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ABSTRACT 

The primary objective of this study was to identify the key factors driving 

employee turnover. Concurrently, the study aimed to investigate the underlying 

organisational culture disparities across different age groups and gender profiles. 

Additionally, it explored the impact of leadership on turnover and the relationship 

between employee compensation and turnover. Considering the complex nature 

of employee turnover's impact, the development of effective retention strategies 

has become a crucial need for organisations in this rapidly growing industry. 

Implementing these strategies is vital for retaining top talent, safeguarding 

institutional knowledge, mitigating turnover-related costs, and enhancing overall 

organisational productivity. To address the study’s objectives, a digital 

quantitative research survey was conducted with a sizable sample of 300 

employees employed in the renewable energy sector. The survey achieved a 

95.67% response rate, providing a robust dataset for analysis. The collected data 

underwent rigorous statistical examination, which included both inferential and 

descriptive statistics. Among the key findings, organisational culture emerged as 

the primary driver of employee turnover within South Africa's renewable energy 

sector. This highlights the significance of elements such as inclusivity, employee 

support, respect, work-life balance, and ethical conduct as crucial components of 

the organisational culture. Employee compensation also played a significant role 

in influencing employee turnover in this sector, with job satisfaction acting as a 

critical mediator in explaining the relationship between culture and employee 

retention. Interestingly, the study did not identify a similar mediating role between 

compensation and turnover. Additionally, other factors such as leadership and 

training and development did not demonstrate a significant relationship with 

turnover. The practical implications of these findings are significant for improving 

human resource practices in the renewable energy sector. These findings also 

highlight the importance of strengthening organisational culture while also 

focusing on job satisfaction and competitive compensation packages. 

Policymakers and industry associations can draw valuable insights from the 

findings of this study to enhance employee retention strategies. This study 

contributes meaningfully to the understanding of employee turnover in the 
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renewable energy sector, not only within South Africa but with potential relevance 

in a broader context.  
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1 INTRODUCTION  

This chapter provides the background context of the study, which sets the stage 

for the identified problem statement that forms the basis of the study's focus. It 

further details the primary research objective and secondary research objectives, 

justification of the study, delimitations applied in the study as well as operational 

definitions of the focused concepts for the research. The section concludes by 

presenting a summary of the overall research structure. 

1.1 Statement of purpose  

The purpose of this research is to investigate the factors contributing to employee 

turnover within the renewable energy sector in South Africa. The study aims to 

identify the key drivers of employee turnover and propose effective strategies for 

employee retention. By examining existing research and analysing the 

experiences and perspectives of employees, managers, and human resource 

professionals, the study provides evidence-based recommendations to enhance 

employee job satisfaction, communication channels, job design, and flexibility 

within organisations. Ultimately, the findings of this research will help renewable 

energy organisations in South Africa improve employee retention, increase 

productivity, and achieve their business objectives.  

1.2 Background of the study  

In recent years, South Africa has faced a significant crisis in its power industry, 

marked by a series of challenges including frequent power outages, load 

reductions, and load shedding. This power crisis is primarily caused by aging and 

poorly maintained infrastructure, inadequate investment in new power 

generation, and mismanagement of the state-owned power utility, Eskom 

(Nhende, 2023). The utility has struggled to meet the country's growing energy 

demands due to several factors, and as such, the South African government has 

launched several initiatives aimed at increasing the country's power generation 
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capacity and promoting the development of renewable energy sources. This has 

seen an increase in foreign renewable energy companies penetrating and 

dominating the South African Renewable Energy market (Intelligence, 2021). 

However, Nhende (2023) highlights as part of workforce challenges amid the new 

renewable energy technologies that South Africa’s power industry is largely 

skilled in power resources such as coal and nuclear as primary sources within 

the utility company, Eskom. This, therefore, implies that there is a growing need 

for workforce upskilling, training and knowledge focusing on renewable energy 

technologies, particularly wind and solar (Nhende, 2023).   

Despite the growing need for an agile rollout of the renewable independent power 

producer program (REIPPP) aimed at bringing additional megawatts into South 

Africa through private investments (South African, 2022),  particularly well-

established and experienced independent power producers (IPPs), the industry 

is seeing a growing trend of employee turnover (Intelligence, 2021). Employee 

turnover is arguably one of the most persisting challenges facing various 

industries despite different strategies and initiatives organisations have put in 

place to combat this growing concern (Maangi & Wambalaba, 2017). This also 

undermines the efforts and cost invested in developing these strategies, putting 

organisations in difficult positions with direct competition. Maangi and 

Wambalaba (2017) observed that employee turnover essentially translates to a 

gain of new skills and knowledge by another organisation, putting a strain from a 

competition perspective on the former organisation that experiences the outflow, 

particularly for small and developing industries.  

According to Al-Ali et al.  (2019), human resources are the most dynamic 

resources for the expansion and progress of any organisations, and the health 

and behaviour of employees has a significant impact on organisational 

performance (Silaban & Syah, 2018). Al-Ali et al., (2019) and Alubelkassaw 

(2018) further believe that employee turnover can be due to many factors 

including but not limited to job satisfaction, organisational culture, better 

opportunities, compensation, and job skills, all of which can result in a lack of 

business success, reduction in business productivity and efficiency, loss of 
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morale from other employees amongst many other findings investigated by 

various authors (Dwesini, 2019). 

When turnover rates are high, Mamun & Hasan (2017) cautions that both direct 

(recruitment costs, selection, inductions) and indirect costs (training, social 

capital) go up, and this also affects the morale of existing employees.  Moreso, 

there is a compelling need to identify factors contributing to turnover intentions 

and address the issues retain top-skilled talent, particularly in the renewable 

energy industry seeing the demand for efficient and high-performing renewable 

projects amid power constraints. Understanding the many factors leading to job 

dissatisfaction as the core concept resulting to employee turnover therefore 

requires an exploration of the Herzberg Two-Factor Theory. A model that seeks 

to uncover different factors leading to both employee satisfaction and 

dissatisfaction (Ngo-Henha, 2017). Based on the two-factor theory, when the 

elements influencing job satisfaction begin to have a detrimental impact, 

employees tend to exhibit signs of turnover intention (Ngo-Henha, 2017). With 

numerous factors influencing employee turnover intention across different 

industries, this research aims to primarily identify the fundamental factors that 

adversely affect job satisfaction, ultimately resulting in employee turnover within 

the renewable energy organisations in South Africa. 

1.3 Research problem  

Previous research has examined employee turnover factors extensively, but 

there are still significant gaps in understanding the specific dynamics of turnover 

within the renewable energy sectors in South Africa. For example, Maangi and 

Wambalaba (2017) conducted a study in the context of law firms in Kenya, which 

demonstrated that employee turnover is influenced by multiple factors such as 

limited career growth opportunities, challenges in the working environment, and 

perceived unfairness in hiring processes, highlighting the need for further 

research to explore similar factors within the renewable energy sector in South 

Africa. While Silaban and Syah (2018) investigated compensation and 

organisational commitment as key factors contributing to turnover in the hospital 
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industry and acknowledged the influence of other factors such as work 

motivation, work stress, leadership styles, and work overload on turnover 

intentions. These findings emphasize the relevance of exploring these factors 

within the context of the renewable energy sector in South Africa to gain a deeper 

understanding of their impact on employee turnover. Additionally, Al-Ali et al. 

(2019) found job happiness as a mediating factor between job satisfaction, 

employee performance and turnover intention within the oil and gas industry and 

proposes future research to focus on employee turnover intention in cross-

cultural organisations. Alubelkassaw (2018) proposes the exploration of turnover 

factors across various organisations and sectors where limited research has 

been conducted, highlighting the importance of investigating these factors within 

the renewable energy sector in South Africa to gain a comprehensive 

understanding of their impact on employee turnover. The author argues that while 

these factors may be common across organisations, it is still possible that a 

significant factor in one organisation becomes insignificant in another 

organisation or sector (Alubelkassaw, 2018). Addressing these gaps will provide 

valuable insights for developing strategies to reduce turnover and improve 

employee retention. 

This study aims to fill this gap by investigating the factors influencing employee 

turnover within renewable energy organisations in South Africa, providing 

valuable insights for improving employee retention strategies in this sector. The 

study aims to use the two-factor theory to unpack different factors negatively 

affecting job satisfaction leading to employee turnover, helping organisations 

realize the most impactful factors to be prioritized during retention strategy 

development.  

1.4 Research objectives. 

The primary objective of this study is to investigate the most prominent factors 

contributing to employee turnover amongst employees in the renewable energy 

sector in South Africa.  
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The study also aims to address the following secondary research objectives. 

1. To determine the underlying organisational culture factors that contribute 

to employee turnover within renewable energy organisations in South 

Africa across different age groups and gender profiles. 

2. To examine the impact of leadership styles and strategies employed by 

renewable energy organisations in South Africa on employee turnover. 

3. To assess the relationship between employee compensation and turnover 

within the renewable energy sector in South Africa. 

1.5 Rationale  

Addressing the main and secondary research objectives will provide valuable 

insights to various stakeholders including organisational leadership, 

management, and human resources personnel amongst other stakeholders on 

the most prominent factors to focus attention on when developing retention and 

leadership strategies, as well as human resource management policies. From a 

two-factor theoretical model perspective, these policies and strategies could 

focus on factors that promote job satisfaction as the main priority inputs when 

developing employee value propositions. The insights could further probe 

different levels of management within organisations to develop strategies that 

assist in predicting employee turnover intention before the actual turnover.  

Additionally, organisations could get insights into highly demanded skills in the 

industry and prioritize training and development of employees as part of 

contingency resource planning to ensure continued organisational effectiveness. 

As cited by many authors, high turnover can also damage an organisation's 

reputation, making it less attractive to potential investors, employees, and 

customers. By proactively addressing turnover factors, organisations can create 

a virtuous cycle where a positive reputation as an employer of choice attracts 

talented individuals, and in turn, the organisation's improved performance and 

customer satisfaction further enhance its reputation in the marketplace. 
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Research has also revealed that employee turnover has cost implications on 

organisations related to recruiting and training new employees, as well as the 

loss of productivity during the transition (Li, Lourie, et al., 2019), therefore, in 

essence, insights provided by this study can help organisations save cost by 

reducing the need for frequent new hires and help organisations retain 

experienced employees who can mentor, share knowledge and skills, and 

contribute to a more productive workforce. According to Dwesini (2019), a 

consequence of high employee turnover is low spirits and enthusiasm among 

employees who remain in that organisation, such employees often feel 

overworked. So, the findings of this research aim to assist organisations to also 

develop workplace improvement initiatives that may help improve other 

employees’ morale and commitment and improve job satisfaction. 

The study findings will be of great benefit to the renewable energy industry at 

large in South Africa as it will human resource aspects that potentially contribute 

to employee movement between competitors and from a policy point of view, 

policies could be developed from this perspective. 

1.6 Delimitations of the study  

a) The study will focus specifically on the renewable energy sector in South 

Africa, particularly solar, wind or hybrid (solar and wind). 

b) The study will solely concentrate on voluntary employee turnover factors 

and exclude any involuntary factors such as terminations.  

c) Regarding data collection, online questionnaires will be the primary 

method used, other approaches like experiments and interviews will not 

be included. 

d)  The study's scope will be limited to the information provided by the 

participants and will not incorporate data from other sources.  

e) This limitation extends to the resources available to the researcher, 

including time, budget, and access to participants. 
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1.7 Definition of terms  

The section outlines various operational definitions and variables used in the 

study with the intention to provide a precise and clear meaning of the keywords, 

concepts, and variables of interest in the study. 

1.7.1 Employee turnover 

Silaban and Syah (2018) define turnover as an outward movement of employees 

or workforce, the author associates such movement with a variety of underlying 

factors including resignation, leaving the organisation, discharge, or death of a 

member in an organisation. While Li, Zhang, et al. (2019) agrees with the 

concept, the author brings a different dimension to turnover and highlights it as a 

rate at which the workforce leaves a particular organisation, raising a need for 

replacement. Li, Zhang, et al. (2019) further believes that if this rate is high, it may 

often result in cost implications related to new recruitment and training. Mamun 

and Hasan (2017) also agrees that this concept is delineated with employee 

movement outside an organisation for many reasons and brings forth an 

argument that such movement can negatively affect an organisation in terms of 

expenditures already highlighted by (Li, Zhang, et al., 2019). The author further 

states that organisations are forced to consider redistribution of the existing 

workforce to fill in turnover gaps but also warns organisations that redistribution 

can result in work overload and ultimately increased turnover intentions. 

1.7.2 Employee retention 

Employee retention is a critical aspect of human resource management that 

focuses on an organisation's ability to keep its employees and reduce turnover 

rates (Gebremichael, 2019). It involves implementing strategies that create a 

positive work environment, promote employee engagement, job satisfaction, and 

foster loyalty (Gebremichael, 2019). Employers adopt various tactics, such as 

providing growth opportunities and recognition, to encourage employees to stay 

longer within the organisation (Jeyaseeli, 2022). From the employee perspective, 
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retention is seen as a strategy where staff members feel confident and committed 

to remaining with the organisation for an extended period (Priya, 2020). By 

prioritizing employee satisfaction, organisations can improve retention rates and 

cultivate a more stable and productive workforce (Gebremichael, 2019). 

1.7.3 Job satisfaction 

This concept refers to an individual's subjective evaluation of level of fulfilment 

and contentment with their job or career. It can be influenced by various factors 

such as job characteristics, work environment, relationships with colleagues, 

compensation, advancement opportunities, and work-life balance (Jeung & 

Jeong Yeon Lee, 2021; Wahyono & Riyanto, 2020). It is a personal assessment 

that varies from person to person based on their unique experiences and 

preferences. Al-Ali et al. (2019) classifies job satisfaction as effective and 

cognitive, where effective job satisfaction increases job happiness while cognitive 

assesses the facets related to the job. GEBREMICHAEL (2019) defines it as 

simply positive emotional state when an employee’s expectations are met, the 

opposite resulting to job dissatisfaction. The concept of job satisfaction according 

to Singh and Sant (2021) differ from employee to employee due to different 

employee personal factors.  

1.7.4 Job dissatisfaction 

Job dissatisfaction can refer to a feeling of discontent or unhappiness an 

employee experiences in their job. From a two-factor theoretical framework, job 

dissatisfaction is caused by several factors, including compensation issues, lack 

of career growth opportunities, poor working conditions, conflicts with co-workers 
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or managers, job insecurity, and lack of recognition or appreciation amongst 

many factors (Ngo-Henha, 2017). 

1.7.5 Renewable energy  

According to the South African government, renewable energy is "energy 

generated from natural resources that can be replenished and are constantly 

renewed, such as solar, wind, hydro, and bioenergy" (Department of Energy, 

n.d.). The South African National Energy Regulator (NERSA) agrees and defines 

renewable energy as "energy from sources that are naturally replenishing and 

are not depleted by consumption, such as wind, solar, hydro, geothermal, and 

biomass" (NERSA, 2017). In the context of this study, renewable energy 

organisations refer to energy generation using solar, wind or hybrid (solar and 

wind).  

1.8 Assumptions  

Voluntary Turnover: The study assumes that employee turnover is primarily 

driven by voluntary reasons, where employees choose to leave their positions 

voluntarily rather than being forced to do so. 

Context: It further assumes that the factors influencing employee turnover may 

vary from other industries or regions due to the unique characteristics of the 

renewable energy sector and the specific context of South Africa. 

Multifactorial Influences: It is also assumed that employee turnover is 

influenced by multiple factors, such as job satisfaction, compensation, 

organisational culture, leadership, and training and development, among others. 

These factors may interact and contribute to the overall turnover of employees in 

the renewable energy sector. 

Individual Differences: The study assumes that individual employees may have 

varying perceptions, experiences, and preferences, which can influence their 

turnover intentions. Therefore, the research acknowledges the importance of 
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considering individual differences when examining the factors contributing to 

employee turnover. 

Generalisability: While the study focuses on the renewable energy sector in 

South Africa, it assumes that the findings and insights gained from the research 

may have broader implications and applicability to other similar industries or 

contexts. 

1.9 Chapter Outline  

This paper follows a structure as detailed. 

Chapter 2 focuses on a critical analysis of different literatures related to employee 

turnover. The chapter analyses, critiques, and assesses what different authors 

have published in terms of various factors related to employee turnover in various 

sectors, organisations and countries. A substantial number of studies has been 

conducted by many authors and this literature review section aims to gather all 

critical insights related to the theoretical underpinnings of job satisfaction and 

dissatisfaction as the core driver or factor contributing to turnover.  

Chapter 3 discusses the methodological approach used to assess employee 

turnover in the renewable energy sector in South Africa. It explains the rationale 

behind the chosen methodology, presents details on data collection, analysis, 

and management, and describes the study design and interpretation. 

Chapter 4 presents the results obtained from data collected from renewable 

organisations in South Africa. It includes an analysis of the data and the findings 

from the questionnaires administered during the study. 

The final chapter summarizes the findings and conclusions derived from the 

questionnaires, relating these findings to the study's theoretical assumptions and 

main objectives. It also addresses any research gaps identified and provides 

recommendations for future research. 
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2 LITERATURE REVIEW AND THEORETICAL 

FRAMEWORK 

2.1 Introduction 

The renewable energy sector in South Africa is experiencing significant growth, 

but it also faces challenges related to employee turnover. The demand for skills 

and knowledge exceeds the available supply, resulting in employees seeking 

better opportunities elsewhere, including higher pay, career development, and 

improved working conditions (Nhende, 2023). Studies conducted by Mabece and 

Fourie (2019) and Prah et al. (2021) indicate that job satisfaction plays a critical 

role in the turnover of renewable energy professionals in South Africa. These 

studies highlight multiple factors contributing to turnover, including work-life 

balance, compensation, job satisfaction, career development, job security, and 

organisational culture. Understanding and addressing these factors is important 

in preventing negative effects on employee morale, job satisfaction, engagement, 

and productivity. Turnover can also lead to a loss of skills, increased 

unemployment, and poverty, impacting both individuals and society as a whole 

(Mabece & Fourie, 2019). Despite the growth of the renewable energy sector in 

South Africa, there is a lack of comprehensive research examining the specific 

factors contributing to employee turnover and the associated impacts on 

employee morale, job satisfaction, and organisational performance, including the 

potential loss of skills and negative socio-economic consequences. 

This chapter aims to provide a comprehensive review of theoretical and empirical 

literature on employee turnover factors, focusing on their relevance across 

different organisations. A systematic approach is used to analyse various 

academic sources, including books, journal articles, and scholarly publications. 

The review evaluates the theoretical concepts used to understand turnover and 

examines the empirical evidence supporting or challenging these concepts. It 

also assesses the research methods used in previous studies, identifying gaps, 
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inconsistencies, and opportunities for further research in the field of employee 

turnover in the renewable energy sector in South Africa. 

2.2 Background discussion 

2.2.1  Conceptualization of employee turnover 

Many authors are encouraging organisations to recognize that employee turnover 

is a multifaceted problem that can greatly affect performance. To tackle this issue, 

Prah et al. (2021) suggests that it is important to first comprehend why employees 

leave and develop retainment plans.  The term "employee turnover" broadly 

defines a state in which employees leave organisations the subsequent filling of 

their positions with new hires. According to Gebremichael (2019), this simply is a 

ratio of the total employees to be replace at an instance over the average number 

of employees. 

2.2.2 Employee turnover and turnover intention 

Multiple studies in literature highlight that employee turnover is often preceded 

by an underlying intention to leave, which, if unaddressed, can ultimately lead to 

turnover. Factors that contribute to turnover include job dissatisfaction, perceived 

organisational support, and job stress. Organisations can reduce turnover 

intentions by focusing on improving job satisfaction and fostering a supportive 

organisational culture (Ngo-Henha, 2017; Indriyani & Meria, 2022; Chen, 2020; 

Akinbode et al., 2022). Wibowo et al. (2021) suggests that turnover intention can 

be predicted using the theory of reasoned action (TRA) which suggests that an 

individual's attitudes and subjective norms influence behavioural intentions, 

which in turn influence ultimate behaviour (Al-Alawi & Al-Marzooqi, 2019).  

2.2.3  Different types of employee turnover 

Employee turnover can be either voluntary or involuntary, a decision by an 

employee to leave is voluntary turnover whereas employment termination by the 
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organisation or due to other reasons such as death (Wahyono & Riyanto, 2020). 

Other authors have classified turnover into functional, where low-performing or 

low-potential employees leave, or dysfunctional, where high-performing or high-

potential employees depart (Gebremichael, 2019).  

2.2.3.1 Voluntary turnover  

Voluntary turnover refers to the situation where employees make a deliberate 

decision to leave their jobs due to personal or professional factors. This type of 

turnover is initiated by the employees themselves, driven by their own choices 

and considerations (Gebremichael, 2019). Organisations can prevent voluntary 

turnover by identifying leading factors and aligning employee value propositions 

to meet their needs. Functional turnover, where underperforming employees 

depart, can benefit the organisation by creating opportunities for others, while 

reducing costs associated with ongoing training. However, dysfunctional 

turnover, when high-performing employees leave, leads to negative 

consequences such as loss of expertise (Chatzoudes & Chatzoglou, 2022). To 

mitigate this, knowledge transfer and retention strategies like training, mentoring, 

and job shadowing are recommended (Alubelkassaw, 2018). 

2.2.3.2  Involuntary turnover  

Involuntary turnover happens when employees are terminated from their jobs 

because of poor performance, misconduct, downsizing, health issues, retirement, 

or violation of contractual agreements (Mathis & Jackson, 2011). It can also be 

initiated by the organisation itself due to performance-related issues, 

underperformance, or compromised company positions that require employee 

layoff (An, 2019). Additionally, Gebremichael (2019) suggests that issues related 

to disability or prolonged illnesses resulting in the incapacity to perform 

contracted duties can also lead to involuntary turnover, including company-

mandated employee layoff under section 189. 
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2.2.4 Employee turnover contributing factors. 

Various studies have examined factors that can contribute to employee turnover, 

and authors agree that different organisations or sectors may be influenced by 

different factors. Therefore, organisations should take the time to study these 

factors to fully understand the prominent ones (Wibowo et al., 2021). These 

factors are generally categorized as personal, organisational, and economic 

factors (Pratiwi & Lo, 2020). 

2.2.4.1  Employee compensation structures  

According to SHRM (2021) employees may leave a company if they are not well 

or fairly compensated for the work scope they perform, or when the compensation 

package is below the competitive rate in the market. Indriyani and Meria (2022) 

further highlights that compensation related issues may also include company 

benefits. Some employees prefer for example, good medical insurances, or 

company vehicles or fuel compensation when their work requires a lot of travelling 

(Silaban & Syah, 2018). 

2.2.4.2  Organisational culture  

The role of organisational culture in employee turnover is crucial, as studies have 

shown. When employees believe there is a mismatch between own values and 

the organisational culture, it is easier to voluntarily leave their organisation (Smart 

& Chamberlain, 2016). Additionally, a workplace culture characterized by 

bullying, harassment, or discrimination can have a toxic effect on employees, 

leading to turnover. Moreover, the lack of recognition and appreciation for 

employees' contributions also contribute to turnover rates (Tanwar, 2017). 

Surveys have identified company culture as the second most important factor in 

employee retention, with the absence of recognition and toxic workplace 

behaviour being cited as prominent reasons for turnover (SHRM, 2018). 
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2.2.4.3 Organisational leadership   

One of the primary reasons for employee turnover is poor management, which 

can be linked to many factors such as inadequate communication, lack of 

support, and unrealistic expectations set by managers (Ajoke, 2020). On the 

other hand, poor management, characterized by a lack of support, ineffective 

communication, and unrealistic expectations, can lead to increased turnover 

(Chen, 2020). Employees may choose to leave a company if there is lack trust in 

the leadership or perceive a lack of transparency and honesty (Eisenberger et 

al., 2002). In fact, a survey by Edelman found that 60% of employees do not trust 

their employer's leadership (Edelman, 2021). These findings highlight the 

importance of effective leadership practices and building trust in leadership to 

reduce turnover rates and foster employee engagement and loyalty. 

2.2.4.4 Career development   

Various authors believe that if employees feel that there are few opportunities for 

professional development and are not receiving the necessary training and 

development, they are likely to quit. According to a survey by Kelly (2019), 21% 

of employees cited a lack of training and development as a top reason for leaving 

their jobs. Additionally, when employees perceive slow career growth or feel 

unchallenged, they may choose to leave. A survey by Caulfield (2022) identified 

lack of career advancement as a top reason for employee turnover. 

2.2.4.5 Workload   

Employees may leave a company if they feel overwhelmed or stressed due to 

excessive work or job demands. Stress has been found to be one of the top 

reasons for employee turnover according to a study by (American Psychological 

Association, 2017). If job expectations do not match the reality of the job, or if 

employees were misled during the hiring process, they may also leave the 

company. Work-life balance is also a significant factor that can influence 

employee turnover (FlexJobs, 2019).  
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2.2.4.6  Personal reasons   

Employees may also leave a company for personal reasons, such as family 

obligations, health issues, or career changes. While these factors may be out of 

the employer's control, they can still contribute to employee turnover (Saeed, 

2022). 

2.2.5 Employee retention 

Retention of employees is a critical aspect for organisations due to its role in 

maintains institutional knowledge, reducing turnover costs and enhancing 

productivity (Chatzoudes & Chatzoglou, 2022). Arasanmi and Krishna (2019) 

believes that retaining skilled employees is a managerial challenge, particularly 

with younger generations who tend to switch jobs frequently. According to 

Wibowo et al. (2021), organisations should adopt proactive recruitment 

strategies, integrate people and organisational needs in policy development, 

provide growth opportunities, competitive compensation, and foster a positive 

culture. Fan et al. (2022), believes supportive leadership and effective expatriate 

management practices, such as cross-cultural training, can significantly reduce 

turnover rates and create a supportive work environment in multinational 

organisations. Therefore, investing in these areas leads to increased retention, 

employee engagement, and improved business performance (Samovar et al., 

2015). 

2.3 Empirical research 

Employee turnover presents a major challenge for organisations worldwide, 

including South Africa. This empirical research review aims to provide an 

overview of existing studies on employee turnover, the impact of turnover on 

organisational performance, the role of organisational culture on employee 

turnover, effects on employee well-being, and factors contributing to turnover 

intentions. By analysing the findings from these authors, the review aims to offer 

a comprehensive understanding of employee turnover and provide insights for 
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organisations to develop effective retention strategies. Table 1 presents a 

summary of key themes identified through a review of more than 30 literature 

sources on different employee turnover concepts. 
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Table 1: Research Gaps Overview 

Theme Articles  Research gaps Reference 

Employee compensation influence 

on turnover 

3 • What employee pay packages, flexible work systems and other benefits promote employee 

commitment? 

(Susanti & Herminingsih, 

2022), (Jahya et al., 

2020) 

Organisational culture and 

commitment 

10 • Provision of direct work supervision and trust as basis of good organisational culture  

• How organisational culture influence turnover in different generations and nationals?  

• Can organisational justice, employee engagement promotes a sense of belongingness in other 

industries?  

• Exploration of organisational culture initiatives and leadership development in different 

industries  

(mohammad et al., 

2022), (Indriyani & 

Meria, 2022), (Folry, 

2022) 

Job satisfaction and employee 

engagement 

7 • Effect of employee regular surveys and employee evaluations on identification of real employee 

problems and needs. 

• What leadership strategies can stimulate effective organisational commitment amongst 

workers? 

(Wibowo et al., 2021), 

(Wahyono & Riyanto, 

2020) 
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• Effect of overtime, workload and work stress on employee commitment and job satisfaction 

• Leadership role on socialization with employees 

Training and development impact on 

Turnover 

4 • Employee career development plans as a factor that promotes employee commitment (Pratiwi & Lo, 2020) 

Employee focused retention 

strategies 

 

 

6 • How can human resource management systems promote sustainable employee performance 

through employee motivation and skills development? 

• Leadership styles as a main driver of employee retention 

• Pro-innovative human resource practices in modern technology driven organisations.  

• Organisational leadership engagement of employee wellness and scope of work evaluation 

(Saeed, 2022), (Ajoke, 

2020), (Gadomska-Lila 

& Rogozińska-

Pawełczyk, 2022) 
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2.3.1 Theme 1: Employee compensation influence on turnover. 

Compensation's impact on turnover intention has been studied in different 

contexts. Susanti and Herminingsih (2022) found that compensation significantly 

reduced turnover intention among IT workers but cautioned that findings may not 

be generalizable. In their study on the finance sector in Malaysia, Jahya et al. 

(2020) examined the drivers of turnover intention among Generation Y 

employees and identified training and development, organisational culture 

compensation, as significant factors. The findings emphasize the importance of 

fair compensation in reducing turnover intention, particularly among Generation 

Y employees. However, the authors suggest that further research is necessary 

to understand the impact of other compensation benefits, such as work flexibility, 

hybrid working models and medical contributions, on retention when the basic 

compensation is considered fair (Srivastava, 2015).These studies shed light on 

the multifaceted nature of compensation and its influence on turnover intention, 

suggesting the need for comprehensive compensation strategies to effectively 

retain employees.  

2.3.2 Theme 2: Organisational culture and commitment 

Theoretical research emphasizes the importance of a positive organisational 

culture in reducing employee turnover. For instance, studies by Indriyani and 

Meria (2022); Jahya et al. (2020); Susanti and Herminingsih (2022) found that 

employee turnover and organisational culture are negatively correlated. 

According to Indriyani and Meria (2022) positive work cultures characterized by 

good relationships, support, and respect create a comfortable and conducive 

environment that promotes employee longevity. Mohammad et al. (2022) found 

that organisational culture influences job satisfaction, leading to turnover. 

However, acknowledges that more research is needed to explore the mediating 

role of culture in other sectors. Folry (2022) study in the manufacturing industry 

highlighted the negative impact of poor organisational culture on productivity and 

its link to motivation, job commitment, and satisfaction. (Susanti and Herminingsih 

(2022) suggests that leaders play a critical role in driving a positive work culture, 
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while employees also share responsibility. The author also believes that 

continuous assessment and improvement of culture are necessary to reduce 

turnover, particularly among younger generations. Research in various contexts 

has highlighted the significant impact of positive organisational culture on 

reducing employee turnover, emphasizing the need for further investigation into 

the role of culture in turnover intention and the development of leadership 

initiatives to foster a positive work environment within the renewable energy 

sector. 

2.3.3  Theme 3: Job satisfaction and employee engagement 

Work motivation and employee engagement are key factors that influence 

employee turnover (Susanti & Herminingsih, 2022). Wahyono and Riyanto (2020) 

conducted a study which found a significant correlation between job satisfaction 

and organisational commitment in predicting employee turnover. This implies that 

employees who experience greater job satisfaction and demonstrate a higher 

level of commitment to their organisation are less inclined to leave. Focusing on 

work motivation, employee engagement, and minimizing work stress can create 

a conducive work environment that reduces turnover rates (Wibowo et al., 2021). 

This is also proven in a quantitative study by (Jahya et al., 2020) amongst a 

generation between 18 and 40 years that when employees perceive or 

experience a positive work culture, they are unlikely going to resign. According to 

the findings from these researchers, future research should explore employee 

needs and leadership strategies that promote organisational commitment to 

effectively reduce turnover. This can save organisations time and resources 

associated with hiring and training new employees (Wahyono & Riyanto, 2020). 

The discussed literature offers useful insights into how organisational 

commitment, job satisfaction, work motivation, and employee engagement 

impact employee turnover. Nevertheless, there exists a visible gap in research 

pertaining to the precise circumstances of the renewable energy sector. Further 

investigation is needed to understand how these factors operate within the unique 

dynamics of the renewable energy industry to develop targeted strategies for 

reducing turnover and improving employee retention in this sector. 
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2.3.4 Theme 4: Training and development impact on Turnover 

Training and development initiatives have consistently shown to decrease 

turnover intention and enhance work commitment among employees (Jahya et 

al., 2020; Pratiwi & Lo, 2020). These initiatives also serve as a tangible 

demonstration of the organisation's commitment to their growth and success. By 

offering comprehensive and tailored training opportunities aligned with 

organisational goals, organisations can foster job satisfaction and career 

development, resulting in reduced turnover intention and increased employee 

retention. Continuous monitoring and improvement of these initiatives are crucial 

for maximizing their effectiveness in reducing turnover employees (Jahya et al., 

2020; Pratiwi & Lo, 2020). Although research has consistently shown that training 

and development initiatives can decrease turnover intention and enhance work 

commitment among employees, there is a need for further exploration of the 

specific types of training programs and approaches that are most effective in the 

renewable energy sector. Additionally, the impact of continuous monitoring and 

improvement of these initiatives on long-term employee retention warrants further 

investigation to ensure their sustained effectiveness in reducing turnover.  

2.3.5 Theme 5: Employee focused retention strategies 

The consequences of turnover, as highlighted by multiple authors, can have 

adverse effects on the organisation's reputation, making it difficult to attract and 

retain highly skilled employees. Recent research findings from various studies 

reveal the following retention strategies.  

2.3.5.1  Improving job satisfaction  

In a study conducted by Ghani et al. (2022) in the Indian hospitality organisation, 

it was shown that work satisfaction plays a crucial role in predicting employee 

retention. The study employed a quantitative research methodology and collected 

data from a sample of 400 employees. It found a robust correlation between job 

satisfaction and employee retention. In a comparable manner, Kaur (2013) 

carried out a quantitative investigation in the Indian manufacturing sector, 
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encompassing a group of 400 employees. The study examined the influence of 

meaningful work and autonomy on both job satisfaction and turnover intention. 

The results suggested that offering employees with meaningful work and 

independence can enhance job-related contentment and reduce turnover. The 

research findings stress the importance of job satisfaction in employee retention 

and propose that providing meaningful work and autonomy can be efficacious 

approaches for mitigating turnover rates. Although there is already research on 

the association between job satisfaction and employee retention, there is a 

shortage of knowledge published to date about specific strategies and 

interventions that companies may use to improve job satisfaction and effectively 

decrease turnover rates. 

2.3.5.2  Providing growth opportunities  

Quantitative research conducted by Aleem and Bowra (2020); Raza et al. (2020) 

demonstrates the positive impact of growth opportunities and training and 

development on reducing turnover intention. Both studies found that providing 

career growth and advancement opportunities, as well as training and 

development programs, increased employee engagement, commitment, and 

motivation, leading to lower turnover rates. These findings highlight the 

significance of offering growth and development opportunities to employees as a 

strategy to enhance engagement, commitment, and ultimately reduce turnover 

within organisations.  

2.3.5.3 Offering competitive compensation and benefits  

The study conducted by Nguyen et al. (2020) employed quantitative research 

methods to investigate the relationship between job satisfaction, compensation 

and incentives and turnover intention in the hotel industry. The findings revealed 

that providing competitive compensation and benefits can effectively reduce 

turnover rates by enhancing employee satisfaction and motivation. Similarly, in a 

related study, Soltani et al. (2020) investigated the influence of flexible benefits 

packages on job satisfaction and retention. Their research involved collecting 

data from 200 employees in the private sector using a quantitative research 
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approach. The study demonstrated that offering flexible benefits packages can 

significantly increase employee retention. These findings emphasize the 

significance of offering competitive compensation, benefits, and flexible benefits 

packages in promoting job satisfaction and reducing turnover. Although Nguyen 

et al. (2020) and Soltani et al. (2020) have conducted research on the relationship 

between compensation, benefits, and job satisfaction with turnover intention, 

there is a need for more research into the precise strategies and approaches that 

organisations can employ to successfully implement competitive compensation, 

benefits, and flexible benefits packages to decrease turnover rates in various 

industries and contexts. 

2.3.5.4  Fostering a positive organisational culture  

Research by Gallup (2021) and Kim et al. (2020) indicates that a positive 

organisational culture, supportive work environment, and promoting work-life 

balance can effectively reduce employee turnover. Additionally, studies by (Basu 

& Srivastava, 2021; Sakthivel & Rajendran, 2018) highlight the significance of 

cross-cultural training in multinational organisations, as it helps employees adjust 

to new environments and decreases turnover due to culture shock. These 

findings suggest the importance of creating a favourable workplace environment 

while providing essential assistance to improve employee satisfaction, reduce 

intentions to leave, and retain top talent. In the context of the renewable energy 

industry, there is a notable gap in research that specifically examines the impact 

of organisational culture, work environment, work-life balance, and cross-cultural 

training on employee turnover. While there are studies available in other 

industries, more research is needed to understand how these factors uniquely 

affect turnover rates within the renewable energy sector. This research gap 

highlights the need for industry-specific studies that investigate the effectiveness 

of interventions and strategies aimed at reducing turnover and improving 

employee retention in renewable energy organisations. 
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2.3.5.5 Supportive leadership  

In a quantitative study conducted by Eisenberger et al. (2002) the researchers 

found that supportive leadership is an effective approach to increase employee 

retention. The study involved 221 participants from a healthcare organisation and 

highlighted the significance of fostering a positive work environment, building 

trust, and showing respect towards employees. Similarly, ee and Mitchell, (2021) 

conducted a study in the service industry involving 241 employees. Their findings 

supported the notion that supportive leadership, in combination with a positive 

organisational culture, can effectively reduce employee turnover. The study 

concluded that employees who perceived their leaders as supportive were less 

likely to have turnover intentions. These studies emphasize the importance of 

supportive leadership and a positive organisational culture in promoting 

employee retention. These findings highlight the need for organisations in the 

renewable energy industry to focus on fostering supportive leadership behaviours 

and creating a positive work environment to enhance employee retention.  

2.4 Analytical framework 

2.4.1 Theoretical framework  

Many authors have investigated employee turnover factors in different 

organisations, countries, sectors, population groups, etc. Authors 

have analysed many variables using different theoretical and conceptual 

frameworks. However, the theoretical foundations for most of authors 

investigating the causes of employee turnover are rooted in Herzberg's Two-

Factor Theory, commonly referred to as the Motivation-Hygiene Theory 

(Herzberg, 1968). The theory was proposed by Frederick Herzberg, a psychology 

researcher, in 1959 (Herzberg, 1968). It offers a beneficial model for 

understanding employee motivation and job satisfaction. In the context of the 

renewable energy sector in South Africa, where turnover can have significant 

financial and operational implications, there is an opportunity to explore this 
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theory to identify the most influential factors and develop effective talent 

management strategies.  

Herzberg's two-factor theory distinguishes between motivator factors, which 

contribute to job satisfaction, and hygiene factors, which address employees' 

basic needs and prevent dissatisfaction (Herzberg, 1968). In accordance with 

Herzberg's Two-Factor Theory, the presence of motivator factors enhances job 

satisfaction and intrinsic motivation, while the presence of hygiene factors 

prevents discontentment. To mitigate turnover, organisations should prioritize 

addressing both hygiene and motivator factors, fostering a work environment 

conducive to job satisfaction and intrinsic motivation (Herzberg, 1968). This 

theoretical framework holds practical implications for leaders and human 

resource management in the renewable energy sector, aiding their 

comprehension and handling of the factors influencing employee contentment 

and retention. Herzberg's two-factor theory forms the basis for several other 

theories examined in the literature, including job embeddedness, equity theory, 

and job happiness (Adams, 1965; Mitchell et al., 2001). 

2.4.2 Theoretical framework application 

This theory remains prevalent, and many authors have explored it as a research 

framework in many domains including (Rachman, 2021), (Foley, 2022), (Singmin 

Lo, 2020), (mohammad et al., 2022). The theory offers significant perspectives 

on practical strategies that managers can employ to encourage and keep 

employees (Rozos, 2022). An important advantage of Herzberg's Two-Factor 

Theory is its emphasis on internal factors, which have a direct correlation with job 

satisfaction (Gebremichael, 2019). The theory highlights the significance of job 

satisfaction and employee motivation in order to maintain consistent employee 

engagement and mitigate employee turnover (Kodom et al., 2018). By focusing 

on these factors, the theory suggests that leaders can develop strategies that are 

conducive to higher levels of job satisfaction and retention of employees.  

An empirical study by Singmin Lo (2020) found that good interpersonal 

relationships, positive working environment, job security and competitive salary 
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motivate workers. While Y. Liu & Liu (2020) discovered that job satisfaction 

reduces turnover intention, with organisational commitment partially mediating 

the relationship. Mihail and Liminosu (2020) found that job satisfaction mediated 

Herzberg's motivators and turnover intentions but was not significant between 

hygiene factors and turnover intentions. However, Jeung and Jeong Yeon Lee 

(2021) examined how perceived stress affects job satisfaction, burnout, and 

turnover intention among South Korean hotel employees. Perceived stress 

decreased job satisfaction and increased burnout and turnover intention. Job 

satisfaction partially mediated perceived stress and turnover intention (Jeung & 

Jeong Yeon Lee, 2021).  

In a study conducted by Kodom et al. (2018), the authors investigated the factors 

that affect the ability of employees to stay in a Ghanaian electrical firm. The study 

discovered that job satisfaction acted as a mediator in a relationship among 

various factors, including leadership support, organisational justice, commitment, 

work environment, training, and compensation. The study also emphasised the 

influence of age, gender, experience, and education on job satisfaction and 

employee retention. Employee retention was found to be influenced by factors 

such as promotion chances, remuneration, and training. Kodom et al. (2018) 

recommended that management give priority to these aspects when formulating 

retention strategies.  

These empirical studies highlight the enduring relevance of Herzberg's Two-

Factor Theory in comprehending employee turnover and devising strategies to 

mitigate turnover rates across diverse industries. Several authors propose that 

organisational leaders should strategically emphasize the nature of work itself, 

offering employees opportunities for autonomy, responsibility, and personal 

growth to enhance job satisfaction. Additionally, management should address the 

job environment, encompassing policies, procedures, supervision, and working 

conditions, to minimize dissatisfaction (Herzberg, 1968; Kodom et al., 2018). 

Despite its relevance, authors have also pointed out that the theory carries certain 

limitations, the main being that it believes satisfaction and discontent are at 

opposite ends of a spectrum (Ngo-Henha, 2017). However, research has shown 
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that employees can feel both satisfaction and dissatisfaction at the same time, a 

phenomenon known as ambivalence (Mitchell et al., 2001; Priya, 2020). To 

overcome this constraint, researchers can apply more complex measures of job 

satisfaction and investigate the complex relationships between many factors that 

influence employee motivation (Mihail & Liminosu, 2020). 

2.4.3 Review of other theories 

2.4.3.1 Job Embeddedness Theory  

The review of other theories related to employee turnover provides valuable 

insights into the factors influencing turnover and retention within organisations. 

Job Embeddedness Theory emphasizes the extent to which an employee's job is 

connected to other aspects of their life that influence the likelihood for an 

individual to stay. This theory complements Herzberg's Two-Factor Theory by 

considering factors such as fit, links, and sacrifice, which can impact turnover 

intentions (Mitchell et al., 2001). 

2.4.3.2 Equity Theory 

The Equity Theory emphasizes the significance of equity in the workplace, where 

perceived imbalances can result in job dissatisfaction and heightened intentions 

to leave (Adams, 1965). This theory is consistent with Herzberg's Two-Factor 

Theory, which highlights the significance of motivators and hygiene factors in 

influencing both job contentment and discontentment (Herzberg, 1968). 

2.4.3.3 Job Satisfaction Theory 

The Theory of Job Satisfaction posits that employees who attain satisfaction in 

their work are less inclined to resign from their positions (Tietjen & Myers, 1998). 

Elements like maintaining a healthy work-life balance, having job security, 

accessing growth opportunities, and cultivating positive relationships contribute 

to fostering job satisfaction (Tietjen & Myers, 1998). Herzberg's Two-Factor 

Theory aligns with this concept as it identifies motivators that directly influence 

job satisfaction (Herzberg, 1968). 
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2.4.3.4 Social Exchange Theory 

The theories of Social Exchange and Herzberg's Two-Factor provide insight into 

the phenomenon of employee turnover. According to Social Exchange Theory, 

employees have a mutually beneficial connection with their organisation, and it is 

important for there to be fair exchanges and fulfilling work experiences (Blau, 

1964). Herzberg's approach emphasises the importance of motivators and 

hygienic elements in impacting job satisfaction and dissatisfaction. 

2.4.3.5 Theories explaining employee turnover in South Africa 

In the context of employee turnover in South Africa, several theories have been 

explored. The Push-Pull Theory highlights factors such as job dissatisfaction and 

better job offers as drivers of turnover (Mobley et al., 1978), while the Social 

Identity Theory states that employees who possess a robust sense of loyalty or 

commitment towards their organisations are less inclined to go. (Tajfel & Turner, 

2001). Institutional Theory on the other side considers societal and cultural 

factors, such as unemployment rates and job insecurity, as influencers of turnover 

(DiMaggio & Powell, 2000). 

The Person-Environment Fit Theory argues that employees who perceive a high 

degree of alignment between their own values and the goals of the organisation 

are more inclined to remain in their positions (Kristof-Brown et al., 2005). Overall, 

Herzberg's Two-Factor Theory underpins the different theories explored by 

various researchers to understand factors contributing to employee turnover. 

Herzberg provides a framework for understanding the motivational aspects of 

employee turnover, while the theories offer additional perspectives and context 

specific to the South African environment. Combined these theories contribute to 

a broader knowledge of the factors influencing employee satisfaction, 

dissatisfaction, and turnover. 
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2.4.4 Conceptual framework  

Herzberg's Two-Factor Theory is used to examine employee turnover in South 

Africa's renewable energy sector. The framework assumes that turnover is a 

function of job satisfaction and informs organisations of the sources of job 

dissatisfaction so they may develop or improve strategies, policies, and 

processes to retain top talent and reduce the negative business performance and 

continuity effects of turnover (Herzberg, 1968).  

The provided framework seeks to outline the relationship between employee 

turnover and several independent variables within renewable organisations in 

South Africa. These variables include organisational culture, leadership, and 

compensation. The framework posits that when these factors are effectively 

managed, employees experience satisfaction, and job satisfaction acts as a 

mediating factor in the relationship between these variables and turnover.  

The conceptual framework proposed is heavily influenced by the review of 

literature and empirical studies conducted by various authors including Silaban 

et al. (2018) and Gebremichael (2019) who looked at compensation and 

Organisational commitment as factors contributing to turnover, while J. Liu et al. 

(2018) focused on training and development factors. Mohammad et al. (2022) 

focused on work cultural aspects mediating turnover and job satisfaction. The 

review of literature from Jeung and Jeong Yeon Lee (2021); Kodom et al. (2018); 

Mihail and Liminosu (2020); Mohammad et al. (2022); Silaban et al. (2018) and 

others significantly contributed to the construction of the conceptual framework 

as depicted in figure 1 below. 
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Figure 1: Conceptual Framework (Source: Own model developed from 

Herzberg's Two-Factor Theory) 

The next section examines all the proposed variables and concepts. The 

framework seeks solutions to renewable energy personnel turnover issues. 

Understanding employee turnover factors in the renewable energy sector is 

crucial for effective talent management strategies. By addressing these factors, 

companies can reduce the turnover rate, retain valuable employees, and 

enhance organisational performance amongst other benefits studied through 

literature (Al-Ali et al., 2019; Priya, 2020). 

2.4.4.1 Relationship between turnover independent variables and 

employee turnover  

Literature has identified many factors directly contributing to employee turnover, 

amongst those identified as focal points for this study is Organisational culture, 

organisational leadership, Employee compensation as studied by authors such 

as (Akinbode et al., 2022; Chen, 2020; Pratiwi & Lo, 2020; Rachman, 2021a). 

However, there is a lack of studies explicitly examining the interaction of these 

factors and their collective influence on employee turnover in the renewable 

energy industry, highlighting a gap in the current body of literature. The table 2 

below provides a broad overview of the conceptual definition of the different 

independent variables, how they have been measured by various authors to 
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justify and substantiate how this study aims to measure these constructs and 

guide the research process. 
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Table 2:Turnover Independent variables relationship to employee turnover measures 

Variable  Conceptual definition Variable measures  References 

Organisational 

culture 

 

• Employees are likely to stay if the culture is positive and 

enabling 

• Shared values and beliefs, Positive attitudes and behaviors, Clear 

organisational structure, Strong employee relationships, diversity and 

inclusion, open communication, employee recognition and 

appreciation 

(mohammad et al., 2022; 

Samovar et al., 2015; 

Susanti & Herminingsih, 

2022) 

Organisational 

leadership 

• Effective organisational leadership encourages 

employees to stay 

• Clear vision and strategy, Innovation and continuous improvement, 

Accountability, Results-delivery, employee engagement 

(Ajoke, 2020; Chen, 2020) 

Employee 

compensation 

• When employees are satisfied with the compensation 

structures, they are likely going to remain committed 

• Competitive salary and benefits, Transparency of payment grades, 

performance-based pay, employee satisfaction 

(Nguyen et al., 2020; 

Silaban & Syah, 2018; 

Susanti & Herminingsih, 

2022) 
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Based on the context provided, the following hypothesis to be used for the 

research study based on the objectives are therefore deduced. 

Table 3: Independent Variables Hypothesis 

Independent 

variable  

Hypothesis 

Hypothesis 1 

(Organisational 

culture) 

H0: There is no negative and significant relationship between Organisational culture and employee 

turnover. 

H1: There is a negative and significant relationship between Organisational culture and employee 

turnover 

Hypothesis 2 

(Organisational 

Leadership) 

H0: There is no significant relationship between Organisational leadership and employee turnover. 

H1: There is a significant relationship between Organisational leadership and employee turnover 

Hypothesis 3 

(Employee 

Compensation)  

H0: Employee compensation has no negative and significant effect on employee turnover. 

H1: Employee compensation has a negative and significant effect on employee turnover  

2.4.4.2 Job satisfaction relationship to employee turnover  

Job satisfaction is a multifaceted concept that pertains to an individual's 

comprehensive attitude and emotions regarding their job. There are several sub-

constructs or dimensions of job satisfaction that have been identified by 

researchers (Mabece & Fourie, 2019; Mihail & Liminosu, 2020) as tabulated 

below. 
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Table 4: Job satisfaction relationship to Employee turnover Measures 

Variable  Conceptual definition Variable measures  References 

Supervisory 

support  

• Job satisfaction is higher for employees who get 

help and feedback from managers. 

• Level of employee engagement, employee direction, level of 

employee knowledge, employee confidence, Positive 

feedback from employees 

(Gadomska-Lila & Rogozińska-

Pawełczyk, 2022; Li, Zhang, et al., 2019; 

Mihail & Liminosu, 2020) 

Job autonomy • This construct refers to the degree of control 

employees have over their work. Autonomy 

boosts job satisfaction. 

• Decision-making authority, Flexibility, level of trust and 

support from management 

(Chatzoudes & Chatzoglou, 2022; 

Kristof-Brown et al., 2005; Srivastava, 

2015) 

Co-worker 

relationships 

• Positive coworker relationships improve job 

satisfaction.  

• Employee collaboration, cohesion, peer-peer knowledge 

sharing, level of trust, level of positive and open 

communication 

(Kristof-Brown et al., 2005; Singh & Sant, 

2021) 

Workload • Employees who feel that their workload is 

manageable and reasonable are more likely to 

have high levels of job satisfaction. 

• Clear priorities, Adequate resources, manageable 

expectations, level of absenteeism  

(Gebremichael, 2019; Jeung & Jeong 

Yeon Lee, 2021; Singh & Sant, 2021) 
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Task 

significance 

• Employees that believe their work matters are 

more satisfied. 

• Level of decision-making authority, level of trust, level of 

feedback and recognition, amount of challenging work to 

encourage employees to apply their skills and experience 

(Jeung & Jeong Yeon Lee, 2021; Mihail 

& Liminosu, 2020; Rozos, 2022) 

Career 

development 

• This study defines career development as 

organisational efforts to improve employees' 

knowledge, skills, and talents. 

• Training and clear development plans 

encourages employees to stay 

• Clear learning and development goals, Structured training 

programs, Performance management, Mentoring and 

coaching, Career development, Succession planning 

 

(Aleem & Bowra, 2020; Raza et al., 2020) 

 

Based on the context provided above, the following hypothesis is therefore deduced as follows. 

Table 5: Mediating Variable Hypothesis 

Mediating variable  Hypothesis 

Hypothesis 4 (Job 

Satisfaction) 

H0: Job Satisfaction does not mediate the relationship between the independent variables (organisational culture, organisational leadership, employee 

compensation) and employee turnover. 

H1: Job Satisfaction mediates the relationship between the independent variables (organisational culture, organisational leadership, employee compensation,) 

and employee turnover  
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2.5 Conclusion of Literature Review  

Existing research on employee turnover has revealed several gaps that warrant 

further investigation across different industries. These research gaps present 

valuable opportunities to explore employee turnover factors in various contexts 

and sectors, including the renewable energy sector in South Africa. Through a 

comprehensive literature review, five core themes have emerged as significant 

areas of interest. 

One theme focuses on the relationship between compensation and employee 

turnover, highlighting the need for more research to understand how 

compensation influences turnover in industries such as renewable energy. 

Another theme revolves around organisational culture and commitment, 

emphasizing the importance of exploring how organisational culture impacts 

turnover in different types of organisations and among different generations of 

employees. Understanding the cultural aspects that significantly influence 

employee turnover is essential. 

The role of leadership in employee turnover is another significant theme that 

deserves attention. Effective leadership strategies are crucial for retaining top 

talent across various sectors, and further research is needed to identify the most 

effective approaches. Training and development emerged as an important aspect 

that organisations should prioritize to provide growth opportunities for employees. 

However, further exploration is required to identify the specific elements of 

training and development initiatives that are essential for employee retention. 

Some authors argue that leadership and human resource management systems 

are critical for employee motivation and skill development. This highlights the 

importance of adopting open-minded approaches during policy-making 

processes to ensure that strategies effectively retain employees. The significance 

of employee retention as an objective for organisations to enhance productivity 

and organisational performance was also highlightd as a key theme. Retaining 
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talented employees is crucial for the long-term success of organisations, and 

further research can shed light on effective strategies and practices. 

The existing research on employee turnover has identified several gaps that need 

further exploration, particularly within the renewable energy sector. These gaps 

include an understanding of the relation between compensation and turnover, the 

influence of organisational culture and commitment on turnover, the role of 

leadership in mitigating turnover, the effectiveness of training and development 

programmes in retaining employees, and the importance of employee retention 

as an organisational objective. To address these gaps, further research is needed 

to examine these factors specifically in the context of the renewable energy 

industry in South Africa. 

The gaps revealed through the literature assessment have played a role in the 

development of a conceptual framework to test multiple hypotheses, based on 

Herzberg's Two-Factor Theory. The purpose of these hypotheses is to identify 

correlations between several independent variables, such as organisational 

culture, leadership, compensation, and their influence on employee turnover. 

Furthermore, the importance of job satisfaction as a mediator. 

The primary goal of evaluating these hypotheses is to identify the most pertinent 

factors that contribute to employee turnover in the renewable energy sector in 

South Africa. By establishing these relationships, the framework can provide 

insights and focal points for organisations in developing effective employee 

retention strategies and reducing dysfunctional voluntary turnover. 
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3 RESEARCH METHODOLOGY 

This chapter presents a concise overview of the research approach, paradigm, 

design, and the techniques utilized for data collection and analysis. Ethical 

considerations, including obtaining informed consent, maintaining confidentiality, 

and safeguarding data, are also discussed. Moreover, the chapter examines the 

limitations of the study and the implications of the research findings, fostering a 

comprehensive understanding of the research process and highlighting the 

significance of the study's results. 

3.1 Research approach 

Many authors have conducted research using different research methods i.e., 

quantitative research, qualitative research, or a combination of these methods. 

The study employs a quantitative cross-sectional survey as the research 

approach. The study uses a quantitative cross-sectional survey as its research 

methodology. The technique entails gathering data from a selected group of 

individuals at a specific moment in time to investigate the correlation between 

variables and collect quantitative data (Fowler, 2013). By using a survey 

questionnaire, a large amount of data was collected efficiently, allowing for a 

broader representation of the target population in the renewable energy sector in 

South Africa. The survey consisted of structured questions with predefined 

response options, enabling the measurement of variables related to employee 

turnover, such as job satisfaction, compensation, leadership styles, 

organisational culture, and other relevant factors. The quantitative cross-

sectional survey approach provided statistical data that was analysed to identify 

patterns, trends, and associations among variables, contributing to a 

comprehensive understanding of the factors influencing employee turnover in the 

renewable energy sector (Babbie, 2017). 

The research involved the administration of surveys to a sample of participants 

in the target population. The quantitative approach provided a structured and 

objective method for data collection and analysis (Babbie, 2017; Creswell, 2014; 
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Maree & Pietersen, 2010), allowing for generalization and making inferences 

about the larger population of the factors influencing employee turnover in the 

renewable energy sect. The approach also offered the advantage of providing 

precise and measurable data, enabling the researcher to quantify the extent and 

magnitude of relationships between variables. The findings from the quantitative 

analysis contributed to a deeper understanding or and provide evidence-based 

recommendations for organisations to improve employee retention. 

3.2 Research Paradigm 

The chosen research paradigm for the quantitative data is positivism, which is 

one of several paradigms explored by researchers, including Critical Realism, 

Design Science, and Pragmatism (Creswell, 2014). The decision to employ the 

positivist paradigm is based on the nature of the quantitative section of the study 

which involves testing specific hypotheses or relationships between variables 

(Bryman & Emma, 2015).  

The positivist paradigm was suitable for this study because it prioritizes objectivity 

and aims to minimize personal bias and interpretation during data collection and 

analysis. This emphasis on objectivity ensured that the study findings are reliable 

and valid (Sekaran & Roger, 2016). By adopting the positivist paradigm, the study 

employed rigorous scientific methods to investigate the factors contributing to 

employee turnover in the renewable energy sector in South Africa. This approach 

enhanced the credibility and robustness of the research findings. 

3.3 Research design 

The research design method was through survey research in the form of online 

questionnaires.  This method was effective in examining the relationships 

between variables, which is essential for understanding the cause and effect of 

various factors contributing to turnover. This design approach involved the 

collection of data through self-reported measures to gather information from a 

sample of individuals that could be used to make inferences about a larger 
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population. The method offered several advantages, including efficient data 

collection from a large sample, standardized procedures ensuring consistency 

and reliability, quantitative data analysis for identifying significant factors, 

generalizability to the broader population, and objectivity in data collection and 

analysis (Dillman et al., 2014; Fowler, 2013; J.-O. Lee, 2018) .  

Even though this research design provided a suitable framework for examining 

the factors influencing employee turnover in the renewable energy sector in South 

Africa, other authors cautions that the downside factors researchers are 

encouraged to be aware of include the following.  

• Response Bias: This can occur when respondents do not always provide 

accurate or honest replies to survey questions. This can be attributed to 

social desirability bias, in which respondents give answers they believe 

are socially acceptable or expected. To avoid this, anonymous surveys 

and shortening the survey length to promote more honest responses will 

be employed (Babbie, 2017). 

• Questionnaire Design: Poorly designed survey questions might result in 

imprecise or ambiguous responses, lowering the accuracy of the data 

obtained. To avoid this, the use standardized, clear and concise 

questionnaires and pilot testing the survey before distribution will be 

employed (Fowler, 2013). 

• Response Rates: According to (Babbie, 2017), Low response rates can 

affect the generalizability of the results and limit the sample size. 

Therefore, the use of follow-up reminders, and provide a clear and concise 

explanation of the study’s purpose will be adopted.  

Although there are some limitations associated with the survey research 

approach, it remains suitable for a quantitative method study on the factors 

contributing to employee turnover in the renewable energy sector in South Africa. 

The approach offers several advantages and the proposed mitigation measures 
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helped address the limitations and ensured that the study maintains high data 

quality and reliability, minimizing any potential impact on the research outcomes.  

3.4 Data collection methods 

Data collection employed the use of online questionnaire surveys. This method 

provides several advantages, such as flexibility for participants to complete the 

survey anytime, leading to higher response rates (Baker et al., 2017). The 

strategy is cost-efficient since it eliminates the expenses associated with printing, 

shipping, and human data entry, leading to savings of resources (Asbury et al., 

2019). Additionally, the anonymity offered by online questionnaires encourages 

participants to provide more truthful and straightforward responses (Asbury et al., 

2019) 

Furthermore, the use of online questionnaires enabled automatic data collection 

and analysis, saving time and effort. The online survey used google forms as a 

reliable platform for data collection. The use Likert scale questions to measure 

variables related to turnover factors, job satisfaction, compensation, leadership 

styles, organisational culture was used. The survey was clear, concise, and easy 

to navigate for participants. 

The use of various channels to recruit participants, such as professional 

networks, industry associations, and company contacts was adopted. This was 

done through personalized invitations with a brief explanation of the study's 

purpose and a link to the online survey.  

Participants were given clear and specific instructions on how to utilise an online 

link to offer accurate responses to the survey questions. The questionnaire was 

designed to provide participants with efficiency and convenience, and an 

expected completion time of 10-15 minutes. To enhance the quality of responses, 

the questionnaire design used straightforward and concise language to sustain 

respondents' interest. 
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3.5 Population and sample 

3.5.1 Population 

The scope of this study encompassed employees working in renewable energy 

organisations in South Africa. It included individuals employed in different types 

of renewable energy companies, such as solar, wind, and hybrid companies. The 

target population consisted of employees across various job roles, including 

technical, managerial, and administrative positions, such as managers, 

engineers, technicians, artisans, and administrative staff as shown in table 6. The 

study focuses on investigating the factors that contribute to employee turnover 

within this specific population deemed susceptible to turnover. 

Table 6: Population target 

Population Definition 

Management This population includes all levels of management of the different organisations i.e.. Head of 

departments, plant managers, asset managers, supervisors 

Technical staff This population includes engineers, technicians, electricians/artisan, specialist 

Administrative 

(other) staff 

This population refers to HR personnel, safety employees, administrators, contract 

management personnel, logistics 

3.5.2 Sample and sampling method 

Due to constraints in terms of time, resources, and accessibility, a sample was 

chosen from the population to serve as a representative sample of employees in 

the renewable energy industry in South Africa. A study using a non-probability 

purposive sampling method was used. Purposive sampling aims to discover 

individuals within a community who are probable to possess specific features or 

experiences and are willing to communicate their experiences (Baker et al., 

2017). The sample is the sub-set of the population. The population target is 
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employees of the big five organisations within the renewable sector which each 

has approximately 250 employees. Therefore, 250 multiply by 5 = 1250 which is 

the target population (N). Using a known target population, the sample can be 

estimated using this formula (Baker et al., 2017).  

n = N/(1+N(e)2) 

Where; 

n= sample size, N= Population size, e = margin of error (5%) 

n= 1250/ (1+1250(0.05)2 = 303  

Therefore, the sample was calculated to be at least 300.  

3.6 The research instrument. 

The research instrument is designed to gather information on a range of factors 

that may be contributing to employee turnover in the renewable energy sector in 

South Africa. The instrument contained quantitative research questionnaire 

sections that use a Likert scale.  

3.6.1 Part I: Demographic information  

Participants were requested to include demographic details, encompassing age, 

gender, education level, job position, and industry experience. Collecting this 

information facilitated comprehension of the varied factors influencing turnover 

intentions, all while ensuring the anonymity of participants. 

3.6.2 Part II: Reasons for leaving. 

Part II focused on the reasons for considering leaving the job. Participants were 

asked if they have considered leaving in the last year and to choose the main 

reasons from a provided list.  
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3.6.3 Part III: Factors Contributing to Employee turnover questions. 

A. Organisational Culture  

Participants rated their perceptions of the organisational culture, including values, 

diversity and inclusion, communication, ethics, work-life balance, and employee 

engagement using a Likert scale.  

B. Organisational leadership 

This section asked about the participant's perceptions of the leadership 

effectiveness at their organisation, including communication between 

management and employees, support from supervisors or managers, Employee 

retention strategies, leadership promotion of innovation and continuous 

improvement. 

C.  Employee Compensation 

This section asked about the participant's satisfaction with their current level of 

compensation, it measured what respondents perceive about the 

competitiveness of their salary and benefits, transparency of payment grades, 

performance-based incentives. 

D. Career Development 

Career development included questions about the participant's satisfaction with 

the training and development opportunities provided by their organisation, as well 

as how well the organisation supports employee learning and growth. It also 

asked whether there are structured training programs and development plans 

and general satisfaction levels.  

E. Employee Turnover  

This section measured the level in which employees are intending to leave their 

current organisations.  
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F. Job satisfaction 

This section asked about the participant's overall job satisfaction, as well as their 

satisfaction with specific aspects of their job, such as supervisory support, job 

autonomy, co-worker relationships, workload, and task significance. This section 

was important for understanding how satisfied employees are with their current 

job and what factors may be contributing to dissatisfaction.  

3.7 Data analysis strategies and interpretation 

The aim of this section is to provide a systematic approach used to analyse the 

data and interpret the results.  A structured approach that considered the 

following aspects was adopted.  

3.7.1 Piloting the research instrument 

The first strategy adopted for data analysis included piloting the research 

instrument amongst a small sample of 18 respondents from 4 renewable energy 

organisations in south Africa. This was done to identify and address any issues 

with the research instrument such as unclear, ambiguous, and confusing 

variables or questions in the survey. Other respondents amongst the 18 were 

experts of different levels in the renewable energy sector, academic 

professionals, human resource management individuals who provided clear 

guidance and confirmation of the relevancy of all aspects of the research 

instrument.  

3.7.2 Data preparation and cleaning  

After conducting a successful pilot test of the research instrument, data collection 

was resumed, with a primary focus on professional networks such as LinkedIn. 

The strategy employed to encourage individuals' participation involved the 

regular distribution of surveys and reminders on a weekly basis. These 

communications included sharing insights into response rates and intriguing 

observations, with the aim of generating curiosity among potential respondents. 
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This approach ultimately proved effective in achieving a favourable response rate 

for the research project.  

Following data collection was data preparation and cleaning. This process 

involved organizing, transforming, and checking the quality of data collected from 

research participants. The purpose of this process was to ensure that the data is 

accurate, consistent, and ready for analysis. This included aspects such as data 

organisation, checking for missing data, identifying, and addressing outliers, 

checking for any existing inconsistencies, and transforming the data (Osborne, 

2014). This process was used to test for the goodness of data collected, 

assessing its validity and precision. 

3.7.3 Reliability and Validity Analysis 

This section was dedicated to examining the dependability and soundness of the 

data. Reliability pertains to the consistency and replicability of a measurement, 

ensuring that it produces consistent outcomes when applied to the same sample 

(Sekaran & Bougie, 2016). A measurement is considered highly reliable when it 

consistently yields similar findings upon repetition (Sekaran & Bougie, 2016). 

Conversely, validity refers to the extent to which a measurement accurately 

captures the intended construct without encompassing irrelevant factors. To 

ensure trustworthy results, the measurements should exhibit strong internal and 

external validity. In this study, the reliability of measurements was assessed using 

the Cronbach's alpha coefficient (α). Furthermore, exploratory factor analysis was 

employed to discern the structure and interrelationships among the variables, 

shedding light on their underlying patterns (Sekaran & Bougie, 2016) 

3.7.4 Descriptive statistical analysis  

The IBM Statistical Package for Social Sciences (SPSS) was used to facilitate 

the descriptive statistical analysis, enabling the calculation of descriptive statistics 

for the variables of interest. This involved employing statistical measurements 

such as mean, median, mode, standard deviation, and range computations to 
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accurately depict the distribution and central tendencies of the data. During this 

analysis, data visualization was also conducted to illustrate data trends and 

patterns. Lastly, from the descriptive statistics and data visualizations, data 

interpretation and conclusions were drawn highlighting any observed limitations 

on data. 

3.7.5 Inferential statistical analysis  

In the first step, Pearson correlation analysis was utilized to assess the 

association between employee turnover and the independent variables 

(organisation culture, organisational leadership, employee compensation. This 

analysis aimed to identify any initial correlations between these factors. 

Subsequently, multiple regression analysis was applied to further explore the 

relationship between employee turnover (the dependent variable) and the 

independent variables, namely, organisational culture, organisational leadership, 

and employee compensation. This analysis aimed to understand the direct 

impact of these independent variables on employee turnover. 

In a more comprehensive approach, the mediating variable, job satisfaction, was 

introduced into the regression model. This allowed for an examination of its 

mediating role in the relationship between the independent variables and 

employee turnover. By including job satisfaction, the researcher sought to 

determine how it influenced or mediated the impact of organisational culture, 

organisational leadership, and employee compensation on employee turnover. 

3.8 Possible limitations of the study 

a) Obtaining a large and diverse sample of employees from the renewable 

energy sector in South Africa may be challenging. 

b) Limited time and budgetary constraints may have restricted the research 

ability to thoroughly investigate all relevant factors and collect extensive 

data. 
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c) Findings from a study focused on the renewable energy sector in South 

Africa may have limited generalizability to other industries or geographic 

regions. 

d) External variables such as government regulations, economic situations, 

or developments in technology have an impact on the renewable energy 

business in South Africa. The influence of these external factors on 

employee turnover can be substantial, making it difficult to distinguish the 

effects of internal factors from the broader industry patterns in the study. 

3.9 Quality Assurance 

3.9.1 External validity  

To enhance the external validity of the study on employee turnover in the 

renewable energy sector, various strategies were employed. These include 

ensuring a diverse sample representing different regions and types of companies 

within the sector, providing detailed documentation of the research methodology, 

sampling process, and data collection instruments, and comparing findings with 

existing literature and empirical evidence from other contexts. By employing 

these strategies, the study aimed to increase the generalizability of its findings 

and contribute to the broader understanding of employee turnover in the 

renewable energy sector. 

3.9.2 Internal validity  

To enhance the internal validity of the study on factors contributing to employee 

turnover in the renewable energy sector, rigorous research practices were 

implemented. These practices include conducting a thorough literature review to 

inform the research instrument, employing robust sampling techniques, 

implementing randomization and control measures, and ensuring comprehensive 

and reliable data collection. Statistical analyses, such as regression models, were 

utilized to examine the relationship between the identified factors and employee 

turnover. By adhering to these practices, the study established strong internal 
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validity, reducing the influence of alternative explanations, and increasing 

confidence in the study's findings. 

3.9.3 Reliability  

The study on factors contributing to employee turnover in the renewable energy 

sector implemented measures to ensure reliability. These measures included 

rigorous development of the research instrument, pilot testing, and pre-testing to 

assess clarity and reliability. Clear instructions were provided to participants, 

standardized measurement scales used, and statistical analyses conducted to 

evaluate data reliability. These measures enhanced the reliability of the findings 

and increase confidence in the study's results. 

3.10  Ethical considerations 

3.10.1 Permissions to conduct the study. 

The study obtained the necessary permissions and ethical approvals for data 

collection amongst individual employees of the renewable energy sector in South 

Africa. Participants were required to acknowledge their consent for participation, 

and a set of instructions highlighting confidentiality and privacy was declared to 

the participants. The study was conducted ethically, protecting the rights and well-

being of the participants involved. 

3.10.2 Informed consent and Participation 

The study guaranteed that participants were kept informed and protected 

throughout the research process. Participants were fully told of the voluntary 

nature of their participation prior to their involvement. By choosing to take part in 

the study on employee turnover within the South African renewable energy 

sector, they were providing their informed consent willingly. 
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The participants were made aware that their participation involved completing a 

confidential survey or questionnaire that aimed to explore factors contributing to 

turnover. It was also stressed that their responses would be kept anonymous, 

further safeguarding their privacy. Importantly, participants were assured that 

they could opt out at any point without facing any negative consequences.  To 

establish eligibility, the research instrument initially asked respondents if they 

were employed in the renewable energy sector. This step helped ensure that the 

study focused on relevant individuals. 

The consent process highlighted the voluntary nature of participation and 

reinforced the absence of adverse repercussions for non-participation or 

withdrawal. Moreover, the research upheld strict confidentiality and anonymity 

standards to protect the responses of all participants. Participants were provided 

with contact information, should they have any questions, require clarification, or 

wish to raise concerns about the study. This ensured that participants had a direct 

means of communication with the researchers. 

Lastly, the study adhered to ethical guidelines and institutional requirements to 

uphold the rights and well-being of the participants, further demonstrating its 

commitment to ethical research practices. 

3.10.3 Confidentiality 

Stringent confidentiality measures were implemented to safeguard all collected 

data and maintain the privacy of participants. Participants' personal information 

was anonymized, ensuring that any identifying details are removed. Only 

aggregated and de-identified data was utilized in research report to uphold 

confidentiality. The utmost care is taken to handle the data with strict 

confidentiality, aligning with ethical guidelines and regulations. 

3.10.4 Data Management  

Effective data management is crucial for maintaining data integrity and ensuring 

security. The gathered data is kept securely in a password-protected system with 
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restricted access. Personal identifiers were eliminated or anonymized to uphold 

participant confidentiality. The data will be retained for the necessary duration 

and then securely disposed of in accordance with established protocols. The 

study complies with privacy laws to guarantee the privacy and security of the data 

collected. The study adheres to data protection laws to ensure the confidentiality 

and integrity of the collected data. 
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4 DATA ANALYSIS AND INTERPRETATION 

4.1 Introduction 

The primary objective of this study is to investigate the most prominent factors 

contributing to employee turnover amongst employees in the renewable energy 

sector in South Africa. This chapter focuses on presenting the analysis and 

interpretation of the collected data to address the research objectives. It plays a 

crucial role in transforming raw data into meaningful insights through processes 

such as data cleaning, transformation, interpretation, and analysis. Employing 

quantitative data analysis methods, it seeks to understand the factors contributing 

to employee turnover. Ultimately, the objective is to support data-driven decision-

making processes that can help reduce turnover rates, thereby enhancing the 

stability and performance of organisations operating in the renewable energy 

sector.  

4.2 Data Preparation 

One of the most crucial components of this chapter is data preparation; this 

includes data cleaning and transformation. Cleaning and processing of data were 

mainly conducted to enhance the quality and usability of raw data for analysis 

and modelling. This process involved a systematic process that begins with data 

inspection to understand the dataset's structure and identify issues like missing 

values and outliers. Other key steps include handling missing data, treating 

outliers, transforming variables to meet analysis requirements, and encoding 

categorical variables. Thorough documentation of decisions and validation of the 

cleaned data is crucial. Thoroughly processed data is the basis for precise and 

significant statistical analysis or modelling, guaranteeing dependable insights and 

model effectiveness. For this study, meticulous attention was given to data 

integrity which resulted in the absence of missing data, duplicates, data collection 

errors, or outliers. Given the thoroughness of the data collection process, there 

was no necessity for imputation or standardization. The data was collected 
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through Google Forms, all constructs encoded using a common Likert scale 

coding scheme. "Strongly Disagree" was represented as 1, while "Strongly 

Agree" received a code of 6, with intermediate values for the other response 

categories, such as "Disagree" (2), "Neutral" (3), and "Agree" (4) which further 

enhanced the reliability and accuracy of the dataset. This deliberate choice of 

data collection method aligns with the study's objectives, emphasizing the 

commitment to precision and eliminating potential sources of bias or 

inconsistency.  

4.3 Internal consistency and Reliability (Cronbach’s Alpha) 

Cronbach's alpha is a statistical measure employed to evaluate the internal 

consistency or reliability of a scale or questionnaire. It assesses the degree of 

interrelatedness among a set of items or questions within a measurement 

instrument (Alkhadim, 2022). The Cronbach's alpha test quantifies the degree to 

which the items in a scale are measuring the same underlying construct. It aids 

in assessing the consistency and reliability of a series of questions or items in a 

survey or questionnaire Alkhadim (2022) for example: 

● Consistency - it assesses whether the items within a scale or 

questionnaire are consistent with each other. In other words, it checks if 

the items are measuring the same thing in a reliable (Saputra & Dwikotjo 

Sri Sumantyo, 2022)  

● Reliability- It quantifies the scale's reliability. A higher value of Cronbach's 

alpha indicates more reliability as it signifies that the items in the scale 

consistently measure the same underlying concept (Saputra & Dwikotjo 

Sri Sumantyo, 2022) 

● Internal Structure- It helps to understand the internal structure of a scale 

or questionnaire. If Cronbach's alpha is high, it suggests that the items are 

strongly related to each other, indicating a clear internal structure. If it's 

low, it may indicate that the scale lacks internal consistency (Saputra & 

Dwikotjo Sri Sumantyo, 2022) 
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The Cronbach's alpha test requires a dataset containing responses to scale or 

questionnaire items. The resulting coefficient, which ranges from 0 to 1, is used 

by researchers and survey designers to evaluate the internal consistency and 

reliability of the scale items in measuring the intended construct. A higher 

coefficient value indicates better suitability (Alkhadim, 2022). The minimum 

threshold for Cronbach's alpha is as follows. 

• 0.60 or lower: A Cronbach's alpha below 0.60 may indicate poor internal 

consistency and suggests that the items in the scale are not measuring 

the same underlying construct reliably. 

• A coefficient of 0.70 or above is deemed adequate for research 

purposes, as it signifies a moderate level of internal consistency and 

reliability. 

• 0.80 or higher ensure a strong level of internal consistency (Alkhadim, 

2022; Sand, 2022; Saputra & Dwikotjo Sri Sumantyo, 2022). 

4.3.1 Reliability Statistics Test Results 

Table 7 below provides a summary of the reliability statistics test results using 

Cronbach Alpha. Detailed tables with Cronbach statistics for all the individual 

constructs with their sub-constructs are presented in the appendix B. 

Table 7:Cronbach Alpha test Results 

Research Construct Cronbach's 

Alpha 

Cronbach's Alpha Based on 

Standardized Items 

Number of 

items/questions 

Organisational Culture 0.955 0.955 10 

Organisational leadership and strategy 0.958 0.958 8 

Employee Compensation 0.916 0.917 8 

Career Development 0.939 0.939 6 

Employee Turnover 0.886 0.888 6 
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Job Satisfaction 0.863 0.855 8 

Based on the table above, the following can be deduced. 

• Organisational Culture (Cronbach's Alpha = 0.955), this high alpha 

value of 0.955 indicates excellent internal consistency among the items 

measuring Organisational Culture. It suggests that the items in this 

construct reliably measure the same underlying aspect of organisational 

culture. 

• Organisational Leadership and Strategy (Cronbach's Alpha = 0.958), 

similarly, the high alpha value of 0.958 for Organisational Leadership and 

Strategy signifies strong internal consistency among the items within this 

construct. It indicates that the items collectively measure the intended 

dimensions of leadership and strategic aspects reliably. 

• Employee Compensation (Cronbach's Alpha = 0.916), the Cronbach's 

alpha of 0.916 for Employee Compensation suggests a high level of 

internal consistency among the items measuring compensation-related 

factors. This indicates that the items in this construct are reliably capturing 

the intended aspects of employee compensation. 

• Career Development (Cronbach's Alpha = 0.939), the high alpha value 

of 0.939 for Career Development indicates strong internal consistency 

among the items in this construct. It suggests that the items collectively 

measure the intended dimensions of career development in a reliable 

manner.  

• Employee Turnover (Cronbach's Alpha = 0.886), the Cronbach's alpha 

of 0.886 for Employee Turnover Intention suggests a good level of internal 

consistency among the items measuring turnover intention. It indicates 

that the items are reliably assessing the employee's inclination towards 

leaving the organisation. 

• Job Satisfaction (Cronbach's Alpha = 0.863), the Cronbach's alpha of 

0.863 for Job Satisfaction suggests a moderate level of internal 

consistency among the items measuring job satisfaction. While this is 
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generally good, it's slightly lower compared to some other constructs, 

indicating a somewhat lower reliability.  

4.4 Descriptive statistics  

Descriptive statistics are methods and measures used to summarize and 

describe key characteristics of data, including central tendencies, variability, and 

data distribution. They provide a snapshot of the data's main features, making it 

easier to understand and interpret before further analysis. Common examples 

include mean, median, mode, standard deviation, and graphical representations 

like histograms and box (Ali et al., 2022). 

4.4.1 Response rate 

The response rate is the percentage of individuals who participated in a survey 

out of the total contacted or eligible. It assesses data collection effectiveness and 

represents sample representativeness. A total of 287 responses were recorded 

over a sample size of 300, this resulted in a response rate of 95.67% for this 

study. 

4.4.2 Demographic characteristic analysis  

To gather data that can offer valuable insights and assist in addressing the 

primary and secondary research objectives of this study, demographic data was 

collected from the 287 survey participants. The demographic information 

encompassed elements such as age, gender, educational qualifications, work 

experience, and job title ranking. The following figures provide a summary of this 

demographic information, helping us understand the characteristics of the 

respondents in our survey. 
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Figure 2: Gender Distribution 

Figure 2 above indicates that 56% of the respondents are male, while 44% are 

female. 

 

Figure 3: Respondent’s Age Distribution 

As depicted in Figure 3 above, it becomes evident that the predominant segment 

of respondents falls within the "30 - 40" age category, comprising 67.6% of the 

entire sample. The "18 - 29" age group accounts for 17.4% of the respondents, 

while the "41 - 60" age group constitutes 15.0%.  
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Figure 4: Educational Qualification Distribution 

In accordance with the data presented in Figure 4, it is notable that a substantial 

proportion of respondents hold a "Bachelor's Degree" (44.0%) as their highest 

educational qualification. This is trailed by respondents with a "Master's Degree 

or higher" (35.2%), and those possessing a "Certificate or Diploma" (18.0%). The 

group with a "National Certificate (Matric)" accounts for 2.8% of the total 

respondents. 

 

Figure 5: Work Experience Distribution 

Based on the data presented in Figure 5, it is evident that the largest segment of 

respondents possesses "7 years or more" of work experience, comprising 63.8% 

of the total sample. Following this, the "4 - 6 years" category accounts for 25.4% 

of the respondents, while the "1 - 3 years" category represents 9.4%. A smaller 
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proportion, 1.4%, consists of respondents with "Less than 1 year" of work 

experience. 

 

Figure 6: Job Title Ranking Distribution 

As depicted in Figure 6, the current positions of the respondents are classified 

into three distinct categories: "Administrative," "Management," and "Technical." 

Notably, the largest portion of respondents categorizes their positions as 

"Technical," accounting for 47% of the total sample. Following closely, the 

"Management" category encompasses 41% of the respondents, while the 

"Administrative" category represents a smaller fraction, constituting 12%. 

In the survey, participants were also asked whether they had considered leaving 

their organisation in the last 12 months to gather the many reasons why 

employees are intending to leave. The results are presented in figure 7 below. 
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Figure 7: Employee turnover distribution 

The majority, comprising 80.5% of respondents, indicated "yes," suggesting that 

a significant portion of the workforce had contemplated leaving their current 

workplace during the specified period. On the other hand, 19.5% of respondents 

answered "no," indicating that a noteworthy portion of participants did not 

entertain thoughts of leaving their organisation within the past year. This 

information emphasizes the prevalence of considerations about job changes 

among employees, providing valuable insights into the potential factors 

influencing workplace satisfaction and retention. 

 

Figure 8: Reasons for leaving Current Jobs 
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The data on turnover reasons and their corresponding percentages reveals 

several key insights. Organisational leadership and culture stand out as 

significant factors, with over half of respondents citing leadership issues and 

nearly half pointing to cultural concerns as reasons for considering leaving. 

Career advancement and compensation also play prominent roles, with 42% and 

37.20% of respondents, respectively, expressing these as factors influencing 

their contemplation of departure. Job dissatisfaction, mentioned by 31.60% of 

participants, highlights the importance of overall job satisfaction. Training and 

development, while less frequently mentioned at 16%, still signify the need for 

opportunities for skill growth. These findings emphasize the multifaceted nature 

of employee turnover, suggesting that addressing leadership, culture, 

advancement opportunities, and compensation concerns may be essential for 

enhancing workplace satisfaction and retention. A detailed table with combination 

of reasons provided by participants on contemplating of leaving their current 

organisational roles are presented in the appendix C. 

4.4.3 Mean and Standard Deviation 

The provided descriptive statistics offer insights into the responses across 

various constructs in the dataset. For each item, the statistics include the number 

of responses (N=287), the minimum and maximum values (Likert scale), the sum 

of responses (Sum), the mean (average), and the standard deviation (Std 

Deviation). These measures provide a comprehensive overview of the 

distribution and variability of responses for each surveyed aspect. For instance, 

in the "Organisational Culture" and "Leadership" constructs, the mean values and 

standard deviations reflect the level of agreement or divergence among 

respondents. Similarly, in the "Employee Compensation" and "Career 

Development" constructs, the statistics convey the perceived competitiveness 

and satisfaction levels. The data pertaining to intentions to leave the organisation, 

job satisfaction, and managerial support offer valuable insights into the 

workforce's sentiments.  
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The mean scores and standard deviations were analysed for each construct 

based on responses from 287 participants as shown in table 8. "Organisational 

Culture" had a mean of 3.5509 (SD = 1.32533), indicating a moderately positive 

perception overall. "Organisational Leadership and Strategy" had a mean of 

3.2443 (SD = 1.32754), suggesting a somewhat neutral stance. "Employee 

Compensation" scored a mean of 3.1503 (SD = 1.21696), indicating a moderate 

satisfaction level. "Career Development" reflected a mean of 3.4855 (SD = 

1.27726), showing a generally positive sentiment. "Employee Turnover " had a 

mean of 4.2793 (SD = 1.40294), suggesting a notable inclination towards 

considering leaving. Lastly, "Job Satisfaction" scored a mean of 3.1028 (SD = 

1.15967), indicating a moderate level of job satisfaction. These insights illuminate 

participants' perspectives on organisational aspects, encompassing both central 

tendencies and the extent of variation in responses across the constructs. 

Table 8: Mean and Std Dev for all constructs. 

Constructs Average/Mean Std. Deviation Number of 

participants (N) 

Organisational Culture 3.5509 1.32533 287 

Organisational Leadership and Strategy 3.2443 1.32754 287 

 Employee Compensation 3.1503 1.21696 287 

 Career Development 3.4855 1.27726 287 

 Employee Turnover  4.2793 1.40294 287 

Job Satisfaction 3.1028 1.15967 287 

 



 

 
77 

4.5 Inferential statistics 

Inferential statistics relies on data obtained from a subset of a population to derive 

inferences and predict results for the entire population (Sand, 2022). It is critical 

for making research judgments and decisions since it allows for the determination 

of the relevance of links and patterns in data, especially when working with small 

samples. Hypothesis testing, confidence intervals, and regression analysis are 

examples of technique. 

4.5.1 Factor Analysis 

Explanatory Factor Analysis (EFA) is a statistical technique for identifying 

underlying components that explain patterns in observable data. By grouping 

similar observed variables under a smaller number of components, it decreases 

data dimensionality, identifies latent variables, and simplifies data interpretation 

(S. J. Lee et al., 2023). In the context of this study, factor analysis considers tests 

such as Kaiser-Meyer-Olkin (KMO), Bartlett's Test, scree plots, and structure 

matrixes. 

a) KMO and Bartlett's Test 

The Kaiser-Meyer-Olkin (KMO) is a measure of sampling adequacy used in 

statistical analysis, particularly in the context of factor analysis or structural 

equation modelling. It assesses the suitability of data for such analyses by 

evaluating whether the sample size is sufficient and if variables are correlated 

enough for meaningful results. A KMO value typically ranges from 0 to 1, where 

higher values indicate better sampling adequacy.  

• KMO < 0.5: Generally considered unacceptable, indicating that the data 

may not be suitable for factor analysis or related techniques. 

• 0.5 ≤ KMO < 0.6: Marginal sampling adequacy, suggesting that 

improvements in data quality may be necessary for robust results. 

• 0.6 ≤ KMO < 0.7: Mediocre sampling adequacy, implying that the data 

might be used with caution for factor analysis. 



 

 
78 

• 0.7 ≤ KMO < 0.8: Good sampling adequacy, indicating that the data are 

reasonably suitable for factor analysis. 

• KMO ≥ 0.8: Excellent sampling adequacy, suggesting that the data are 

highly suitable for factor analysis or structural equation modelling. 

The Kaiser-Meyer-Olkin (KMO) metric of sampling adequacy in table 9 is 

remarkably high, standing at 0.954, signalling that the variables in the analysis 

are well-suited for factor analysis. This indicates a strong level of intercorrelation 

among the variables, suggesting their collective suitability for extracting common 

factors. 

Bartlett's Test of Sphericity helps determine whether the variables in the dataset 

are related enough to justify the use of factor analysis or other dimensionality 

reduction techniques. This study achieved an approximate chi-square value of 

13232.945 and 1035 degrees of freedom (df), produced a significance level below 

0.001. This result indicates a significant departure from the assumption that 

variables are uncorrelated. In simpler terms, there's substantial evidence 

supporting the use of factor analysis for this dataset. In essence, both the 

elevated KMO measure and the significant Bartlett's Test emphasizes the 

dataset's appropriateness for factor analysis, affirming the existence of 

meaningful correlations among the variables. 

Table 9: KMO and Bartlett Test 

KMO and Bartlett's Test 

Kaiser-Meyer-Olkin Measure of Sampling Adequacy. 0.954 

Bartlett's Test of Sphericity Approx. Chi-Square 13232,945 

df 1035 

Significance. <0.001 
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b) Scree plot 

Scree plot plays a vital role in EFA and principal component analysis (PCA) 

applications, as this plot serves as a visual tool to assess the significance of 

various factors or components, offering a graphical representation of the 

outcomes of selection methods like parallel analysis (Del Giudice, 2022). The 

eigenvalues depicted in the scree plot provide insights into the extent of variance 

explained by each respective factor or component. Researchers and analysts 

commonly rely on scree plots to make informed decisions about the number of 

factors or components to retain in their analysis, thereby aiding in the 

interpretation and simplification of complex datasets. 

For this study, the scree plot in figure 9 is a graphical representation of the 

eigenvalues associated with principal components derived from factor analysis or 

principal component analysis. It is observed that the eigenvalues start to level off 

at component 5, with a value of 1.559, and continue to component 7, where the 

eigenvalue is 1.059. The scree plot assists in identifying an "elbow" or a point 

where eigenvalues plateau, indicating that additional components beyond this 

point contribute relatively little to the overall variance explained. 

In the decision-making process for this study, even though factor analysis was 

conducted, the choice was made to adhere to the initial identification of five 

constructs. This decision is supported by the scree plot, which confirms that most 

of the variance in the data is captured by the first five components (further 

illustrated in appendix D. Consequently, these five constructs are deemed 

sufficient to represent the essential variability in the study, and the scree plot 

helps validate this decision by highlighting the diminishing returns in variance 

explained beyond the fifth component. 
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Figure 9: Scree Plot 

c) Structure Matrix 

The Structure Matrix is an essential component of factor analysis and Principal 

Component Analysis (PCA). It helps researchers understand the relationships 

between variables and factors, aids in variable selection, enhances the 

interpretability of the analysis, and validates the factor/component solution, 

making it a crucial tool for extracting meaningful information from complex 

datasets. The structure matrix resulting from PCA with Oblimin rotation and 

Kaiser Normalization reveals the associations between the original variables and 

the extracted components(Del Giudice, 2022). The loadings in the component 

matrix for this study are presented in appendix D. This table represent the 

relationships between the observed variables and the underlying components 

extracted through PCA. Each variable's loading on a component indicates the 

strength and direction of its association with that component. For instance,  

• In Component 1, variables related to organisational culture, inclusivity, 

diversity, and employee respect, show high positive loadings, suggesting 

a shared variance in these aspects.  

• Component 2 seems to capture aspects related to leadership qualities 

and their impact on employee commitment, motivation, and well-being, as 

evidenced by high loadings on variables related to leadership behaviour.  
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• Component 3 appears to reflect employees' perceptions of 

compensation, including competitiveness, transparency, and alignment 

with skills and qualifications. 

• Component 4 is associated with feedback, career growth opportunities, 

and the organisation's commitment to employee development.  

• Component 5 relates to employees' active job-seeking behaviours and 

intentions. 

• Lastly, Component 6 is associated with job satisfaction, workload 

management, and stress or burnout.  

These loadings provide insights into the underlying factors influencing 

employees' perceptions and behaviours in the workplace. In the context of factor 

analysis, a widely recognized guideline for determining the robustness of factor 

loadings involves considering those with an absolute value of 0.3 or higher as 

substantive. This criterion serves as a threshold to identify meaningful 

associations between observed variables and latent factors.  

4.5.2 Pearson’s Correlation (Strength and Direction between two 

variables) 

Pearson's correlation coefficient, commonly represented as "r," is a statistical 

measure that measures the magnitude and direction of a linear association 

between two continuous variables. The range of values for this variable is 

between -1 and 1. Positive values indicate a positive linear relationship, negative 

values indicate a negative linear relationship, and a value of 0 suggests no linear 

relationship. Pearson's correlation is commonly used to measure and interpret 

associations between variables in various fields. Table 10 presents the Pearson 

correlation coefficients between various constructs in this study, as well as their 

statistical significance (Sig.) and 95% confidence intervals. 

a) Sig. (2-tailed)  

This row displays the p-value that is linked to the correlation coefficient. A p-value 

quantifies the level of statistical significance of the correlation. All correlations in 
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this table exhibit a p-value of <0.001, signifying that the relationships are 

statistically significant. Correlation quantifies the magnitude and direction of the 

linear association between two variables, indicating the extent to which they co-

vary, it does not imply causation. For example. Sig.2-tailed of <0.001 between 

Organisational culture and organisation leadership implies that there is statistical 

association/relationship between the two and the relationship is positive (82.5%). 

Because the association is statistically significant and strongly positive, it implies 

that if there is great organisational culture, the organisational leadership and 

strategy is likely great.  

Table 10: Pearson's Correlation Test 

Correlations 

  Organisational 

Culture 

Organisat

ional 

Leadershi

p and 

Strategy 

 

Employee 

Compens

ation 

 Career 

Develop

ment 

 

Employee 

Turnover  

Job 

Satisfac

tion 

Organisational 

Culture 

Pearson 

Correlation 

1 ,825** ,523** ,602** -,501** ,729** 

Sig. (2-tailed)   <,001 <,001 <,001 <,001 <,001 

 

Organisational 

Leadership and 

Strategy 

Pearson 

Correlation 

,825** 1 ,525** ,664** -,429** ,776** 

Sig. (2-tailed) <,001   <,001 <,001 <,001 <,001 
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 Employee 

Compensation 

Pearson 

Correlation 

,523** ,525** 1 ,621** -,342** ,548** 

Sig. (2-tailed) <,001 <,001   <,001 <,001 <,001 

 

 Career 

Development 

Pearson 

Correlation 

,602** ,664** ,621** 1 -,297** ,613** 

Sig. (2-tailed) <,001 <,001 <,001   <,001 <,001 

 

 Employee 

Turnover  

Pearson 

Correlation 

-,501** -,429** -,342** -,297** 1 -,515** 

Sig. (2-tailed) <,001 <,001 <,001 <,001   <,001 

 

Job Satisfaction Pearson 

Correlation 

,729** ,776** ,548** ,613** -,515** 1 

Sig. (2-tailed) <,001 <,001 <,001 <,001 <,001   

**. Correlation is significant at the 0.01 level (2-tailed). 

From the table above, it can be deduced that;  

● Organisational Culture is strongly positively correlated with 

Organisational Leadership and Strategy (r = 0.825, p < 0.001), 
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Employee Compensation (r = 0.523, p < 0.001), Career Development 

(r = 0.602, p < 0.001), and Job Satisfaction (r = 0.729, p < 0.001) but 

negatively correlated with Employee Turnover (r = -0.501, p < 0.001). 

● Organisational Leadership and Strategy is strongly positively 

correlated with Employee Compensation (r = 0.525, p < 0.001), Career 

Development (r = 0.664, p < 0.001), and Job Satisfaction (r = 0.776, p 

< 0.001). It is negatively correlated with Employee Turnover (r = -0.429, 

p < 0.001). 

● Employee Compensation is strongly positively correlated with Career 

Development (r = 0.621, p < 0.001) and Job Satisfaction (r = 0.548, p 

< 0.001). It is negatively correlated with Employee Turnover (r = -0.342, 

p < 0.001). 

● Career Development is strongly positively correlated with Job 

Satisfaction (r = 0.613, p < 0.001). It is negatively correlated with 

Employee (r = -0.297, p < 0.001). 

● Employee Turnover is strongly negatively correlated with Job 

Satisfaction (r = -0.515, p < 0.001). 

b) Confidence Intervals 

The lower and upper bounds of the 95% confidence interval provide a range of 

values within which the true population correlation is likely to fall. For example, 

this can mean that the researcher is 95% confident that the true population 

correlation value is between 78.4% and 85.9% for organisational culture and 

leadership in the renewable energy sector in South Africa as shown in table. 
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Table 11: Confidence Intervals 

 Pearson 

Correlation (r) 

Sig. (2-

tailed) 

95% Confidence Intervals 

(2-tailed)a 

Lower Upper 

Organisational Culture - Organisational Leadership and 

Strategy 

,825 <,001 ,784 ,859 

Organisational Culture - Employee Compensation ,523 <,001 ,433 ,602 

Organisational Culture - Career Development ,602 <,001 ,522 ,671 

Organisational Culture - Employee Turnover Intention -,501 <,001 -,582 -,408 

Organisational Culture - Job Satisfaction ,729 <,001 ,669 ,778 

Organisational Leadership and Strategy - Employee 

Compensation 

,525 <,001 ,435 ,604 

Organisational Leadership and Strategy - Career 

Development 

,664 <,001 ,593 ,723 

Organisational Leadership and Strategy - Employee 

Turnover Intention 

-,429 <,001 -,519 -,329 

Organisational Leadership and Strategy - Job Satisfaction ,776 <,001 ,725 ,818 

 Employee Compensation - Career Development ,621 <,001 ,544 ,687 

 Employee Compensation - Employee Turnover Intention -,342 <,001 -,440 -,235 



 

 
86 

 Employee Compensation - Job Satisfaction ,548 <,001 ,461 ,624 

 Career Development - Employee Turnover Intention -,297 <,001 -,398 -,187 

 Career Development - Job Satisfaction ,613 <,001 ,534 ,680 

 Employee Turnover - Job Satisfaction -,515 <,001 -,595 -,424 

 

Pearson correlation coefficients (r values) for each pair of variables in this study 

as presented above is summarized as follows; 

• Organisational Culture - Organisational Leadership and Strategy (r = 

0.825): This correlation is positive and strong (0.825). It suggests a robust 

relationship between Organisational Culture and Organisational 

Leadership and Strategy. When Organisational Culture improves, 

Organisational Leadership and Strategy tend to improve as well. 

• Organisational Culture - Employee Compensation (r = 0.523): This 

correlation is positive and moderate (0.523). It indicates a moderate 

relationship between Organisational Culture and Employee 

Compensation. As Organisational Culture scores increase, Employee 

Compensation scores also tend to increase. 

• Organisational Culture - Career Development (r = 0.602): This 

correlation is positive and moderate (0.602). It suggests a moderate 

relationship between Organisational Culture and Career Development. An 

improvement in Organisational Culture is associated with an increase in 

Career Development. 

• Organisational Culture - Employee Turnover (r = -0.501): This 

correlation is negative and moderate (-0.501). It shows a moderate, 

negative relationship between Organisational Culture and Employee 
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Turnover Intention. When Organisational Culture is better, Employee 

Turnover Intention tends to decrease. 

• Organisational Culture - Job Satisfaction (r = 0.729): This correlation 

is positive and strong (0.729). It implies a strong, positive relationship 

between Organisational Culture and Job Satisfaction. A better 

Organisational Culture is linked to higher Job Satisfaction. 

• Organisational Leadership and Strategy - Employee Compensation (r 

= 0.525): This correlation is positive and moderate (0.525). It indicates a 

moderate relationship between Organisational Leadership and Strategy 

and Employee Compensation. Improvements in Organisational 

Leadership and Strategy tend to be associated with higher Employee 

Compensation. 

• Organisational Leadership and Strategy - Career Development (r = 

0.664): This correlation is positive and strong (0.664). It suggests a strong, 

positive relationship between Organisational Leadership and Strategy and 

Career Development. When Organisational Leadership and Strategy are 

stronger, Career Development tends to be better. 

• Organisational Leadership and Strategy - Employee Turnover 

Intention (r = -0.429): This correlation is negative and moderate (-0.429). 

It shows a moderate, negative relationship between Organisational 

Leadership and Strategy and Employee Turnover Intention. Improved 

Organisational Leadership and Strategy are linked to decreased 

Employee Turnover Intention. 

• Organisational Leadership and Strategy - Job Satisfaction (r = 0.776): 

This correlation is positive and strong (0.776). It indicates a strong, positive 

relationship between Organisational Leadership and Strategy and Job 

Satisfaction. Better Organisational Leadership and Strategy are related to 

higher Job Satisfaction. 

• Employee Compensation - Career Development (r = 0.621): This 

correlation is positive and moderate (0.621). It suggests a moderate 

relationship between Employee Compensation and Career Development. 
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Higher Employee Compensation tends to be associated with better Career 

Development. 

• Employee Compensation - Employee Turnover Intention (r = -0.342): 

This correlation is negative and moderate (-0.342). It shows a moderate, 

negative relationship between Employee Compensation and Employee 

Turnover Intention. Improved Employee Compensation is associated with 

decreased Employee Turnover Intention. 

• Employee Compensation - Job Satisfaction (r = 0.548): This correlation 

is positive and moderate (0.548). It implies a moderate relationship 

between Employee Compensation and Job Satisfaction. Higher Employee 

Compensation tends to be related to higher Job Satisfaction. 

• Career Development - Employee Turnover Intention (r = -0.297): This 

correlation is negative and moderate (-0.297). It indicates a moderate, 

negative relationship between Career Development and Employee 

Turnover Intention. Enhanced Career Development is linked to decreased 

Employee Turnover Intention. 

• Career Development - Job Satisfaction (r = 0.613): This correlation is 

positive and strong (0.613). It shows a strong, positive relationship 

between Career Development and Job Satisfaction. Improved Career 

Development is associated with higher Job Satisfaction. 

• Employee Turnover - Job Satisfaction (r = -0.515): This correlation is 

negative and strong (-0.515). It suggests a strong, negative relationship 

between Employee Turnover Intention and Job Satisfaction. Higher 

Employee Turnover Intention is associated with lower Job Satisfaction. 

4.5.3 Multiple Regression Analysis (Hypothesis Testing) 

Multiple linear regression is a statistical technique that extends simple linear 

regression to model the relationship between a dependent variable and multiple 

independent (Babbie, 2017; J.-O. Lee, 2018). It helps to understand how changes 

in multiple factors are associated with changes in the dependent variable and is 

used for prediction and understanding complex relationships in data. 
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In this study, this is a statistical method used to examine the relationship between 

independent variables (Organisational Culture, Organisational Leadership and 

Strategy, Compensation, Career Development) and a dependent variable 

(Employee Turnover) while Job satisfaction is mediator. It aims to model and 

predict how changes in the independent variables (i.e., Organisational Culture, 

Organisational Leadership and Strategy, Compensation, Career Development) 

are associated with changes in the dependent variable (Employee Turnover). 

Regression analysis is widely used across various fields to make predictions, 

understand relationships, and inform data-driven decisions. 

The coefficient of determination (R-squared) and its adjusted counterpart are 

crucial metrics in evaluating regression models. R-squared offers an indication of 

how well the independent variables explain the variability in the dependent 

variable, ranging from 0 to 1. On the other hand, adjusted R-squared considers 

the model's complexity by factoring in the number of predictors. This adjusted 

measure provides a more nuanced assessment, penalizing the inclusion of 

unnecessary variables and guarding against overfitting. Both metrics are valuable 

in assessing the overall goodness of fit and ensuring a balance between the 

model's explanatory power and simplicity, particularly when dealing with multiple 

predictors. Multiple models have been tested in the study using multiple 

regression analysis. 

A) Model 1:  Multiple regression without the mediator 

Multiple regression in model 1 considered independent variables (Career 

Development, Organisational Culture, Employee Compensation, Organisational 

Leadership, and Strategy) to predict a dependent variable (Employee Turnover). 

Table 12 and 13 presents the modelling and testing of the independent variables 

to predict a dependent variable without the mediating variable (Job satisfaction).  
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Table 12: Model 1 - Independent vs Dependent variables 

Model Variables Entered Variables Removed 

 

1 
• Career Development,  

• Organisational Culture,   

• Employee Compensation,  

• Organisational Leadership and Strategy 

Mediator (Job Satisfaction) 

 

Dependent Variable:  Employee Turnover 

Table 13: Model 1 Summary 

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 0,513 0,263 0,253 1,21254 

Predictors: (Constant), Career Development, Organisational Culture, Employee Compensation, Organisational Leadership and 

Strategy 

The Model Summary (table 13) for the regression analysis indicates that in Model 

1, R is 0.513 which is a measure of how well the independent variables (Career 

Development, Organisational Culture, Employee Compensation, Organisational 

Leadership and Strategy) collectively predict the dependent variable (Employee 

Turnover). The closer the absolute value of "R" is to 1 in this case 0.513 which 

implies the model fits the data moderately. The coefficient of determination (R 

Square) is 0.263, signifying that approximately 26.3% of the variance in 

Employee Turnover is explained by the combination of Career Development, 

Organisational Culture, Employee Compensation, Organisational Leadership, 

and Strategy. The adjusted R Square is 0.253, adjusting for the number of 

predictors in the model. The standard error of the estimate is 1.21254, 

representing the average distance between observed values and those predicted 

by the model. The predictors in the model include a constant term, Career 
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Development, Organisational Culture, Employee Compensation, Organisational 

Leadership, and Strategy. The information provided in the Model Summary 

serves as an overall assessment of the model's ability to predict Employee 

Turnover. 

In Model 1, the analysis of variance (ANOVA) presented in table 14 reveals the 

statistical significance of the regression model in predicting Employee Turnover. 

The sum of squares for the regression is 148,299, indicating the variability in the 

dependent variable explained by the combination of Career Development, 

Organisational Culture, Employee Compensation, Organisational Leadership, 

and Strategy. The F statistic of 25.216, with a p-value less than 0.001, highlights 

the overall significance of the model. The degrees of freedom for the regression 

(4) and the residuals (282) contribute to the mean square calculations for 

regression (37,075) and residuals (1,470). This comprehensive assessment 

demonstrates that the specified predictors collectively have a significant impact 

on Employee Turnover. The total sum of squares is 562,913, of which the sum of 

squares helps quantify how much of the variability in Employee Turnover is 

accounted for by the predictors in the regression model, providing insights into 

the model's explanatory power. In conclusion, the F-statistic and associated p-

value indicate that the model is statistically significant, and the sum of squares 

values provide insights into the proportion of variability explained by the 

predictors. While there are no strict thresholds for these values, comparing them 

with other models or using R-squared as a reference can help gauge the model's 

effectiveness.  
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Table 14: ANOVA Test for Model 1 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 148,299 4 37,075 25,216 <,001 

Residual 414,614 282 1,470     

Total 562,913 286       

Dependent Variable:  Employee Turnover 

 Predictors: (Constant), Career Development, Organisational Culture, Employee Compensation, Organisational Leadership 

and Strategy 

A further analysis of the regression coefficients has been done to provide insights 

into the relationship between the independent variables (Organisational Culture, 

Organisational Leadership and Strategy, Employee Compensation, Career 

Development) and the dependent variable (Employee Turnover). The intercept, 

represented by the constant term, is 6.274 (B), with a standard error of 0.236 

shown in table 15. 
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Table 15: Regression coefficients 

Model Unstandardized Coefficients Standardized 

Coefficients 

t Sig. 

B Std. Error Beta 

1 (Constant) 6,274 ,236   26,530 <,001 

Organisational Culture -,462 ,098 -,437 -4,731 <,001 

Organisational Leadership and 

Strategy 

-,058 ,103 -,055 -,559 ,576 

Employee Compensation -,162 ,077 -,140 -2,088 ,038 

Career Development ,098 ,083 ,090 1,183 ,238 

Dependent Variable:  Employee Turnover 

 

 

Based on table 15 above, the following can be deduced.  

a) Significant Variables:  

Organisational Culture: The coefficient for Organisational Culture is -0.462, and 

its statistical significance (t = -4.731, p < 0.001) indicating that changes in 

Organisational Culture are associated with significant changes in Employee 

Turnover. The negative coefficient suggests an inverse relationship, i.e. a more 

negative or less supportive Organisational Culture, according to the model, is 

associated with higher predicted turnover rates. Conversely, a more positive or 
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supportive Organisational Culture is associated with lower predicted turnover 

rates. 

Employee Compensation: The coefficient for Employee Compensation is -

0.162, and its statistical significance (t = -2.088, p = 0.038) implying that changes 

in Employee Compensation are associated with significant changes in Employee 

Turnover. The negative coefficient suggests that as Employee Compensation 

increases, the model predicts a decrease in Employee Turnover. Conversely, as 

Employee Compensation decreases, Employee Turnover tends to increase. This 

indicates that lower compensation is associated with higher turnover rates. 

b) Non-Significant Variables 

Organisational Leadership and Strategy: The coefficient for Organisational 

Leadership and Strategy is -0.058, and its lack of statistical significance (t = -

0.559, p = 0.576) suggests that changes in this variable are not associated with 

statistically significant changes in Employee Turnover in the renewable energy 

sector. In other words, the relationship between Organisational Leadership and 

Strategy and Employee Turnover, as captured by the model, is not strong enough 

to reject the null hypothesis. This variable may not be a significant predictor of 

Employee Turnover. 

Career Development: The coefficient for Career Development is 0.098, and its 

lack of statistical significance (t = 1.183, p = 0.238) suggests that changes in 

Career Development are not associated with statistically significant changes in 

Employee Turnover. The lack of significance indicates that, according to the 

model, Career Development may not play a significant role in predicting 

Employee Turnover. 

In summary, the significant variables (Organisational Culture and Employee 

Compensation) are deemed important predictors of Employee Turnover in the 

model, as changes in these variables are associated with statistically significant 

changes in Employee Turnover. On the other hand, the non-significant variables 

(Organisational Leadership and Strategy, Career Development) do not 

demonstrate statistically significant relationships with Employee Turnover, 
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suggesting that variations in these variables may not have a substantial impact 

on turnover rates in the specified context. 

B) Model 2: Significant variables (i.e., Organisation culture and 

Employee Compensation) from Model 1 

Model 2 presented in table 16, 17, 18 and 19 present a scenario where only two 

independent variables, namely Employee Compensation and Organisational 

Culture, were considered to predict the dependent variable Employee Turnover 

as per the outcomes of model 1. 

Table 16: Model 2- Significant Variables Model 

Model Variables Entered Variables Removed Method 

2  Employee Compensation, Organisational 

Culture 

Organisational Leadership and Strategy, 

Career Development). 

Enter 

 Dependent Variable:  Employee Turnover 

The value of 0.510 in table 17, denoted as R, represents the degree to which the 

independent variables accurately predict the dependent variable. A value of 

0.510 for the absolute value of "R" indicates a decent fit of the model to the data.  

The R Square value of 0.260 indicates that around 26.0% of the variation in 

Employee Turnover can be accounted for by the joint influence of Employee 

Compensation and Organisational Culture. 

For this study, an adjusted R-squared of 0.254 in Model 2 indicates that, after 

considering the number of predictors (Employee Compensation and 

Organisational Culture), approximately 25.4% of the variance in Employee 

Turnover is explained by the included variables. This means that the model, with 

these specific predictors, accounts for a substantial portion of the variability in the 

dependent variable.  
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The standard error of the estimate (1.21134) represents the average variability in 

predicting Employee Turnover. These statistics collectively provide an overview 

of how well the predictors (Employee Compensation and Organisational Culture) 

collectively explain the variance in Employee Turnover in model 2. 

Table 17: Correlation Analysis for Model 2 

Model R R Square Adjusted R Square Std. Error of the Estimate 

2 0,510 0,260 0,254 1,21134 

Predictors: (Constant), Employee Compensation, Organisational Culture 

The ANOVA table below for the regression model (Model 2) used to assess the 

predictors Employee Compensation and Organisational Culture in relation to 

Employee Turnover reveals statistical significance. The regression model, 

including these predictors, is found to be highly significant (F = 49.815, p < 0.001). 

The sum of squares in this study helps to understand how well the factors, such 

as Employee Compensation and Organisational Culture, explain the ups and 

downs in Employee Turnover. The "Sum of Squares for Regression" (146,190) 

indicates that a significant chunk of the changes in Employee Turnover can be 

linked to these factors. On the other hand, the "Residual Sum of Squares" 

(416,723) represents the parts of employee turnover changes that this study’s 

factors do not explain—essentially, what is left unaccounted for.  

The F statistic of 49.815 suggests that the model is providing a better fit to the 

data than would be expected by chance alone. These findings contribute to the 

understanding that the combination of Employee Compensation and 

Organisational Culture significantly influences the variability observed in 

Employee Turnover in the specified model.  

In summary, the ANOVA results indicate that the regression model with predictors 

(Employee Compensation and Organisational Culture) is highly significant in 

explaining Employee Turnover. Most of the variability in turnover is captured by 

the predictors, as evidenced by the substantial sum of squares in the Regression 
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section. The Residual section represents the portion of variability that the model 

does not explain, but the mean square suggests that, on average, the model 

performs well in capturing the observed turnover. 

Table 18: ANOVA Analysis for Model 2 

ANOVA 

Model Sum of Squares df Mean Square F Sig. 

2 Regression 146,190 2 73,095 49,815 <,001 

Residual 416,723 284 1,467   

Total 562,913 286    

Dependent Variable:  Employee Turnover 

Predictors: (Constant), Employee Compensation, Organisational Culture 

In Model 2, the regression analysis was also conducted to explore the 

relationships between Employee Turnover and the predictors Organisational 

Culture and Employee Compensation. As seen in table 19 below, the constant 

term was estimated at 6.345, representing the predicted mean level of Employee 

Turnover when both predictors are zero. Organisational Culture emerged as a 

highly significant predictor, with a negative coefficient of -0.470, suggesting that 

lower levels of Organisational Culture are associated with higher Employee 

Turnover. The Beta coefficient (-0.444) provides a standardized measure of the 

effect size. Employee Compensation, while demonstrating a negative coefficient 

of -0.126, did not achieve conventional statistical significance (p = 0.069). This 

suggests a suggestive association between lower Employee Compensation and 

higher Employee Turnover that falls just short of conventional significance levels. 

The findings emphasize the influential role of Organisational Culture in predicting 

Employee Turnover, with a more nuanced relationship observed for Employee 

Compensation in the specified model. 
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Table 19: Regression coefficients analysis for model 2 

Model Unstandardized Coefficients Standardized 

Coefficients 

t Sig. 

B Std. Error Beta 

2 (Constant) 6,345 0,228   27,853 <,001 

Organisational Culture -0,470 0,063 -0,444 -7,406 <,001 

 Employee Compensation -0,126 0,069 -0,110 -1,828 0,069 

Dependent Variable:  Employee Turnover 

C) Model 3: Job Satisfaction as dependent variable with significant 

predictors in model 1 

Model 3 below presents regression analysis with Job Satisfaction as the 

dependent variable and Employee Compensation, and Organisational Culture as 

predictors. This test is done to help understand the relationship between the 

independent variable(s) and the mediator variable.  

Table 20: Model 3 -Job Satisfaction with significant predictors 

Model Variables Entered Variables Removed 

3  Employee Compensation, Organisational Culture Employee turnover 

 Dependent Variable: Job Satisfaction 
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Model 3 demonstrated a robust fit, with the R of 0.754 shown in table 21 below, 

which is a measure of how well the independent variables (Employee 

Compensation, Organisational culture) collectively predict the dependent variable 

(Job Satisfaction). The closer the absolute value of "R" is to 1 which is 0.754 

implies this model fits the data well. The R Square value of 0.569 indicates that 

around 56.9% of the variability in Job Satisfaction can be accounted for by the 

predictors. The modified R Square value of 0.566, considering the number of 

predictors, yielded a somewhat more cautious assessment of the model's ability 

to explain the data. The estimate's standard error was 0.76387, indicating the 

typical variability in predicting Job Satisfaction. These findings collectively 

suggest that the combination of Employee Compensation and Organisational 

Culture significantly contributes to explaining the observed variance in Job 

Satisfaction in the specified model. 

Table 21: Model 3 Summary 

Model R R Square Adjusted R Square Std. Error of the Estimate 

3 0,754 0,569 0,566 0,76387 

Predictors: (Constant), Employee Compensation, Organisational Culture 

The analysis of variance (ANOVA) table 22 for the regression model predicting 

Job Satisfaction based on Employee Compensation and Organisational Culture 

as predictors reveals a highly significant relationship (F = 187.584, p < 0.001). 

The sum of squares decomposition indicates substantial variability in Job 

Satisfaction explained by the predictors, with a regression sum of squares of 

218,910 and a residual sum of squares of 165,714. The degrees of freedom 

associated with the predictors and residuals were 2 and 284, respectively, 

contributing to a total of 286 degrees of freedom. The mean square for the 

regression was 109,455, significantly larger than the mean square for residuals 

(583). The F statistic of 187.584 indicates that the regression model provides a 

better fit to the data than would be expected by chance alone. Overall, these 

findings highlight the statistical significance of the model in explaining the 
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variance in Job Satisfaction, with Employee Compensation and Organisational 

Culture playing substantial roles as predictors. 

Table 22: Model 3 ANOVA Results 

ANOVA 

Model Sum of Squares df Mean Square F Sig. 

3 Regression 218,910 2 109,455 187,584 <,001 

Residual 165,714 284 0,583   

Total 384,624 286    

Dependent Variable: Job Satisfaction 

 Predictors: (Constant), Employee Compensation, Organisational Culture 

The coefficients table (Table 23) reveals valuable insights into the predictors of 

Job Satisfaction. The constant term of 0.523 represents the estimated mean level 

of Job Satisfaction when both Organisational Culture and Employee 

Compensation are zero. Notably, Organisational Culture exhibits a highly 

significant positive coefficient of 0.532, indicating that an increase in 

Organisational Culture is associated with a substantial rise in Job Satisfaction. 

The Beta coefficient of 0.608 emphasizes the standardized effect size of 

Organisational Culture. Similarly, Employee Compensation demonstrates a 

significant positive coefficient of 0.219, signifying that higher levels of Employee 

Compensation are linked with increased Job Satisfaction. The Beta coefficient of 

0.230 provides a standardized measure of this effect. Together, these findings 

emphasize the crucial roles of Organisational Culture and Employee 

Compensation in predicting Job Satisfaction, emphasizing their positive impact 

on the employees' overall job contentment in the specified model. 
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Table 23: Model 3 Coefficients 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

B Std. Error Beta 

3 (Constant) 0,523 0,144   3,640 <,001 

Organisational Culture 0,532 0,040 0,608 13,310 <,001 

Employee Compensation 0,219 0,044 0,230 5,028 <,001 

Dependent Variable: Job Satisfaction 

The results from the regression analysis provide valuable insights into the 

relationship between the independent variables (Organisational Culture and 

Employee Compensation) and the mediator (Job Satisfaction). 

D) Model 4: Job Satisfaction as an independent variable to employee 

turnover 

Model 4 presents regression analysis with Job Satisfaction as the independent 

variable while employee turnover was kept as a dependent variable. This test is 

done to analyse the relationship between the mediator and dependent variable. 

Table 24: Relationship between Mediator and Dependent Variable 

Model Variables Entered 

 

4 Job Satisfaction 

Dependent Variable:  Employee Turnover  
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As shown in table 25, the R is a measure of how well the independent variable 

(Job satisfaction) predict the dependent variable (Employee Turnover). The 

closer the absolute value of "R" is to 1 which is 0.515 implies this model fits the 

data moderately. The coefficient of determination (R Square) was 0.265, 

signifying that the model explains around 26.5% of the variability in employee 

turnover based on job satisfaction. The Adjusted R Square adjusts the R Square 

value based on the number of predictors in the model. In this case, it is 0.263, 

which is close to the R Square. The adjustment considers the possibility of 

chance improvements in the model when additional predictors are included. The 

standard error of the estimate was 1.20476, which is the mean deviation between 

the observed values and the expected outcomes generated by the model. A 

smaller standard error value suggests a more accurate fit of the model, and in 

this case, it represents a modest level of predictive accuracy. These findings 

collectively suggest a moderate level of predictability in the model, with "Job 

Satisfaction contributing to the explanation of Employee Turnover. 

Table 25: Model 4 Summary 

Model R R Square Adjusted R Square Std. Error of the Estimate 

4 0,515 0,265 0,263 1,20476 

Predictors: (Constant), Job Satisfaction 

The ANOVA results in table 26 revealed a highly significant overall regression 

model for predicting "Employee Turnover" based on the independent variables 

"Job Satisfaction. The model demonstrated a substantial F statistic of 102.829, 

surpassing the critical threshold, indicating that the variability explained by the 

mediator is significantly larger than expected by chance. The sum of squares 

decomposition showed that the regression model accounted for a considerable 

portion of the total variance in "Employee Turnover," as evidenced by the 

regression sum of squares (149.251) in comparison to the residual sum of 

squares (413.662). The significance level, denoted by the p-value < 0.001, 

affirmed the robustness of the model. These findings collectively highlight the 
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statistical significance of Job Satisfaction in explaining variations in "Employee 

Turnover," suggesting their collective influence on the outcome variable.  

Table 26: Model 4 ANOVA Results 

Model Sum of Squares df Mean Square F Sig. 

4 Regression 149,251 1 149,251 102,829 <,001 

Residual 413,662 285 1,451 
  

Total 562,913 286 
   

Dependent Variable:  Employee Turnover  

Predictors: (Constant), Job Satisfaction 

Table 27 below shows that the intercept representing the predicted turnover when 

all predictors are zero, is 6,212 and highly significant. This is the baseline 

Employee Turnover when job satisfaction has no effect.  Job satisfaction shows 

a negative and statistically significant impact of -0.623 with (β = -0.515, p < 

0.001), indicating that a decrease in job satisfaction is associated with increased 

employee turnover. The analysis suggests that lower job satisfaction is 

associated with higher Employee Turnover, and this relationship is statistically 

meaningful. Both the starting point (constant) and the effect of job satisfaction are 

statistically significant. This means that the observed relationship between job 

satisfaction and employee turnover is unlikely to be due to random chance. This 

finding highlights the importance of job satisfaction in understanding and 

addressing employee turnover. 
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Table 27: Regression Coefficients for Model 4 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

B Std. Error Beta 

4 (Constant) 6,212 0,203 
 

30,536 <,001 

Job Satisfaction -0,623 0,061 -0,515 -10,140 <,001 

Dependent Variable:  Employee Turnover 

E) Model 5 with the mediator 

In Model 5, "Employee Turnover" was set as the dependent variable, and the 

independent variables entered simultaneously were "Job Satisfaction," 

"Employee Compensation," and "Organisational Culture." Importantly, the 

inclusion of "Job Satisfaction" among the independent variables implies a 

mediation hypothesis, suggesting an exploration of how the relationship between 

"Employee Compensation" and "Organisational Culture" with "Employee 

Turnover" might be influenced by the mediating role of "Job Satisfaction." 

Table 28: Model 4 -Mediating Role of Job Satisfaction 

Model Variables Entered 

5 Job Satisfaction, Employee Compensation, Organisational Culture 

Dependent Variable:  Employee Turnover 

As shown in table 29, The R, which is a measure of how well the independent 

variables (Employee Compensation, Organisational culture) and mediator (Job 

satisfaction) collectively predict the dependent variable (Employee Turnover). 

The closer the absolute value of "R" is to 1 which is 0.548 implies this model fits 

the data moderately.  
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 The R Square value of 0.300 indicates that around 30% of the variation in 

"Employee Turnover" can be explained by the predictors. The corrected R Square 

value of 0.293, considering the number of predictors, yielded a significantly more 

cautious assessment of the model's ability to explain the data. The standard error 

of the estimate was 1.18005, which is the mean deviation between the observed 

values and the projected values from the model. These findings collectively 

suggest a moderate level of predictability in the model, with "Job Satisfaction," 

"Employee Compensation," and "Organisational Culture" contributing to the 

explanation of "Employee Turnover." 

Table 29: Model 5 summary 

Model R R Square Adjusted R Square Std. Error of the Estimate 

5 0,548 0,300 0,293 1,18005 

Predictors: (Constant), Job Satisfaction, Employee Compensation, Organisational Culture 

The ANOVA results in table 20 below revealed a highly significant overall 

regression model for predicting "Employee Turnover" based on the independent 

variables "Job Satisfaction," "Employee Compensation," and "Organisational 

Culture." The model demonstrated a substantial F statistic of 40.413, surpassing 

the critical threshold, indicating that the variability explained by the predictors is 

significantly larger than expected by chance. The sum of squares decomposition 

showed that the regression model accounted for a considerable portion of the 

total variance in "Employee Turnover," as evidenced by the regression sum of 

squares (168,830) in comparison to the residual sum of squares (394,083). The 

significance level, denoted by the p-value < 0.001, affirmed the robustness of the 

model. These findings collectively highlight the statistical significance of the 

incorporated predictors in explaining variations in "Employee Turnover," 

suggesting their collective influence on the outcome variable. 
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Table 30: Model 4 ANOVA Results 

Model Sum of Squares df Mean Square F Sig. 

5 Regression 168,830 3 56,277 40,413 <,001b 

Residual 394,083 283 1,393     

Total 562,913 286       

Dependent Variable:  Employee Turnover 

Predictors: (Constant), Job Satisfaction, Employee Compensation, Organisational Culture 

Table 31 below shows that the intercept representing the predicted turnover when 

all predictors are zero, is 6,538 and highly significant. Organisational culture 

shows a negative and statistically significant impact (β = -0.258, p < 0.001), 

indicating that a decrease in organisational culture is associated with increased 

employee turnover. Interestingly, employee compensation does not appear to 

have a significant effect (β = -0.039, p = 0.519), suggesting its limited influence 

on turnover. Job satisfaction, on the other hand, demonstrates a negative and 

significant relationship (β = -0.306, p < 0.001), implying that lower job satisfaction 

is associated with higher turnover. These findings highlight the importance of 

organisational culture and job satisfaction in understanding and addressing 

employee turnover. 
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Table 31: Regression Coefficients for Model 4 

Model Unstandardized Coefficients Standardized 

Coefficients 

t Sig. 

B Std. Error Beta 

1 (Constant) 6,538 ,227   28,798 <0,001 

Organisational Culture -0,273 0,079 -0,258 -3,467 <0,001 

 Employee Compensation -0,045 0,070 -0,039 -,646 0,519 

Job Satisfaction -0,370 0,092 -0,306 -4,032 <0,001 

Dependent Variable:  Employee Turnover 

Examining the regression models before and after the introduction of the mediator 

(Job Satisfaction), the direct and indirect impacts on Employee Turnover become 

evident. Initially, without considering the mediator, Organisational Culture 

demonstrated a robust negative association with Employee Turnover (β = -0.444, 

p < 0.001), signifying a direct impact. However, Employee Compensation did not 

exhibit a statistically significant effect on turnover (β = -0.110, p = 0.069). 

Comparing the coefficients for Organisational Culture before and after mediation 

reveals a noticeable change. Before introducing Job Satisfaction as a mediator, 

the coefficient for Organisational Culture was -0.444, indicating a strong negative 

relationship with Employee Turnover. However, after accounting for the 

mediating role of Job Satisfaction, the coefficient for Organisational Culture 

decreased to -0.258. This reduction suggests that part of the initial impact of 

Organisational Culture on Employee Turnover is now explained by its influence 

on Job Satisfaction. 
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The mediation effect can be understood as follows: a portion of the negative 

impact of Organisational Culture on Employee Turnover is now explained by its 

influence on Job Satisfaction. If Organisational Culture decreases, it not only 

directly contributes to higher turnover (as indicated by the reduced but still 

negative coefficient) but also indirectly through its negative impact on Job 

Satisfaction. In simpler terms, part of why a less positive culture leads to higher 

turnover is because it makes employees less satisfied with their jobs, which, in 

turn, contributes to the decision to leave. 

Notably, Job Satisfaction emerged as a significant predictor with a negative effect 

on turnover (β = -0.306, p < 0.001), representing an indirect impact on the 

relationship between Organisational Culture and Employee Turnover. The results 

highlight the mediating role of Job Satisfaction, elucidating how it contributes to 

explaining the pathway through which Organisational Culture affects Employee 

Turnover. The non-significant impact of Employee Compensation on turnover 

was consistent across both models, reaffirming its limited direct influence. These 

results imply that improving Organisational Culture and Job Satisfaction could 

potentially contribute to reducing employee turnover, while Employee 

Compensation may not play a significant role in this context.  

4.6 Discussion of Findings 

4.6.1 Reliability Testing 

The Cronbach's Alpha values obtained for each construct in the study indicate 

the internal consistency and reliability of the measurement instruments. 

Organisational Culture and Organisational Leadership and Strategy exhibit 

exceptionally high Cronbach's Alpha values of 0.955 and 0.958, respectively, 

signifying excellent internal consistency. Employee Compensation and Career 

Development also demonstrated strong internal consistency with values of 0.916 

and 0.939, respectively. Employee Turnover maintained good internal 

consistency with a Cronbach's Alpha of 0.886, while Job Satisfaction showed a 

moderate level of internal consistency with a value of 0.863. These findings affirm 
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the reliability of the scale items used for measuring their respective constructs in 

this study.  

4.6.2 Descriptive Statistics  

Descriptive statistics served to summarize and elucidate key data characteristics 

such as central tendencies, variability, and distribution. This began by presenting 

the response rate, an essential metric that evaluates the effectiveness of data 

collection and sample representativeness, highlighting a robust 95.67% response 

rate from 287 participants out of a 300-sample size.  

Additionally, demographic characteristics were analysed, encompassing 

elements such as gender, age, educational qualifications, work experience, and 

job title ranking. Figures explain these demographics, revealing noteworthy 

insights into respondent profiles. Furthermore, data pertaining to employee 

turnover and reasons were scrutinized, with a significant 80.5% contemplating 

leaving their current workplaces. The multifaceted nature of turnover reasons was 

unveiled, emphasizing leadership, culture, career advancement, and 

compensation as prominent factors at first glance. 

Finally, the mean and standard deviation analysis across all constructs were 

detailed, offering insights into respondents' perspectives on organisational 

aspects and central tendencies across constructs. This included moderately 

positive perceptions in organisational culture and career development, a 

somewhat neutral stance in organisational leadership, and notable inclinations 

toward considering leaving the organisation, revealing a comprehensive view of 

the data's distribution and variability. 

4.6.3 Inferential Statistics 

a) Factor analysis 

This study employed Explanatory Factor Analysis (EFA) to identify underlying 

components explaining observed data patterns. Key tests like Kaiser-Meyer-
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Olkin (KMO) and Bartlett's Test affirmed the dataset's suitability for factor 

analysis, with a high KMO score of 0.954 and a significant Bartlett's Test 

(p<0.001). The scree plot was done and revealed that most variance is captured 

by the first five components, validating the decision to retain only the five 

constructs used in this study. Additionally, the Structure Matrix highlighted 

variable-component relationships, elucidating how organisational culture, 

leadership, compensation, career development, turnover, and job satisfaction 

interrelate with underlying factors. 

b) Correlation Analysis 

Pearson's correlation analysis was conducted to assess the relationships 

between various constructs in the study. The results indicated several significant 

correlations: 

• Organisational Culture showed strong positive correlations with 

Organisational Leadership and Strategy, Employee Compensation, 

Career Development and Job Satisfaction. It was negatively correlated 

with Employee Turnover.  

• Organisational Leadership and Strategy exhibited strong positive 

correlations with Employee Compensation, Career Development, and Job 

Satisfaction while negatively correlated with Employee Turnover. 

• Employee Compensation was moderately and positively correlated with 

Career Development and Job Satisfaction while negatively correlated with 

Employee Turnover. 

• Career Development had a strong positive correlation with Job 

Satisfaction and a moderate negative correlation with Employee Turnover. 

• Employee Turnover Intention is strongly negatively correlated with Job 

Satisfaction  

All correlations were statistically significant (p < 0.001) providing insights into the 

relationships between these constructs.  
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For example, a strong positive correlation between Organisational Culture and 

Job Satisfaction suggested that an improvement in Organisational Culture is 

associated with higher Job Satisfaction. Conversely, the negative correlation 

between Organisational Culture and Employee Turnover Intention indicates that 

a better Organisational Culture is linked to reduced turnover. These findings 

contribute to a better understanding of the interplay between various factors in 

the workplace. 

c) Multiple regression 

Multiple regression analysis was conducted in this study to explore the 

relationships among various variables. Five models were examined with key 

findings as follows. 

Model 1 (Multiple Regression without Mediator): In this model, Career 

Development, Organisational Culture, Employee Compensation, and 

Organisational Leadership and Strategy were used to predict Employee 

Turnover. The analysis revealed that Organisational Culture and Employee 

Compensation had significant negative relationships with Employee Turnover. 

This means that a more positive Organisational Culture and higher Employee 

Compensation were associated with lower turnover rates. Organisational 

Leadership and Strategy and Career Development were not found to be 

significant predictors of Employee Turnover. 

Model 2 (Significant Variables from Model 1): In this model, only the significant 

variables from Model 1 (Organisational Culture and Employee Compensation) 

were used to predict Employee Turnover. The results indicated that both 

Organisational Culture and Employee Compensation were significant predictors 

of Employee Turnover, with Organisational Culture having a stronger negative 

relationship. 

Model 3 (Job Satisfaction with Significant Predictors in Model 1): Job 

Satisfaction was considered as the dependent variable in this model, and 

Employee Compensation and Organisational Culture were used as predictors. 

The results showed that both Employee Compensation and Organisational 
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Culture had significant positive relationships with Job Satisfaction, indicating that 

higher Employee Compensation and a more positive Organisational Culture were 

associated with increased Job Satisfaction. 

Model 4 (Job satisfaction as an independent variable to Employee 

Turnover): this model was used to test the relationship between job satisfaction 

and employee turnover. The results show that job satisfaction had a significant 

negative relationship to employee turnover. This implied that when job 

satisfaction is high, turnover is reduced i.e. Employees in the renewable energy 

sector stay in their organisations when they are satisfied with their jobs. 

Model 5 (Mediating Role of Job Satisfaction): In this model, Employee 

Turnover was set as the dependent variable, and Employee Compensation, and 

Organisational Culture were used as predictors while Job Satisfaction acted as a 

mediator. The results revealed that Organisational Culture had a significant 

negative relationship with Employee Turnover, both directly and indirectly through 

its impact on Job Satisfaction. Employee Compensation did not have a significant 

direct or indirect effect on Employee Turnover. This implied that when job 

satisfaction is high, despite cultural difficulties employees still stay in their 

organisations. On the other hand, when compensation packages are not 

adequate, employees will leave their organisations even if they are satisfied in 

their roles. 

To summarise, these regression models yielded useful insights into the 

interrelationships among different variables in the study. Organisational Culture 

has been identified as a strong predictor of both Job Satisfaction and Employee 

Turnover, underscoring its crucial role in shaping these outcomes. Furthermore, 

it was discovered that Job Satisfaction acts as a mediator in the relationship 

between Organisational Culture and Employee Turnover. This implies that a 

favourable Organisational Culture might result in increased Job Satisfaction, 

which subsequently decreases Employee Turnover. The models did not find any 

substantial direct or indirect impact of Employee Compensation on Employee 

Turnover. 
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4.7 Conclusion 

The findings of this study hold great significance in addressing the primary 

research objective of investigating the leading contributors to employee turnover 

in the South African renewable energy sector. Additionally, the study successfully 

addressed the secondary research objectives, revealing that organisational 

culture, Job satisfaction, and compensation significantly impact turnover across 

various age groups and gender profiles. These insights offer a comprehensive 

understanding of the factors driving turnover, providing renewable energy 

organisations in South Africa with valuable guidance on fostering positive 

cultures, refining strategies that improve job satisfaction, and enhancing 

compensation packages to reduce turnover rates and cultivate a more stable and 

satisfied workforce. 

The analysis in this study makes several noteworthy contributions to the 

understanding of employee turnover within the South African renewable energy 

sector. Firstly, it identifies and quantifies the key factors influencing turnover, 

encompassing organisational culture and compensation. By doing so, it offers a 

nuanced perspective on the multifaceted nature of turnover, shedding light on 

how these factors interact and affect employees across different age groups and 

gender profiles. 

Secondly, the study demonstrates the mediating role of job satisfaction, 

illuminating the mechanism through which organisational culture impacts 

turnover. This insight provides a roadmap for organisations to not only improve 

culture but put a strong focus on job satisfaction to subsequently reduce turnover 

rates. Overall, this analysis provides a comprehensive framework for addressing 

turnover challenges in the South African renewable energy sector, offering 

actionable strategies for fostering a more stable and content workforce. These 

findings set the stage for Chapter 5, where further discussions, research 

conclusions, and recommendations will be explored to help organisations 

address employee turnover effectively. 
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5 DISCUSSION AND CONCLUSION 

5.1 Introduction 

This chapter delves deeper into the research findings of employee turnover within 

South Africa's renewable energy sector. Additionally, it derives conclusions 

based on the research objectives and provides actionable guidance to renewable 

energy firms in South Africa. These suggestions are designed to mitigate 

employee turnover and cultivate a more resilient and prosperous workforce. The 

insights presented in this chapter can be instrumental for industry experts and 

policymakers seeking to enhance human resource management practices within 

the sector. 

Throughout this study, the primary research objective was to investigate the most 

prominent factors contributing to employee turnover amongst employees in the 

renewable energy sector in South Africa. The study also aimed to address the 

following secondary research objectives. 

● To determine the underlying organisational culture factors that 

contribute to employee turnover within renewable energy 

organisations in South Africa across different age groups and 

gender profiles. 

● To examine the impact of leadership styles and strategies 

employed by renewable energy organisations in South Africa on 

employee turnover. 

● To assess the relationship between employee compensation and 

turnover within the renewable energy sector in South Africa. 
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5.2 Discussion of Quantitative Research Findings 

5.2.1 Primary research objective  

Investigation of the most prominent factors contributing to employee 

turnover amongst employees in the renewable energy sector in South 

Africa.  

The research carried out within the renewable energy sector in South Africa has 

unveiled quantitative results that closely align with numerous studies found in the 

literature, as presented in Chapter 2. In an online survey within this industry, 287 

out of the 300 sampled employees responded, resulting in a robust response rate 

of approximately 95.7%. This survey aimed to comprehensively explore the 

factors influencing high turnover rates in the sector. Among the respondents, a 

significant 80.5% expressed their intention to leave their current jobs, citing a 

combination of reasons, with organisational leadership, organisational culture, 

and career advancement being the most prominent ones at first glance. Notably, 

most of these respondents were male (56%) and female (44%), primarily falling 

within the age groups of 30-40 years (68%) and 18-29 years (17%). 

Another noteworthy discovery is that many respondents possessed considerable 

work experience, with 63.8% having 7 years or more of professional experience, 

while 25.4% had 4-6 years of experience. This indicates that their responses are 

grounded in accumulated experiences over the years of employment. 

Additionally, it is worth mentioning that the educational qualifications of the 

respondents were analysed to gain insights into their varying perspectives. A 

significant portion held bachelor's degrees (44.6%), followed by those with 

master’s degrees and higher qualifications at 34.8%, with the remaining 

individuals holding certificates or diplomas. 

Analysing the distribution and variability of the 287 responses using mean scores 

and standard deviations, several notable trends emerged. Organisational culture 

was generally viewed in a moderately positive light, indicating a reasonably 
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favourable perception. Organisational leadership, on the other hand, garnered a 

more neutral stance, with respondents not strongly leaning either way. Employee 

compensation was seen as moderately satisfying, suggesting a level of 

contentment among respondents. The construct of career development appeared 

to have a generally positive relationship with turnover, indicating that the prospect 

of career advancement could influence turnover rates. Employee turnover itself 

showed a significant inclination towards considering leaving current 

organisations, signifying a potential issue within the sector. Lastly, job satisfaction 

was reported at a moderate level, indicating a balance between contentment and 

dissatisfaction among the surveyed employees. These insights shed light on how 

participants perceive various organisational aspects, providing an understanding 

of both the average opinions and the range of responses within each construct. 

a) Strength and direction assessment between constructs 

Using Pearsons correlations to measure the strength and direction of the 

constructs used in this study, the following summary insights were gathered. 

Organisational Culture - The study's findings demonstrate a robust and positive 

correlation between organisational culture and leadership, compensation, career 

development, and job satisfaction within the renewable energy sector 

organisations. Research by Gallup (2021), Kim et al. (2020), Basu & Srivastava 

(2021), and Sakthivel & Rajendran (2018) emphasizes that fostering a positive 

organisational culture, supportive work environment, and providing work-life 

balance, including cross-cultural training in multinational organisations, 

effectively reduces employee turnover and highlights the need for industry-

specific studies in the renewable energy sector. This suggests that when 

organisations cultivate a positive culture characterized by inclusivity, work-life 

balance, employee support, and other favourable factors, they tend to experience 

stronger leadership, more effective compensation structures, enhanced career 

development opportunities, and increased job satisfaction among their 

employees. These findings align with previous research by (Mabece & Fourie, 

2019; mohammad et al., 2022; Rachman, 2021)), who highlighted the 

significance of a positive organisational culture characterized by inclusivity, work-
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life balance, and employee support in enhancing these specific aspects of 

employee well-being. Surveys conducted by the Society for Human Resource 

Management (SHRM, 2018) overemphasized organisational culture as the 

second most crucial factor in employee retention, emphasizing the absence of 

recognition and the presence of toxic workplace behaviour as prominent reasons 

for turnover. Addition, studies conducted by Smart & Chamberlain (2016) and 

Tanwar (2017) revealed that perceived mismatches between personal values 

and company culture increased the likelihood of employees contemplating 

departure. 

Conversely, this study reveals a negative correlation between organisational 

culture and turnover. In other words, when the organisational culture is negative 

or unsupportive, employees are more likely to leave the organisation. The toxic 

workplace culture marked by bullying, harassment, or discrimination further 

exacerbated turnover (Tanwar (2017). This finding also resonates with the study 

conducted by Anderson and Smith (2018), which emphasized that a negative or 

unsupportive culture often results in higher turnover rates, further underscoring 

the critical role that a positive and inclusive organisational culture plays in 

retaining talent and reducing turnover rates. 

These findings emphasize the importance of nurturing a healthy organisational 

culture as it not only enhances various aspects of employee satisfaction and 

development but also contributes to the overall retention of valuable employees 

within the renewable energy sector. In summary, in renewable energy sector, 

organisations having a positive work environment—where everyone feels 

included, work-life balance is supported, and employees are valued—leads to 

better leadership, fair pay, improved career opportunities, higher job satisfaction, 

and fewer employees leaving the organisation.  

Organisational leadership – The analysis of this construct indicates a strong 

positive correlation between leadership and employee compensation, career 

development, and job satisfaction. Additionally, there is a negative correlation 

between leadership and employee turnover. In another research study, it was 

revealed that poor management practices, encompassing inadequate 
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communication and a lack of support, contribute significantly to employee 

turnover (Ajoke, 2020; Chen, 2020). Additionally, the absence of trust, 

transparency, and honesty in leadership has been identified as a key factor 

leading employees to leave, highlighting the crucial role of effective management 

in reducing turnover rates (Eisenberger et al., 2002; Edelman, 2021). 

These findings suggest that effective leadership within an organisation can yield 

several positive outcomes: 

• Better Compensation: Good leadership tends to result in improved 

compensation packages for employees, which can contribute to their 

overall satisfaction. Research also attests that offering better and 

competitive compensation, as demonstrated by studies in the hospitality 

industry by Nguyen et al. (2020), is associated with reduced turnover rates 

through heightened employee satisfaction and motivation. Similarly, in the 

private sector, Soltani et al. (2020) found that improved compensation, 

particularly through flexible benefits packages, significantly contributes to 

increased employee retention. 

 

• Advanced Career Development: Strong leadership often translates into 

the implementation of more advanced and effective career development 

strategies, which can benefit employees in terms of their professional 

growth and opportunities. This is further substantiated by research 

conducted by Jahya et al. (2020) and Pratiwi & Lo (2020) consistently 

affirming that training and development initiatives significantly reduce 

turnover intention and enhance work commitment among employees. 

These initiatives, when strategically aligned with organisational goals, not 

only demonstrate the organisation’s dedication to employee growth but 

also foster job satisfaction and career development, ultimately resulting in 

a notable decrease in turnover intention and an increase in employee 

retention. Therefore, supportive leadership, characterized by a positive 

work environment, trust-building, and respect towards employees, has 
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been consistently identified as a crucial factor in increasing employee 

retention. 

 

• Enhanced Job Satisfaction: Leadership that is effective and supportive 

tends to foster a positive work environment, which in turn leads to higher 

levels of job satisfaction among employees. Implementing strategies such 

as providing meaningful work and autonomy can enhance job satisfaction, 

as evidenced by research in the hospitality and manufacturing industries 

conducted by Ghani et al. (2022) and Kaur (2013), respectively. Moreover, 

the negative correlation between turnover and organisational leadership 

within the renewable energy sector highlights a critical point: when 

leadership within an organisation is ineffective or poor, employees are 

more inclined to leave the organisation in search of better working 

conditions and leadership elsewhere. This finding is consistent with other 

authors who found that poor management, characterized by issues like 

inadequate communication, lack of support, and unrealistic expectations, 

is a primary factor contributing to employee turnover (Ajoke, 2020; Chen, 

2020). Additionally, a lack of trust in leadership and perceptions of 

insufficient transparency and honesty are associated with employee 

departures, as evidenced by a survey revealing that 60% of employees do 

not trust their employer's leadership (Eisenberger et al., 2002; Edelman, 

2021). This highlights the pivotal role of leadership in shaping the 

employee experience and influencing their decisions regarding job 

satisfaction and retention.  

This emphasises the crucial significance of leadership in exerting influence 

on the employee experience and determining decisions related to job 

satisfaction and retention. Renewable energy organisations are 

encouraged to make investments in leadership development programmes 

to improve employee outcomes and cultivate a positive workplace culture. 

Understanding the influence of organisational leadership on employee 

outcomes is essential for businesses aiming to establish a favourable and 

efficient work environment. Organisations may enhance employee 



 

 
120 

happiness, development, and retention in the renewable energy sector by 

giving priority to effective leadership. 

• Employee compensation – The research findings indicate a robust and 

positive correlation between compensation and both career development 

and job satisfaction. Conversely, there is a negative correlation between 

compensation and turnover. This simply means, employees may decide 

to leave an organisation if they feel they are not well or fairly compensated 

for their job responsibilities, especially when the compensation package is 

below the competitive market rate (SHRM, 2021). However, when an 

organisation has a well-structured compensation system in place, it is 

more likely that employees will experience job satisfaction and have 

access to enhanced career development opportunities. On the contrary, 

when compensation is inadequate or poorly designed, it tends to result in 

higher turnover rates within the organisation. Indriyani and Meria (2022) 

also highlighted that compensation-related issues also encompass 

organisational benefits, with some employees preferring comprehensive 

medical insurance, company vehicles, or fuel compensation, particularly 

in roles that involve extensive travel (Silaban & Syah, 2018). These 

findings highlight the critical role that compensation plays in influencing 

employee satisfaction, career growth, and retention within the workforce. 

Supported by a study conducted by Jones et al. (2016) and White and 

Green (2019), which specifically investigated the correlation between 

compensation and various aspects of employee well-being, it was 

revealed that inadequate compensation plays a significant role in 

motivating employees to leave their organisation.  

 

• Career development- When evaluating the constructs related to career 

development, it becomes evident that there exists a significant and 

favourable correlation with job satisfaction, while a negative correlation is 

observed with employee turnover within the South African renewable 

energy sector. A survey by Kelly (2019) also revealed that 21% of 

employees consider a lack of training and development as a primary 
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reason for leaving their jobs, while Caulfield's (2022) study identifies a lack 

of career advancement as a key factor contributing to employee turnover. 

Therefore, organisations that actively contributes invest in the career 

development of their employees directly contribute to higher levels of job 

satisfaction among their workforces. Conversely, a lack of emphasis on 

career growth and development often leads to increased turnover rates, 

as employees may seek alternative opportunities elsewhere in search of 

professional growth and advancement. This highlights the importance of 

fostering a positive career development environment within companies, 

not only for employee satisfaction but also for reducing turnover and 

retaining valuable talent. 

• Job satisfaction – The assessment in this study reveals a robust and 

negative correlation between turnover and job satisfaction. Providing 

growth opportunities and investing in training and development programs 

positively impact employee engagement, commitment, and motivation, 

ultimately reducing turnover intention, as demonstrated by quantitative 

research conducted by Aleem and Bowra (2020) and Raza et al. (2020). 

Insights from studies by Jahya et al. (2020) and Wahyono (2020) 

highlighted the critical role of fostering a positive work culture, 

characterized by high job satisfaction and organisational commitment, in 

effectively mitigating turnover. This implies that when employees are 

dissatisfied with their current roles or work environments, they are more 

inclined to seek employment opportunities in other organisations. The 

results suggest that offering employees meaningful work and autonomy 

can lead to higher job satisfaction and a decrease in turnover. These 

findings align with a study conducted by Wahyono and Riyanto (2020), 

which found that job satisfaction and organisational commitment are 

closely related and play a significant role in predicting employee turnover. 

Nevertheless, the link between job satisfaction and employee turnover, 

emphasizes that increased job satisfaction significantly reduces the 

likelihood of employees deciding to leave. This study also found that 

employees who express higher levels of job satisfaction and exhibit a 
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strong commitment to their current organisation are less likely to consider 

leaving for alternative employment opportunities. This highlights the 

interconnectedness of job satisfaction, organisational commitment, and 

employee turnover, emphasizing the importance of fostering job 

satisfaction and commitment to reduce turnover rates within an 

organisation. However, it's important to note that Wahyono and Riyanto 

(2020) primarily investigated the relationship between job satisfaction and 

organisational commitment and did not extensively explore the impact of 

job satisfaction on other specific aspects like leadership, compensation, 

career development, or organisational culture.  

According to this study, when organisations in renewable energy have a positive 

and supportive work culture, it leads to better leadership, higher employee 

satisfaction, improved career opportunities, and lower turnover. On the other 

hand, a negative work culture is associated with more employees leaving. This 

emphasizes the importance of creating a positive work environment for employee 

satisfaction and retention in the renewable energy sector. 

 

b) Hypothesis testing and multiple regression  

In this study, multiple regression analysis was employed to investigate the 

relationships between various variables, identify significant and non-significant 

factors affecting turnover within the South African renewable energy sector, test 

hypotheses derived from theoretical and empirical research, and extract valuable 

insights from the gathered data. 

In accordance with the research's primary and secondary objectives and drawing 

from a review of various published literature, four hypotheses were formulated as 

presented in the table below. 
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Table 32: Hypotheses revisited. 

Independent 

variable  

Hypothesis 

Hypothesis 1 

(Organisational 

culture) 

H0: There is no negative and significant relationship between Organisational culture and employee 

turnover 

H1: There is a negative and significant relationship between Organisational culture and employee 

turnover 

Hypothesis 2 

(Organisational 

Leadership) 

H0: There is no significant relationship between Organisational leadership and employee turnover 

H1: There is a significant relationship between Organisational leadership and employee turnover 

Hypothesis 3 

(Employee 

Compensation)  

H0: Employee compensation has no negative and significant effect on employee turnover 

H1: Employee compensation has a negative and significant effect on employee turnover  

Hypothesis 4 (Job 

Satisfaction) 

H0: Job Satisfaction does not mediate the relationship between the independent variables 

(organisational culture, organisational leadership, employee compensation) and employee turnover. 

H1: Job Satisfaction mediates the relationship between the independent variables (organisational 

culture, organisational leadership, employee compensation,) and employee turnover 

The analysis involved the examination of five distinct models, yielding the 

following key findings. 

Model 1 (Multiple Regression without Mediator): 

In this model, Employee Turnover was predicted using four key independent 

variables: Career Development, Organisational Culture, Employee 

Compensation, and Organisational Leadership and Strategy. This model aligns 

with the conceptual framework developed in Chapter 2, as illustrated in Figure 

10, which was designed to examine the relationships between these independent 

variables and turnover as the dependent variable. 
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Furthermore, this model served as the basis for testing Hypotheses 1, 2, and 3, 

allowing for the evaluation of the significance and impact of these constructs on 

employee turnover within the South African renewable energy sector. Through 

this analysis, the study aimed to assess how each of these independent variables 

contributes to and influences the turnover phenomenon, providing valuable 

insights into the dynamics of employee retention in this specific industry. 

 

Figure 10: Multiple regression without mediator 

The analysis yielded noteworthy findings regarding the impact of different factors 

on Employee Turnover within the South African renewable energy sector: 

Organisational Culture and Employee Compensation: The study revealed 

significant negative correlations between Organisational Culture and Employee 

Compensation with Employee Turnover. These results support Hypotheses 1 

(H1) and Hypothesis 3 (H1), while rejecting the null hypothesis (H0) for both 

variables. In essence, this suggests that when organisations prioritize the 

cultivation of a positive work culture and adequately compensate their 

employees, it contributes to a higher likelihood of retaining those employees. 

These factors are influential in retaining talent within the sector. 

Organisational Leadership and Strategy, and Career Development: 

Contrarily, Organisational Leadership and Strategy, as well as Career 

Development, were not found to be significant predictors of Employee Turnover 

in this model.  
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This leads to the rejection of Hypothesis 2 (H1) and supports Hypothesis 2 (H0). 

Essentially, within the South African renewable energy sector, employees' 

decisions to stay or leave their current organisations do not appear to be 

substantially influenced by factors related to leadership or career development. 

Irrespective of the quality of these factors, employees seem to prioritize 

organisational culture and compensation when making decisions about their 

employment continuity. These findings are in line with the proposition made by 

Alubelkassaw (2018) of exploring turnover factors across various organisations 

and sectors, as these may not be consistent within different sectors. 

Within the South African renewable energy sector, the findings suggest that a 

strong emphasis on fostering a positive organisational culture and ensuring 

competitive employee compensation can be effective strategies to reduce 

turnover rates and retain valuable talent. In contrast, while leadership and career 

development remain important, they may not be the primary drivers of employee 

retention in this specific industry. 

Model 2 (Significant Variables from Model 1) 

In this follow-up model, the analysis focused exclusively on the significant 

variables identified in Model 1, which were Organisational Culture and Employee 

Compensation. These variables were employed to predict Employee Turnover, 

as illustrated in Figure 11. Notably, Organisational Leadership and Career 

Development were excluded from this model due to their lack of statistical 

significance in predicting turnover within the specific context of this study. 

By narrowing the model to these significant factors, the study aimed to gain a 

more targeted understanding of how Organisational Culture and Employee 

Compensation directly impact Employee Turnover within the South African 

renewable energy sector. This streamlined approach allows for a more precise 

examination of the factors that have been demonstrated to have a meaningful 

influence on turnover rates in this industry. 
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Figure 11: Multiple regression with significant variables 

The regression coefficient for Organisational Culture was recorded at -0.462, and 

its statistical significance (t = -4.731, p < 0.001) indicating that changes in 

Organisational Culture are associated with significant changes in Employee 

Turnover. The negative coefficient suggests an inverse relationship, i.e. a more 

negative or less supportive Organisational Culture, according to the model, is 

associated with higher predicted turnover rates. Conversely, a more positive or 

supportive Organisational Culture is associated with lower predicted turnover 

rates. This finding in the South African context aligns with a quantitative study by 

(Jahya et al., 2020) amongst a generation between 18 and 40 years which 

concluded that when employees perceive or experience a positive work culture, 

they are unlikely going to resign. (Wibowo et al., 2021) also highlighted that 

focusing on work motivation, employee engagement, and minimizing work stress 

can create a positive work environment that reduces turnover rates (Wibowo et 

al., 2021).  

The coefficient for Employee Compensation was -0.162, and its statistical 

significance (t = -2.088, p = 0.038) implying that changes in Employee 

Compensation are associated with significant changes in Employee Turnover. 

The negative coefficient suggests that as Employee Compensation increases, 

the model predicts a decrease in Employee Turnover. Conversely, as Employee 

Compensation decreases, Employee Turnover tends to increase. This indicates 

that lower compensation is associated with higher turnover rates. A study 

conducted by Susanti and Herminingsih (2022) also found that compensation 

significantly reduced turnover intention among IT workers. 
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The revelation of Organisational Culture and Employee Compensation being 

significant and negative predictors of Employee Turnover, with Organisational 

Culture having a stronger negative relationship further validates hypotheses 1 

and 3 (H1) above.  

Model 3 (Job Satisfaction with Significant Predictors in Model 1):  

In this model, Job Satisfaction served as the dependent variable, and two 

significant predictors from the study, namely Employee Compensation and 

Organisational Culture, were used to examine their relationship with job 

satisfaction. The primary objective of this model was to evaluate the connection 

and direction of influence between these identified factors and the job satisfaction 

variable. This step was crucial before proceeding to test the potential mediating 

role of job satisfaction, as illustrated in the figure below: 

 

Figure 12: Multiple regression with Job satisfaction as a dependent 

variable 

The results showed that both Employee Compensation and Organisational 

Culture had significant positive relationships with Job Satisfaction, indicating that 

higher Employee Compensation and a more positive Organisational Culture were 

associated with increased Job Satisfaction. 

Model 4 (Job Satisfaction as an independent variable to employee 

turnover): In model 4 (figure 13), job satisfaction was run as an independent 

variable to turnover, with an intention to assess the relationship and direction 

between the two variables. 
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Figure 13: Job satisfaction as an independent variable 

The findings from model 4 indicate that when job satisfaction decreases, 

employee turnover increases. In other words, unhappy employees are more likely 

to leave their jobs. 

Model 5 (Mediating Role of Job Satisfaction): In this model, Employee 

Turnover was set as the dependent variable, and Employee Compensation, and 

Organisational Culture were used as predictors and job satisfaction acted as a 

mediator as illustrated below. 

 

Figure 14: Multiple regression with significant independent variables and 

mediator 

The results revealed that Organisational Culture had a significant negative 

relationship with Employee Turnover, both directly and indirectly through its 

impact on Job Satisfaction. This mediation role of job satisfaction suggests that 

within the South African renewable energy sector, turnover rates can decrease, 

even when organisational culture may not be exceptionally positive, as long as 

organisations have enhanced job satisfaction levels. This could be a case where 

organisations have prioritized aspects such as management guidance and 

support to employees, employee recognition, giving employees decision making 

authority amongst other job satisfaction building elements.   
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This mediation role is statistically confirmed by the reduction in the strength of the 

relationship between Organisational Culture and Employee Turnover. Without the 

mediating factor, the relationship was -0.462, but with Job Satisfaction as a 

mediator, it decreased to -0.253. This evidence highlights the substantial 

influence that job satisfaction can have within an organisation, even when there 

are existing organisation cultural challenges. 

When assessing Employee Compensation, model 5 did not have a significant 

direct or indirect effect on Employee Turnover, this suggests that job satisfaction 

does not play a mediating role in the relationship between employee 

compensation and employee turnover. In the specific context of the South African 

renewable energy industry, the finding implies that employees place a high value 

on compensation. It suggests that even if job satisfaction is improved, employees 

will still leave their organisations if they are dissatisfied with their compensation 

packages. 

In the South African renewable energy sector, the study indicates that fostering 

positive job satisfaction, influenced by factors like supportive management and 

recognition, can mitigate the impact of organisational culture challenges on 

employee turnover, while competitive compensation remains a crucial factor in 

retaining employees. Similar to Tanwar's (2017) insights, one of the elements of 

job satisfaction investigated in this study highlight the importance of recognition 

and appreciation for employees' contributions. The lack thereof can contribute to 

turnover rates, emphasizing the need for organisations to acknowledge and 

reward their employees adequately. 

The findings regarding the mediating role of job satisfaction partially confirm 

Hypothesis 4 (H1), particularly in the context of organisational culture. However, 

this mediation effect is not observed for the other variables, namely compensation 

and leadership, leading to their rejection. Hypothesis 4 (H0) is also partially 

rejected, as it has been established that job satisfaction does mediate the 

relationship between organisational culture and employee turnover. 
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Based on these findings, organisational culture was found to be the most 

prominent factor contributing to employee turnover amongst employees in the 

renewable energy sector in South Africa. This result substantiates the claims 

made by Al-Ali et al. (2019) and Alubelkassaw (2018), who suggest that turnover 

can be influenced by various factors, including job satisfaction, organisational 

culture, opportunities, compensation, and job skills. Organisational culture plays 

a pivotal role, as a negative or unsupportive culture can significantly impact 

employee retention. 

Though employee compensation was not found to have a significant impact on 

turnover when there’s job satisfaction mediator, it is still identified as one of the 

significant factors leading to employee turnover in this sector. The findings are in 

line with the recommendations of Ngo-Henha (2017), Indriyani & Meria (2022), 

Chen (2020), and Akinbode et al. (2022), who emphasize the importance of 

improving job satisfaction and fostering a supportive organisational culture to 

reduce turnover intentions. Similar to Tanwar's (2017) insights, one of the 

elements of organisational culture investigated in this study highlight the 

importance of recognition and appreciation for employees' contributions. The lack 

thereof can contribute to turnover rates, emphasizing the need for organisations 

to acknowledge and reward their employees adequately. 

The study reveals that organisational culture significantly affects employee 

turnover in the renewable energy sector in South Africa, emphasizing the need 

for a positive work culture. Additionally, while compensation may not directly 

impact turnover when job satisfaction is considered, it still plays a role, 

highlighting the importance of recognizing and rewarding employees to reduce 

turnover rates.  
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5.2.2 Secondary Objectives of the study 

a) Underlying organisational culture factors that contribute to 

employee turnover within renewable energy organisations in South 

Africa across different age groups and gender profiles. 

Theoretical research revealed the importance of a positive organisational culture 

in reducing employee turnover. For instance, studies by Indriyani and Meria 

(2022); Jahya et al. (2020); Susanti and Herminingsih (2022) found a negative 

relationship between employee turnover and organisational culture. This is in line 

with the findings of this study where amongst 287 employees of the renewable 

energy sector in South Africa, organisational culture was identified as the major 

factor leading to employee turnover. The many respondents were asked about 

their perceptions on organisational culture building blocks such as inclusivity, 

diversity, employee respect, employee support, work life balance, value 

alignment between the organisation and employees, ethical behaviour, open 

communication, and collaboration efforts within their organisations. Each of these 

items / factors were found to be significant building blocks of organisational 

culture as a construct/variable. Organisational culture and its building blocks were 

also found to be important across different age groups and gender profile, 

implying that bad culture within this sector leads to high turnover despite the age 

and gender of employees.  

Indriyani and Meria (2022)’s study also supports the finding of this research that 

positive work cultures characterized by good relationships, support, and respect 

create a comfortable and conducive environment that promotes employee 

longevity.  

The findings consistently highlight that a positive organisational culture, 

characterized by inclusivity, diversity, employee respect, support, work-life 

balance, and ethical behaviour, serves as a crucial factor in reducing turnover 

rates.  
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This golden thread highlights the importance of cultivating a supportive and 

positive work environment to enhance employee satisfaction, promote longevity, 

and ultimately contribute to the overall success of organisations within the 

renewable energy sector. 

b) Impact of leadership styles and strategies employed by renewable 

energy organisations in South Africa on employee turnover. 

Using Pearsons correlation analysis, organisational leadership construct was 

found to be strongly correlated with employee compensation, career 

development and job satisfaction while negatively correlated with employee 

turnover. Assessing this correlation, when there’s good leadership in an 

organisation, this can lead to better compensation, advanced career 

development strategies, and overall employee job satisfaction, the opposite is 

true. The negative correlation between turnover and organisational leadership 

simply means that when leadership is bad, employees are likely going to leave.  

This correlation from this study aligns closely with a quantitative study conducted 

by Eisenberger et al. (2002) where the researchers found that supportive 

leadership is an effective approach to increase employee retention. The author 

aligned this construct with building factors such as fostering a positive work 

environment, building trust, and showing respect towards employees.  

The leadership traits examined in this study within the renewable energy sector 

in South Africa involved. 

• Provision of clear business direction’ 

• Provision of clear guidance to employees 

• Involving employees in decision making 

• Motivating employees to perform at their best. 

• Commitment of leaders to the success of employees  

• Commitment of leaders to the well-being of employees 

• Ability to encourage creative thinking amongst employees. 

• Supporting innovation as leaders 
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Although respondents highlighted organisational leadership as one of the driving 

factors for turnover, and the correlation was found between leadership and 

turnover, multiple regression analysis showed its lack of statistical significance 

suggesting that changes in organisational leadership are not associated with 

statistically significant changes in Employee Turnover. In other words, the 

relationship between Organisational Leadership and Strategy and Employee 

Turnover is not strong enough and that the leadership styles and strategies 

employed by organisations within the renewable energy sector in South Africa 

may not be a significant predictor of Employee Turnover.  

Effective organisational leadership in the renewable energy sector is strongly 

correlated with positive outcomes such as improved employee compensation, 

advanced career development, and increased job satisfaction, while also 

exhibiting a negative correlation with employee turnover, highlighting its crucial 

role in employee retention. 

c) Assessment of the relationship between employee compensation 

and turnover within the renewable energy sector in South Africa 

Assessing the relationship between employee compensation and turnover in the 

renewable energy sector in South Africa amongst 287 respondents using 

correlation analysis showed that changes in Employee Compensation are 

associated with significant changes in Employee Turnover. When Employee 

Compensation increases, the model predicted a decrease in Employee Turnover. 

Conversely, as Employee Compensation decreases, Employee Turnover tends 

to increase. This indicates that lower compensation is associated with higher 

turnover rates even when employees are satisfied with their jobs. Compensation 

impact on turnover intention has also been studied in different contexts, Susanti 

and Herminingsih (2022) found that compensation significantly reduced turnover 

intention among IT while on the finance sector in Malaysia, Jahya et al. (2020) 

examined the drivers of turnover intention among Generation Y employees and 

identified compensation, as one of the significant factors in alignment with the 

findings of this study.  
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Analysing the relationship between employee compensation and employee 

turnover in South Africa's renewable energy sector revealed a significant 

association, indicating that changes in employee compensation are linked to 

corresponding changes in employee turnover. Higher compensation is predicted 

to lead to lower turnover rates, while lower compensation tends to result in 

increased turnover. 

5.3  Theoretical Framework Revisited 

In chapter 2, a conceptual framework for this research study was developed using 

research findings from different studies and literature, the model in the figure 

below proposed that organisational culture, organisational leadership, and 

employee compensation are significant predictors of employee turnover, with job 

satisfaction as a mediator.  

 

Figure 15: Conceptual framework revisited. 

The statistical results from this study have validated and invalidated certain 

factors of this model for a population in the renewable energy in South Africa. As 

presented, organisational leadership in this sector context was found to be 

insignificant in predicting turnover, while employee compensation was negatively 

and significantly related to turnover with no notable effect when job satisfaction 
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mediation was introduced. Only organisational culture proved to be significant 

and negatively related to turnover and its relationship was also proven through 

job satisfaction as a mediator. Therefore, the final model that can be deduced 

from the study amongst 287 employees of the renewable energy sector in South 

Africa is as illustrated in figure 16 below. 

 

Figure 16: Revised model from the study 

Moreover, Table 33 provides an overview of the various measurements of 

variables utilized in the study to construct the final model illustrated in Figure 16. 

These constructs are valuable tools that renewable energy sector organisations 

can utilize to retain their employees and decrease turnover rates. 

Table 33: variable measures for the final model  

Variable  Variable measures  

Organisational 

culture 

• Inclusivity, diversity, employee respect, employee support, work-life balance, employee value alignment, 

ethical behavior, open communication, collaboration 

Employee 

compensation 

• Competitive salary and benefits, Transparent compensation structure, skill vs. payment match, contribution 

vs. payment match, qualification vs. payment match, performance-based pay, salary growth and 

advancement, monetary benefits. 
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Job 

satisfaction 

(Mediator) 

• Manager guidance, manager support, management recognition, decision making authority, challenging work, 

workload, excessive stress, and burnout 

5.4 Managerial, Policy Implications and Recommendations 

5.4.1 Managerial implications 

The study highlights the pivotal role of organisational culture in addressing the 

challenge of employee turnover. For renewable energy companies in South 

Africa, the emphasis should be on cultivating a positive and inclusive culture. This 

entails actively encouraging diversity, promoting ethical behaviour, fostering open 

communication, and facilitating collaboration among employees. By nurturing 

such a culture, organisations can create a work environment that is not only 

appealing but also conducive to reducing turnover. 

Additionally, the study identifies employee compensation as a significant factor 

influencing turnover. To mitigate turnover rates, companies should thoroughly 

evaluate and enhance their compensation structures, ensuring they remain 

competitive within the industry. Exploring options like performance-based pay 

and providing opportunities for salary growth can be instrumental in retaining 

valuable talent. 

Recognizing that job satisfaction acts as a mediator between organisational 

factors and turnover, organisations should place a premium on enhancing job 

satisfaction levels. This can be achieved by offering clear guidance to employees, 

acknowledging, and appreciating their contributions, and actively addressing 

issues related to workload and stress. Elevating job satisfaction is essential for 

fostering employee contentment and, in turn, reducing turnover. 

Moreover, the study reveals that organisational culture's impact on employee 

turnover varies across different age groups and gender profiles.  
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To address this diversity in turnover factors, HR strategies should be tailored to 

meet the distinct needs and expectations of various employee demographics. By 

recognizing and accommodating these differences, organisations can create a 

work environment that is more harmonious and satisfying for all employees, 

ultimately contributing to lower turnover rates. 

5.4.2 Policy Implications 

To effectively address the challenge of employee turnover within the renewable 

energy sector in South Africa, a multifaceted approach can be adopted. Firstly, it 

is imperative for renewable energy organisations to collaborate closely with 

industry associations and policymakers to establish industry-wide standards for 

organisational culture and compensation. By doing so, companies can ensure 

that they adhere to best practices, which can contribute to a more stable and 

attractive work environment. This collaborative effort can help in setting 

benchmarks that promote employee satisfaction and retention across the sector. 

Secondly, organisations within the renewable energy sector should prioritize 

investment in leadership training and development programs. While this variable 

may not exhibit a direct link to turnover, it plays a pivotal role in shaping other 

essential factors such as organisational culture. Effective leadership fosters a 

positive work environment, which in turn can contribute to employee satisfaction 

and retention. Hence, leadership training can equip leaders with the skills and 

knowledge needed to create a supportive and motivating atmosphere within their 

teams. 

Additionally, the establishment of mechanisms for monitoring and reporting on 

turnover rates within the renewable energy sector is of paramount importance 

from both a policy and organisational perspective. Currently, there is a dearth of 

comprehensive data reporting turnover trends specific to the South African 

renewable energy sector. Such data can be instrumental in identifying patterns 

and issues related to turnover, enabling policymakers and organisations to take 

targeted and effective corrective actions. 
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Lastly, diversity and inclusion initiatives, particularly those aimed at age and 

gender diversity, should be actively promoted by renewable energy 

organisations. Embracing diversity as an integral part of organisational culture is 

essential in today's world. These initiatives not only promote fairness and equity 

but also contribute to a more inclusive and dynamic work environment, which can 

enhance job satisfaction and reduce turnover rates. Emphasizing sustainable 

business practices through diversity and inclusion initiatives can lead to a more 

engaged and committed workforce. 

In conclusion, by collaborating on industry standards, investing in leadership 

development, monitoring turnover trends, and promoting diversity and inclusion, 

renewable energy organisations in South Africa can mitigate the challenges of 

employee turnover and create a more sustainable and thriving sector. 

5.4.3 Recommendations 

Considering the substantial findings unveiled in this study and the evident 

repercussions of high employee turnover within the South African renewable 

energy sector, a set of strategic recommendations emerges to address this 

critical challenge. These recommendations not only draw from the specific 

insights garnered from this research specifically but also align with well-

established best practices in employee retention found in the broader literature.  

Firstly, organisations should prioritize regular of Organisational Culture 

Assessments. These assessments, incorporating tools such as surveys and 

feedback mechanisms could serve as crucial instruments for identifying areas 

requiring improvement. This aligns closely with the study's emphasis on the 

positive correlation between a supportive organisational culture and reduced 

turnover. Research by Gallup (2021) and Kim et al. (2020) indicates that a 

positive organisational culture can result in a supportive work environment, and 

it a culture that should promote work-life balance which effectively reduce 

employee turnover. 
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Research conducted by Smith et al. (2019) and Johnson and Brown (2020) 

highlight the paramount importance of cultivating a positive work culture 

characterized by inclusivity and diversity. These essential elements serve as 

strong foundational pillars that organisations within the South African renewable 

energy sector should prioritize to address the multifaceted nature of turnover 

stemming from organisational cultural concerns. Numerous other studies in the 

literature have consistently highlighted the significance of respecting employees, 

fostering open communication, and promoting collaboration among team 

members – all of which are integral components of an organisation's cultural 

framework, as revealed in this study. This further solidifies the rationale for 

employers in the renewable energy sector to accord these factors the highest 

degree of importance, recognizing the potential benefits that can be reaped when 

these aspects are effectively integrated into the organisational culture. 

Secondly, Compensation Benchmarking stands as a vital strategy. This study 

highlights the importance of competitive compensation packages in retaining 

employees. Echoing the findings of White and Green (2019) and Jones et al. 

(2016), it is important for organisations to regularly benchmark employee 

compensation against industry standards and competitors to ensure that 

payment packages remain attractive and competitive. This proactive approach is 

instrumental in retaining top talent. 

Furthermore, the implementation of Job Satisfaction Surveys, is another 

recommended strategy that can be adopted by the organisations in this sector. 

This recommendation aligns with findings from numerous studies emphasizing 

the critical role of job satisfaction in controlling turnover (Wahyono and Riyanto, 

2020; Smith and Davis, 2017). Regular surveys serve to gauge employee 

happiness and identify areas for improvement, enabling organisations to tailor 

their HR policies and practices accordingly. This data-driven approach is 

essential for enhancing overall employee satisfaction and reducing turnover. The 

critical components of job satisfaction as identified by this study lies in how 

renewable organisations shift their business and management strategies to foster 

an environment where managers at different levels provide guidance, support, 
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and recognition to employees. These traits have been studied by many authors 

in literature including Eisenberger et al. (2002) who found that supportive 

leadership is an effective approach to increase employee retention. In the new 

era of management and leadership, it is also vital for renewable organisations to 

establishment of Mentoring and Support Networks within organisations, this 

can effectively address workload and employee burnout issues leading to job 

dissatisfaction and turnover. (Mabece & Fourie, 2019) also believed These 

networks offer employees valuable guidance and support, aiding them in 

navigating their careers and addressing their needs and concerns. 

Finally, Regular Evaluation of implemented policies and initiatives is crucial 

for remaining adaptable in the ever-evolving renewable energy sector. The 

concept of continuous improvement, advocated by researchers like 

Alubelkassaw (2018), ensures that retention strategies stay effective and 

responsive to the shifting dynamics of employees and the industry. 

 In summary, the central recommendation for organisations in the South African 

renewable energy sector is to proactively focus on improving job satisfaction 

through the fostering of a positive work environment, improving employee 

compensation while giving recognition of employee contributions, and the 

provision of opportunities for employee decision-making. These 

recommendations not only reflect the research findings but are also grounded in 

the broader literature on employee retention, emphasizing the multifaceted 

nature of strategies required to reduce turnover rates and retain valuable talent 

in this sector. 

5.5 Study Contribution to the Field 

This study makes significant contributions to the complex environment of 

employee turnover in the renewable energy business, not only in South Africa, 

but with potential implications for a wider context. These contributions add to the 

existing body of knowledge in this field, intertwining with the study's findings and 

drawing on insights from relevant authors in the literature. 
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First and foremost, the identification and in-depth examination of significant 

factors impacting employee turnover, as demonstrated in this study, is consistent 

with the work of leading scholars in the field. Notably(Kim et al., 2020; Sakthivel 

& Rajendran, 2018) emphasised the importance of establishing a positive work 

culture that values inclusivity and diversity. The findings provide a practical 

roadmap for organisations in the renewable energy sector, highlighting specific 

areas that require attention to effectively minimise turnover rates. This 

contribution bridges the gap between academic theory and practical application, 

thus increasing the industry relevance of this study's findings. 

Furthermore, the methodological rigour adopted in this research, including the 

use of regression models and factor analysis, establishes a high standard for 

future research in this field. This methodological precision is consistent with the 

recommendations of researchers such as (Jabeen et al., 2021; Kim et al., 2020) 

for rigorous, data-driven analyses to improve understanding of employee 

turnover in the renewable energy sector. By employing rigorous quantitative 

methodologies, this study not only strengthens the legitimacy of its conclusions, 

but it also provides an essential tool for researchers trying to understand the 

complexity of turnover. 

The emphasis on organisational culture as a key factor influencing employee 

turnover reinforces previous study findings and increases their practical 

importance. This emphasis on culture as a key effect is consistent with the 

findings of studies by Wahyono and Riyanto (2020) and Smith and Davis (2017). 

This focus not only verifies past research, but also emphasises its relevance in 

the real world.  

Furthermore, the research's policy implications, which include industry-wide 

standards, leadership development initiatives, and diversity and inclusion 

activities, highlight concrete and practical steps based on this study's findings. 

These findings are consistent with those made by authors such as Alubelkassaw, 

(2018), who emphasise the necessity of comprehensive HR policy. Such 

evidence-based policy suggestions have the potential to help policymakers and 
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industry stakeholders shape more successful HR practices and strategies, 

transforming this study into a useful tool for decision-making. 

The practical recommendations resulting from this study for renewable energy 

companies, which are tailored to the South African context, provide tangible 

solutions for managing turnover issues and improving staff retention. These 

recommendations are consistent with the findings of previous research, 

illustrating the study's direct impact on industry practices. 

Finally, this research acts as a catalyst for developing knowledge in the 

renewable energy sector by reiterating the importance of organisational culture 

and compensation in influencing employee turnover. It not only reinforces the 

relevance of current literature, but it also helps to clarify the conceptual framework 

for understanding employee turnover in this industry. By providing practical 

insights tailored to the South African context, this research empowers local 

renewable energy companies with the tools needed to confront turnover 

challenges unique to their region and industry, resulting in a more informed and 

effective approach to employee retention in line with the knowledge from previous 

researchers in the field. 

5.6 Study Limitations and Future Research 

Acknowledging the limitations of this quantitative data analysis is crucial for a 

comprehensive understanding of the findings. The limitations of this study can be 

summarized as follows; 

• The sample size, consisting of 287 participants, while reasonable, may 

not fully represent the entire South African renewable energy sector. This 

could limit the generalizability of the results to a broader population.  

• Additionally, data quality, despite meticulous preparation, could be 

subject to respondent bias or measurement errors, as self-reported data 

can sometimes lack objectivity.  

• Furthermore, the cross-sectional nature of the study limits the ability to 

establish causality, as changes cannot be tracked over time. 
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•  Moreover, the study primarily relies on quantitative survey data, 

potentially neglecting nuanced qualitative insights.  

• Finally, the possibility of social desirability bias may have influenced 

participant responses, as individuals may provide answers they perceive 

as more socially acceptable.  

These limitations highlight the need for further research and triangulation of data 

sources to corroborate and enhance the robustness of this study findings. These 

limitations suggest the need for caution when applying the findings to the entire 

sector and opens an opportunity for future research studies to focus on; 

• Larger, more diverse samples for a more comprehensive understanding. 

• Complement quantitative data with qualitative research to gain a deeper 

understanding of employee turnover factors. In-depth interviews and 

focus groups could uncover personal experiences and perceptions that 

quantitative data might not capture. 

• Additionally, many authors recommended adopting Flexible Work 

Arrangements, such as remote work or flexible hours, in response to 

changing employee needs post covid-19 pandemic. This study did not 

explicitly delve into this aspect presenting an opportunity for future 

research. 

5.7 Conclusions 

This study provides valuable insights into the factors influencing employee 

turnover within South Africa's renewable energy sector. By rigorously examining 

various aspects related to turnover, the study has contributed to a better 

understanding of the challenges and opportunities facing organisations in this 

dynamic industry. 

The primary research objective was to identify the most prominent factors 

contributing to employee turnover. The findings indicate that organisational 

culture, employee compensation, and job satisfaction play significant roles. 

Organisational culture emerged as a significant predictor, emphasizing the 
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importance of fostering a positive, inclusive, and ethical workplace environment 

among other traits. Employee compensation factor highlights the need for 

competitive and fair remuneration structures to retain talent. Job satisfaction, 

while not directly impacting turnover, acted as a mediator, emphasizing its role in 

shaping employee perceptions. Moreover, this study extended its focus to 

examine age and gender differences in turnover factors and it was found that 

these factors do not change the fundamental relationships established in the 

study. While the impact of leadership styles and strategies on turnover was not 

as significant as expected, the study contributes to the ongoing dialogue about 

the influence of leadership in organisational contexts. This partially supports the 

notion that good leadership can indirectly affect turnover through its impact on 

job satisfaction. The findings of this study also have important practical 

implications for renewable energy companies in South Africa. Therefore, a 

recommendation is made for a heightened focus on nurturing a positive 

organisational culture, revisiting compensation structures, and actively managing 

job satisfaction is drawn. Policymakers and industry associations can also 

leverage these insights to create industry-wide standards and support leadership 

development programs. 

This study advances the understanding of employee turnover in the renewable 

energy sector, providing a foundation for organisations to improve their human 

resource practices, enhance employee retention, and foster a more sustainable 

and successful workforce in South Africa's growing renewable energy industry. 
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APPENDIX A: Research Instrument 

 

 

Dear Participant 

You are kindly invited to participate in a research study conducted by Dumsile Nondumiso Ngema, a 

Master of Business Administration Student from the University of Witwatersrand. This research is 

conducted as part of the requirements for the completion of a Master of Business Administration. 

1.    PURPOSE OF THE STUDY 

The purpose of this study is to investigate the key factors contributing to employee turnover within 

the renewable energy industry in South Africa. By undertaking this investigation, the aim is to offer 

comprehensive insights and valuable recommendations to human resource management, 

organizational leadership, and policymakers. These findings will assist in prioritizing the crucial factors 

that should be considered when formulating effective employee retention strategies. 

2.    WHY HAVE I BEEN INVITED TO PARTICIPATE IN THIS STUDY? 

As an employee likely affected by the various factors leading to turnover in this industry, you have been 

invited to take part in this study due to your extensive knowledge and experiences in the industry.   

 3.    PROCEDURES 

If you volunteer to participate in this study, you will be directed to a survey link to complete the online 

questionnaire which encompasses different factors of the study.  

 3.1   COMPLETION OF THE SURVEY     

You will be requested to undertake the digital questionnaire, which is anticipated to require 

approximately 10-15 minutes for completion. However, there are no constraints on the timeframe within 

which you can finish the survey. It is important to note that there are no accurate or wrong responses 

in this questionnaire. 

 3.2. DATA COLLECTION 
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After you complete the questionnaire, the electronic system will automatically record the data. No 

information will be shared with your organisation or any other persons. Your responses will be 

completely anonymous and confidential. The information will only be used for research purposes. 

 4.    CONFIDENTIALITY 

Stringent confidentiality measures will be implemented to safeguard all collected data and maintain the 

privacy of all participants. Your personal information will be anonymized, ensuring that any identifying 

details are removed. Only aggregated and de-identified data will be utilized in research reports or 

publications to uphold confidentiality. To enhance your confidentiality further, you are not required to 

disclose personal particulars such as your name or the name of your organisation. 

5.    PARTICIPATION AND WITHDRAWAL 

Your participation in this study is entirely voluntary. You have the right to withdraw from the study at any 

time without providing a reason. Your decision to participate or withdraw will not affect any current or 

future relationship with your organisation. 

6.    CONSENT 

By proceeding to the online survey, you acknowledge that you have read and understood the 

information provided above, and voluntarily agree to participate in the study. You may print or save a 

copy of this consent form for your records. 

6.    IDENTIFICATION OF RESEARCHERS 

Thank you for your participation. Please do not hesitate to use the contacts below should you have any 

questions pertaining to the research. 

Student:  Dumsile Nondumiso Ngema 

Cell phone: 078 706 5727  

Email:  2625028@students.wits.ac.za)  

Supervisor: Dr Grant Seiff  

Email: grant.sieff@wits.ac.za  

  

  

 

 

 

 

mailto:2625028@students.wits.ac.za
mailto:grant.sieff@wits.ac.za
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Part I: Demographic Information 

1. How do you identify yourself? 

Please Tick 

Male  

Female  

Non-Binary   

Prefer not to say  

 

2. What is your age in years? 

Please Tick 

18-29  

30-40  

41-60  

Over 60  

3. What is your race? 

Please Tick 

Black  

White  

Indian  

Coloured  

4. What is your highest educational qualification? 

Please Tick 

National Certificate (Matric)  

Certificate or Diploma  

Bachelor’s Degree  

Master’s degree or higher  

 

5. How many years of experience do you have? 

Please Tick 

Less than 1 year  

1-3 years  

4-6 years  

7 years or more  

 

 

6. How do you rank your current position? 

  

Please tick the appropriate ranking 

Management  

Technical   

Administrative   

 

Part II: Reasons for leaving. 

1. Have you considered leaving your organization in the last 12 months? 

Please Tick 

Yes  No  
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2. If you answered yes above, please tick the reasons behind the consideration. 

Please tick all appropriate reasons 

Organisational Culture  

Organisational Leadership  

Employee compensation  

Training and Development  

Job dissatisfaction  

 

Part III: Questions Related to Factors Contributing to Employee turnover. 

Instructions: Please use the scale provided to answer the following questions (1=strongly disagree, 

2= Disagree, 3= Somewhat disagree, 4=Somewhat Agree, 5=Agree and 6= Strongly Agree) 

A Organisational Culture  1 2 3 4 5 6 

1 The culture in my organisation is inclusive       

2 The culture in my organisation values diversity       

3 I feel that my organisation respects employees       

4 I feel that my organisation supports employees       

5 My company encourages work-life balance        

6 The culture in my organisation aligns with my values        

7 My organisation emphasizes ethical behaviour        

8 My organisation promotes open communication        

9 My organisation promotes collaboration amongst employees       

B Organisational leadership and strategy 1 2 3 4 5 6 

1 Leaders in my organisation provide a clear business direction        

2 Leaders in my organisation provide a clear guidance to employees       

3 Leaders in my organisation involve employees in decision making        

4 Leaders or managers often motivate employees to perform at their best       

5 Leaders in my organisation are committed to the success of the employees       

6 Leaders in my organisation are committed to the well-being of the employees       

7 Leaders in my company encourage creative thinking amongst employees       

8 Leaders in my company support innovation        

C Employee Compensation 1 2 3 4 5 6 

1 I feel that my compensation is competitive to other companies in the 
renewable energy sector 

      

2 My organisation provides a transparent compensation structure       
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3 My compensation reflects my skills       

4 My compensation matches my qualifications       

5 My compensation reflects my contributions       

6 My organisation provides a regular performance-based salary adjustment       

7 I believe there are opportunities for salary growth and advancement in my 
organization 

      

8 My organisation offers attractive benefits        

D Career Development 1 2 3 4 5 6 

1 My organisation provides adequate opportunities to enhance my skills        

2 My organisation provides adequate opportunities to enhance my knowledge       

3 Employees in my organisation receive constructive feedback on performance       

4 The performance feedback I have received has helped me grow in my career       

5 My organisation offers adequate investment into employee professional 
development 

      

6 I have access to resources that support my learning and development       

7 My organisation has clearly defined training and development plans for 
employees 

      

E Employee turnover 1 2 3 4 5 6 

1 I am actively looking for employment outside of my organisation       

2 I am likely going to seek other opportunities outside my organization in the 
near future 

      

3 I am actively looking for roles outside the renewable energy sector       

4 I have made a decision to leave my organization        

5 I have recently submitted job applications in other organisations       

6 I have attended interviews to explore other opportunities       

7 I have attended networking events to explore other job opportunities outside 
of my organisation 

      

F Job Satisfaction 1 2 3 4 5 6 

1 I am currently satisfied in my job       

2 My manager provides me with sufficient guidance       

3 My manager provides me with support        

4 I feel recognized by my manager       
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5 I am satisfied with the decision-making authority provided to me by my 
organization 

      

6 I am satisfied with the amount of challenging work I often receive       

7 My workload is manageable in relation to the time available       

8 I experience excessive stress or burnout in my job       

 

 

 

Thank you for completing the survey. 
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APPENDIX B: Reliability Testing 

a) Organisational Culture 

Subconstruct 

Scale Mean if Item 

Deleted 

Scale Variance if Item 

Deleted 

Corrected Item-

Total Correlation 

Squared Multiple 

Correlation 

Cronbach's Alpha 

if Item Deleted 

The culture in my organisation is inclusive 32.07 144.293 0.798 0.684 0.950 

The culture in my organisation values diversity 31.91 145.722 0.755 0.631 0.952 

I feel that my organisation respects employees 32.08 141.070 0.840 0.775 0.949 

I feel that my organisation supports employees 32.13 142.822 0.845 0.787 0.949 

My company encourages work-life balance 32.00 145.913 0.735 0.676 0.953 

My company supports employee wellness 31.86 145.106 0.779 0.730 0.951 

The culture in my organisation aligns with my values 32.14 141.039 0.859 0.759 0.948 

My organisation emphasizes ethical behaviour 31.63 141.339 0.773 0.667 0.952 

My organisation promotes open communication 32.01 139.392 0.854 0.790 0.948 

My organisation promotes collaboration amongst 

employees 

31.75 143.183 0.806 0.717 0.950 
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b) Organisational Leadership 

SubConstruct 

Scale Mean if 

Item Deleted 

Scale Variance if 

Item Deleted 

Corrected Item-

Total Correlation 

Squared Multiple 

Correlation 

Cronbach's Alpha if 

Item Deleted 

Leaders in my organisation provide a clear business direction to 

employees 

22.78 87.282 0.810 0.815 0.954 

Leaders in my organisation provide a clear guidance to 

employees 

22.87 86.250 0.861 0.852 0.950 

Leaders in my organisation involve employees in decision 

making 

23.29 87.452 0.792 0.643 0.955 

Leaders often motivate employees to perform at their best 22.51 86.691 0.853 0.775 0.951 

Leaders in my organisation are committed to the success of the 

employees 

22.74 86.788 0.873 0.802 0.950 

Leaders in my organisation are committed to the well-being of 

the employees 

22.47 88.705 0.816 0.693 0.953 

Leaders in my company encourage creative thinking amongst 

employees 

22.52 86.768 0.858 0.805 0.951 

Leaders in my company support innovation 22.50 85.104 0.849 0.793 0.951 

c) Employee Compensation 

Subconstruct 

Scale Mean if 

Item Deleted 

Scale Variance 

if Item Deleted 

Corrected Item-

Total Correlation 

Squared Multiple 

Correlation 

Cronbach's Alpha if 

Item Deleted 

I feel that my compensation is competitive to other companies 

in the renewable energy sector 

21.85 72.480 0.788 0.659 0.900 

My organisation provides a transparent compensation structure 22.55 74.087 0.676 0.488 0.909 
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My compensation reflects my skills" 22.10 70.912 0.834 0.794 0.896 

My compensation matches my qualifications 22.09 72.002 0.805 0.764 0.899 

My compensation reflects my contributions 22.22 70.985 0.844 0.775 0.895 

My organisation provides performance-based salary 

adjustment 

21.96 74.366 0.639 0.464 0.913 

I believe there are opportunities for salary growth and 

advancement in my organization 

21.50 78.132 0.508 0.348 0.923 

My organisation offers attractive monetary benefits 22.13 74.539 0.723 0.533 0.905 

d) Career Development 

Subconstruct 

Scale Mean if Item 

Deleted 

Scale Variance 

if Item Deleted 

Corrected Item-

Total Correlation 

Squared Multiple 

Correlation 

Cronbach's Alpha 

if Item Deleted 

My organisation provides adequate opportunities to enhance my 

skills 

17.43 41.217 0.845 0.818 0.924 

My organisation provides adequate opportunities to enhance my 

knowledge 

17.22 41.130 0.842 0.789 0.925 

Employees in my organisation receive constructive feedback on 

performance 

17.51 41.118 0.802 0.760 0.930 

The performance feedback I have received has helped me grow 

in my career 

17.48 40.691 0.826 0.787 0.927 

I have access to resources that support my learning and 

development 

17.30 41.160 0.842 0.746 0.925 

My organisation has clearly defined training and development 

plans for employees 

17.64 42.378 0.749 0.571 0.936 
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e) Employee Turnover 

Subconstruct 

Scale Mean if Item 

Deleted 

Scale Variance 

if Item Deleted 

Corrected Item-

Total Correlation 

Squared Multiple 

Correlation 

Cronbach's Alpha if 

Item Deleted 

I am actively looking for employment outside of my 

organisation 

21.22 49.680 0.786 0.724 0.853 

I am likely going to seek other opportunities outside my 

organization in the near future 

20.74 54.713 0.672 0.581 0.872 

I have made a decision to leave my organization 21.48 47.775 0.776 0.632 0.853 

I have recently submitted job applications in other 

organisations 

21.21 46.590 0.812 0.708 0.846 

I have attended interviews to explore other opportunities 21.50 48.335 0.734 0.610 0.860 

f) Job Satisfaction 

 

Scale Mean if Item 

Deleted 

Scale Variance 

if Item Deleted 

Corrected Item-

Total Correlation 

Squared Multiple 

Correlation 

Cronbach's Alpha 

if Item Deleted 

I am currently satisfied in my job 21.79 68.266 0.680 0.497 0.840 

My manager provides me with sufficient guidance 22.04 61.415 0.835 0.811 0.819 

My manager provides me with support 21.87 59.802 0.863 0.888 0.814 

I feel recognised by my manager 21.83 59.622 0.846 0.825 0.816 

I am satisfied with the decision-making authority provided to 

me by my organisation 

22.05 61.690 0.824 0.695 0.820 

I am satisfied with the amount of challenging work I receive 21.54 64.955 0.712 0.523 0.834 
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My workload manageable in relation to the time available 21.64 70.649 0.498 0.430 0.858 

I experience excessive stress or burnout in my job 20.99 91.119 -0.253 0.215 0.926 
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APPENDIX C: Respondent’s reasons for Leaving. 

Reasons Frequency Percent 

Career advancement 27 9% 

Organisational Culture, Organisational Leadership 21 7% 

Organisational Leadership 18 6% 

Employee compensation 13 5% 

Employee compensation, Career advancement 11 4% 

Organisational Culture 11 4% 

Organisational Culture, Organisational Leadership, Job dissatisfaction 9 3% 

Job dissatisfaction 8 3% 

Organisational Leadership, Employee compensation 8 3% 

Organisational Leadership, Job dissatisfaction 8 3% 

Organisational Culture, Organisational Leadership, Employee compensation, Training and 

Development, Job dissatisfaction, Career advancement 

7 2% 

Organisational Culture, Organisational Leadership, Employee compensation 6 2% 

Training and Development, Career advancement 6 2% 

Organisational Culture, Job dissatisfaction 5 2% 

Organisational Culture, Organisational Leadership, Employee compensation, Career 

advancement 

5 2% 

Job dissatisfaction, Career advancement 4 1% 

Organisational Culture, Employee compensation 4 1% 

Organisational Culture, Employee compensation, Career advancement 4 1% 

Organisational Culture, Organisational Leadership, Career advancement 4 1% 

Organisational Culture, Organisational Leadership, Employee compensation, Job 

dissatisfaction 

4 1% 

Organisational Culture, Organisational Leadership, Training and Development, Job 

dissatisfaction, Career advancement 

4 1% 
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Employee compensation, Job dissatisfaction 3 1% 

Employee compensation, Job dissatisfaction, Career advancement 3 1% 

Employee compensation, Training and Development, Career advancement 3 1% 

Organisational Culture, Organisational Leadership, Job dissatisfaction, Career 

advancement 

3 1% 

Organisational Culture, Organisational Leadership, Training and Development 3 1% 

Organisational Leadership, Career advancement 3 1% 

Organisational Culture, Career advancement 2 1% 

Organisational Culture, Organisational Leadership, Employee compensation, Job 

dissatisfaction, Career advancement 

2 1% 

Organisational Culture, Organisational Leadership, Employee compensation, Training and 

Development, Job dissatisfaction 

2 1% 

Organisational Culture, Organisational Leadership, Training and Development, Job 

dissatisfaction 

2 1% 

Organisational Leadership, Employee compensation, Career advancement 2 1% 

Organisational Leadership, Employee compensation, Job dissatisfaction 2 1% 

Organisational Leadership, Employee compensation, Training and Development, Job 

dissatisfaction 

2 1% 

Organisational Leadership, Job dissatisfaction, Career advancement 2 1% 

Organisational Leadership, Training and Development 2 1% 

Employee compensation, Training and Development, Job dissatisfaction, Career 

advancement 

1 0% 

Organisational Culture, Employee compensation, Job dissatisfaction 1 0% 

Organisational Culture, Employee compensation, Job dissatisfaction, Career advancement 1 0% 

Organisational Culture, Employee compensation, Training and Development 1 0% 

Organisational Culture, Organisational Leadership, Employee compensation, Training and 

Development, Career advancement 

1 0% 

Organisational Culture, Training and Development, Career advancement 1 0% 

Organisational Leadership, Training and Development, Career advancement 1 0% 
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Training and Development 1 0% 

Total 287 100% 
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APPENDIX D: Principal component Analysis  

Compo

nent 

Initial Eigenvalues Extraction Sums of Squared Loadings 

Total % of Variance Cumulative % Total % of Variance Cumulative % 

1 21,697 47,168 47,168 21,697 47,168 47,168 

2 3,632 7,895 55,063 3,632 7,895 55,063 

3 2,955 6,424 61,487 2,955 6,424 61,487 

4 1,811 3,938 65,425 1,811 3,938 65,425 

5 1,559 3,390 68,815 1,559 3,390 68,815 

6 1,238 2,692 71,506 1,238 2,692 71,506 

7 1,059 2,303 73,809 1,059 2,303 73,809 

8 ,959 2,085 75,894 

      

9 ,830 1,805 77,700 

      

10 ,720 1,565 79,264 

      

11 ,610 1,327 80,591 

      

12 ,604 1,313 81,904 

      

13 ,566 1,230 83,134 

      

14 ,530 1,152 84,286 

      

15 ,485 1,054 85,339 

      

16 ,469 1,019 86,358 

      

17 ,453 ,985 87,343 

      

18 ,427 ,929 88,272 

      

19 ,409 ,888 89,161 

      

20 ,372 ,808 89,968 

      

21 ,342 ,743 90,711 

      

22 ,323 ,702 91,414 

      

23 ,318 ,691 92,105 

      

24 ,286 ,622 92,727 

      

25 ,263 ,572 93,299 
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26 ,251 ,547 93,846 

      

27 ,244 ,531 94,377 

      

28 ,219 ,477 94,854 

      

29 ,204 ,443 95,297 

      

30 ,198 ,431 95,728 

      

31 ,195 ,423 96,151 

      

32 ,186 ,404 96,555 

      

33 ,174 ,379 96,933 

      

34 ,163 ,354 97,288 

      

35 ,152 ,331 97,618 

      

36 ,137 ,298 97,916 

      

37 ,133 ,288 98,205 

      

38 ,128 ,278 98,483 

      

39 ,119 ,258 98,740 

      

40 ,107 ,232 98,972 

      

41 ,096 ,208 99,180 

      

42 ,092 ,200 99,380 

      

43 ,090 ,196 99,576 

      

44 ,079 ,173 99,749 

      

45 ,063 ,137 99,886 

      

46 ,053 ,114 100,000 
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