
























































































































































to inform safety representatives of the steps taken to identify the hazards
and evaluate e risks entailed in ‘listed” work, and of the monitoring and
occupational rgiene programmes and their results;

to inform all ¢ ployees of the danger involved in their work;

to provide fac ties, assistance and training to health and safety
representatives;

to inform health and safety representatives beforehand of inspections,
investigations, formal inquiries, and applications for exemption;

to inform representatives of any incident which occurs at the workplace
('incident” is defined as an occurrence as a result of which a person dies,
becomes unconscious, loses a limb or part of a limb, becomes so ill that
he is likely to die or be disabled, or will not be able to work for a period of
more than fourteen days); and

to see that the safety coi its functions.

2.20.4 The right to security in t n duty.

Bendix (1989:351) declares tha. vv.mled to compensation against

loss of earnings due ttﬂ:ﬁ%eé\is ;irtg}dbsfﬂﬁl gffaﬁﬁ‘ioé"aded in the course

of the employment, free medigat trsatnent. 466 Wsiis Sums or pensions for

permanent disablement. The University of Fort Hare compensation policy on

injury on duty cannot be regarded as full compensation to the pain suffered.

Injuries are compensated only through the compensation fund which is deducted

from the employees’ salary. The university use money from this fund to pay the

practitioner for the services rendered to the employee, meaning that there is no

direct financial compensation to the employee for the pain suffered.
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42 CONCLUSION

This chapter has presented the data and data analysis. The research has
indicated that there are various factors that influence labour turnover and
absenteeism. The factors are:

non-utilization of skills by the institution,

absence of rewards or recognition for a job well done,
lack of condu: re working environment,

non-participation in decision making,

lack of consultation on issues affecting departments,
unclear job description,

unequal treatment in the workplace,

unions not playing an eff relfare of their members,
not being informed of lakt

non-availability of office ¢

not earning a arket rele

unclear career paths,

not receiving work relate

not having clear job contin uy,

not having full =sponS|b|I|ty o tability on own work,

\rllvc())t”;r:}?)\;:?lg 3%5&%5@?% at4ttohs and weekends,

not receiving cooperafiétfieri dthds Hrtients,

unsatisfactory conflict resolution methods,

vague policies and administrative styles,

unsatisfactory supervision,

unsatisfactory motivation, and

unsatisfactory methods applied by the institution when implementing
changes.

The results also indicate that most of the factors mentioned in the questionnaire
were confirmed as ¢ itributing factors to labour turnover and absenteeism by the
majority of the respondents.

The majority of the respondents:

. Agree that their skills and experience are not properly utilized by the
institution,

. are aware that they do not receive recognition or rewards for the job well-
done,

. agree that office environment is not conducive for them to perform their
tasks,

. agree that the do not take part in decision making processes,

. indicated that they are not consulted on issues affecting their departments,
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believe that not having a clear job description can influence labour
turnover and absenteeism,

believe that there is unequal treatment in the workplace,

believe that the unions are not playing an effective role in the welfare of
their members,

confirmed that they are fully aware of their labour relations rights,

agreed that not having access to facilities such as computers leads to
labour turnover and absenteeism,

strongly agree that not earning a market related salary can lead to labour
turnover and absenteeism,

agreed that there are no clear career path opportunities,

confirmed not having job continuity and security,

disagree that not having full accountability on own work can lead to labour
turnover and absenteeisi

agreed that work is havir t on their family life,

disagree that not having an lead to labour turnover and
absenteeism,

believe that they do not ¢ y need from other departments,
believe that ¢« flict resol unsatisfactory,

are of the opinion that the i lcies are vague,

confirmed that there is unstervision,

agreed that the aliorg L e, and
agreed that theﬁsisl% |§nf sTmeéf@tfgyﬁ#?p ementing changes.
R PR

The following chapter will present the discussion of the results, present
recommendations and the conclusion.
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CHAPTER 5

DISCUSSION, RECOMMENDATIONS AND CONCLUSION.

5.1 INTRODUCTION

The previous chapters dealt with the research problem, literature review, the
methodology, data presentation, interpretation and data analysis. This chapter
will highlight the overi findings of the research, limitations of the study,
recommendations and the conclusion.

5.2 RECOMMENDATIONS
Manar :ment should be aware t us issues that contribute to
employee job satisfaction. In orc f retention and reduce work

absenteeism, management shoi

recognize the skills and € ambers have and use those
skills for the benefit of the

develop and implement a w reward staff members who
have performed beyond ex‘:)mI

provide market fas t i taining staff

P ombors. THIVARTS OF FEFIPEAEE

involve all stakeholdery #¥ thee Hedlstormaking processes of the institution,
involve staff members on issues affecting their departments. There must
be proper channels of communication before implementing any changes
to existing processes. Policies must be clearly spelt out for easy
interpretation by all staff members,

educate staff members, through workshops on employee rights and labour
related issues. Inions must be fully supportive of their members, and
show interest in protecting workers’ rights,

outline career path opportunities, job security and job continuity,
introduce a system which will encourage cooperation and support within
different departments that work together,

introduce new motivation strategies, such as inviting motivational
speakers to the institution, and improve supervision strategies,

introduce appropriate conflict resolution methods as current methods are
not satisfactory, and

provide proper working environment to all staff members.
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Honours
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Certificate

SECTION B: QUESTIONNAIRE
SCALE:

5= Strongly Agree, 4= Agree, 3= Not Sure, 2= Disagree, 1=Strongly Disagree

Labour turnover (resignation. nteeism |5 4 3
is a result of:

Skills and experience not prope inizations.
Not receiving rewards or recogt done
Office environment not conduci

Not participating in decision makin TS, top down
approach.

Not being consulted ok Iqudscai®tlyg oy Fepairdehal

Not having a clear job descypligsn, . . .

PRI RS R R OL )

Unegqual treatment in the workplace.

Unions not playing an effective role in the welfare of its
members

Not being informed of my labour relations rights

Not having access to facilities such as computers, printers
etc and still being expected to perform.

Not earning a market related salary.

Unclear or unsatisfactory career path opportunities.

Not receiving work related training.

Not having clear job continuity and security.

Not having full responsibility or accountability on own work.

Work having a negative effect on my family life.

Not enjoying time-offs, such as lunch time, week-ends,
vacations.

Not receiving cooperation from other departments | rely on
to do my job.

Unsatisfactory conflict resolution methods.

Vague policies and administration styles.

Unsatisfactory supervision.

Unsatisfactory motivation or no motivation at all.

Unsatisfactory methods used by my organlzatlon when
implementing changes.
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