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Abstract – Employee turnover has come to gain great attention all over the world, in various industries. The study was conducted 
Teachers’ Service Commission (TSC) Secretariat, Kisumu. The study specifically sought to assess the effects of remuneration strategies, 
remuneration policies and timely pay on employee turnover at Teachers’ Service Commission Kisumu secretariat. Descriptive research 
design was used in the study. Systematic sampling technique was used to select the respondents for questionnaires who were the 
employees at TSC. Research instrument used was semi-structured questionnaire and data was analyzed using descriptive statistics. The 
study realized that remuneration strategies, remuneration policies and timely pay positively influenced employee turnover at Teachers’ 
Service Commission Kisumu secretariat. The study recommended that performance appraisal should be frequently and fairly done and 
emphasis should be put on encouraging improvement in employee relations and output; management policies on remuneration ought to 
be regular and commensurate with the prevailing economic conditions as well as the experience of the employees, and; there is need for 
more consultation on the issues of timely payment so as to enable employees to get interest-free financial relief from  the organization at 
their time of need. 
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I.  INTRODUCTION  

Employee turnover has emerged as a matter of interests 
for companies and organizations. ([1],[2],[3]). Therefore, 
employers have to possess a keen interest in their employee 
turnover rate because it is viewed as an expensive part of 
conducting business ([4],[5]). According to Harmon et al., 
[6], employee retention is mainly related to job satisfaction, 
motivation, rewards. As the organizations change, they are 
faced with this problem of employee turnover which 
becomes more crucial because requires highly developed 
skills and competencies ([7],[8]).  Turnover causes the 
organization to incur some costs which includes recruitment, 
replacements, and production cost. Organizations have 
ensured a lot of problems in terms of high labor turn over, 
low employee motivation, low morale and unimpressive 
performance. Staff retention is closely linked to job 
satisfaction, rewards, motivation and a workplace that 
retains good staff ([6],[8]). The study was based on the 
expectancy theory which argues that the strength of a 
tendency to act in a certain way depends on the strength of 

an expectation that the act will be followed by a given 
outcome and on the attractiveness of the outcome to the 
individual ([9],[10],[11]). 

The study sought to test the following research 
hypotheses: 

Ho1 : There is no significant  relationship between 
remuneration strategies and employee turnover at Teachers’ 
Service Commission Kisumu secretariat. 
Ho2 : There is no significant  relationship between 
remuneration policies and employee turnover at Teachers’ 
Service Commission Kisumu secretariat. 
Ho1 : There is no significant  relationship between timely 
pay and employee turnover at Teachers’ Service 
Commission Kisumu secretariat. 
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II.  METHODOLOGY  

The study utilized descriptive research design that 
describes a phenomenon, event, pattern and historical trend 
without attempting to determine what causes the 
phenomenon ([12],[13],[14]). A sample size of 88 was used 
in the study. The respondents were selected using simple 
random sampling technique which is a method by which all 
members of the population under study have the same 
chance (probability) of being selected ([15],[16],[17],[18]). 
The data was gathered using questionnaires which are set of 
questions to be used on a survey and where respondents are 
asked, with instructions that are appropriate showing which 
questions are supposed to be asked, and in what order 
([19],[20],[21],[22]). 

The study used descriptive statistics, which was intended 
to illuminate the data, so that their core characteristic was 
revealed ([23],[24],[25]). F-test was used to test the 
hypothesis and is usually used to check if the two samples 
used in the study were from the same population that is 
normal from two populations that are normal with equal 
variances or with variance that are equal ([26],[27],[28]). In 
using multiple regression analysis, the researcher made the 
following assumptions; that the data collected was normally 
distributed, that there were no univariate outliers, that 
variable was linearity dependent, multiple regression 
residuals was uncorrelated and that there was homogeneity 
of variances  ([29],[30],[31]). In this case, the following 
multiple regression model was examined. 

Y = β� + β��� + β�X� + β
X
 + ε, where, 
Y = Employee turnover 
X1 = Remunerations strategies 
X2 = Remuneration policies 
X3 = Timely pay 
β�
�	Regression coefficient of the two independent variables 

=error term 

III.  RESULTS AND DISCUSSION 

3.1 Demographic information of respondents 

The table 1 below shows that 59% of the respondents 
were male while the remaining was female. This shows that 
majority of the employees are male. The study revealed that 
48% of the employees were aged between 31-40 years, 32% 
aged 41-50 and only 6% of the employees were above 50 
years. This shows that most of the employees quit the 
organization before they reach the age of 50. The table also 

below shows the response with regard to length of service 
that employees have worked in the organization. From the 
table,  most of the respondents had served between 6-10 
years representing 46%, 18% had served between 1-5 
years,27% of them had served between 11-15years and 9% 
of them had served the organization for over 15 years. The 
study findings revealed that 57% of the employees had 
attained college level education, 25% secondary level, 14% 
university level and only 4% had attained primary level 
education.  

Table 1: Demographic Information of Respondents 

Gender Frequency Percentage 

Male 52 59% 
Female 36 41% 

Age bracket   

18-30 12 14% 

31-40 42 48% 

41-50  28 32% 

Above 51 6 6% 

Duration of work    

1-5 years 16 18% 

6-10 years 40 46% 

11-15 years 24 27% 

Over 15 years 8 9% 

Education level   

Primary 4 4% 

Secondary 22 25% 

College 50 57% 

University 12 14% 

 
3.2 Hypothesis Testing 1 

In trying to test the significant of the model, the study 
used ANOVA. Further the ANOVA output shown in Table 
4.2 reveals that the hypothesized multiple regression models 
was statistically adequate. The F-statistic value was 
significant at the 5% level (F5,83 = 6.320, p<0.05). This 
shows that the regression coefficients were significantly 
different from zero.  
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Table 2 : ANOVAb Of Remuneration Strategies And Employee 
Turnover 

           Model  df Mean Square F Sig. 

1 Regression  5 6.320 32.468 .000a 

Residual  83 0.195   

Total  88    

a. Predictors: (Constant), Remuneration strategies 
b. Dependent Variable:  Employee turnover 

 
From the findings as depicted in Table 2, the study will 

reject the null hypothesis (Ho1): ‘There is no significant 
relationship between remuneration strategies and employee 
turnover at Teachers’ Service Commission Kisumu 
secretariat’. This is to insinuate that there is significant 
relationship between remuneration strategies and employee 
turnover at Teachers’ Service Commission Kisumu 
secretariat. 

3.3 Hypothesis Testing 2 

Furthermore, ANOVA output shown in Table 3 revealed 
that the hypothesized multiple regression models were 
statistically adequate. The F-statistic value was significant at 
the 5% level (F5,83 = 9.421, p<0.05). This shows that the 
regression coefficients were significantly different from 
zero. 

Table 3 : ANOVAb  Of Remuneration Policies And Employee Turnover 

Model df Mean Square F Sig. 

1 Regression  5 9.421 21.564 .000a 

Residual  83 0.203   

Total  88    

a. Predictors: (Constant), Remuneration policies 
b. Dependent Variable:  Employee turnover 

From the findings as indicated in Table 3, the study 
rejected the null hypothesis (Ho2) : ‘There is no significant  
relationship between remuneration policies and employee 
turnover at Teachers’ Service Commission Kisumu 
secretariat’. This is to indicate that there was significant 
relationship between remuneration policies and employee 
turnover at Teachers’ Service Commission Kisumu 
secretariat. 

3.4 Hypothesis Testing 3 

In addition, ANOVA output shown in Table 4.18 reveals 
that the hypothesized multiple regression models were 
statistically adequate. The F-statistic value was significant at 
the 5% level (F5,83 = 16.876, p<0.05). This shows that the 
regression coefficients were significantly different from 
zero.  

Table 4 : ANOVAb of  timely pay and employee turnover 

Model  df Mean Square F Sig. 

1 Regression  5 16.876 45.543 0.000a 

Residual  73 0.508   

Total  78    

a. Predictors: (Constant), Timely pay 
b. Dependent Variable:  Employee turnover 
 

From the findings as shown in Table 4, the study 
rejected the null hypothesis (Ho3): ‘There is no significant  
relationship between remuneration policies and employee 

turnover at Teachers’ Service Commission Kisumu 
secretariat’. This meant that there was significant 
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relationship between timely pay and employee turnover at 
Teachers’ Service Commission Kisumu secretariat. 

IV.  CONCLUSIONS AND RECOMMENDATIONS  

Based on the results of the present study, the following 
conclusions are drawn. That most of the respondents felt 
that they are compensated well based on their level of 
education and experience. However, most of them felt that 
there are complaints relating to their pay. The organization 
did not pay in appropriate time as per employment contracts 
with its employees as indicated by most of the respondents 
implying that the organization was not efficient in handling 
pay issues and did not promptly pay its employees. The 
study recommended that performance appraisal should be 
frequently and fairly done and emphasis should be put on 
encouraging improvement in employee relations and output. 
Management policies on remuneration ought to be regular 
and commensurate with the prevailing economic conditions 
as well as the experience of the employees. This will make 
the employees feel most valuable to the organizations. There 
is need for more consultation on the issues of timely 
payment so as to enable employees to get interest free 
financial relief from the organization at their time of need. 
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