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Abstract

The role of human capital in the organizations is essential as it is a mechanism of the organization. If the
company manages to hire right people and place them on the right position on the right time, the company can
achieve many goals. In order to be successful in the market organizations should have very good management system
that can use all their assets, capitals and employees effectively and efficiently, as well. Staff turnover is a situation
at which employees leave a company and are replaced by new employees. It is costly and time consuming to hire
new employees and teach them again. Staff turnover is divided into voluntary and involuntary. In the first case an
employee leaves the company because of his/her wish and this is usually a loss for the organization. To prevent this,
the company can provide the employee with various social benefits, etc. High staff turnover can lead to problems
with staff, and the cost of staff turnover can also damage the financial position of the company. The article considers
the question of whether organizational changes, staff motivation and staff training, combined, affect the turnover
of the staff, for which the authors conducted a survey among employees of several companies in Almaty. Since
the manufacturing sector has the highest staff turnover, this sector is analyzed and some results are revealed. The
study confirmed the hypothesis that companies are able to reduce staff turnover through effective employee training
programs.

Key words: staff, staff turnover, motivation, training, staff turnover, social benefits.

Therole of human capital in the organizations is essential as they are mechanism of the organization.
If the company can achieve to hire right people and place them on the right position on the right time,
the company could achieve many goals. In order to be successful in the market organizations should
have very good management system that can use all their assets, capitals and employees effectively
and efficiently, as well.

In these latter days international companies are struggling with each other to catch up skilled,
high qualified, high potential workers. As a result of this employee turnover intention is increased in
several companies. Employee turnover intention the intention at which employees leaves a company
and replaced by new employees. It is costly and time consuming to hire new employees and teach
them again. It divided to as voluntary and involuntary, which first means employee leave the company
according to his/her wish and this is somehow losing for the organization. In this case organization
can do some activities to keep them in the organization like intention/retention programs, giving some
social benefits, etc. On the other hand the organization shouldn’t forget the cost of that employee;
if the cost of keeping him/her exceeds employee’s benefit to the company it would be leave them.
The biggest goal of the company is to maximize its profits and gain the consumers’ credibility. In the
second case the organization kick off them in order to increase effectiveness of organization, or at less
it believes like that [1].

However, as we said before, turnover leads to many inevitable costs like advertising for new
employees, selection, and training programs. It may affect the quality of service done by the
organization as they missed up qualified workers. For example, a hospital may not work if there is
no required number of doctors and nurses. Turnover expenditures are generally directly related with
the volume of job-specific training a post requires, and if the new employee proves to be less useful
than the previous worker, once trained and disciplined, the expenditures of turnover to an organization
may be consequential. In addition, it may also take more time than you expected for the new worker
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to become totally productive; usually, the amount of time is identified according to the skill level of
the job [2].

There are several reasons why employees leave the company. We cannot say that only one factor
influence to leaving of the employee from the organization; they may only one or several as well. Salary
is one the important factor that affect employee to choose work place. In most situations employees try
to leave the company when they receive more salary from other organizations. In like this situations
organizations employer tries to keep them at any cost. However there may emerge mistrust between
the company and employee.

Organizational Commitment is another factor that influence employee’s staying in one company
for several years. If the company succeed to gain their worker’s commitment to their organization then
it is easier to keep them for the following many years.

Job satisfaction is coming next when we talk about employee turnover. If the employee is not
satisfied with the work it is hard to keep him/her on your organization. His/her tasks must fulfill
expectations of the employees otherwise they do not want to stay there because it is not interesting for
them to stay in that organization for upcoming years.

Atmosphere among employees of the organization plays crucial role in selecting work place.
Some people do not care about the amount of money which they are given, but they pay attention with
whom they are working with. They may want to learn new thing from them, or they wish just work
with some communities as he/she like being with them [3].

According to Marsh turnover certainly includes a trade-off between expenditures and benefits.
In a lot of situations, turnover estimations are complicated by the fact that costs and benefits can be
distributed across different parts of the company. For instance, when an employee drop off her or his
job, a company incurs administrative expenditures, but if the drop offer is replaced by a more useful
employee, or if the drop offer goes to another job in the same company where he or she is more
productive, the company may gain from the quit [4].

Thence, companies has to control turnover adequately to escape its negative aftermaths,
particularly not all the expenditures related with this turnover could be quoted easily like the turnover
effect on company’s culture, social capital and worker’s morale. Lucas [5] have mentioned that when a
company faces lower turnover intentions, it would affect the organization positively to keep its skilled
employees, as a result it would lead to a better performance, better productivity and the company
will not suffer from the costs emerged with worker’s replacement like the education costs and other
directly related or indirectly related expenditures emerged from this employee turnover.

Tosumup, employee turnover intention mightbe influenced by several reasons as job dissatisfaction,
work place, lack of job involvement and absence of organizational engagement, leadership style and
organizational culture, inside atmosphere of company. On the other hand, a lot of works have stated
a significant relationship between turnover intention and job fulfillment, organizational commitment
and job involvement.

However most of these studies done in European and American countries and there is very limited
studies have done in Central Asia countries, especially in Kazakhstan. I think this is because of not
giving deserved importance to this sphere. With the help of these kinds of studies most companies in
Europe could decrease 15% to about 8% [6].

Therefore, the purpose of this study is identifying if the Organizational change, Employee
Motivation and Staff training have an effect on employee turnover intention in Kazakhstan’s companies.

Based on the information above the following research questions were derived:

¢ Do other factors effect on employee turnover retention?

* Does organizational change have impact on employee turnover retention?

¢ Does staff training have a relationship with employee turnover intention?

* Does staff motivation have a relationship with employee turnover?

The concept about how to teach, train, consult employee was suggested by Lucas (2003).
This concept of this work is to improve skills of HR managers in the company. As (Ng’ete, 2012)
have stated, this approach help in these aspects: like preparing staffs, build suitable organizational
structure, put in employees on the right positions, inside of the organization. When we look at today’s
economic situation, these strategies are crucial for most organization [7]. These factors are key ones
to identify organization’s economic performance: human capital, environmental and technological
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change, explorations, innovation, efficiency and effectiveness, training staffs and competitiveness of
the organization. When we look at the today’s Human Capital Theory, individuals tend to secure their
interests at first in today’s economic situation. Whenever their desire is not fulfilled in the organizations
there is high possibility of leaving the company at the first chance.

As Maslow’s stated in his theory, there are several kinds of needs which up form lower needs to
higher needs. First category includes needs like good working conditions and salary, bonuses, benefit
package and etc., while second one includes intrinsic needs like acceptance, honor, social status, social
contract, power, etc. According to (Lait, 2002) job satisfaction divided to two sections, satisfaction
and dissatisfaction, and these two may be two different phenomena [8].

Therefore, the following research hypothesis and theoretical model were derived

HO: The organizational change has a significant impact on employee turnover

H1: The organizational change has no impact on employee turnover

HO: There is relationship between staff training and employee turnover

H1: There is no relationship between staff training and employee turnover

HO: There is relationship between staff training and employee turnover

H1: There is no relationship between staff motivation and employee turnover

Independent Variables

Dependent Variable
Organizational change R
Departments Manageable
Workload Set targets Reduced staff turnover
Supervision Job security »|  Retention of staff

Experienced staff

- motivated employees
- employees exceed
Level of education expectations
Teaching experience
Refresher courses
Academic workshops

AN

Staff training

AN

Staff motivation

- Scheme of service
- Reward system
- Work results

J

Figure 1 — Theoretical model

Note — Source: provided by author based on literature review.

The purpose of the research study was to identify which factors effect on employee turnover. As
the independent variables there were chosen Organizational change, Employee training and Employee
motivation. The result of the research follows:

Firstly, correlation analysis relationship between employee turnover and organizational change
shows that there is not significant relationship. It means that a new change in working processes has
no impact on employee turnover. Regression analysis shows that even increase in an organizational
change can lead to small rise in employee turnover. The hypothesis 1 is supported. The reason of that
can be, organizational changes in Kazakhstan are not visible as in Western countries. Cause of it could
be employees of target audiences are have not faced with huge changes.

With regarding second factor, there was found strong relationship between Employee training
and Employee turnover. As the correlation between them gives us result which is below zero, it means
that increase in Employee training will lead to decrease in Employee turnover. The reason for that
could be if employee well trained with experienced instructor, it has positive effect on employees and
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their motivation to retain there. Addition for that, if the training programs good conducted during the
induction processes it will be desirable in future well-being of the organization. The companies should
take it into the consideration, training is the essential factor for retain current staff and avoid from
additional human resource costs. Hypothesis 0 is supported.

Moreover, there was found significant relationship between independent variable. Especially,
regarding to correlation analysis all three variables, Organizational change, Employee motivation and
Employee training strongly correlated with each other. Together all three factor has strong power to
decrease the employee turnover and at the same time save the organization from additional human
resource costs and expenses. The Pearson correlation shows positive results, which mean increase in
one of the will lead to increase in others.

The limitation for this research work can be considered insufficiency of the variable identification
questions. For identification of one variable there were average 78 questions. This is not sufficient for
variable identification. However, if there will be plenty of questions, the survey would be faced with
problem with people response. Usually people loss their interest if they are not able to answer in short
period of time. Moreover, there were several people who missed the answer for particular questions.
Another barrier was some of the people may rely false for the questions which decrease the accuracy
of variable determination; also it can be the reason why organizational change not significantly
correlated with employee turnover.

Besides, the numbers of respondents were 77, which considered lower than planned. It could be
the reason of inaccuracy of relationship between Organizational Change and Turnover.

The researcher recommendation is to increase the number of the respondents with a purpose of
decrease the biases and inaccuracy of the answers. In this study there were used three variables as
independent variables which possible effects on employee turnover. There highly recommended to
use additional variables as factor that influence on employee turnover. The independent variables were
internal to the organizational. For future studies it recommended to analyze also external factors than
will have possible effects on that.

The research is focused on analyzing which factors have effect on employee turnover. Employee
turnover is defined as the process of replacing the current staff with new one. Employee turnover
is tending to have negative consequences for the organizations; however it does not have always
negative results. Usually it highly costly for firm to replace the current staff, in order to reduce the
turnover organizations tried to find several methods of it. Before several studies have examined it,
as a result some factors has huge significant impact on that, another on the contrary not depends on
it. In this study there was found that all these three (organizational change, employee training and
motivation) have strong impact on employee turnover. The purpose of this study was to examine it
in Kazakhstan manufacturing sector. After data collection and analysis there explored similar result
with a little difference. The result of this thesis work: In Kazakhstan manufacturing organizations
Employee training and Employee motivation plays crucial role in people behavior and desire of
working in particular organizations.

The study supported the Hypothesis of that the companies are able to decrease the turnover by
conducting effective training programs for employees. Usually in every organization in Kazakhstan
like in other countries, employees need for training to be aware of their ability to working there. If
training procedures well-defined and accomplished, especially in induction time, it help to decrease
the turnover which is desirable for enterprises.

Employee motivation has strong effect on turnover. Usually, in people working ability and desire is
depending on internal factors, like motivation, esteem, actualization, etc. Highly motivated employees
may work long during of time; also organization could retain them by motivating them. However, there
are difficulties to find relationship between Organizational Change and turnover. There is possibility
that people not faced with the visible changes which is motivational. This can be the organizational
mistake of performing change, as the thesis work found negative result.

The conclusion for this study, there is two variables with significant effect on decrease the employee
turnover. These are employee motivation and training. Both helps to organizations to prevent possible
turnovers and avoid from additional cost. The effect of the organizational change is needed to be
examined analyzed in future studies. The effect of changes faces obstacles; it cannot use against to
organizational turnover.
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Anjarna

YipIMIapaarsl alaMu KaluTaIBIH peJli MaHbI3bL, ce0ei onap YIHBIMHBIH MeXaHu3Mi Oombi Ta0buianel. Erep
KOMITaHUSI KOKETTI agaMaapabl KaObULAAIl, KePeKTi YaKbITTa IYPhIC Jiaya3bIMFa TaraiblHIaca, KOMIIAHUS KONTEreH
MakcaTTapra KOJ JKeTKi3e amaisl. Happikra TaOBICKa JKeTy VIIiH YHBIMIApABIH OapibIK aKTUBTEPIH, KalMTaJIbIH
JKOHE KbI3METKEPJICPIH THIMJII JKOHE HOTHIKeII naiiananyra OonatelH Oackapy yiieci 6omysl kepek. Kaxpiaapabsig
TypakTamaybl — OyJI KbI3METKepJIep/iH KOMITaHHUsJaH KeTill, OJap/blH OpPHbIHA )KaHa KbI3METKepJiep aybICThIpbLia-
TBIH JKaraai. JKaHa KpI3MeTKepIepl Kajjiar, onap/pl KaiTalaH YHpPeTy KapakaTThl )KOHE YaKbITTBI KaKeT eTesl.
JKyMbIc KyIIiHIH aifHaIBIMBI €Ki Typre OeJiHeai: epikTi oHe epikcis. BipiHimi skarmaiina, KbI3METKep 63 epKiMeH
KeTeJli )KOHE OHBIH calllapbIHaH )KYMbIC OPHBIHA 3USHBI THEAI. ByFaH xoi1 6epMmey YIIiH KOMIIaHuUst KbI3METKepre TYpili
QJIIEyMETTIK JKeHUTIIKTEp jkoHe T.0. ycbiHa amansl. KanpmapapH TypaKkTaMaybIHBIH YJIKEH KOPCETKIil KaapiapMeH
OaiiIaHBICTBI TpoOIeMaiapFa dKelyl MYMKIH, ajl KbI3METKEPJICpP/iH aiHaIbIMbIHA JKIOCPIITCH MIBIFBIH KOMITAHHUS-
HBIH Kap)KbUIBIK JKaFIaiibilHa HYKCAaH KeATipyl MyMKiH. Makanana aBropiap AJMaThl K. OipHEIIe KOMIaHHUsIIapAbIH
KbI3METKepJIepi apachIH/ia )KYPri3reH cayaTHaMachiH/1a YHBIMBIK ©3repicTep, TepCOHa bl BIHTAIaH IbIPY JKOHE Mep-
COHAJIIBI OKBITY KBI3METKEpJICp/iH aiHaIbIMBIHA 9CEp €Te Me JIeTeH CypaK KapacThIpbUIajbl. OHJEYI ceKTopia
KaJpIIapIblH TYpaKTaMaybIHBIH €H KOFaphl KOPCETKIMI 0ap, COHIBIKTAaH OYII calara Taaaay >KacabIHbII, KeiHOip HO-
THOKETIep aHBIKTAIABL. 3epTTeY KOMITAaHUIAPBIH KBI3METKEPIIEpi THIM/II OKBITY OaFaapiaManapsl apKbIIbl Kaapiaap
ailHaJIBIMBIH a3aliTyFa KaOLIeTTi AereH OomKaMIbl pacTabl.

Tipek ce3mep: mepcoHal, KbI3METKEPICPiH aifHAJIBIMBI, BIHTATAHIBIPY, OKBITY, KaJPIIAPIbIH TYPaKTaMaybl,
QIEYMETTIK KCHUTTIKTE.

AHHOTALUA

YenoBeuecknil KamuTan B OPraHU3alisIX UMEeT Ba)KHOE 3HAYEHHE, IIOCKOIBKY OH SIBILIETCS MEXaHH3MOM Op-
TaHHU3aIlluu. Ecnu xommanun YAACTCA HAHATH HYXKHBIX HIO}IGﬁ 1 IOCTaBUTh MX HA MPaBUJIbHYIO MMO3UIHIO B HY>KHOC
BpEMs, KOMIIaHUSA CMOKET JOCTUYb MHOTHUX uenei/'l. qTO6bI [lO6l/ITI)CH ycnexa Ha pbIHKE, OpraHru3anuun J0JKHbBI UMETh
0YEHB XOPOIIYI0 CHCTEMY YIPaBJICHUs, KOTOPAs O3BOJIUT (P (PEKTUBHO U PE3yIETaTHBHO HCIIOJIb30BaTh BCE CBOU aK-
THUBBI, KaIllUTaJl ¥ COTPYTHUKOB. TeKy4ecTh KaJpOB — 3TO CUTYalusl, TP KOTOPOH COTPYTHUKH ITOKHUJIAIOT KOMITAHUIO
U 3aMEHSFOTCS HOBBIMH COTPYAHHKAaMH. JTO 000iieTcst Joporo u TpedyeT MHOTO BPEeMEHH, YTOObI HaHATh HOBBIC
KaJpbl ¥ Hay9uTh UX cHOBa. OOOpOT paboueil CHIIBI AETUTCA Ha IBa THIA: JOOPOBOJIBHBINA M HETPOU3BONBHBIN. B
MIEPBOM ClIyyae COTPYIHHUK YXOJMT [0 CBOEMY JKEJaHHUIO U OT 3TOr0 OPraHM3alKsl B KAKOH-TO CTEIICHHU MPOUTPHIBACT.
I‘ITO6]:-I HE JONYCTUTH 3TOI0, KOMIIAHUA MOXKET MPEAOCTaBUTh COTPYAHUKY Pa3/IMYHBIC COLUHUAJIbHBIC JIBI'OTHI U T.[.
Beicokasi TeKky4ecTh KaJ[poB MOXKET MPHUBECTH K MPOoOJIeMaM C IEPCOHAIIOM, a PacXojsl Ha 000POT COTPYIHUKOB
TaK)Ke MOTYT HaHECTH ymepO (GPMHAHCOBOMY TOJIOKEHHIO KOMIIAHUH. B cTaTthbe paccMOTpPEH BOIPOC O TOM, BIIUSIIOT
JM OpraHM3allMOHHbIE M3MEHEHUsI, MOTHBALIUS NepcoHaia U 00ydeHHe MepcoHaa, BMECTe B3iThle, HA 000poT co-
TPYIHHKOB, JUIS Y€r0 aBTOPAMH IIPOBEAEH OIPOC CPeIH paOOTHHKOB HECKOIBKUX KOMIAHUM B I. Asnmarthl. [Tockombky
HpOH3BOHCTBeHHBIﬁ CCKTOP UMCCT CaMyIO BBICOKYIO TCKYYE€CTh KaAPOB, MTPOAHATIU3UPOBAH 3TOT CCKTOP U BBISABJICHBI
HEKOTOpbIE pe3yJbTaThl. McciieqoBaHne NOATBEPANIIO THIIOTE3Y O TOM, YTO KOMIIAHUU CIIOCOOHBI CHU)KATh TEKY4eCTh
KaJIpOB 3a CUeT MpoBeAeHUsI 3P(PEKTUBHBIX MTPOrpaMM 00ydeHHsT COTPYIHUKOB.

KitroueBbie cioBa: nepcoHall, 000pOT COTPYIHHKOB, MOTHBAIHs, 00yUYeHHE, TEKy4eCTh KaJpOB, COIMAIbHBIC
JIBTOTHI.
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