees 

in any organisation. Empowerment is referred as a “process in which the employees are 

involved in decision-making, are appreciated and provided proper training and support” 

(Hong et al., 2012:62). 

2.4.3.3. System appraisal 

Performance appraisal is seen as a process of “inspecting and evaluating an 

individual’s performance to facilitate the decision of career development of the 

individual” (Hong et al., 2012:65). System appraisal allows managers to inform 

employees about “what they should be doing, how well they’re doing it, and how they 

can improve their performance” (Skripak, 2016). 
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2.4.3.4. Employee compensation 

Employee compensation can be cash and non-cash payments that are given to an 

employee in exchange for the work they do for the respective business. Employees 

need different types of compensations or rewards for the effort they expend on the job 

and enable the organisation function (Itika, 2011). Types of compensation include: 

 Base pay (hourly or salary wages); 

 Sales commission; 

 Overtime wages; 

 Tip income; 

 Bonus pay; 

 Recognition or merit pay; 

 Benefits (insurances, standard vacation policy, retirement); 

 Stock options; and 

 Other non-cash benefits. 

Rewards and compensation are the major HRM processes through which employees 

are rewarded for their performance (Ahmad, 2015). Employee compensation 

programmes are modified based on behavioural and technical competencies (Ahmad, 

2015). Employee compensation is determined by means of internal equity whereby 

positions in the company are compared to ensure fair pay. Employee benefits are 

constantly evolving as there are new priorities to employees. Employee benefits are 

categorised as “health, dental, visions, vacation, parental/family leave, disability, 

retirement/pension, employee assistance programs, life insurance, extended leave” 

(Ghansah, 2011). 

2.4.4. Factors influencing employee retention  

Employee retention cannot be influenced by a single factor. There are host of factors 

which are responsible for retaining employees in an organization (Das & Baruah, 
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2013:9). Walker (2001) as cited in Das & Baruah, 2013:9) identified seven factors that 

can enhance employee retention:  

 compensation and appreciation of the performed work,  

 provision of challenging work,  

 chances to be promoted and to learn,  

 invitational atmosphere within the organization,  

 positive relations with colleagues,  

 a healthy balance between the professional and personal life, and  

 good communications.  

Employee retention factor can be divided into three broad dimensions, i.e., “social, 

mental and physical” (Das & Baruah, 2013:9). The mental dimension of retention 

consists of work characteristics whereby employees prefer flexible work tasks. 

Examples of flexible work include lecturers who want to work at home during recess and 

on Fridays. Employees do not like to work in a confined environment where they are 

placed in walled office space. They prefer social dimension, which consist of an open 

plan office space where they can socialise with the team while conducting business. 

Social dimension can be internal and external. Lately we see manager’s meetings held 

in restaurants and at the golf centres. Typical example of social dimension is team 

building session which is conducted outside the office to allow employees to associate 

with the realities of work ethics. The physical dimension consists of working conditions 

and pay (Das & Baruah, 2013:9). Remuneration and other types of benefits continue to 

be an important factor in the retention equation (Ghansah, 2011). 

Hong et al., (2012:6) emphasised that the main factors for sustainable competitive 

advantage in the firm are employee empowerment, training and development, appraisal 

system and compensation. Motivated employees tend to stay with an organization 

longer (Hong et al., 2012:61). Many organizations in Malaysia do not provide continual 

training programme for their employees (Kennedy and Daim, 2010). Compensation 

systems were found to be inadequate to provide the desired reward to the 
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academicians especially under current working condition where less respect and 

recognition has been given to their contribution (Hong et al., 2012:61). 

Employees are the backbone of an organization (Hong et al., 2012:60). The need for 

training is often not considered. Gruman and Saks (2011) suggest its cause to be 

untrained supervisors who misunderstand employee engagement and support in 

managing subordinates’ performance. Employees fail to grab opportunities within the 

organisation often because they are under developed and cannot master their jobs well 

and this often lead to employee dissatisfaction, which result to high turnover. Human 

resources are required to run and maintain a sustainable competitive advantage as no 

organisation is willing to loose such a scarce skill in a minimum period (Kumar & 

Mathimaran, 2017:17). Resulting from these factors, management is usually urged to 

identify the reasons why people quit their employment (Kumar & Mathimaran, 2017:17).  

2.4.5. Employee retention strategies 

Companies in India as well as in other countries face a formidable challenge of 

recruiting and retaining talents as employees resort to voluntary individual turnover and 

due to industry downturns (Yiu & Saner, 2014:2). Stankiewicz (2015:7) informed that 

human resource managers are up in arms to “deal with the new challenges confronting 

contemporary business environment”. Human resources are working hard to keep 

abreast of policies, procedures, compliance requirements, attrition and best practises 

(Jeen & Batty, 2014). The function of human resources management is to “provide the 

employees with the capability to manage: healthcare, record keeping, promotion and 

advancement, benefits, compensation” (Yahiaoui et al., 2015:5). Failing to retain a key 

employee is a costly proposition for any organization (Kumar & Mathimaran, 2017:17). 

There is diversity of employees in a workplace. Various strategies are developed and 

used to create a favourable atmosphere within the organization in order to improve 

organizational culture (Ivanova, 2015). Attracting and retaining the best candidates is a 

major objective of HRMT (United Nations. 2013:1). Employee retention is most critical 

issue facing employers as a result of the shortage of skilled labour, economic growth 

and employee turnover (Ghansah, 2011). Attractive package are essential for creating a 

positive workplace atmosphere, flexible working time, quality training and diversity in an 

organisation (United Nations. 2013:1). 
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There is no single strategy or retention plan which may satisfy each and every 

employee in an organization. Employee retention strategies help organizations provide 

effective employee communication to improve commitment and enhance workforce 

support for key corporate initiatives (Kumar & Mathimaran, 2017:18).  

The following are some of the processes laid out to improve employee retention (Dunn, 

2014: 

 Compensation Equity and Parity; 

 Professional Development; 

 Training & Development; 

 Culture Fit; 

 Constructive Criticism; 

 Succession Planning; 

 Culture of confidence; 

 Workplace Flexibility; 

 Employee Loyalty Programs; and 

 Performance Management. 

Compensation ranks highest in an employee’s loyalty towards an organization (Dunn, 

2014). Paying higher salaries to retain staff increases operational costs without that this 

measure can guarantee lower attrition or ensure positive performance levels (Yiu & 

Saner, 2014). Messmer (2000) found that one of the important factors in employee 

retention is an investment in employee training and career development. Murray (2008) 

further identified other retention programmes for improving employee retention. 

 career development; 

 executive coaching; 
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 motivating across generations; 

 orientation and on-boarding; and 

 women's retention programs. 

The most important programme is the career development. Career development 

enables employees to understand their career path within an organization and to 

motivate them to remain in the organization to achieve their personal career goals 

(Murray, 2008).   
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CHAPTER 3:  RESEARCH METHODOLOGY 

This chapter is a discussion of research methodology applied in this study. The chapter 

provides the description of the research population. The chapter offer discussions about 

the quantitative research as it is applied in this study. The last section concludes with 

the outline of the data collection method employed in this study. 

3.2. Research problem definition 

The research questions are very important because they guide several concepts: 

literature search, research design to employ and about what data to collect and from 

whom (Bryman et al., 2014:88). Process evaluations will not give answers to all the 

uncertainties of a complex intervention like how to retain employees in the organisation 

(Sukamolson, 2007:5). It is always better to answer the most important questions well 

than to respond to all too many questions unsatisfactorily (Moore et al., 2015:5). The 

research questions in this study are: 

 What do the concept of employee retention and scarce skills entail, with specific 

reference to TVET College sector? 

 Which practices are developed in the TVET College for retaining scarce skills 

professionals in the Sedibeng District Municipality? 

 Which factors influence retention of scarce skills in the TVET College? 

 Which measures are developed to improve employee retention in the TVET 

College? 

 What recommendations can be made with regards to future research and practice? 

3.3. Objectives of the study 

The objective of this dissertation is to establish if the policy and procedure to retain 

scarce skills professionals in the TVET College sector in the Sedibeng District is 

effective. The specific objectives of this mini-dissertation are the following: 
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 To conceptualise, evaluate and determine factors influencing employee retention 

practices as it applies to scarce skills with specific reference to the public TVET 

College in the Sedibeng District Municipality and  

 To examine employee retention measures developed to improve employee retention 

for scarce skills in the TVET College sector and to make recommendations with 

regards to future research and practice. 

3.4. Ensuring validity and reliability  

This study entails the use of quantitative research data. Quantitative research uses two 

concepts to measure of quality or the accuracy of an instrument, namely validity and 

reliability. The validity and reliability of the content of the questionnaire was ensured 

with the assistance of the statistician from the Statistics Department at the North-West 

University. Statistics used are based on all cases with valid data. Validity is defined as 

the extent to which a concept is accurately measured in a quantitative study (Heale & 

Twycross, 2015:66). Validity aligns with a modern/logical positivist philosophy of 

science, while transparency aligns with a post-modern/constructivist philosophy 

(Sampson, 2012:36). For this study all valid variables were separated from the missing 

variables.  

Reliability was measured by means of Cronbach’s alpha. Reliability relates to the 

consistency of a measure (Heale & Twycross, 2015:66). Reliability is closely related to 

ensuring the quality of field notes and guaranteeing the public access to the process of 

the publication of the research results (Sampson, 2012:66). For example, a participant 

completing an instrument meant to measure motivation should have approximately the 

same responses each time the test is completed (Heale & Twycross, 2015:66). 

Cronbach’s alpha is the most commonly used test to determine the internal consistency 

of an instrument (Fletcher et al., 2005:10). The Cronbach’s alpha result is a number 

between 0 and 1. An acceptable reliability score is one that is 0.7 and higher. 

3.5. Methodology 

The methodology section details the scientific assumptions that guide the selection of 

methods used to answer the research questions (Sampson, 2012:36). Research 

methodology is the method or way to find a certain solution on a specific matter. It is 



 

49 

essential that the methods used to answer questions in dissertation research are 

congruent with the methodology (Sampson, 2012:36). In the research methodology the 

researcher uses various criteria for solving and examining the given problem (du Plooy-

Cillers et al., 2016:17). 

The researchers of various disciplines often use qualitative and quantitative research 

methods and approaches for their studies (Rahman, 2016:102). A qualitative research 

analyses the social phenomenon whereby data is analysed by means of text and 

pictures (Flick, 2014:542). Quantitative data collection is concerned with generating 

non-numerical data through interviews (Dieterich, 2014). Qualitative research use 

number and statistics to analyse data (Flick, 2014:542). Quantitative research is used in 

this study. 

Quantitative research approach is described as an approach that deals with numbers 

and anything that can be measurable in a natural science way and it regards 

relationships between variables and theory deductive (Bryman et al., 2014:31). It gives 

us the capability to see things from far away like an eagle’s eye view of business 

phenomena (Miller, 2017:80). The research approach answers questions that have a 

relationship with measurable variables with an intention to predict the phenomena. 

Researchers using the quantitative method identify one or a few variables that they 

intend to use in their research work and proceed with data collection related to those 

variables. Quantitative research is used to uncover patterns and to formulate facts 

(Wyse, 2011).  

3.5.1. Advantages of quantitative research 

There are several types of quantitative research, including survey research, 

correlational research, experimental research and causal-comparative research” ( 

Apuke, 2017:43). The quantitative research has two very important advantages (Choy, 

2014:101 ). Advantages of a quantitative research are presented below: 

 provides the ability to measure and analyse data; 

 provides the relationship between variables (independent vs. dependent variable);  

 enables the researcher to be more objective towards the findings of the study; 



 

50 

 provides the ability to tests the hypotheses in experiments because of its ability to 

measure data using statistics (Jones, 2016); and  

 The researcher does not need to spend time at the organisation and the responses 

can be tabulated in a short timeframe. 

A quantitative approach was considered for this mini-dissertation. This approach 

enabled the study to utilise numerical and quantitative data in order to predict and 

tabulate the data obtained from the sample groups. The collection methods used in 

quantitative research are of a greater structure than that of qualitative research (Wyse, 

2011). numerical data encourages comparisons between organizations or groups or 

campuses (Choy, 2014:101; Yauch, 2003:473). 

3.6. Population and sample 

This study focused on the TVET College sector. The Sedibeng TVET College was 

selected for this study. A sample is a subset containing the characteristics of a larger 

population (du Plooy-Cillers et al., 2016). Samples are used in statistical testing when 

the population size is too large to include and test, thus a smaller subset of the 

population known as the sample is chosen to be observed (Midgley, 2016). Single case 

study design research is highly used in business researches (Bryman et al., 2014:110). 

Sedibeng TVET College is used in this dissertation as the only case study. According to 

(Cronin, 2014:20), the researcher is able “to investigate everything in that situation”, 

irrespective of whether it is individuals, groups or activities. Despite the fact that there is 

one case study, the number of variables is large (Burns and Grove, 1997, Yin, 2003, 

Cronin, 2014:20). A sample is the group of individuals who actually participate in your 

study. The researcher planned to distribute 120 questionnaires. A sample of 105 was 

achieved in this study.  

3.7. Data collection 

Data collection is the systematic collection of data in order to achieve the research aims 

(Midgley, 2016). Data collection can be done using various instruments, including 

interviews, questionnaires, observation, existing records, and electronic devices (du 

Plooy-Cillers, Davis & Bezuidenhout, 2016). Two forms of data collection were used in 

this study, namely literature review and a questionnaire. A literature search was 
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undertaken, seeking relevant articles published in the past ten years (Vedan & Kotsane, 

2016). Literature review intended to understand the concept of employee retention, 

scarce skills and TVET colleges. A questionnaire was developed for this study. A pre-

developed questionnaire was employed in this study as the questions were proved to be 

reliable. A literature search was undertaken, seeking relevant articles published in the 

past ten years (Vedan & Kotsane, 2016). 

3.7.1. Questionnaire distribution and collection  

Questionnaires were delivered to the Sedibeng TVET College. The researcher 

organized for the questionnaires to be delivered to the respective campuses as they are 

apart. Telephone calls were made with the administrators of each campus of the 

Sedibeng TVET College. There was an agreement between the College staff and the 

researcher time of submitting the questionnaires to the college. The questionnaires 

were batched and hand delivered to the respective campus administrators. Quantitative 

research may be disadvantaged if the participants do not understand the questions 

posed in the questionnaire. A researcher may also end up with nil or fewer responses. I 

had an opportunity to present the aim of the study and the processes that must be 

followed when completing questionnaires. The presentation of the questionnaire was 

regarded as a good gesture. After a few days a telephone call was received from the 

administrators informing about the collection of completed questionnaires and the 

questionnaires were collected as per the arrangement. 

3.8. Ethical implications 

Researchers face ethical challenges in all stages of the study, from designing to 

reporting (Sanjari et al., 2014:14). Ethical implications in research give attention to 

matters including anonymity, confidentiality, informed consent and researchers’ 

potential impact on the participants.  

Ethical approval and informed consent  

This study was approved by the Economic and Management Research Committee in 

2018. Informed consent was considered in this study. Informed consent is a voluntary 

agreement to participate in research (Shahnazarian et al., 2013). The participants 

participated willingly. The contents of the informed consent allowed all participants to 
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read and understand the content. The consent forms were filed and stored in a safe 

place. 

Researchers’ potential impact on the participants 

Research ethics focuses on values which are societal in nature (Akaranga & Makau, 

2016:8). It is important for a researcher to consider ethical aspects when conducting 

research. A researcher must be aware of the factors that may have an effect when 

conducting research. Therefore it is of paramount importance that all researchers are 

well informed of all different aspects of their roles when acting as researchers (Sanjari 

et al., 2014:14). (Sanjari et al., 2014:14) further emphasised on:  

 Definition of the roles of a researcher; and  

 Encouragement of adherence to practical guidelines and protocols in all stages of 

research. 

Neutral language was used when designing questionnaires. English language was used 

as a medium of instruction. 

Confidentiality and Anonymity 

Researchers are required to enhance social responsibility, maintain the integrity of 

human values, and protect the welfare of the research subjects (Akaranga & Makau, 

2016:8). Some research questions may be sensitive. In this regard, a researcher is 

required to minimize the possibility of intrusion into the autonomy of study participants 

(Sanjari et al., 2014:14). For this study, confidentiality of participants was safeguarded. 

The questionnaires did not contain any space that required participants to write their 

names. The consent for was completed by all willing participants and they were assured 

that their names will not be revealed for any purpose. The consent forms are kept safe. 

Data was sourced from the four campuses of the Sedibeng TVET. The consent form 

outline that the names of the participants will not be shared with everyone. The 

responses are all combined. The results are collated anonymously. Anonymity allows 

participants to respond freely, truthfully and without fear.  
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CHAPTER 4:RESULTS AND DISCUSSION 

This chapter presents the results of the quantitative study undertaken. The findings 

relate to the research questions described in chapter 1 of this study. The discussions 

are made with reference to the aim of the study, which was to determine the employee 

retention strategies in the Sedibeng TVET College. Data were obtained from self-

administered questionnaires, completed by 105 (n=105) staff members from Sedibeng 

TVET college. Subsequent paragraphs in this chapter describe the themes, analysis 

and interpretation of the results from the questionnaire administered in this study. 

4.2. Analysis of the data 

Data analysis for this study consisted of ten (10) sections. The respective sections 

included the following themes in Table 4.1. 

Table 4.1-1: Themes for application of data analysis 

Section A Employee Retention Strategies 

Section B   Working Environment 

Section C  Working Environment:  

(a) Ecological Environment and  

(b) Working place/Actual Work Area 

Section D  Welfare Measures: 

(a) Health and Safety Measures and (b) Family Welfare 
Measures 

Section E  Rewards and Recognition 

Section F  Superior-subordinate relationship in the organization  

Section G  Organizational culture 

Section H   Employee’s job satisfaction;  

Section I   Training programs: attended conducted by your employer; 
and  

 

The abovementioned sections are discussed in the following sections. 

4.3. Demographic information 

The characteristics of the study population are presented in the sections below. 

Demographic considerations are important in a research process. The researcher 
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considered the following characteristics for this study: organisational hierarchy, 

department, education, number of organisation served before, and the number of years 

of experience in total. It was important to ask the demographic Information questions to 

the participants especially when we discuss the context of employee retention. 

Respondents 

There were 105 respondents for this study. The respondents of this study forms part of 

the staff members employed at the Sedibeng TVET College. Data was collected from 

the four campuses. The results are presented to represent one organisation. 

Organisational hierarchy 

This question aimed to understand the outline the organizational structure of the 

college. Four levels of seniority were identified: 1represent top Level management, 2 

represent middle level management, 3 represent low level management and 4 

represent non-management employees. The aim was to identify how the institution is 

organized in terms of seniority levels and reporting lines in the workplace. The results of 

the seniority levels are presented in Table 4.2. 

Table 4.1-2: Organisational hierarchy 

 Frequency Percent Valid Percent Cumulative 
Percent 

Valid 1 2 1,9 2,1 2,1 

2 8 7,6 8,2 10,3 

3 10 9,5 10,3 20,6 

4 77 73,3 79,4 100,0 

Total 97 92,4 100,0  

Missing System 8 7,6   

Total 105 100,0   

1=Top Level manager, 1=Middle Level manager, 3=Low Level manager, 4=Not in management 

The above table shows the profile of respondents distributed by seniority levels. The 

missing responses were 8 which amount to 7.6 %. The valid percentage of the top level 

managers amounted to 2.1 %; Middle level managers amounted to 8.2 %, low level 

managers amounted to 10.3 % and finally 79.4 % were not in any management 

position.  
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This suggests that most of the staff is not in management level. The distribution of the 

sample by seniority is reflective of thr distribution of seniority of the organisation and any 

other like organisations.  

Department 

This section aimed to determine the departments where the respondents are placed in 

the college. The following six (Armstrong) values were used to pose questions to the 

respondents. The results are presented in Table 4.3. 

Table 4.1-3: Department  

  Frequency Percent Valid Percent Cumulative 
Percent 

Valid 1 59 56,2 60,2 60,2 

2 34 32,4 34,7 94,9 

3 1 1,0 1,0 95,9 

4 1 1,0 1,0 96,9 

6 3 2,9 3,1 100,0 

Total 98 93,3 100,0  

Missing System 7 6,7   

Total 105 100,0   

1=Teaching and Learning, 2=Administration, 3=Finance, 4=Human Resource, 5=Procurement/ 

warehouse, and 6=Others (please specify) 

The targeted respondents who decided not to respond were in total 7 (6.7 %), working 

from the finance and Human Resources departments which do not have a greater 

bearing on the outcome of this study. The majority (60.2 %) of the respondents were 

working from the department of teaching and learning and were followed by the 

administration department (34.7 %). Finance and human resource department were 

both represented by respondents making 1% of the sample. The distribution of the 

sample by departments is reflective of the concentration of Human resources to the 

teaching and administration function which is the core business of a TVET college. 

Education level of respondents 

Education was used as a sub-theme in this section and data pertaining to education is 

presented in Table 4.4. 
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Table 4.1-4: Education level of respondents 

  Frequency Percent Valid Percent Cumulative 
Percent 

Valid 2 8 7,6 7,9 7,9 

3 36 34,3 35,6 43,6 

4 22 21,0 21,8 65,3 

5 33 31,4 32,7 98,0 

6 2 1,9 2,0 100,0 

Total 101 96,2 100,0 
 

Missing System 4 3,8 
  

Total 105 100,0 
  

1=Up to High School, 2=Post Matric Certificate, 3=Diploma, 4=Bachelor Degree, 5=Honours/Post 

graduate, 6=Master Degree, 7=Any other qualification 

Value 1 and 2 were recorded as missing as the question was not responded. Table 4.4 

shows the distribution of the sample by education levels, 3.8% did not respond to the 

question. . The majority of the sample respondents had acquired diploma qualification 

(35.6 %) closely followed by honours/post graduate (32.7 %) and 21.8 % are  bachelor 

degree graduates. The above results show that the majority of the respondents are the 

diploma, honours/post graduate diploma and degree qualification respectively. The 

results implies that the college employ more diploma holders so that they can have 

better employee retention. The diploma holders grow within the organisation to senior 

management positions. The employer/government provides training to the employees 

and as a result they are kept in the organisation for a longer period. 

Number of organisation served 

Table 4.5 shows the results of the organisations where the respondents worked before 

they joined the college. 

  



 

57 

Table 4.1-5: Number of organisation served before 

  Frequency Percent Valid Percent Cumulative 
Percent 

Valid 1 17 16,2 16,8 16,8 

2 27 25,7 26,7 43,6 

3 33 31,4 32,7 76,2 

4 24 22,9 23,8 100,0 

Total 101 96,2 100,0 
 

Missing System 4 3,8 
  

Total 105 100,0 
  

1=Zero, 2=One, 3=Two, 4=Three or more 

Fewer respondents (16.8%) had been employed by the organisation for the first time. 

The majority of respondents had served more than two organisations prior to joining the 

college closely followed by those who had served one (26.7 %) and more than three 

organisations at 27.7%. It can be inferred from the result that the college recruits 

employees from other institutions than directly employing students from university or 

college. This could imply that the working conditions and maybe salary is better than 

other organisations hence are used to attract and retain employees. 

Number of years of experience in total 

This question intended to establish the number of years worked by respondents. The 

results are presented in Table 4.6. 

Table 4.1-6: Number of Years of Experience in Total 

  Frequency Percent Valid Percent Cumulative 
Percent 

Valid 1 23 21,9 23,2 23,2 

2 38 36,2 38,4 61,6 

3 25 23,8 25,3 86,9 

4 13 12,4 13,1 100,0 

Total 99 94,3 100,0 
 

Missing System 6 5,7 
  

Total 105 100,0 
  

1=Between zero & 5, 2=Between 6 & 9, 3=Between 10 & 19, Between 20 & more 

Most of the participants have served the organisation between 6 and 9 years (i.e. 38.4 

%) and between 10 and 19 years (i.e. 25.3 %). Senior employees with a service record 

of 20 years and more represented 13.1 % of the sample respondents. It can be inferred 



 

58 

that the college’s retention strategy is working as more than 30% of the employees have 

a service record of 10 years and more. 

4.4. Employee retention strategies 

This section comprises of twelve values that were posed to the respondents. The aim of 

this section was to identify the strategies applied for retaining employees in the college. 

Employee retention matters as there are cost involved when employees are recruited, 

trained remunerated. Organisations are required to make sure that there are 

sustainable retention strategies that will attract staff. This question asked the 

respondents to indicate the strategies that are available in their organization. The 

question also required the respondents to rate the importance of each strategy to them. 

A scale from 1 to 4 was used to measure the importance of the strategy, with the 

following values, namely: 1=highly unimportant, 2=unimportant, 3=important, 4=highly 

important. The results are presented in Table 4.7 (B1) until Table 4.18 (B12). 

Table 4.1-7: Job security (B1) 

  Frequency Percent Valid Percent Cumulative 
Percent 

Valid 1 3 2,9 2,9 2,9 

2 4 3,8 3,8 6,7 

3 30 28,6 28,8 35,6 

4 67 63,8 64,4 100,0 

Total 104 99,0 100,0  

Missing System 1 1,0   

Total 105 100,0   

1=Highly unimportant, 2=Unimportant, 3=Important, 4=Highly important 

The majority (64.4 %) of the respondent indicated that job security is highly important for 

them, followed by 28.8% who felt that job security was important. A Small portion (6.7%) 

find it unimportant.  
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Table 4.1-8: Promotion opportunities (B2) 

  Frequency Percent Valid Percent Cumulative 
Percent 

Valid 1 10 9,5 10,0 10,0 

2 13 12,4 13,0 23,0 

3 33 31,4 33,0 56,0 

4 44 41,9 44,0 100,0 

Total 100 95,2 100,0  

Missing System 5 4,8   

Total 105 100,0   

1=Highly unimportant, 2=Unimportant, 3=Important, 4=Highly important 

The promotion opportunities were found to be highly important by 44.0 % of the sample 

while 33% of respondents found it to be unimportant. A small percentage of the 

respondents (10 %) felt promotion opportunities were highly unimportant.  

Table 4.1-9: Welfare Measures (B3) 

  Frequency Percent Valid Percent Cumulative 
Percent 

Valid 1 7 6,7 6,8 6,8 

2 22 21,0 21,4 28,2 

3 35 33,3 34,0 62,1 

4 39 37,1 37,9 100,0 

Total 103 98,1 100,0  

Missing System 2 1,9   

Total 105 100,0   

1=Highly unimportant, 2=Unimportant, 3=Important, 4=Highly important 

There were 1.9 % missing responses. Most respondents felt welfare was highly 

important (37.9 %) and 34 % felt employee welfare was important. About 21.4 % felt 

welfare was unimportant and 6.8 % felt it was unimportant.  

  



 

60 

Table 4.1-10: Working Environment (B4) 

  Frequency Percent Valid Percent Cumulative 
Percent 

Valid 1 4 3,8 3,8 3,8 

2 11 10,5 10,6 14,4 

3 43 41,0 41,3 55,8 

4 46 43,8 44,2 100,0 

Total 104 99,0 100,0  

Missing System 1 1,0   

Total 105 100,0   

1=Highly unimportant, 2=Unimportant, 3=Important, 4=Highly important 

Most respondents felt the environment is highly important (44.2 %) and 41.3 % felt it is 

important to have a good working environment. Only a small portion 3.8 % and 10.6 % 

felt it is highly unimportant and unimportant to have a good working environment. 

Table 4.1-11: Job Rotation and New Assignments (B5) 

  Frequency Percent Valid Percent Cumulative 
Percent 

Valid 1 6 5,7 5,9 5,9 

2 23 21,9 22,8 28,7 

3 37 35,2 36,6 65,3 

4 35 33,3 34,7 100,0 

Total 101 96,2 100,0  

Missing System 4 3,8   

Total 105 100,0   

1=Highly unimportant, 2=Unimportant, 3=Important, 4=Highly important 

Some (35%) respondents rated job rotation and new assignments as important while 

35% considered the process as highly important. Most of the respondents indicated that 

they desire job rotation and new assignments instead of the small number that do not 

want to rotate or have new assignments.  
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Table 4.1-12: Help in Career Development (B6) 

  Frequency Percent Valid Percent Cumulative 
Percent 

Valid 1 5 4,8 4,9 4,9 

2 16 15,2 15,5 20,4 

3 38 36,2 36,9 57,3 

4 44 41,9 42,7 100,0 

Total 103 98,1 100,0  

Missing System 2 1,9   

Total 105 100,0   

1=Highly unimportant, 2=Unimportant, 3=Important, 4=Highly important 

The respondents found it important to receive help from the employer for their career 

development. 

Table 4.1-13: Location Transfer Opportunities with Promotion (B7) 

  Frequency Percent Valid Percent Cumulative 
Percent 

Valid 1 12 11,4 11,7 11,7 

2 22 21,0 21,4 33,0 

3 39 37,1 37,9 70,9 

4 30 28,6 29,1 100,0 

Total 103 98,1 100,0  

Missing System 2 1,9   

Total 105 100,0   

1=Highly unimportant, 2=Unimportant, 3=Important, 4=Highly important 

Most respondents think that it is important to have location transfer with promotion, 

however the ratio is not a clear big gap to those that feel it is unimportant. 

Table 4.1-14: Management Supports for Higher Education (B8) 

  Frequency Percent Valid Percent Cumulative 
Percent 

Valid 1 8 7,6 7,7 7,7 

2 12 11,4 11,5 19,2 

3 35 33,3 33,7 52,9 

4 49 46,7 47,1 100,0 

Total 104 99,0 100,0  

Missing System 1 1,0   

Total 105 100,0   

1=Highly unimportant, 2=Unimportant, 3=Important, 4=Highly important 
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Most respondents felt that it was very important to be supported by the employer for 

higher education.  

Table 4.1-15: Training and Development Programs (B9) 

  Frequency Percent Valid Percent Cumulative 
Percent 

Valid 1 8 7,6 7,7 7,7 

2 18 17,1 17,3 25,0 

3 25 23,8 24,0 49,0 

4 53 50,5 51,0 100,0 

Total 104 99,0 100,0  

Missing System 1 1,0   

Total 105 100,0   

1=Highly unimportant, 2=Unimportant, 3=Important, 4=Highly important 

Most (45%) respondents indicated that training was highly important. Some (25%) 

respondents considered training and development programs as important. 

Respondents also indicated that they want to be trained and developed in their 

respective occupation.   

Table 4.1-16: Rewards & Recognition (B10) 

  Frequency Percent Valid Percent Cumulative 
Percent 

Valid 1 13 12,4 12,9 12,9 

2 16 15,2 15,8 28,7 

3 31 29,5 30,7 59,4 

4 41 39,0 40,6 100,0 

Total 101 96,2 100,0  

Missing System 4 3,8   

Total 105 100,0   

1=Highly unimportant, 2=Unimportant, 3=Important, 4=Highly important 

Most respondents indicate that they prefer to be recognised and rewarded for their 

contribution in the organisation. 
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Table 4.1-17: Fringe Benefits (B11) 

  Frequency Percent Valid Percent Cumulative 
Percent 

Valid 1 10 9,5 10,2 10,2 

2 14 13,3 14,3 24,5 

3 33 31,4 33,7 58,2 

4 41 39,0 41,8 100,0 

Total 98 93,3 100,0  

Missing System 7 6,7   

Total 105 100,0   

1=Highly unimportant, 2=Unimportant, 3=Important, 4=Highly important 

Most respondent indicated that the fringe benefits provided by the employer are 

important. 

Table 4.1-18: Workers Participation in Management Activities (B12) 

  Frequency Percent Valid Percent Cumulative 
Percent 

Valid 1 10 9,5 9,6 9,6 

2 17 16,2 16,3 26,0 

3 42 40,0 40,4 66,3 

4 35 33,3 33,7 100,0 

Total 104 99,0 100,0  

Missing System 1 1,0   

Total 105 100,0   

1=Highly unimportant, 2=Unimportant, 3=Important, 4=Highly important 

Most respondents indicated that they do want to participate in the management 

activities.  

4.5. Working environment 

This section comprises of two sub-sections, namely: ecological environment and 

working place/actual work area. Four values were used to probe questions to the 

respondents. The values included: 1=Strongly Disagree, 2=Disagree, 3=Agree 

4=strongly Agree. The results are shown in Table 4.19 until in Table 4.34. 

4.5.1. Ecological Environment  

The tables below are responding to ecological environment (Tables 4.19 - 4.24). 
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Table 4.1-19: Provision to avoid sound (CA1) 

  Frequency Percent Valid Percent Cumulative 
Percent 

Valid 1 8 7,6 7,8 7,8 

2 25 23,8 24,5 32,4 

3 43 41,0 42,2 74,5 

4 26 24,8 25,5 100,0 

Total 102 97,1 100,0  

Missing System 3 2,9   

Total 105 100,0   

1=Strongly Disagree, 2=Disagree, 3=Agree 4=strongly Agree 

Most of the respondents agree that the employer provided the provision to avoid sound. 

Table 4.1-20: Ventilation Facilities Provided (CA2) 

  Frequency Percent Valid Percent Cumulative 
Percent 

Valid 1 13 12,4 12,5 12,5 

2 29 27,6 27,9 40,4 

3 47 44,8 45,2 85,6 

4 15 14,3 14,4 100,0 

Total 104 99,0 100,0  

Missing System 1 1,0   

Total 105 100,0   

1=Strongly Disagree, 2=Disagree, 3=Agree 4=strongly Agree 

The employees agree that the ventilation facilities are provided by the employer. 

Table 4.1-21: Illumination in the Work Place (CA3) 

  Frequency Percent Valid Percent Cumulative 
Percent 

Valid 1 8 7,6 8,0 8,0 

2 32 30,5 32,0 40,0 

3 44 41,9 44,0 84,0 

4 16 15,2 16,0 100,0 

Total 100 95,2 100,0  

Missing System 5 4,8   

Total 105 100,0   

1=Strongly Disagree, 2=Disagree, 3=Agree 4=strongly Agree 

The employees indicated that light is provided by the employer to do their duties.  
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Table 4.1-22: Cleanliness in the Work Place (CA4) 

  Frequency Percent Valid Percent Cumulative 
Percent 

Valid 1 3 2,9 2,9 2,9 

2 18 17,1 17,5 20,4 

3 60 57,1 58,3 78,6 

4 22 21,0 21,4 100,0 

Total 103 98,1 100,0  

Missing System 2 1,9   

Total 105 100,0   

1=Strongly Disagree, 2=Disagree, 3=Agree 4=strongly Agree 

Most employees agree that their work place is clean.  

Table 4.1-23: Conducive Working Temperature (CA5) 

  Frequency Percent Valid Percent Cumulative 
Percent 

Valid 1 16 15,2 15,4 15,4 

2 24 22,9 23,1 38,5 

3 42 40,0 40,4 78,8 

4 22 21,0 21,2 100,0 

Total 104 99,0 100,0  

Missing System 1 1,0   

Total 105 100,0   

1=Strongly Disagree, 2=Disagree, 3=Agree 4=strongly Agree 

The work temperature is good as seen by the employees. 

Table 4.1-24: Controlled Emission of Fumes and Dust (CA6) 

  Frequency Percent Valid Percent Cumulative 
Percent 

Valid 1 8 7,6 7,8 7,8 

2 32 30,5 31,1 38,8 

3 46 43,8 44,7 83,5 

4 17 16,2 16,5 100,0 

Total 103 98,1 100,0  

Missing System 2 1,9   

Total 105 100,0   

1=Strongly Disagree, 2=Disagree, 3=Agree 4=strongly Agree 

It is indicated by the employees that emission of fumes and dust is controlled by the 

employer. 
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The above tables (4.19 – 4.24) indicate that the ecological environment is good and the 

employees do not complain about it. However there is still a small portion of 

respondents that are not happy about it. This indicates that there is still a room for 

improvement in ecological environment. Working in a safe environment is important to 

staff and the employer. Academic institution must signify a level of respect where staff 

members are able to meet with their students in a private place that is also free from 

hazards. 

4.5.2. Working place or actual work area  

The tables below show the results of the respondents on employee workplace or actual 

work area (Tables 4.25 – 4.35). 

Table 4.1-25: Work Environment Comfort (CB7) 

  Frequency Percent Valid Percent Cumulative 
Percent 

Valid 1 6 5,7 5,7 5,7 

2 17 16,2 16,2 21,9 

3 60 57,1 57,1 79,0 

4 22 21,0 21,0 100,0 

Total 105 100,0 100,0  

1=Strongly Disagree, 2=Disagree, 3=Agree 4=strongly Agree 

The respondents indicated that the work environment is comfortable for them.  

Table 4.1-26: Communication System (CB8) 

  Frequency Percent Valid Percent Cumulative 
Percent 

Valid 1 24 22,9 22,9 22,9 

2 33 31,4 31,4 54,3 

3 38 36,2 36,2 90,5 

4 10 9,5 9,5 100,0 

Total 105 100,0 100,0  

1=Strongly Disagree, 2=Disagree, 3=Agree 4=strongly Agree 

It is a bit difficult to tell if the communication system is good or bad because when 

rounding off the above numbers this gives fifty-fifty (equal) values.  
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Table 4.1-27: Employees Treatment (CB9) 

  Frequency Percent Valid Percent Cumulative 
Percent 

Valid 1 15 14,3 14,6 14,6 

2 26 24,8 25,2 39,8 

3 51 48,6 49,5 89,3 

4 11 10,5 10,7 100,0 

Total 103 98,1 100,0  

Missing System 2 1,9   

Total 105 100,0   

1=Strongly Disagree, 2=Disagree, 3=Agree 4=strongly Agree 

The results indicate that the employees are treated with due respect. 

Table 4.1-28: Employees suggestions and grievances (CB10) 

  Frequency Percent Valid Percent Cumulative 
Percent 

Valid 1 18 17,1 17,5 17,5 

2 43 41,0 41,7 59,2 

3 29 27,6 28,2 87,4 

4 13 12,4 12,6 100,0 

Total 103 98,1 100,0  

Missing System 2 1,9   

Total 105 100,0   

1=Strongly Disagree, 2=Disagree, 3=Agree 4=strongly Agree 

The table indicates that most employees feel that their suggestions and grievances are 

not responded to them by their employer. 

Table 4.1-29: Good Work Done (CB11) 

  Frequency Percent Valid Percent Cumulative 
Percent 

Valid 1 13 12,4 12,4 12,4 

2 41 39,0 39,0 51,4 

3 43 41,0 41,0 92,4 

4 8 7,6 7,6 100,0 

Total 105 100,0 100,0  

1=Strongly Disagree, 2=Disagree, 3=Agree 4=strongly Agree 
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Some respondents felt that the good work that they do is not appreciated. However 

equally the same number felt that the good work they do is appreciated.  

Table 4.1-30: Fair Treatment (CB12) 

  Frequency Percent Valid Percent Cumulative 
Percent 

Valid 1 22 21,0 21,0 21,0 

2 36 34,3 34,3 55,2 

3 40 38,1 38,1 93,3 

4 7 6,7 6,7 100,0 

Total 105 100,0 100,0  

1=Strongly Disagree, 2=Disagree, 3=Agree 4=strongly Agree 

Looking at the number of respondents who decided not to answer this question which if 

they had responded it would have made a clear indication as to whether the treatment is 

fair or not. The results are inconclusive however the indication favour that the treatment 

is indeed fair.  

Table 4.1-31: Co-ordination Among Co-workers (CB13) 

  Frequency Percent Valid Percent Cumulative 
Percent 

Valid 1 10 9,5 9,6 9,6 

2 32 30,5 30,8 40,4 

3 52 49,5 50,0 90,4 

4 10 9,5 9,6 100,0 

Total 104 99,0 100,0  

Missing System 1 1,0   

Total 105 100,0   

1=Strongly Disagree, 2=Disagree, 3=Agree 4=strongly Agree 

The coordination among co-workers is as indicated by the results is fairly good.  
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Table 4.1-32: Parking Facilities (CB14) 

  Frequency Percent Valid Percent Cumulative 
Percent 

Valid 1 9 8,6 8,8 8,8 

2 10 9,5 9,8 18,6 

3 56 53,3 54,9 73,5 

4 27 25,7 26,5 100,0 

Total 102 97,1 100,0  

Missing System 3 2,9   

Total 105 100,0   

1=Strongly Disagree, 2=Disagree, 3=Agree 4=strongly Agree 

Most respondents agree that there is adequate parking facilities provided by the 

employer.  

Table 4.1-33: Transport Facilities (CB15) 

  Frequency Percent Valid Percent Cumulative 
Percent 

Valid 1 15 14,3 14,6 14,6 

2 19 18,1 18,4 33,0 

3 56 53,3 54,4 87,4 

4 13 12,4 12,6 100,0 

Total 103 98,1 100,0  

Missing System 2 1,9   

Total 105 100,0   

1=Strongly Disagree, 2=Disagree, 3=Agree 4=strongly Agree 

The results show that the transport facilities provided are good. 

Table 4.1-34:  Tea/Coffee with Milk Provided (CB16) 

  Frequency Percent Valid Percent Cumulative 
Percent 

Valid 1 80 76,2 76,2 76,2 

2 15 14,3 14,3 90,5 

3 6 5,7 5,7 96,2 

4 4 3,8 3,8 100,0 

Total 105 100,0 100,0  

1=Strongly Disagree, 2=Disagree, 3=Agree 4=strongly Agree 

The results indicate that tea/coffee with milk is not provided, only less than 10% agree 

that they do receive it.  
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4.6. Welfare measures 

This section consists of two sub-sections. The first sub-section investigated the 

assurance of health and safety measures. The second sub-section assessed the 

involvement of the employer on family welfare measures. This was a good question to 

ask, especially when employers seek stability in the workplace. Welfare measures also 

enable the staff to belong to a particular organisation. Four scales were used to ask the 

respondents about the theme of this section. The four scales measured: 1=Strongly 

Disagree, 2=Disagree, 3=Agree 4=strongly Agree. The results are presented in Table 

4.35 to 

4.6.1. Health and safety measures  

The tables below are responding to health and safety measures (Table 4.35-4.41) 

Table 4.1-35: Drinking Water Facilities (DA1) 

  Frequency Percent Valid 
Percent 

Cumulative 
Percent 

Valid 1 12 11,4 11,4 11,4 

2 10 9,5 9,5 21,0 

3 53 50,5 50,5 71,4 

4 30 28,6 28,6 100,0 

Total 105 100,0 100,0  

1=Strongly Disagree, 2=Disagree, 3=Agree 4=strongly Agree 

About 21% of the respondents feel that pure clean drinking water facilities are not 

provided by the employer.  

Table 4.1-36: Toilets Maintenance (DA2) 

  Frequency Percent Valid 
Percent 

Cumulative 
Percent 

Valid 1 8 7,6 7,7 7,7 

2 21 20,0 20,2 27,9 

3 50 47,6 48,1 76,0 

4 25 23,8 24,0 100,0 

Total 104 99,0 100,0  

Missing System 1 1,0   

Total 105 100,0   

1=Strongly Disagree, 2=Disagree, 3=Agree 4=strongly Agree 
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Most of the respondent agree that the toilets are hygienically maintained  

Table 4.1-37: Rest/Change Rooms and Canteen Maintenance (DA3) 

  Frequency Percent Valid 
Percent 

Cumulative 
Percent 

Valid 1 18 17,1 18,0 18,0 

2 26 24,8 26,0 44,0 

3 44 41,9 44,0 88,0 

4 12 11,4 12,0 100,0 

Total 100 95,2 100,0  

Missing System 5 4,8   

Total 105 100,0   

1=Strongly Disagree, 2=Disagree, 3=Agree 4=strongly Agree 

A little bit more respondents agree that rest/change rooms and canteen are maintained 

well. However the gap is not too big. 

Table 4.1-38: Food Subsidy (DA4) 

  Frequency Percent Valid 
Percent 

Cumulative 
Percent 

Valid 1 56 53,3 54,4 54,4 

2 27 25,7 26,2 80,6 

3 14 13,3 13,6 94,2 

4 6 5,7 5,8 100,0 

Total 103 98,1 100,0  

Missing System 2 1,9   

Total 105 100,0   

1=Strongly Disagree, 2=Disagree, 3=Agree 4=strongly Agree 

Most of the respondents do not agree that food is subsidised. 
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Table 4.1-39: Conducted Safety and Health Instruction Courses (DA5) 

  Frequency Percent Valid Percent Cumulative 
Percent 

Valid 1 35 33,3 33,7 33,7 

2 44 41,9 42,3 76,0 

3 15 14,3 14,4 90,4 

4 10 9,5 9,6 100,0 

Total 104 99,0 100,0  

Missing System 1 1,0   

Total 105 100,0   

1=Strongly Disagree, 2=Disagree, 3=Agree 4=strongly Agree 

Most agree that health and safety instruction courses conducted are good.  

Table 4.1-40: First Aid Boxes Maintenance (DA6) 

  Frequency Percent Valid Percent Cumulative 
Percent 

Valid 1 33 31,4 31,4 31,4 

2 25 23,8 23,8 55,2 

3 32 30,5 30,5 85,7 

4 15 14,3 14,3 100,0 

Total 105 100,0 100,0  

1=Strongly Disagree, 2=Disagree, 3=Agree 4=strongly Agree 

Table 4.1-41: Conducted Safety and Health Instruction Courses (DA5) 

  Frequency Percent Valid Percent Cumulative 
Percent 

Valid 1 35 33,3 33,7 33,7 

2 44 41,9 42,3 76,0 

3 15 14,3 14,4 90,4 

4 10 9,5 9,6 100,0 

Total 104 99,0 100,0  

Missing System 1 1,0   

Total 105 100,0   

1=Strongly Disagree, 2=Disagree, 3=Agree 4=strongly Agree 

Most agree that health and safety instruction courses conducted are good.  
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Table 4.1-42: First Aid Boxes Maintenance (DA6) 

  Frequency Percent Valid Percent Cumulative 
Percent 

Valid 1 33 31,4 31,4 31,4 

2 25 23,8 23,8 55,2 

3 32 30,5 30,5 85,7 

4 15 14,3 14,3 100,0 

Total 105 100,0 100,0  

1=Strongly Disagree, 2=Disagree, 3=Agree 4=strongly Agree 

Most of the respondents do not agree that the first aid boxes are well maintained and 

carry the appropriate utensils.  

Table 4.1-43: Fire Fighting Methods (DA7) 

  Frequency Percent Valid Percent Cumulative 
Percent 

Valid 1 28 26,7 26,7 26,7 

2 27 25,7 25,7 52,4 

3 40 38,1 38,1 90,5 

4 10 9,5 9,5 100,0 

Total 105 100,0 100,0  

1=Strongly Disagree, 2=Disagree, 3=Agree 4=strongly Agree 

Most of the respondents are unsure if the fire fighting methods followed by the 

organisation are good or not. 

4.6.2. Family Welfare Measures 

Table 4.1-44:  Staff Quarters Facilities (DB8) 

 Frequency Percent Valid Percent Cumulative 
Percent 

Valid 1 21 20,0 22,1 22,1 

2 28 26,7 29,5 51,6 

3 33 31,4 34,7 86,3 

4 13 12,4 13,7 100,0 

Total 95 90,5 100,0  

Missing System 10 9,5   

Total 105 100,0   

1=Strongly Disagree, 2=Disagree, 3=Agree 4=strongly Agree 
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Most of the respondents were unsure if the staff quarters facilities are good or not. 

However, the college does offer residence to staff, unless the person is a caretaker who 

is required to stay in the premises of the college. Most caretakers stay with their families 

in the allocated residence. 

Table 4.1-45: Educational Loans Provision (DB9) 

  Frequency Percent Valid Percent Cumulative 
Percent 

Valid 1 33 31,4 33,3 33,3 

2 27 25,7 27,3 60,6 

3 31 29,5 31,3 91,9 

4 8 7,6 8,1 100,0 

Total 99 94,3 100,0  

Missing System 6 5,7   

Total 105 100,0   

1=Strongly Disagree, 2=Disagree, 3=Agree 4=strongly Agree 

Most of the respondents do not agree that the educational loans for any family member 

and the employee him/herself are provided  

Table 4.1-46: Job Opportunities for Family Members (DB10) 

  Frequency Percent Valid Percent Cumulative 
Percent 

Valid 1 51 48,6 50,0 50,0 

2 31 29,5 30,4 80,4 

3 12 11,4 11,8 92,2 

4 8 7,6 7,8 100,0 

Total 102 97,1 100,0  

Missing System 3 2,9   

Total 105 100,0   

1=Strongly Disagree, 2=Disagree, 3=Agree 4=strongly Agree 

The respondents indicated that job opportunities for family members of the employees 

are not provided.  
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Table 4.1-47: Hospital Tie Ups (DB11) 

  Frequency Percent Valid Percent Cumulative 
Percent 

Valid 1 46 43,8 45,5 45,5 

2 39 37,1 38,6 84,2 

3 11 10,5 10,9 95,0 

4 5 4,8 5,0 100,0 

Total 101 96,2 100,0  

Missing System 4 3,8   

Total 105 100,0   

1=Strongly Disagree, 2=Disagree, 3=Agree 4=strongly Agree 

The respondents indicated that the organisation do not have tie ups with any hospital. 

Table 4.1-48: Health Camps Facilities Provision (DB12) 

  Frequency Percent Valid 
Percent 

Cumulative 
Percent 

Valid 1 50 47,6 48,5 48,5 

2 35 33,3 34,0 82,5 

3 11 10,5 10,7 93,2 

4 7 6,7 6,8 100,0 

Total 103 98,1 100,0  

Missing System 2 1,9   

Total 105 100,0   

1=Strongly Disagree, 2=Disagree, 3=Agree 4=strongly Agree 

Most respondents indicated that the organisation does not provide health camps 

facilities for either employee or his/her family.  

Table 4.1-49: Insurance Schemes Provision (DB13) 

  Frequency Percent Valid Percent Cumulative 
Percent 

Valid 1 44 41,9 44,4 44,4 

2 32 30,5 32,3 76,8 

3 17 16,2 17,2 93,9 

4 6 5,7 6,1 100,0 

Total 99 94,3 100,0  

Missing System 6 5,7   

Total 105 100,0   

1=Strongly Disagree, 2=Disagree, 3=Agree 4=strongly Agree 
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The respondents indicated that the insurance scheme provided by the employer are not 

good.  

Table 4.1-50: Retirement Benefits Provision (DB14) 

  Frequency Percent Valid 
Percent 

Cumulative 
Percent 

Valid 1 2 1,9 2,0 2,0 

2 12 11,4 12,0 14,0 

3 59 56,2 59,0 73,0 

4 27 25,7 27,0 100,0 

Total 100 95,2 100,0  

Missing System 5 4,8   

Total 105 100,0   

1=Strongly Disagree, 2=Disagree, 3=Agree 4=strongly Agree 

Most respondents indicated that the retirement benefits such as pension, provident, and 

gratuity funds are indeed provided by the organisation.  

Table 4.1-51: Personal Interest Free loans (DB15) 

  Frequency Percent Valid 
Percent 

Cumulative 
Percent 

Valid 1 63 60,0 61,8 61,8 

2 27 25,7 26,5 88,2 

3 8 7,6 7,8 96,1 

4 4 3,8 3,9 100,0 

Total 102 97,1 100,0  

Missing System 3 2,9   

Total 105 100,0   

1=Strongly Disagree, 2=Disagree, 3=Agree 4=strongly Agree 

Most respondents indicated that interest free loans are not provided for personal 

expenses.  

4.7. Rewards and recognition 

This section is composed of eight questions that inquired about employee rewards and 

recognition. Four scales including: 1=Strongly Disagree, 2=Disagree, 3=Agree 

4=strongly Agree were used. Respondents were required to select one only scale to 

show his/her agreement with the statements provided. The following tables are 

responding to rewards and recognition (Table 4.50-4.58). 
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Table 4.1-52: Salary Structure (E1) 

  Frequency Percent Valid 
Percent 

Cumulative 
Percent 

Valid 1 41 39,0 39,4 39,4 

2 24 22,9 23,1 62,5 

3 31 29,5 29,8 92,3 

4 8 7,6 7,7 100,0 

Total 104 99,0 100,0  

Missing System 1 1,0   

Total 105 100,0   

1=Strongly Disagree, 2=Disagree, 3=Agree 4=strongly Agree 

Most respondents indicated that salary structure is not good. However the ratio is 3:2 to 

those that agree. 

Table 4.1-53: Group Insurance Schemes (E2) 

  Frequency Percent Valid 
Percent 

Cumulative 
Percent 

Valid 1 48 45,7 48,0 48,0 

2 40 38,1 40,0 88,0 

3 8 7,6 8,0 96,0 

4 4 3,8 4,0 100,0 

Total 100 95,2 100,0  

Missing System 5 4,8   

Total 105 100,0   

1=Strongly Disagree, 2=Disagree, 3=Agree 4=strongly Agree 

Respondents disagree that group insurance schemes is provided by the employer. 

Table 4.1-54: Over Time Salary (E3) 

  Frequency Percent Valid Percent Cumulativ
e Percent 

Valid 1 65 61,9 63,1 63,1 

2 24 22,9 23,3 86,4 

3 7 6,7 6,8 93,2 

4 7 6,7 6,8 100,0 

Total 103 98,1 100,0   

Missing System 2 1,9     

Total 105 100,0     

1=Strongly Disagree, 2=Disagree, 3=Agree 4=strongly Agree 
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Respondents indicated that overtime salaries are not provided by the employer. 

Table 4.1-55: Yearly Bonus Scheme (E4) 

  Frequency Percent Valid 
Percent 

Cumulative 
Percent 

Valid 1 25 23,8 24,5 24,5 

2 19 18,1 18,6 43,1 

3 36 34,3 35,3 78,4 

4 22 21,0 21,6 100,0 

Total 102 97,1 100,0  

Missing System 3 2,9   

Total 105 100,0   

1=Strongly Disagree, 2=Disagree, 3=Agree 4=strongly Agree 

There is a tie among the respondents as to whether the yearly bonus scheme is 

provided or not. 

Table 4.1-56: Performance Based Incentives (E5) 

  Frequency Percent Valid 
Percent 

Cumulative 
Percent 

Valid 1 46 43,8 44,2 44,2 

2 29 27,6 27,9 72,1 

3 20 19,0 19,2 91,3 

4 9 8,6 8,7 100,0 

Total 104 99,0 100,0  

Missing System 1 1,0   

Total 105 100,0   

1=Strongly Disagree, 2=Disagree, 3=Agree 4=strongly Agree 

Most respondents do not agree that performance based incentives are provided by the 

employer. 
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Table 4.1-57: Performance Appraisal System (E6) 

  Frequency Percent Valid 
Percent 

Cumulative 
Percent 

Valid 1 40 38,1 38,8 38,8 

2 24 22,9 23,3 62,1 

3 27 25,7 26,2 88,3 

4 12 11,4 11,7 100,0 

Total 103 98,1 100,0  

Missing System 2 1,9   

Total 105 100,0   

1=Strongly Disagree, 2=Disagree, 3=Agree 4=strongly Agree 

Most of the respondents do not agree that performance appraisal system is practiced by 

the employer. 

Table 4.1-58: Fringe Benefits Provision (E7) 

  Frequency Percent Valid Percent Cumulativ
e Percent 

Valid 1 45 42,9 45,0 45,0 

2 33 31,4 33,0 78,0 

3 11 10,5 11,0 89,0 

4 11 10,5 11,0 100,0 

Total 100 95,2 100,0  

Missing System 5 4,8   

Total 105 100,0   

1=Strongly Disagree, 2=Disagree, 3=Agree 4=strongly Agree 

Most respondents indicated that fringe benefits are not provided by the employer.  

Table 4.1-59: Compensation Payment During Layoffs (E8) 

  Frequency Percent Valid Percent Cumulativ
e Percent 

Valid 1 46 43,8 46,5 46,5 

2 25 23,8 25,3 71,7 

3 20 19,0 20,2 91,9 

4 8 7,6 8,1 100,0 

Total 99 94,3 100,0  

Missing System 6 5,7   

Total 105 100,0   

1=Strongly Disagree, 2=Disagree, 3=Agree 4=strongly Agree 
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The respondents indicated that the employer does not provide compensation paid for 

workers during layoffs or during any accidents occurring within the company premises 

are satisfactory. 

4.8. Superior-subordinate relationship 

This section consists of fifteen questions which inquired about the superior-subordinate 

relationship. Four scales were used to probe questions to the staff. Respondents were 

required to select from: 1=Extremely Bad, 2=Bad, 3=Good, 4=Extremely Good. The 

tables below provide responses to the factors with respect to superior-subordinates 

relationship (Tables 4.58 - 4.72). 

Table 4.1-60: Approachability of Superior (F1) 

  Frequency Percent Valid Percent Cumulativ
e Percent 

Valid 1 13 12,4 12,5 12,5 

2 18 17,1 17,3 29,8 

3 55 52,4 52,9 82,7 

4 18 17,1 17,3 100,0 

Total 104 99,0 100,0  

Missing System 1 1,0   

Total 105 100,0   

1=Extremely Bad, 2=Bad, 3=Good, 4=Extremely Good 

Most respondents agree that the superiors are indeed approachable. 

Table 4.1-61: Recognition of Employees for Achievement (F2) 

  Frequency Percent Valid Percent Cumulativ
e Percent 

Valid 1 26 24,8 25,5 25,5 

2 30 28,6 29,4 54,9 

3 36 34,3 35,3 90,2 

4 10 9,5 9,8 100,0 

Total 102 97,1 100,0  

Missing System 3 2,9   

Total 105 100,0   

1=Extremely Bad, 2=Bad, 3=Good, 4=Extremely Good 
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There is a total of less than 10% between the respondents that do agree and those that 

do not agree that the employees’ achievement is recognised. This shall be regarded as 

the neither agree nor disagree. 

Table 4.1-62: Team Work & Co-ordination (F3) 

  Frequency Percent Valid Percent Cumulativ
e Percent 

Valid 1 19 18,1 18,3 18,3 

2 32 30,5 30,8 49,0 

3 43 41,0 41,3 90,4 

4 10 9,5 9,6 100,0 

Total 104 99,0 100,0  

Missing System 1 1,0   

Total 105 100,0   

1=Extremely Bad, 2=Bad, 3=Good, 4=Extremely Good 

Based on the results it shows that exactly half the respondents agree that there is a 

team work and co-ordination among the employees and the other half does not agree. 

Table 4.1-63: Respect of Co-workers and/or Subordinates (F4) 

  Frequency Percent Valid Percent Cumulativ
e Percent 

Valid 1 18 17,1 17,5 17,5 

2 21 20,0 20,4 37,9 

3 58 55,2 56,3 94,2 

4 6 5,7 5,8 100,0 

Total 103 98,1 100,0  

Missing System 2 1,9   

Total 105 100,0   

1=Extremely Bad, 2=Bad, 3=Good, 4=Extremely Good 

Most of the respondents agree that respect does exist among the co-workers and 

subordinates. 
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Table 4.1-64: Explanation of the Task (F5) 

  Frequency Percent Valid Percent Cumulativ
e Percent 

Valid 1 5 4,8 4,8 4,8 

2 33 31,4 31,7 36,5 

3 57 54,3 54,8 91,3 

4 9 8,6 8,7 100,0 

Total 104 99,0 100,0  

Missing System 1 1,0   

Total 105 100,0   

1=Extremely Bad, 2=Bad, 3=Good, 4=Extremely Good 

Most respondents agree that their superiors explain and clarify the task to be 

accomplished.  

Table 4.1-65: Autocratic Approach (F6) 

  Frequency Percent Valid Percent Cumulativ
e Percent 

Valid 1 18 17,1 17,5 17,5 

2 39 37,1 37,9 55,3 

3 35 33,3 34,0 89,3 

4 11 10,5 10,7 100,0 

Total 103 98,1 100,0  

Missing System 2 1,9   

Total 105 100,0   

1=Extremely Bad, 2=Bad, 3=Good, 4=Extremely Good 

The employees’ results indicate that their superiors are not following the autocratic 

leadership style, however the difference with those that do agree is low (i.e. less than 

10%. 
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Table 4.1-66: Superior Actions (F7) 

  Frequency Percent Valid Percent Cumulativ
e Percent 

Valid 1 18 17,1 17,3 17,3 

2 35 33,3 33,7 51,0 

3 40 38,1 38,5 89,4 

4 11 10,5 10,6 100,0 

Total 104 99,0 100,0  

Missing System 1 1,0   

Total 105 100,0   

1=Extremely Bad, 2=Bad, 3=Good, 4=Extremely Good 

The results indicate that the employees neither agree nor disagree that their superiors’ 

acts like a coach or not. 

Table 4.1-67: Counselling Provision by Superior (F8) 

  Frequency Percent Valid Percent Cumulativ
e Percent 

Valid 1 30 28,6 29,1 29,1 

2 26 24,8 25,2 54,4 

3 37 35,2 35,9 90,3 

4 10 9,5 9,7 100,0 

Total 103 98,1 100,0  

Missing System 2 1,9   

Total 105 100,0   

1=Extremely Bad, 2=Bad, 3=Good, 4=Extremely Good 

The results indicate that superiors are good counsellors, however the difference with 

those that agree is exactly 10%. 

Table 4.1-68: Superiors Help (F9) 

  Frequency Percent Valid Percent Cumulativ
e Percent 

Valid 1 17 16,2 16,3 16,3 

2 34 32,4 32,7 49,0 

3 43 41,0 41,3 90,4 

4 10 9,5 9,6 100,0 

Total 104 99,0 100,0  

Missing System 1 1,0   

Total 105 100,0   

1=Extremely Bad, 2=Bad, 3=Good, 4=Extremely Good 
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The results indicate that the superiors neither agree nor disagree that their superiors 

help in completing the work or not.  

Table 4.1-69: Superior Impartiality (F10) 

  Frequency Percent Valid Percent Cumulativ
e Percent 

Valid 1 18 17,1 18,2 18,2 

2 27 25,7 27,3 45,5 

3 45 42,9 45,5 90,9 

4 9 8,6 9,1 100,0 

Total 99 94,3 100,0  

Missing System 6 5,7   

Total 105 100,0   

1=Extremely Bad, 2=Bad, 3=Good, 4=Extremely Good 

The results indicate that the superiors are impartial, however the difference with those 

that feel negative is exactly 10%.  

Table 4.1-70: Task Master (F11) 

  Frequency Percent Valid Percent Cumulativ
e Percent 

Valid 1 19 18,1 18,8 18,8 

2 33 31,4 32,7 51,5 

3 38 36,2 37,6 89,1 

4 11 10,5 10,9 100,0 

Total 101 96,2 100,0  

Missing System 4 3,8   

Total 105 100,0   

1=Extremely Bad, 2=Bad, 3=Good, 4=Extremely Good 

The results indicate a tie. The superiors are not necessarily the task masters. They may 

or may not be the task masters. 
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Table 4.1-71: Pleasant working environment (F12) 

  Frequency Percent Valid Percent Cumulativ
e Percent 

Valid 1 18 17,1 17,5 17,5 

2 30 28,6 29,1 46,6 

3 42 40,0 40,8 87,4 

4 13 12,4 12,6 100,0 

Total 103 98,1 100,0  

Missing System 2 1,9   

Total 105 100,0   

1=Extremely Bad, 2=Bad, 3=Good, 4=Extremely Good 

The results indicate a tie. The superiors may or may not make the working environment 

pleasant.  

Table 4.1-72: Consideration of Suggestions and Opinions (F13) 

  Frequency Percent Valid Percent Cumulativ
e Percent 

Valid 1 21 20,0 20,2 20,2 

2 30 28,6 28,8 49,0 

3 39 37,1 37,5 86,5 

4 14 13,3 13,5 100,0 

Total 104 99,0 100,0  

Missing System 1 1,0   

Total 105 100,0   

      
1=Extremely Bad, 2=Bad, 3=Good, 4=Extremely Good 

The results indicate a tie. Equal number of superiors that are considering suggestions 

and opinions of their subordinates are the same. 
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Table 4.1-73: Friendly Relationship Maintained (F14) 

  Frequency Percent Valid Percent Cumulativ
e Percent 

Valid 1 11 10,5 10,8 10,8 

2 29 27,6 28,4 39,2 

3 45 42,9 44,1 83,3 

4 17 16,2 16,7 100,0 

Total 102 97,1 100,0  

Missing System 3 2,9   

Total 105 100,0   

1=Extremely Bad, 2=Bad, 3=Good, 4=Extremely Good 

The results indicate that superiors maintains a friendly relationship with their 

subordinates. 

Table 4.1-74: Employee Personal Welfare (F15) 

  Frequency Percent Valid Percent Cumulativ
e Percent 

Valid 1 19 18,1 18,3 18,3 

2 27 25,7 26,0 44,2 

3 42 40,0 40,4 84,6 

4 16 15,2 15,4 100,0 

Total 104 99,0 100,0  

Missing System 1 1,0   

Total 105 100,0   

1=Extremely Bad, 2=Bad, 3=Good, 4=Extremely Good 

The results indicate that the superiors do care about their subordinates’ personal 

welfare. The difference is more than 10% or rather equal to 11%. 

4.9. Organisational culture  

This section investigated the state of organizational culture on a scale from 1 to 4 

(1=Strongly Disagree, 2=Disagree, 3=Agree 4=strongly Agree). The following tables 

respond to organisational culture (Tables 4.73 – 4.80). 
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Table 4.1-75: Open & Trustworthy Working Environment (G16) 

  Frequency Percent Valid Percent Cumulativ
e Percent 

Valid 1 17 16,2 16,2 16,2 

2 31 29,5 29,5 45,7 

3 42 40,0 40,0 85,7 

4 15 14,3 14,3 100,0 

Total 105 100,0 100,0  

1=Strongly Disagree, 2=Disagree, 3=Agree 4=strongly Agree  

The results indicate that the respondents agree that the working environment is open & 

trustworthy. The difference to those who disagree is approximately 10%. 

Table 4.1-76: Morale in the Workplace (G17) 

  Frequency Percent Valid Percent Cumulativ
e Percent 

Valid 1 23 21,9 22,1 22,1 

2 48 45,7 46,2 68,3 

3 27 25,7 26,0 94,2 

4 6 5,7 5,8 100,0 

Total 104 99,0 100,0  

Missing System 1 1,0   

Total 105 100,0   

1=Strongly Disagree, 2=Disagree, 3=Agree 4=strongly Agree  

The results indicate that the morale in the workplace is not at all high.  

Table 4.1-77: Listening to Employees Ideas (G18) 

  Frequency Percent Valid Percent Cumulativ
e Percent 

Valid 1 25 23,8 23,8 23,8 

2 35 33,3 33,3 57,1 

3 30 28,6 28,6 85,7 

4 15 14,3 14,3 100,0 

Total 105 100,0 100,0  

1=Strongly Disagree, 2=Disagree, 3=Agree 4=strongly Agree  

The results indicate that the supervisors do not listen to employees ideas. 
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Table 4.1-78: Responsibility and Authority (G19) 

  Frequency Percent Valid Percent Cumulativ
e Percent 

Valid 1 17 16,2 16,3 16,3 

2 24 22,9 23,1 39,4 

3 50 47,6 48,1 87,5 

4 13 12,4 12,5 100,0 

Total 104 99,0 100,0  

Missing System 1 1,0   

Total 105 100,0   

1=Strongly Disagree, 2=Disagree, 3=Agree 4=strongly Agree  

The results indicate that the organisation does not provide scope for better career 

development plans. 

Table 4.1-79: Scope for Career Development Provision (G20) 

  Frequency Percent Valid Percent Cumulativ
e Percent 

Valid 1 26 24,8 25,7 25,7 

2 38 36,2 37,6 63,4 

3 30 28,6 29,7 93,1 

4 7 6,7 6,9 100,0 

Total 101 96,2 100,0  

Missing System 4 3,8   

Total 105 100,0   

1=Strongly Disagree, 2=Disagree, 3=Agree 4=strongly Agree  

The results indicate that the organisation/employer does not provide scope for better 

career development plans.  
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Table 4.1-80: Recognition of Human Values and Culture (G21) 

  Frequency Percent Valid Percent Cumulativ
e Percent 

Valid 1 18 17,1 17,5 17,5 

2 27 25,7 26,2 43,7 

3 50 47,6 48,5 92,2 

4 8 7,6 7,8 100,0 

Total 103 98,1 100,0   

Missing System 2 1,9     

Total 105 100,0     

1=Strongly Disagree, 2=Disagree, 3=Agree 4=strongly Agree  

The results indicate that the employer/organisation does recognise human values and 

culture. However the difference is less than 10% to those who do agree. 

Table 4.1-81: Effect of Communication at All Levels (G22) 

  Frequency Percent Valid Percent Cumulativ
e Percent 

Valid 1 25 23,8 23,8 23,8 

2 39 37,1 37,1 61,0 

3 31 29,5 29,5 90,5 

4 10 9,5 9,5 100,0 

Total 105 100,0 100,0   

1=Strongly Disagree, 2=Disagree, 3=Agree 4=strongly Agree  

The results indicate that the communication is ineffective at all levels. 

Table 4.1-82: Safety at Working Environment (G23) 

  Frequency Percent Valid Percent Cumulativ
e Percent 

Valid 1 13 12,4 12,4 12,4 

2 27 25,7 25,7 38,1 

3 48 45,7 45,7 83,8 

4 17 16,2 16,2 100,0 

Total 105 100,0 100,0   

      

 

The results indicate that the working environment is unsafe.  
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4.10. Employee job satisfaction 

This section asked questions about employee’s job satisfaction. A scale of 1 to 4 

(1=Highly Dissatisfied, 2=Dissatisfied, 3=Satisfied, 4=Highly Satisfied) was used to 

obtain responses from the staff. The following responds to employee’s job satisfaction 

(Table 4.83 – 4.89). 

Table 4.1-83: Degree of Independency to Execute Job (H1) 

  Frequency Percent Valid Percent Cumulativ
e Percent 

Valid 1 11 10,5 10,6 10,6 

2 19 18,1 18,3 28,8 

3 56 53,3 53,8 82,7 

4 18 17,1 17,3 100,0 

Total 104 99,0 100,0   

Missing System 1 1,0     

Total 105 100,0     

1=Highly Dissatisfied, 2=Dissatisfied, 3=Satisfied, 4=Highly Satisfied  

The results indicate that there is a low degree of independency to execute job.  

Table 4.1-84: Scope for Personal Growth and Development (H2) 

  Frequency Percent Valid Percent Cumulativ
e Percent 

Valid 1 24 22,9 23,3 23,3 

2 41 39,0 39,8 63,1 

3 28 26,7 27,2 90,3 

4 10 9,5 9,7 100,0 

Total 103 98,1 100,0   

Missing System 2 1,9     

Total 105 100,0     

1=Highly Dissatisfied, 2=Dissatisfied, 3=Satisfied, 4=Highly Satisfied  

The results indicate that the employee are dissatisfied with the scope for personal 

growth and development. 
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Table 4.1-85: Level of Job Security (H3) 

  Frequency Percent Valid Percent Cumulativ
e Percent 

Valid 1 7 6,7 6,7 6,7 

2 26 24,8 25,0 31,7 

3 55 52,4 52,9 84,6 

4 16 15,2 15,4 100,0 

Total 104 99,0 100,0   

Missing System 1 1,0     

Total 105 100,0     

1=Highly Dissatisfied, 2=Dissatisfied, 3=Satisfied, 4=Highly Satisfied  

The level of job security is satisfactory. 

Table 4.1-86: Scope for Future Career in the Organisation (H4) 

  Frequency Percent Valid Percent Cumulativ
e Percent 

Valid 1 20 19,0 19,6 19,6 

2 41 39,0 40,2 59,8 

3 34 32,4 33,3 93,1 

4 7 6,7 6,9 100,0 

Total 102 97,1 100,0   

Missing System 3 2,9     

Total 105 100,0     

1=Highly Dissatisfied, 2=Dissatisfied, 3=Satisfied, 4=Highly Satisfied  

The scope for future career in the organisation is dissatisfactory. 

Table 4.1-87: Discrimination in Salary Payment (H5) 

  Frequency Percent Valid Percent Cumulativ
e Percent 

Valid 1 7 6,7 6,7 6,7 

2 22 21,0 21,0 27,6 

3 60 57,1 57,1 84,8 

4 16 15,2 15,2 100,0 

Total 105 100,0 100,0   

1=Highly Dissatisfied, 2=Dissatisfied, 3=Satisfied, 4=Highly Satisfied  

The results indicate the employees are satisfied that there is no discrimination in salary 

paid to them. 
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Table 4.1-88: Support & Guidance from Superiors (H6) 

  Frequency Percent Valid Percent Cumulativ
e Percent 

Valid 1 15 14,3 14,3 14,3 

2 44 41,9 41,9 56,2 

3 31 29,5 29,5 85,7 

4 15 14,3 14,3 100,0 

Total 105 100,0 100,0   

1=Highly Dissatisfied, 2=Dissatisfied, 3=Satisfied, 4=Highly Satisfied  

The results indicate that the employees are dissatisfied with support and guidance 

received from the superiors. 

Table 4.1-89: Promotional Opportunities in the Organisation H7 

  Frequency Percent Valid Percent Cumulativ
e Percent 

Valid 1 32 30,5 31,1 31,1 

2 30 28,6 29,1 60,2 

3 29 27,6 28,2 88,3 

4 12 11,4 11,7 100,0 

Total 103 98,1 100,0   

Missing System 2 1,9     

Total 105 100,0     

1=Highly Dissatisfied, 2=Dissatisfied, 3=Satisfied, 4=Highly Satisfied  

The results indicate that the employees are dissatisfied with promotional opportunities. 

Table 4.1-90: Grievance Handling Procedure (H8) 

  Frequency Percent Valid Percent Cumulative 
Percent 

Valid 1 16 15,2 15,4 15,4 

2 46 43,8 44,2 59,6 

3 32 30,5 30,8 90,4 

4 10 9,5 9,6 100,0 

Total 104 99,0 100,0   

Missing System 1 1,0     

Total 105 100,0     

1=Highly Dissatisfied, 2=Dissatisfied, 3=Satisfied, 4=Highly Satisfied  

The results indicate that the employees are dissatisfied with grievances handling 

procedure. 



 

94 

Table 4.1-91: Offering of Leave facilities (H9) 

  Frequency Percent Valid Percent Cumulative 
Percent 

Valid 1 6 5,7 5,8 5,8 

2 27 25,7 26,0 31,7 

3 54 51,4 51,9 83,7 

4 17 16,2 16,3 100,0 

Total 104 99,0 100,0  

Missing System 1 1,0   

Total 105 100,0   

1=Highly Dissatisfied, 2=Dissatisfied, 3=Satisfied, 4=Highly Satisfied  

The results indicate that the employees are satisfied with the offering of leave facilities 

offered by the organisation. 

4.11. Training programs 

This section aimed to inquire about the training opportunities for staff members. The 

questions asked evaluated whether the employee attended training programs that were 

organised in their workplace. Respondents were required to identify the types of training 

program offered and the frequency of training attendance. The following tables (Table 

4.90 – 4.93) presents the results of the responses received pertaining to training 

programs.  

Table 4.1-92: Attendance of the training program (I1) 

  Frequency Percent Valid Percent Cumulative 
Percent 

Valid 1 76 72,4 74,5 74,5 

2 26 24,8 25,5 100,0 

Total 102 97,1 100,0  

Missing System 3 2,9   

Total 105 100,0   

 

Most employees attended the training conducted by the employer.  
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Table 4.1-93: Number of training Programs Attended (I1N1) 

 Frequency Percent Valid Percent Cumulative 
Percent 

Valid 1 19 18,1 26 26 

2 26 24,8 35,6 61,6 

3 14 13,3 19,2 80,8 

4 14 13,3 19,2 100 

Total 73 69,5 100  

Missing System 32 30,5   

Total 105 100   

 

Table 4.1-94: Off-the-job training (I1N2) 

  Frequency Percent Valid Percent Cumulative 
Percent 

Valid 1 6 5,7 100,0 100,0 

Missing System 99 94,3   

Total 105 100,0   

 

Table 4.1-95: Both On and Off-the-job training (I2C) 

  Frequency Percent Valid Percent Cumulative 
Percent 

Valid 1 47 44,8 100,0 100,0 

Missing System 58 55,2   

Total 105 100,0   

 

Most employees attended two or less training programs conducted by the employer. 

Most attended both on and off - the job training.  

4.12. Influence to remain in the organisation 

This section evaluated the factors that influenced staff to remain in the organisation. 

Four values are presented to staff, in which they were required to select only one 

answer. The scales included: 1=Strongly Disagree, 2=Disagree, 3=Agree 4=strongly 

Agree. The following tables (4.94 to 4.103) provide responses to the question posed to 

the staff members of the college. 
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Table 4.1-96: Salary (J1) 

  Frequency Percent Valid 
Percent 

Cumulative 
Percent 

Valid 1 20 19,0 19,4 19,4 

2 26 24,8 25,2 44,7 

3 45 42,9 43,7 88,3 

4 12 11,4 11,7 100,0 

Total 103 98,1 100,0  

Missing System 2 1,9   

Total 105 100,0   

1=Strongly Disagree, 2=Disagree, 3=Agree 4=strongly Agree  

The results indicate that most employees are indeed kept at work by the salary. 

However the difference is about 10% with those that are negative. 

Table 4.1-97: Retirement benefit (J2) 

  Frequency Percent Valid 
Percent 

Cumulative 
Percent 

Valid 1 14 13,3 13,6 13,6 

2 24 22,9 23,3 36,9 

3 46 43,8 44,7 81,6 

4 19 18,1 18,4 100,0 

Total 103 98,1 100,0  

Missing System 2 1,9   

Total 105 100,0   

1=Strongly Disagree, 2=Disagree, 3=Agree 4=strongly Agree  

The results indicate that most employees are indeed kept at work by the retirement 

benefit.  

Table 4.1-98: Career Development (J3) 

  Frequency Percent Valid 
Percent 

Cumulative 
Percent 

Valid 1 27 25,7 26,5 26,5 

2 33 31,4 32,4 58,8 

3 30 28,6 29,4 88,2 

4 12 11,4 11,8 100,0 

Total 102 97,1 100,0  

Missing System 3 2,9   

Total 105 100,0   

1=Strongly Disagree, 2=Disagree, 3=Agree 4=strongly Agree  
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The results indicate that the employees are not kept at work by the career development. 

Table 4.1-99: Working Conditions (J4) 

  Frequency Percent Valid 
Percent 

Cumulative 
Percent 

Valid 1 15 14,3 14,6 14,6 

2 28 26,7 27,2 41,7 

3 44 41,9 42,7 84,5 

4 16 15,2 15,5 100,0 

Total 103 98,1 100,0  

Missing System 2 1,9   

Total 105 100,0   

1=Strongly Disagree, 2=Disagree, 3=Agree 4=strongly Agree  

The results indicate that most employees are kept at work by the working conditions. 

Table 4.1-100: Supervision/Management (J5) 

  Frequency Percent Valid 
Percent 

Cumulative 
Percent 

Valid 1 27 25,7 26,0 26,0 

2 34 32,4 32,7 58,7 

3 28 26,7 26,9 85,6 

4 15 14,3 14,4 100,0 

Total 104 99,0 100,0  

Missing System 1 1,0   

Total 105 100,0   

1=Strongly Disagree, 2=Disagree, 3=Agree 4=strongly Agree  

The results indicate that the employees are not kept at work by the supervisors or 

management. 

Table 4.1-101: Fringe Benefits (J6) 

  Frequency Percent Valid 
Percent 

Cumulative 
Percent 

Valid 1 25 23,8 25,8 25,8 

2 38 36,2 39,2 64,9 

3 22 21,0 22,7 87,6 

4 12 11,4 12,4 100,0 

Total 97 92,4 100,0  

Missing System 8 7,6   

Total 105 100,0   

1=Strongly Disagree, 2=Disagree, 3=Agree 4=strongly Agree 
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The results indicate that the employees are not kept at work by the fringe benefits. 

Table 4.1-102: Recognition and Reward (J7) 

  Frequency Percent Valid 
Percent 

Cumulative 
Percent 

Valid 1 30 28,6 29,4 29,4 

2 43 41,0 42,2 71,6 

3 20 19,0 19,6 91,2 

4 9 8,6 8,8 100,0 

Total 102 97,1 100,0  

Missing System 3 2,9   

Total 105 100,0   

1=Strongly Disagree, 2=Disagree, 3=Agree 4=strongly Agree  

The results indicate that the employees are not retained at work by the recognition and 

rewards. 

Table 4.1-103:  Job Security (J8) 

  Frequency Percent Valid 
Percent 

Cumulative 
Percent 

Valid 1 8 7,6 7,8 7,8 

2 11 10,5 10,7 18,4 

3 49 46,7 47,6 66,0 

4 35 33,3 34,0 100,0 

Total 103 98,1 100,0  

Missing System 2 1,9   

Total 105 100,0   

1=Strongly Disagree, 2=Disagree, 3=Agree 4=strongly Agree  

The results show that employees are indeed retained by job security 

Table 4.1-104: Loyalty towards the Company (J9) 

 Frequency Percent Valid 
Percent 

Cumulative 
Percent 

Valid 1 18 17,1 17,5 17,5 

2 16 15,2 15,5 33,0 

3 45 42,9 43,7 76,7 

4 24 22,9 23,3 100,0 

Total 103 98,1 100,0  

Missing System 2 1,9   

Total 105 100,0  . 
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1=Strongly Disagree, 2=Disagree, 3=Agree 4=strongly Agree  

The results indicate that the employees are indeed loyal towards the employer. 

Table 4.1-105: Company Image in the Society (J10) 

  Frequency Percent Valid 
Percent 

Cumulative 
Percent 

Valid 1 14 13,3 13,6 13,6 

2 24 22,9 23,3 36,9 

3 39 37,1 37,9 74,8 

4 26 24,8 25,2 100,0 

Total 103 98,1 100,0  

Missing System 2 1,9   

Total 105 100,0   

1=Strongly Disagree, 2=Disagree, 3=Agree 4=strongly Agree 

The results indicate that the employees remain in the organisation as a result of 

company image in the society. 

4.13. Summary  

The data collected reflects that the experiences of staff in the Sedibeng TVET College. 

Participants in the study indicated that they are content with the services provided to 

them by their employer. It was found that there are varieties of employee retention 

strategies that allowed employees to stay in the organisation. However, the responses 

showed that there could be more that could be done to retain staff in the TVET College.  

In the next chapter, the conclusions of the study will be presented.  
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CHAPTER 5:CONCLUSIONS AND RECOMMENDATIONS 

The purpose of this chapter is to bring together the conclusions from all previous 

chapters discussed in this study. The chapter also evaluates whether the objectives set 

in Chapter 1 were met. The conclusions in this chapter are derived from the results from 

the data processing, presented in chapter 4 and findings from the ensuing discussion. 

The limitations of the study are also briefly discussed. The chapter concludes with a 

discussion on the recommendations for further research. 

5.2. Synopsis of the study 

Chapter 1 

Chapter 1 mainly forms the foundation of the study. In Chapter 1 the introduction to the 

problem statement, research questions, importance of the study, ethical objectives and 

research methodology were discussed.  

Chapter 2 

The chapter is a robust contextual literature review discussion of the study’s main focus 

area of employee retention in the TVET colleges. The chapter consists of a literature 

review on human resource management, scarce skills, TVET sector. The chapter also 

provides an outline of employee retention. Chapter 2 also presents related literature on 

employee retention. This chapter became the centrepiece of the study as it provided 

background to the employee retention concept. The literature review also exposed the 

researcher into the content base of the study. 

Chapter 3 

The chapter is description of the methodology employed in this study and the 

information that informed the methodological choices. The reliability and validity of the 

research instrument is discussed as well as the ethical considerations employed in this 

study. The aim of Chapter 3 was to describe the methodology applied for this study. 

This chapter explained the research design and the population and sample for this 

study. The chapter also described the application of validity and reliability. This study 

considered a qualitative approach for gathering data. The method in which data is 
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collected was described in chapter 3. The chapter concluded with the consideration of 

ethical matters.  

Chapter 4 

The research results are presented focusing on employee retention strategies. Data 

was collected into nine themes or constructs that describes the study’s main focus area 

of employee retention. The nine constructs of employee retention, as considered in this 

study, are presented as follows: 

 Section A: Employee Retention Strategies 

 Section B: Working Environment 

 Section C: Working Environment: (a) Ecological Environment and (b) Working 

place/Actual Work Area 

 Section D: Welfare Measures: (a) Health and Safety Measures and (b) Family 

Welfare Measures 

 Section E: Rewards and Recognition 

 Section F: Superior-subordinate relationship in the organization  

 Section G: organizational culture  

 Section H: Employee’s job satisfaction  

 Section I: Training programs: attended conducted by your employer 

 Section J: Factor that influenced you to remain in the organization.  

The interpretation of the results is also discussed in chapter 4. 

Chapter 5 

The concluding chapter is a summary of the content of the study. 
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5.3. Review of the study objectives 

The primary objective of this research was to establish if the policy and procedure to 

retain scarce skills professionals in the TVET College sector in the Sedibeng District is 

effective. To realise the primary objective, the following specific objectives were 

pursued: 

 To conceptualise employee retention and scarce skills with specific reference to 

TVET College sector;  

 To evaluate employee retention practices as it applies to scarce skills for TVET 

College in the Sedibeng District Municipality; 

 To determine factors influencing employee retention for scarce skills in the TVET 

College; 

  To examine employee retention measures developed to improve employee 

retention for scarce skills in the TVET College; and 

 To make recommendations with regards to future research and practice. 

The next section will provide a summary of the findings of the study. 

5.4. Summary of findings 

The summary of findings are presented in the following sections: 

Employee satisfaction 

The retention of the employees was found to be important in keeping the organization 

with the employee complement it requires to perform. Employee retention strategies 

were found to be crucial as they are aimed at keeping the momentum in the institution. 

Sustainable strategies were found to satisfy the needs of the employees.  

Training cost  

The literature and responses proved that employee retention can be beneficial to the 

company since the implementation can impact positively to employees. Employee 

retentions strategies also saves the training cost of the organisation. The respondents 
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were asked to identify if they received training from the employer. The responses 

proves that the Sedibeng TVET College has invested in training programmes to retain 

the scarce skills.  

Cost saving 

Retention strategies were also found to be cost saving. Cost saving refers to less 

recruitment process. If strategies are implemented, the human resource management 

can never have endless recruitment projects and this shows that the employees are 

happy to stay in the organisation. 

Improvement of productivity  

Organised employee retention strategies could also enable the organisation to improve 

productivity and increase employee performance. Since the TVET consist of scarce 

skills, the improvement of productivity could result to high passing rate. Scarce skills 

professional could contribute to the organisational goals and objectives. 

Employee retention strategies can increase profits for a private sector TVET. Whilst for 

a public sector TVET throughput rate can increase, professionals are also able to own 

the business attitude. Boredom could be eliminated. Reliable staff may be enhanced.  

Employee retention is most critical issue facing employers as a result of the shortage of 

skilled labour, economic growth and employee turnover (Ghansah, 2011). 

Employee retention strategies were found to be impact on the lives of the staff skills. 

Staff skills were found to be central to companies’ ability to be economically competitive. 

Succession planning  

Retention of key employees is critical to the long-term health and success of any 

organization (Kumar & Mathimaran, 2017:17). Employee retention strategies were also 

found to be effective on succession planning. When scarce skill professionals are well 

trained and all receive benefits, the organisation is likely to work towards succession 

planning. This is good for the organisation since less staff will resign and the employer 

would be able to reach the set goals with dedicated staff. 
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5.5. Recommendations 

The researcher makes the following recommendations for the TVET sector when 

managing employee retention for scarce skills. The findings from research 

demonstrated the need for continued investigations on employee retention and scarce 

skills particularly on science and technology. Science and technology profession in the 

TVET is advocated by the UNESCO TVET Strategy and Department of Science and 

Technology. Future studies may review the readiness of the community (particularly 

grade 12) for considering TVET Colleges as the future academic institution that may 

enhance economic growth and sustained skills development in the South African 

context. 

The findings from the literature indicate that there is a gap in knowledge gap of 

employee retention and scarce skills in the public sector. More studies could expand on 

the literature of employee retention in the TVET since the sector is the feeder for many 

organisations when it comes to production and artisan field. 

5.6. Limitation of the study 

TVET College sector comprises of private and public colleges. 

 This study was limited to the TVET College sector in the Sedibeng District, therefore 

the results cannot be generalised to include other TVET Colleges in Gauteng 

province or in South Africa. 

 The study was limited to the staff employed in the Sedibeng TVET College sector. 

 The study was limited to the context of employee retention and scarce skills. 

 Quantitative method was selected for this study. 

5.7. Conclusion 

The study inquired about the management of scarce skill with reference to employee 

retention. The objectives of this study were realized by means of a literature review. The 

retention of scarce skilled employees seems to be a great challenge for human 

resource managers on a global scale. Such challenges are also evident in academic 



 

105 

environments such as basic education and TVET Colleges. The findings of the study 

revealed the importance of employee development in the organization. The results 

indicated that the employees in the TVET have a long service record and this proves 

that the employer strives to take care of t the employees.. The results also reflected the 

experience of staff in the Sedibeng TVET College. The respondents in the study 

indicated that they are happy with the services provided to them by their employer. The 

loss of experienced employees could be as the results of the promotion to other 

institutions. It can be inferred that the college’s retention strategy is effective as more 

than 30% of the employees have a service record of 10 years and more. The TVET 

college sector is the feeder of graduates for many organisations when it comes to 

vocational and artisan career field. The results of this study can conclude that effective 

management of scarce skill can contribute to the lifelong service of the organisations 

including the TVET colleges. The researcher concludes that the human resource is 

crucial to ensure the retention of employees, especially with scarce skills.  
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SOUTH-AFRICA  

CELL: 082 292 0877 

Email: mzinikhethani@gmail.com 

 Dear Interviewee  

 This Informed Consent Statement serves to confirm the following information as it relates to the MBA mini-

dissertation on the __________________________________________________________________________  

1. The sole purpose of this study is to obtain information from experts (such as yourself) employed and/or operating in the 

energy industry in an attempt to determine the nature of your everyday experience related to the research topic.  

2. The procedure to be followed is a mixture between qualitative and quantitative research design, which includes structured, 

controlled and prescriptive questions but also open-ended questions where you will have the opportunity to communicate 

your views on the relevant topic during a face-to-face in-depth interview. Basic background information related will be 

asked e.g. your name, academic qualifications and related experience to the topic.  

3. The duration of the interview will take no longer than a maximum of 2 hours.  

4. If at any point during the interview you should feel uncomfortable, you will be provided with the opportunity to make your 

discomfort known or immediately have the option to end your participation.  

5. This interview takes place on a voluntary basis.  

6. The confidentiality of the interview data is guaranteed. Fictitious names will be utilised when quoting statements in the 

dissertation.  

7. Any confidential information that prohibits the researcher to publish it in the final dissertation should be communicated 

during the interview.  

8. A list of questions to be asked in the interview will be made available to the interviewee prior to the interview. This is done 

to ensure a mutual understanding of what will be asked to avoid confusion during the interview.  

9. A summarised copy of the final dissertation will be made available to the interviewee upon request.  

10. The data gathered from the interview will only be used for research purposes.  

 I, _____________________ (name and surname), hereby declare that I have read and understand the contents of 

the Informed Consent Statement, and give my full consent to Mr Khethani Lucas Mzini to progress with the interview 

on ____________ (date) and use the information communicated by myself to him in his MBA dissertation.  
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APPENDIX D: QUESTIONNAIRE - 

Questionnaire 

Section A 

Demographic Information 

 

1. Length of service in the present 

organisation (in years)   

1. Less than 5  

2. 6 - 10  

3. 11 - 19  

4. Above 20  

 

2. Organisational Hierarchy 1. Top Level manager  

2. Middle Level manager  

3. Low Level manager  

4. Not in management  

 

3. Designation  

4. Department 1. Teaching and Learning  

2. Administration  

3. Finance  

4. Human Resource  

5. Procurement/warehouse  

6. Others (please specify)   

5. Educational Background 1. Up to High School  

2. Post Matric Certificate  

3. Diploma  

4. Bachelor Degree  

5. Honours/Post graduate  

6. Master Degree  

7. Any other qualification. Please 

specify    

 

6. Number of Organisations Served 

Before 

1. Zero  

2. One  

3. Two  

4. Three or more  

 

7. Number of years of Experience in 

Total 

1. Between zero & 5  

2. Between 6 & 9  

3. Between 10 & 19  

4. Between 20 & more 
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Section B 

Employee Retention Strategies 

Please indicate the strategies that are available in your organization. Rate how 

important each strategy is important to you, on a scale from 1 to 4. 

 

 Strategies Highly 

Unimporta

nt  

Unimporta

nt 

Importan

t 

Highly 

Importan

t  

1.  Job Security. 1 2 3 4 

2.  Promotion 

opportunities. 

1 2 3 4 

3.  Welfare Measures. 1 2 3 4 

4.  Working 

Environment 

1 2 3 4 

5.  Job Rotation and 

New Assignments. 

1 2 3 4 

6.  Help in Career 

Development. 

1 2 3 4 

7.  Location transfer 

Opportunities with 

promotion 

1 2 3 4 

8.  Management 

supports for Higher 

education. 

1 2 3 4 

9.  Training and 

Development 

programs. 

1 2 3 4 

10.  Rewards & 

Recognition. 

1 2 3 4 

11.  Fringe Benefits. 1 2 3 4 

12.  Workers 

participation in 

management 

activities. 

1 2 3 4 
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Section C 

Working Environment 

Please indicate the conditions in your working environment. 

a) Ecological Environment 

 Provision Strongly 

Disagree 

Disagree Agre

e 

Strongl

y Agree 

1.  Provision to avoid sound in 

the workshop is good. 

1 2 3 4 

2.  Ventilation facilities are 

maintained well. 

1 2 3 4 

3.  There is enough illumination 

at work place. 

1 2 3 4 

4.  Cleanliness maintained in 

the organization is good. 

1 2 3 4 

5.  Conducive working 

temperature is maintained at 

work place. 

1 2 3 4 

6.  Controlled emission of fumes 

and dust 

1 2 3 4 

 

b) Working place/Actual Work Area 

 Provision Strongly 

Disagree 

Disagree Agre

e 

Strongl

y Agree 

7.  Working Environment is 

comfortable. 

1 2 3 4 

8.  Communication system is 

good. 

1 2 3 4 

9.  Employees are treated with 

due respect. 

1 2 3 4 

10.  Employee’s suggestions and 

grievances are considered. 

1 2 3 4 

11.  Good Work done is 

appreciated. 

1 2 3 4 
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12.  Fair treatment of employees. 1 2 3 4 

13.  Better co-ordination among 

co-workers do exit. 

1 2 3 4 

14.  Adequate parking facilities 

are provided. 

1 2 3 4 

15.  Transport facilities provided 

are good. 

1 2 3 4 

16.  Tea/Coffee is provided with 

milk 

1 2 3 4 

 

Section D 

Welfare Measures 

Please indicate if any of the following conditions are applicable to your work area. 

a) Health and Safety Measures 

 Provision Strongly 

Disagree 

Disagree Agre

e 

Strongl

y Agree 

1.  Pure clean drinking water 

facilities are provided at work 

place. 

1 2 3 4 

2.  Toilets are maintained 

hygienically. 

1 2 3 4 

3.  Rest/change rooms and 

canteen are maintained well. 

1 2 3 4 

4.  Food is offered at subsidized 

rate. 

1 2 3 4 

5.  Safety and Health instruction 

courses conducted by the 

organization are good. 

1 2 3 4 

6.  First aid boxes provided are 

maintained and carry 

appropriate utensils 

1 2 3 4 

7.  Fire Fighting methods followed 

by the organization are good. 

1 2 3 4 
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b) Family Welfare Measures 

 Provision Strongly 

Disagree 

Disagree Agree Strongly 

Agree 

8.  Prevailing staff quarters facilities 

is good 

1 2 3 4 

9.  Educational loans for any family 

member and self are provided. 

1 2 3 4 

10.  Provision for job opportunities for 

family members. 

1 2 3 4 

11.  Company have tie ups with 

hospitals. 

1 2 3 4 

12.  Health camps facilities provided 

for employees and family 

members. 

1 2 3 4 

13.  Insurance schemes provided by 

the organization are good. 

1 2 3 4 

14.  Retirement Benefits schemes 

provided such as Pension, 

Provident Fund, and Gratuity are 

provided. 

1 2 3 4 

15.  Interest Free Loans are provided 

for personal expenses. 

1 2 3 4 

 

Section E 

Rewards and Recognition 

Does your employer provide the following? 

 Provision Strongly 

Disagree 

Disagree Agree Strongly 

Agree 

1.  Satisfactory Salary Structure. 1 2 3 4 

2.  Provision for Group insurance 

schemes. 

1 2 3 4 

3.  Over time salary. 1 2 3 4 

4.  Yearly Bonus Scheme.  1 2 3 4 
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5.  Performance Based Incentives. 1 2 3 4 

6.  Performance Appraisal System in 

Practice. 

1 2 3 4 

7.  Fringe benefits provided by the 

company are good. 

1 2 3 4 

8.  Compensation paid for workers 

during layoffs or during any 

accidents occurring within the 

company premises are 

satisfactory. 

1 2 3 4 

 

Section F 

Please rank the following factors with respect to superior-subordinate relationship in the 

organization (from 1 to 4). 

 Provision Extrem

ely Bad  

Bad Good Extrem

ely 

Good 

1.  Approachability of Superior 1 2 3 4 

2.  Recognition of employee for 

their achievement 

1 2 3 4 

3.  Team Work & Co – ordination 1 2 3 4 

4.  Respecting of co - workers, 

subordinates 

1 2 3 4 

5.  Clarity in explaining the task to 

be accomplished 

1 2 3 4 

6.  Superiors follows an autocratic 

approach 

1 2 3 4 

7.  Superior acts like a coach  1 2 3 4 

8.  Superior is a good counsellor 1 2 3 4 

9.  Superior helps in completing the 

work 

1 2 3 4 

10.  Superior is impartial 1 2 3 4 

11.  Superior is a task master 1 2 3 4 
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12.  Superior makes working 

environment pleasant 

1 2 3 4 

13.  Superior considers others 

suggestions and opinions 

1 2 3 4 

14.  Superior maintains friendly 

relationship 

1 2 3 4 

15.  Superior cares for workers 

personal welfare 

1 2 3 4 

 

Section G 

Please rate the following statements with reference to organizational culture on a scale 

from 1 to 4. 

 Provision Strongly 

Disagree 

Disagree Agree Strongly 

Agree 

16.  The working environment is 

open & trustworthy. 

1 2 3 4 

17.  Morale in the company is high. 1 2 3 4 

18.  Supervisors do spend good deal 

of time in listening to 

employee’s ideas. 

1 2 3 4 

19.  Employees are allowed to take 

responsibility and authority. 

1 2 3 4 

20.  Organization provides scope for 

better career development 

plans. 

1 2 3 4 

21.  Organization recognizes human 

values and culture. 

1 2 3 4 

22.  Communication is effective at all 

levels. 

1 2 3 4 

23.  Safe working environment is 

provided. 

1 2 3 4 
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Section H 

Please rate the following statements with reference to employee’s job satisfaction on a 

scale of 1 to 4. 

 Statements Highly 
Dissatisfie
d 

Dissatisfie
d 

Satisfie
d 

Highly 
Satisfie
d 

1.  The degree of 
independency to execute 
a job. 

1 2 3 4 

2.  Scope for personal 
growth and development. 

1 2 3 4 

3.  Level of job security in the 
company. 

1 2 3 4 

4.  Scope for future career in 
the organization. 

1 2 3 4 

5.  There is no discrimination 
in salary paid to 
employees. 

1 2 3 4 

6.  Support & guidance 
received from superiors. 

1 2 3 4 

7.  The promotional 
opportunities provided in 
the organization. 

1 2 3 4 

8.  Grievances handling 
procedure. 

1 2 3 4 

9.  Leave facilities offered by 
the company. 

1 2 3 4 

 

Section I 

Training programs: 

1. Have you attended any training programs conducted by your employer? 

Yes      No  

1.1. If Yes, How many training programs you have attended? 

One, Two, Three, Four or more.  

1.2. If No Please, specify the reason? 

 

2. What type of training program does the employer offer? Please tick the 

appropriate with x. 

a) On – the -job. (In - house training)      

b) Off - the - job          

c) Both            
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Section J 

Please rank the factor that influenced you to remain in the organisation (from 1 to 4).  

 Provision of the following  Strongly 

Disagree 

Disagree Agre

e 

Strongly 

Agree 

1.  Salary 1 2 3 4 

2.  Retirement Benefit 1 2 3 4 

3.  Career Development 1 2 3 4 

4.  Working conditions 1 2 3 4 

5.  Supervision/Management 1 2 3 4 

6.  Fringe benefits 1 2 3 4 

7.  Recognition and reward 1 2 3 4 

8.  Job security 1 2 3 4 

9.  Loyalty towards the company 1 2 3 4 

10.  Company Image in the 

society 

1 2 3 4 

 

 

Thank You 
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APPENDIX E: LANGUAGE EDITING 

 


