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The analysis in this article is aimed at employee turnover, which, despite not being a new
concept, is a major problem in the management of human resources and has drawn the attention of
a number of practicians and researchers worldwide. Keeping its employees is one of the most
significant problems for every organization. The market itself creates obstacles in finding
qualified and motivated specialists and managers; once found, their loss is even more critical for
the organization. Finding a formula for solving the problem is a difficult task which has no simple
answer, as well as most processes in personnel management, but the solution most probably goes
through changing the attitude to it: from being a significant budget cost to becoming the most
important productive resource for the organization. Bearing in mind this point of view, the
research does not focus on empirical data for measuring turnover; rather it aims at revealing its
characteristics and influence on employee productivity in the organization.

JuakoB M. E. CBsi3b MeKIy TeKy4ecTbI0 M NPOU3BOAUTEIbHOCTHIO NEPCOHAJIA B
OpPraHHU3alMu.

B cratee mnpoBenEeH aHaJIW3 HANpaBICHHBIM Ha BBIABICHUE acCIEKTOB TEKY4YECTH
MepcoHaia, He CMOTPS Ha TO, YTO 3TO HE HOBas mpobiema, HO SBISIETCS OCHOBOM MpoOIeMOit ipu
YIIPaBIEHUU YEJIOBEUECKMMHM pPECYpCaMH M TPHUBICKAaCT BHHMAHHE psAa NPAKTUKOB U
uccienosareneil B mupe. CoxpaHeHHME KOHTHHICHTA CIIY>KELIMX — caMasl aKTyalbHas mpobiema
JUTS KaK0i opranu3anuu. Cam peIHOK TpyZAa cO34a€T TPYJHOCTH IPU yCTPOMCTBE KaUYECTBEHHBIX
Y MOTHBHPOBAaHHBIX CIIEIHAJIMUCTOB U MEHEKEPOB, a KOI/1a OHH CYIIECTBYIOT, UX YXOJ SIBIAETCA
0ojee KpPUTHYECKUM JJisl OpraHu3auvu. Pemienuwe 3ToW mpoOsieMbl — TpyAHAs 3ajada M HET
OJIHO3HAYHOTO OTBETA, KaK HAMTH pelIeHnue 3TOi npobieMbl B YNPaBJICHUU MEPCOHATIOM, HO BCE
TAaK! HaBEPHOE MEPEXOANT YEPE3 U3MEHEHUE B OTHOLIEHUHN K HEMY: OT CYIIECTBEHHOTO pacXxo/a B
OroKeTe K caMOMY TIJIaBHOMY IMPOW3BOJUTENIBHOMY pecypcy aiisi opranm3auuu. C 3ToH TOYKH
3peHus], MCCIEAOBAaHUE HE HANPABICHO Ha 3MIIMPUYECKHE JaHblEe I HU3MEPEHUs] TEKY4YeCTH
KagpoB, a €ro Ieidb pPacCKpPbITh OCOOCHHOCTM W BIUSHME TEKy4eCTH KaJapoB Ha
IIPOU3BOJUTENBLHOCTD NIEPCOHANIA OPTaHU3ALINH.

Problem relevance. The relevance of employee turnover, as a problem and phenomenon,
is determined by the following: firstly, the existence of differences in the employee management
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approaches applied by employers, secondly, the personnel’s specific features. In today’s
conditions of development, the workforce decreases in quantity, while at the same time it
increases its quality. This results in increasing the demands and, at the same time, the expectations
towards the organization. Decreasing the number of highly-qualified specialists makes them
hesitate where to work, as their choice is governed solely by employers’ offers. The scarcity of
efficient employees and their constantly increasing value makes employing and keeping them
even more difficult. All this requires serious reconsideration of the approach to their management.
Turnover is a phenomenon which can be influenced, i.e., it can be managed. Unfortunately, few
organizations pay attention to this problem without taking the necessary actions to influence such
a significant process.

Analysis of recent research and publications. Over the last two decades, the problems
related to employee turnover have increased their significance for most organizations in the world.
Turnover is a process which reflects the whole functioning of an organization and is considered a
potential threat for the loss of knowledge. In today’s economy of knowledge, employees are the
most important competitive advantage and a major asset for each organization. Despite this, even
in the most developed countries, the percentage of job leavers is still very high. All this has
provoked a number of researchers — both Bulgarian and foreign, who, through their empirical
research, have made an attempt to assess the consequences of turnover for the efficiency of the
organization and its employees’ productivity.

Purpose of the article. The purpose of the article is to reveal the relationship between the
influence of turnover on employees’ productivity and the efficiency of the organization as a
whole.

Result of the research. We observe an extremely negative attitude towards the
personnel’s problems in a number of organizations, at that, without differentiating between
qualified and non-qualified employees. This leads to serious omissions made when performing all
activities on personnel management, often characterized by lack of content, logics and
consistency. This clearly signals that the personnel in the organization is not perceived as the most
precious asset; rather, it is considered an expense. All this casts doubts over the expertise of the
specialists who are directly responsible for its management.

Employee turnover refers to the movement of employees out of the organization. It is a
negative aspect and can be defined as the ratio between the numbers of employees who have left
during a particular period against the total number of employees in the organization [9, PP. 660-
624].

In other words, it is a sequence of actions which begins with the leaving of a particular
employee and ends with the finding of his/her successor. On the other hand, turnover often serves
as an indicator of organizational performance which can be easily observed after comparing
organizational efficiency and productivity.

Employee turnover depends on various reasons, which can be divided into objective
(external) and subjective (internal). We often consider the major reasons to be determinants of
the external environment of the organization such as the level of unemployment and alternative
job opportunities, which are uncontrollable variables. There is a close relationship between labor
market and turnover. The decision to leave is a process which is related to researching the
possible alternatives for another job or the objective indicators on the labor market. Employees
leave their current jobs when they decide that the future benefits outside their organization will be
more [6, PP. 644-658].

Bearing in mind the reasons for the occurrence of turnover, we can say that the subjective
(internal) reasons prevail. They are individual and vary with particular positions, professional and
age groups. Hence the organizational factors that are more susceptible to direct control by the
organization’s management contribute much more to the occurrence of employee turnover. Such
factors are:

93



REPORTER OF THE PRIAZOVSKYI1 STATE TECHNICAL UNIVERSITY

Section: Economic sciences 2015 Issue 30
7] Job satisfaction — satisfaction is most often related to how people feel about their jobs.[10,
PP. 42-46] This is the people’s attitude towards their jobs, which is the result of the perceptions
and the degree of correspondence between the individual and the position. Job satisfaction is
directly related to turnover. The increase of lack of satisfaction leads to an increase of the desire
for employees to search for new job opportunities. Therefore, satisfaction is a major predictor of
the employee’s decision to remain in the organization.

/] Organizational commitment — it is considered synonymous to loyalty. Commitment is a
desire and readiness to invest significant effort in favor of the organization; it is an acceptance of
the organization’s aims and values and a strong desire for belonging to the organization. We can
distinguish three dimensions of commitment: affective, which is an emotional attachment and
identification with the organization, i.e., they remain in the organization by their own free will;
commitment to continue work for the organization — it is related to realizing the consequences
stemming from leaving the organization, i.e., employees remain in the organization out of
necessity; normative commitment — it is related to the feeling of duty and obligation to remain in
the organization, i.e., employees believe they must remain in the organization [8, PP. 372-378].

Job satisfaction and organizational commitment are positively related as both variables
involve feelings in relation to a labor situation [5, PP. 693-717]. On the other hand, the external,
internal and general job satisfaction have a direct relation to the normative and affective
commitment. But despite the proven similarity between the two constructs, their influence can be
directed in different directions, which means that each of them can be both the reason and the
result. Thus for example, organizational commitment can be the result of job satisfaction, but on
the other hand, commitment can lead to satisfaction.

The individual factors which govern the relationship “job satisfaction — turnover” are of
equal importance. These are gender, age, experience, education and marital status. Even though
we often find in empirical research a relation between some characteristics of the employee and
his/her satisfaction and desire to remain in the company, usually, such types of relationships are
unstable and controversial, which makes the conclusions unconvincing.

The very process of constant appointment of new employees after the leaving of the
already trained and qualified ones leads to both negative financial and social problems.[2, PP.
203-229] Employees’ instability hinders them from building long-lasting interpersonal
relationships and the realization of constant transfer of knowledge. Hence, turnover can have a
direct negative impact on the total organizational performance by obstructing the creating and
distribution of knowledge. The dysfunctional organizational climate in the conditions of high
turnover has a negative impact on the personnel’s satisfaction and confidence. At the same time,
the increasing work load and the low confidence of the employees remaining in the organization
result in an increase in the probability for occurrence of turnover, i.e., we witness the creation of a
circle in which turnover reproduces.

High turnover reflects the perceptions of customers for quality service, which reflects their
satisfaction, hence their loyalty to the organization [1, PP. 573-578]. For this reason, the cost of
turnover also includes the lost profits which an organization might make when the loyal customers
prefer to follow the employee who has left.

One of the most serious results of turnover is related to the negative influence on the
organization’s reputation. Corporate reputation is a result of past organizational activities. It has a
serious effect on the other indicators of organizational performance and in this sense it can also be
referred to the criteria for organizational efficiency. Corporate reputation is the general appraisal
and associations which the society makes about the organization, which respectively depend on its
success to satisfy the expectations of the numerous stakeholders — managers, creditors,
employees, customers, suppliers, the media and social groups. Positive reputation is a strategic
resource which is precious, scarce and difficult to imitate — thus it secures the corresponding
competitive advantage for the organization. Such reputation attracts talented employees, investors

94



REPORTER OF THE PRIAZOVSKYI STATE TECHNICAL UNIVERSITY

Section: Economic sciences 2015 Issue 30
and customers, and contributes to increasing the market share and establishing loyal relationships
with customers in order to keep them [11, PP. 187-197]:

Positive reputation has an impact on both the quantity and quality of job applicants in the
organization, which allows a selection of employees with higher qualification. By attracting and
keeping highly efficient employees, the organization gains sustainable competitive advantage as a
whole. On the other hand, positive reputation has an impact on the personnel itself.[3, PP. 667-
681] This is most often expressed by increasing the favorable attitudes and behavior towards the
job itself — high commitment of the personnel, job satisfaction and low turnover. As a result,
reputation can be used to forecast the personnel’s satisfaction and loyalty, while it can be viewed
as a consequence and factor of employee turnover.

Turnover can be viewed as [7, PP. 276-277]:

Voluntary and forced — we observe voluntary turnover when the choice to leave the
organization is made by the employee, while forced turnover is observed when the employee does
not have the right to choose, i.e., when the employee is fired, made redundant, retired, when
he/she has been on continuous sick leave, when he/she has physical or mental impairment, when
he/she is moved to another organization, etc. VVoluntary turnover is the most problematic for the
employer because it is under the employee’s control and in practice leads to another organization
benefiting from the investment made in him/her.

Internal and external — we speak about internal turnover when employees leave their
current tasks in order to occupy new positions within the organization. This can lead to both
positive and negative consequences. The former ones are related to increased confidence,
motivation and organizational commitment caused by the occupation of the new position, while
the latter ones can be related to the loss of motivation for work because his/her new task or
workplace do not meet the employee’s expectations.

Qualified and unqualified — generally, unqualified employees show higher turnover as
this category of employees does not have the status of permanently employed persons because
they leave the organization at the slightest opportunity for a better job. Employers are not
concerned about the turnover of this type of employees because they easily find substitutes. On
the other hand, the loss of highly-qualified employees is a loss of human capital, loss of
knowledge, skills and experience. This will inevitably lead to sharp competitive disadvantage,
while their expenses will be significant if the employees who left occupied strategic positions in
the organization.

Depending on whether turnover has positive or negative consequences for the
organization, it can be viewed as functional and dysfunctional [4, PP. 716-721].

@ Functional turnover is directly related to some positive for the organization results, as
for example: improving the quality of human resources; importing new knowledge, experience
and skills; easier improvement of organizational changes, as employees with many years of
service often resist change and refuse to support it; inefficient employees are dismissed, which
facilitates the growth of those who remain. When functioning in normal business conditions,
every organization must have some employee turnover, but if it is to be beneficial, it must be
maintained within certain optimal limits — usually 5-10%. It is extremely difficult to determine the
level of turnover. This depends on the specific features of the organization, its stage of
development, the adopted strategy and policy concerning the personnel, as well as many other
factors. At organizational level, the degree of turnover may be accepted as satisfactory if it does
not have significant influence on its economic and financial results.

@ Dysfunctional turnover is related to the loss of a precious employee, which always
reflects productivity and increases the expenses on hiring and training a new employee.

Regardless of some positive aspects of turnover, a number of empirical studies have
proven that, as a whole, it leads to negative results for the organization regarding its activity and
performance of organizational tasks. Finding a substitute for the employee who has left the
organization is often costly as the new employee makes more mistakes during the period of
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adjustment and orientation in the new working environment. The mistakes can be expressed in
indicators like: decreasing the number of customers, decreasing the profits from sales,
technological mistakes, unproductive functioning of the team as a result of turnover, inability to
achieve the aims and use the potential of team members.

Conclusions. In conclusion, we can say that turnover is a phenomenon which is influenced
by factors being under the control of the organization’s management. This makes it susceptible to
management through creating a program which contains consistent and logically lined actions.
The management, in its essence, controls and optimizes the flow of leaving employees by keeping
the efficient and highly-qualified ones, and dismissing those who are unproductive, which
requires the application of a differentiation approach depending on their value for the
organization. This process is closely related to the necessity of constant monitoring of the current
levels of turnover, as well as the symptoms of its probable occurrence in the future.
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