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ABSTRACT

This study focused on job mobility of employees at selected private banks in

Yangon. The aim of the study is to explore the job mobility in selected private bank in

Yangon, to identify the organization factors of private banks and to analyze factors

influencing on job mobility at private banks in Yangon. In this study uses sulvey

research design, adopts descriptive, sample random sampling method and statistical

techniques to analysis the reasons why larger percentage of banking staff moved

between other firms in Yangon. The respondents are asked with structured

questionnaire. This study, random sampling of 150 employees from the total23953

employees of Kanbawza Bank, Ayawaddy Bank, Yoma Bank, United Amera Bank

and Myawaddy Bank. The respondents are asked by using five points Likert-scale

measurement. This study includes two determinants of job mobility in private banks

in Yangon. First determinant is institutional determinants: institutional image,

management style, leadership style, salary package, job content, and job autonomy

and flexibility. Among them, leadership style is the most influence than other factors.

It is effect negative relationship on job mobility. This mean that job mobility can

decrease if organizations have good leadership style. Institutional image and

management style is slightly and negative relationship on job mobility. Therefore,

organizations should try to take fair advantage of staff, accept employees' suggestion

and feedback. Second is individual determinants: need opportunities for further

studies, need for career advancement, utilization of competencies, and pension

scheme and retirement plan. Among then, only need opportunities for further studies

are slightly and inversely effect on job mobility. This mean that organizations should

facilitate new career benefit program and give opportunities to learn and grow. This

study attempt to highlight a more comprehensive understanding of employee job

mobility based on institutional factors and individual factors of private banks in

Yangon.
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CHAPTER I

INTRODUCTION

Human capital are the core of all,businesses and they involve important role in

country. Without staff, any organization will not be able to stand in economic sectors.

Employers and employees are depended on each other. Ability of an individual to

change worker position ,or rank within a profession or to change occupation.

Therefore, employers should need to provide a good HRM practices to get the less of

job mobility. Human resource management is one of the key elements in organization.

As a worker- job match a fairly tale ending with the words, employees want to be a

good relationship with their employers, colleagues, they wish to stay better working

environment and want to live happily ever after. Employees always determine the

decision of driving the career paths and mobility of individuals either within one firm

or between firms.

In contrast to intrafirm mobility, inter firm mobility can be directly determined

by the workers. This study is why workers move across firms consequences of lack of

HRM practices and who remains in the firms is also an important research topics.

Topel and Ward(1992) study the determinates of turnover, and the wage growth

associated with this kind of job mobility. High turnover rate is the major threat for

human resource management. It points out the poor HRM practices in organization.

Job mobility of employees increaie the turnover rate and organization had sufEered a

productivity loss. David S. Hachen.Jr (1990 in US) developed the voluntary and

involuntary exists, within and between employer moves and upward job shifts. He

found that three theoretical model in job mobility- the reward resource model, the

Limited opportunity model, and the Vacancy competition model. Organtzation want

to create employee commitment, HRM practices are essential. Therefore, the main

study is the lack of HRM practices are strong determinant of changes of firms, but

they are also determined by the process of search and mobility. According to this

model, job mobility can be said the career rnobility.

The main empirical findings of study, observed and unobserved characteristics

of firms are critical influence ofjob mobility. Therefore, a wide range of theories help

explain job mobility. It is natural that evidence in this study will relate not one single

theory of mobility but related scopes.
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1.1 Rationale of the Study

Every country, employees play a major role in all firms and involves critical

human being in society. White-collar workers and Blue-collar workers are essential as

a human capital and the major concern for developing. To become developed country

rely on essential sectors such as education, economics, and social welfare. If every

country have a good education, economics, and social, people do not think to transfer

ofjob mobility to other countries. Also, if organizations have a good human resource

practices, employees hold on their job and try to be consistent in their work. In

contrast, developing and latest developing countries' employees wish to move job

mobility in others job or countries reason of wages and compensation, job security,

lack of career development, and other benefit for staff.

1.2 Objectives of the Study

The main purpose of this study is to find the problem of why employees move

to other business aspect of human resource management practice and to achieve the

benefit for both employers and employees of Limited companies by providing the

realistic and systematic analysis on this study. The objectives are:

1. To identify the organization factors of selected private banks in Yangon.

2. To analyze factors influencing on job mobility at selected private banks in

Yangon.

1.3 Scope and Limitation of the Study

The topic of this paper is "Job mobility in private banks in Yangon" and

special focus on "job mobility" which one of the components of human resource

management. This study is focus on job mobility of staff at the private banks in

Yangon which are operated, managed, and controlled according to HRM practices.

Today, 24 private banks in Yangon. Among them, this study selected five private

banks in Yangon. These are Ayeyarwaddy (AYA)bank, Kanbarvza(KBZ)bank, Yoma

Bank, United Amara Bank(UAB), and Myarvaddy Bank. The qualitative and

quantitative surveys will be conducted from these five private banks in Yangon. The

total population of these five private banks are 23935 employees. Due to the limited

time, focus only 150 staffs in these private banks are randomly selected an data

analysis is done by according to available facts and information.
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1.4 Method of the Study

To achieve the objectives, the following methods will be compromised. The

exploratory research approach will be conducted. This study used descriptive research

method, and applied both primary and second data. Primary data, the simple random

sampling method is used. Primary data are collected by using the questionnaires, face-

to-face inten iew with the respondents. In this study, questionnaire is established by

the likert scale it is separated 4 parts:(l) personal factors, (2) analysis on institutional

determinants , (3) analysis on individual determinants and (4) analyze the question

regarding the job mobility . Secondary dataare collected from company profile, report

of the organization, relevant literatures, previous research paper, inter website and all

related sources. Quantitative and qualitative data rvill be collected by providing

questionnaire to the staff these private banks. Personalized interviews \ryere taken

from the human resources repofts prepared by human resource managers of these

selected in private banks.

1.5 Organization of the Study

This study consists of five chapters. The chapter (1) starts introduction of the

study, objectives of the study, scope and methodology of the study, method of the

study and organization of the study. Chapter (2) contains theoretical background of

human resource practices and employee commitment. Chapter (3) involves the profile

of these private banks. Chapter (4) analysis on job mobility. Chapter (5) ends with the

conclusion of the study. It includes findings and discussions, suggestion and

recommendation, and need for further studies.
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CHAPTER II
THEORETICAL BACKGROUND

This chapter concentrates on the review of literature concemed with the

problem of job mobility in Private Bantrcs in Yangon. In this study, theories and

models underlying the conceptual framework proposed for the study. Reflecting the

main purpose of the study " to benefit for both employers and employees of the

Private Banks in Yangon", the study has been relied on the background of Human

Resource Management Theory.

Job mobility has been a serious challenge to organizations worldwide (Mboya,

2009). Job mobility has to do with the ease of migration of Private Banking staff

between jobs or geographical locations. Thus, job mobility could simply be defined as

the ability of u'orkers to change job between different firms, different occupations,

different locations or different countries( John, 2002). There are two main types of
job mobility: Geographical and Occupational. Geographical mobility concerns

movement of people between regions and Occupational mobility involves movement

between jobs (Jorgen & Regina, 2003). These two types could further be broken

down into four based on the definition, which are Job change but no change in

occupation or residence, Occupational change but no change in residence,

Geographical move to a job but no change in the occupation, Geographical migration

accompanied by a change in occupation (McConnell, Brue and Macpherson, 20LO).

2.1 Human Resource Management

I{uman resouroe management(HRM) is a comprehensive and coherent

approach to the employment and development of people. HRM can be regarded as a

philosophy about how people should be managed, r.r,hich is underpinned by a number

of theories relating to the behavior of people and organization.It is concerned with

the contribution it can make to improving organizational effectir.eness through

people(Armstrong 2006). HRM involved the application of policies and practices in

the fields of organization design and development, employee resourcing, learning and

development, performance and reward and the provision of services that enhance the

well-being of employee. These are based on human resoulce(HR) strategies that are

integrated with one another and aligned to the business strategy.

'i'1ri
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Human resource management is the managerial utilization of the efforts,

knowledge, capabilities and committed behaviors which people contribute to an

authoritatively co-ordinate human enterprise as part of an employment exchange(or

more temporary contractual arrangement) to carry out work tasks in a way which

enables the enterprise to continue into the future.( Watson 2010). According to Gary

Dessler (2013), human resource management refers to the policies and practices one

needs to camy out the people or human resource aspects of management position

including recruiting, screening, training, reu,arding and appraising. HRM is defined as

a system of activities and strategies that focus on successfully managing employees at

all levels of an organizationto achieve organizational goals (Byars & Rue, 2006).

G.R. Agrawal(20l3), human resource management is a process concerned

with the management of human energies and competencies for achieving

organizational goals through acquisition, development, utilization and maintenance of

a competent and committed workforce in a changing environment. The human

resource management activities can be summarized briefly under five major domains:

(l) organizational design; (2) staffing; (3) perfornance apprisal; (4) employment

training and orgarization development; and (5) reward systems, benefits and

compliance( Beardwell, Holden, and Cladon 2004).

The purpose of HRM is to ensure that the employees of an organization are

used in such a way that the employer obtains the greatest possible benefit from their

abilities and the employees obtain'both material and psychological rewards from their

work (Graham,2006). According to Storey 1995, HRM is a distinctive approach to

employment management which seeks to achieve competitive advantage through the

strategic deployment of a highly committed and capable workforce, using an array of

cultural, structural anci personnel techniques.

HRM is a managerial perspective which argues the need to establish an

integrated series of personnel poiicies to support organizational strategy (Buchanan

and Huczynski, 2004). HRM is a strategic approach to managing employment

relations which emphasizes with leveraging people's capabilities is critical to

achieving competitive advantage, this being achieved through a distinctive set of

integrated employment policies, programnes and practices (Bratton and Gold,2007).

The basic objective of the function is to provide the advice and service that

support orgarrization and their managers to get things done through people. The HR

function may encompass one person or a whole department. Armstrong and

5
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Taylor(2015) notes that " the role of HR professionals varies widely according to the

extent to which they are generalist( HR director, HR manager, HR officer) or

specialist( head of learning and development, head of talent management, head of
reward), the level at rvhich they work( strategic, executive or administrative), the

needs of organization, the view of senior management about their contribution , the

context within which they work and their own capabilities.

HR management is not a single homogenous occupation, it involves a variety

of roles and activities that differ fi'om one organization to another or even at different

levels within the same organization. Cial(2006) suggests that in an organizatiot of
people a typical HR tearn might consist of a director, reporting to the chief executive,

a number of professionally qualified managers with responsibility either for specific

areas of the organization or specific functions such as recruitment or employee

relations, assisted by a number of more junior HR officers and assistants. David

Ulrich(2004) regarded as instrumental to formulating of model of HR deliyery

sometimes referred to as " the three-legged stool model" whereby HR is delivered

through three major areas- centers of expertise( training and development or

recruitment, shared service centers to handle the administrative and record keeping

side of HR, and HR/strategic business partners to work with managers across the

orgarization helping them to achieve their objectives.

According to Purcell QA$) good HR practice is not only about having a

range of best-practice policies in. place. What makes the difference is how these

policies and practices are implemented by line managers. Purcell and his colleagues in

particular emphasizes the contribution to improved organization performance of line

managers in "bring HR policies to life". People centered aspect of an manager's role

such as defining roles, interviewing, reviewing performance, proving feedback,

coaching, identifying learning and development needs and conducting perfonnance

reviews all require special skills. Some managers by a nature are better at this type of
activity than others, but all benefit from guidance and support. In particular,

organizations need to recognize people management duties as part of a manger's role

and give them the time required to do it. Armstrong and Taylor (2015) suggested a

number of ways in u,hich organizations can achieve "better implementation and better

ownership by line lnanagers of HR practices: (1) identify how input in the area of
people management dernonstrably benefits them, (2) involve them in the development

and the testing of the practices, (3)ensure practices are not too complicated,

6
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bureaucratic or time- consuming, (4) ensure their responsibilities are defined and

cornmunicated clearly, and (5) provide them with the guidance, support and training

required to implement the practice.

Reilly (2012) concludes that HR needs to reflect more both on its own

capacity and on the role it plays in organization. While supporting the organization in

achieving its objectives will always be central to the mission of HR: (i) doing the

basic right (paying people, recruiting efficiently, responding quickly to queries) , (2)

supporting line managers, providing good quality people data and a provider of

'workforce intelligence' which can only be obtained by "HR staff getting out more,

talking and listening to staff, and not relying only on employee surveys, and (3) HR's

role as a challenger, champion of good people management, guardian of organization

values, conscience ofthe otganization and governor.

2.2The Goals of HRM in Organization

The goals of HRM are: first is to support the organization in achieving its

objectives by developing and implementing human resource(HR) strategies that are

integrated with the business strategy (strategic HRM). Second is to contribute to the

development of a high perfoflnance culture. Third is to ensure that the organization

has the talented, skilled and engaged people it needs. Fourth is to create a positive

employment relationship between management and employees and a climate of
mutual trust. The last is to encourage the application of an ethical approach to people

management.

2.3 Roles of Human Resource Management in Organization

Four role of human resource management in organization. They are

management of strategic human resource, management of firm infrastructure,

lnanagement of employee contribution , and management of transformation and

change.

I
I
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Table (2.1) Role of Human Resource Management

Role
Deliverable/

outcome

Management of
Strategic Human
Resources

Executing strategy Strategic Paftner

Management of Firm
Infrastructure

Building an
efficient
infrastructure

Metaphor

Administrative-Expert

Employee Champion

Activity

Aligning HR and
business strategy:
"organizational
Diagnosis"

Reengineering
Organization
Process: " Shared
seryices"

Listening and
responding to
Employee:
"Providing resources
to employee"

Managing
transformation and
change:" Ensuring
capacity or change

i

Management of
Employee
Contribution

Management of
Transformation and
Change

Increasing
employee
commitment and
capability

Creating a renewed
organization

.2"-

.:

Change Agent

Source: ibid page 25

2.3.1 Management of Strategic Human Resources

The strategic HR- role focuses on alignin-e HR strategies and practices u,ith

business strategy. In playing this role, the HR professional u'orks to be a strategic

parlner, helping to ensure the success of business strategies. 81'fulfilling this role, HR

professional increases the capacity ofa business to execute its strategies.

The deliverable from the management of strategic human resources is strategy

execution. HR practices help accomplish business objectives. HR strategies modified

hiring practices and career paths to ensure multinational competence. Each of these

HR practices helped execute business strategl'. The HR executives who designed

these new practices were strategic partner: They mastered the skill of organizational

diagnosis and aligned HR practices with business strategies.

8



The metaphor for this role is the "strategic partner". HR professionals bec.-::3
strategic pattners when they participate in the process of defini,g business srrare g.,.
when they ask questions that move strategy to action, and rvhen they design hp,
practices that align vvith business strategy.

The primary actions of the strategic human resource manager transla:e
business strategies into HR priorities. In any business setting, whether corporate.
functional' business units, or a strategy exists either explicitly, in a formal process or
document' or implicitly, through a shared agenda or priorities. As strategic partners.
HR professional should be able to identify the HR practices that make the strategr
happen' The process of identifying these HR priorities is called organizational
diagnosis' a process through which an organization is audited to determine its
strengths and weaknesses.

2.3.2 Manasement of Firm Infrastructure
creating an organizational infrastructure has been a traditional HR role. It

requires that HR professionals design and deliver efficient HR processes for staffing.
training, appraising, rewarding, promoting, and other-wise managing the flo*. of
employees through the organization. As a caretaker of the corporate infrastrucrure.
HR professionals ensure that these organizational processes are designed and
delivered efficiently' HR professionals create infrastructure by consrantl], exani:ii:s
and improving the HR process.

The deliverable from the infrastructure role is administratire eiiicl::;,, ii.
professionals accornprish administrative efficiency in t*,o \\,a's. Fir.t. :::., ;:,s*:.
efficiency in HRpresses. For exampre, through reengineering FIR. -::.,r3ss. .:.; :r=:
found twenty-four separate registration systems for trainin,s: ne\\.e:r;:e:;.. :r:l c.,si
savings rvere achie,ed by streamlining and automation them r::,:, " ,ri:ie s\.srem.
Another firm, finding that it required an a'erage of six. monrhs rc siatT ker. positions,
improved the process and cut the time needed to one mcnrh. -{ second *.ay in u,hich
HR executives can improve overall business eft'iciens is b1 hiring, training, and
rewarding managers who increase producti'itr and reduce \\,aste.

The metaphor for work on a firm's int'astructure is the ,,administrative 
expeft,,.

To be effecti'e as administrati,e experts. HR professionals need to undertake
activities leading to continual reeugineerin-e of the rvorked process they administer. In
many firms, this reengineering of HR processes has led to a new HR organi zational

9



form called shared serices, tluough which HR administrative services are shared

across company division while maintaining service quality for their users ( line

flranagers, employees, and executives).

2.3.3 Management of Employee Contribution

The employee contributions role for HR professionals encompasses their

inrrolvement in the day-to-day problems, concerns, and needs for employees. In

companies in which intellectual capital becomes a critical source of the firm's value.

HR professionals become the employee's champions by linking employee

contributions to the organization's success.

The deliverable from management of employee contribution are increased

employee commitment and competence. HR practices should help employees to

contribute through both their competence to do good work and their commitment to

work diligently.

The metaphor for this HR role as implied above is "employee champion".

These champions personally spend time with employees and train and encourage

managers in other departments to do the same.

The main activities for the management of employee contribution are

listening, responding, arrd finding ways to provide employees with resources that

meet their changing demand. HR professionals and line managers serve as employee

champions creatively seek and implement the means for employees to voice opinions

and feel ownership in the business; they help to maintain the psychological contract

between the employee and the firm; and they give employees new tools which to meet

ever higher expectations.

2.3.4Management of Transformation and Change

Transformation entails fundamental cultural change within the firm; HR

professionals managing transformation become both cultural guardians and cultural

catalysts. Change refers to the ability of an organizatron to improve the design and

implernentation of initiatives and to reduce cycle rime in ali organizational activities;

HR professionals help to identify and implement processes for change.

The deliverable from management of transformation and change is capacity

fbr change. HR executives serve as business partners by helping employees let go of

I
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old and adapt to a new culture. As change agents, IfR executives help organizations

identifr a process for managing change.

The rnetaphor for work in this role is "change agent". As change agents, HR
professionals face the inherent in organizational change. For the HR professional

sen'ing as change agent, honoring the past means appreciating and respecting the

tradition and history of a business while acting for the future. Therefore, HR
professionals may need to force or facilitate a dialogue about values as they identify
nerv behaviors that will help to keep a firm competitive over time.

The action of the change agents include identifying and framing problems,

building relationships of trust, solving problems, and creating and fulfilling action

plan.

2.4 Job Mobility

Working definition of Job Mobility in this study is:

Job mobility could simply be defined as the ability of workers to change jobs betrveen

different firms, different occupations, different locations or different

countries(John,2002). There are two main types of job mobility which are

Geographical and Occupational. Geographical mobility concems movement of people

between regions while Occupational mobility involves movement between jobs

(Jorgen & Regina, 2003).

The main obstacles and cost of job mobility include: wage differentials,

gender, transportation expenses, forgone income during movement, psychic cost like
negative effects of living family and friends, loss of seniority and pension benefits. If
the expected earnings exceed the cost, the worker will move (McConnell et at,2010).

Other factors or determinants of mobility are: First, age: the older person is the

less likely workers is to move because of the specific training acquired, cost of
migration, and shorter years to recoup investment cost. Seconds is the family factors

like spouse work, children's school etc. Third is the unemployment rate that families

headed by unemployed people are prone to mobility. Fourth is Education: all things

being equal, the higher the education attainment, the higher the likelihood to migrate.

The last is the government policy (McConnell et a1,2010).
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2.5 The Main Area of Constraint to Job Mobilify

The main obstacle and cost of .Iob mobility include wage differentials, gender,

transportation expenses, forgone income during movement, psychic cost like negative

effects of living family and friends, loss of seniority and pension benefits. If the

expected earnings exceed the cost, the worker will move (McConnell et al, 2010). The

other barriers to Job mobility are those factors as ignorance of availabie jobs

elsewhere, poor financial incentive for new entrants, fear of losing certain rights, and

activities of trade union. When workers are not aware of job elseq,here. thel'tr1'as

much as possible to stay or retain the current employment.

Other determinates of labors are : first is age: the older a person is the less

likely he/she is to move because of the specific training acquired, cost of migration.

and shofter years to recoup investment cost. Second is the family factors like spouse

rvork, children's school etc. Third is the unemployment rate that families headed b1,

unemployed people are prone to mobility. Fourth is education, all things being equal,

the higher the educational attainment, the higher the likelihood to migrate and the last

is the government policy( Michael,2005).

The gain from job mobility are increased lifetime eaming and economic

efficiency. Efficiency exists when a nation achieves the greatest possible output or

income form it available resources. Most times the gain could be negative due to

uncertainly and imperfect information so that the expected gain for moving does not

materialize as expected thereby resulting to economic inefficiency( McConnell et a1.

2010).

2.6 Conceptual Framework of Job Mobilitl'

In human resource management, attracting and retaining as the fundamental to

the effectiveness functioning of any institution (Kieiman. 2001). As an imporlant

assets, careful selection, development and deploy'ment of human resources lead to a

competitive advantage, a model for the studl' of the determinants of job mobility in

the context of developing countries called Eclectic model was developed by

Mboya(2009). Job mobility is a compiex issue and called for the need to apply a

wide range of theories as to u,hat motivate employees to move from one employer to

another. This model includes shon in-e the employer-employee relationships as any

other social relationships governed b1' cost -benefit analysis of parties. Individual

ernployee has needs and aspirations/expectations rvhich could engineer hirn to change
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his employer in order to achieve their needs. The rnodel included tu'o cares.-:.-_. -,
detenninates of job rnobility: Institutional Constructed Determinants and l::;--..:.'..
Employee Determinants.

Figure (2.1) An Eclectic Model Developed for Job Mobilin

Institutional Constructed Determinants

o Institutional image
o Management Style
o Leadership Style
o Salarypackage

o Job content
. Job Autonomy and Flexibility

Individual Employee Determinants

o Needs/Opportunities for further
studies

o Needs for Career Advancement,
U tilization o f C omp etenci e s

o New pension scheme

Source: Mboya z 2009

In this study, the working.definition of job mobilh- rylfrd in rtis sfirdy is
provided as :" Job mobility involved employees qfro mor"es to otrsr job dge to lack

of human resources management practices." Amrding to Schutrer and lackson

(1987), HRM practices as a system that attnacts" der-elops, motirztes- and retains

employees to ensure the effective im.plementatiou and the s:rrirzl of the organization

and its members. Besides, HRM practice is also concsualized as a set of internaliy

consistent policies and practices designed and irryrlemeuted to ensure that a firm's

human capital contribute to the achievement of fu business objectives ( Delery &
Doty 1996).

Based on the conceptual framework of tfiis sfidy mentioned above, the objective

of the study such as objective I - to identi$ the organization factors of selected

private banks in Yangon ; and objective 2 - tD x.elyze, the influencing factors on job

rnobility at selected private banks in Yangon- All objectives would be tested and

proved on the chapter fow in this study.
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2.6.1 Institutional Determinants Associated with Job Mobility

Institutional constructed determinants involved the institution's management

practices that attract employers to such institutions or may make them to remain with

institution. In institutional constructed determinants include four variables: these are

Institutional image, Management/Leadership style, Salary packages whether equal or

not, Job Content, Job Security, and Job Autonomy and Flexibility.

2.6.1.1 Institutional Image

An organization's corporate identity articulates what the organization is ,

what it stands for, and what it does, and it rvill include details of size. products

manufactured and/or services offered; markets and industries served; organizational

structure; geographical spread; and so on. ( Topalian 1984). The corporate image of

an orgarization is the profile or sum of impressions and expressions of that

organization built up in the minds of individuals who comprise its publics.(Topalian

1 984)

Corporate image is the net result of the interaction of all the experiences,

beliefs, feelings, knowledge and impressions, that people have about a

company.(Bevis 1967).

2.6,1.2 Management StYle

Management is the process of reaching organizational goal by working r,l'ith

and through people and other organizational resources. Management has the

following three characteristics :

1. It is a process or series of continuing and related activities.

2. It involves and concentrates on reaching organizational goals.

3. It reaches these goals by working r,r'ith and through people and other

or ganizational re s o urc e s.

2.6.1.3 LeadershiP StYle

Leadership is a process by which a person influences others to accomplish

an objective and directs the organization in a \ /ay that makes it more cohesive and

coherent. Leadership is the process whereby an individual influences a group of

individuals to achieve common goal.

Leaders cany out this process by applying their leadership knowledge and

skill. Leadership is iearned, the skills and knowledge processed by the leader can be

influenced by his or hers attributes or traits; such as beliefs, values, ethics, and

t4



I

character. Knou,ledge and skills contribute directly to the process of leadership, while

the other attributes give the leader ceftain characteristics that make him or her unique.

2.6.1.4 Salary Package

Salary packaging is the inclusion of employee benefits in an employee

remuneration package in exchange for giving up part of monetary salary. Such

anangements are entered into most commonly if there aretax or other benef-rts to be

derived by the employer or employee from the arrangement.

2.6.1.5 Job Content

Ajob content identifies essential and non essential tasks that are assigned

to a specific position. It also identifies reporling relationships and may also describe

required qualifications, minimum requirements, working conditions, and desirable

qualifications. Supervisors are responsible for developing and maintaining accurate

and current job descriptions for their staff. The duties should be appropriate for the

classification and consistent with the class specification. It is not uncorlmon for duty

statements to vary within the same classification due to the various departmental

settings and or ganizational structures.

2.6.1,6 Job Autonomy and Flexibility

Job autonomy is the ability to decide u,hen, where, and how the job is to

be done ( Bailyn, 1993; Clark 2001). Thompson and Prottas (2006) found that

employees with higher levels of job autonomy were more likely to be satisfied with

their job. Furthermore, Parker, Axtel and Turner (2001) stats that autonomy at work

plays an important role in promoting job safety and therefore job satisfaction.

Flexibility u,orking hours can improve job satisfaction. The employee

consider this opportunity of flexibility as a concem for work and family by their

companies so this increases their positive feeling about the company and generally

their job. Moreover, flexibility provides u,orkers rvith control as they can plan their

working day and the hours that suit their personal needs. Finally, social comparison

process can lead to an increase in job satisfaction for those who enjoy

flexibility.(Adams 1 965)

Flexibility in rvorking hours is consideled to be a greater benefit for

those employees who have a family and face work-family conflict. Higgins, Duxbury,

Irving (1992) argue that conflict betrveen work and family diminish employee's

perception of quality ofjob. (Orpen 1981; Clark 2001) said that someone can decide
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the time to start and finish u,orking is positively correlated with how satisfied he is

with his job.

2.6.2 lndividual Determinants Associated with Job Mobility

It contains factors attracting staff to an institution or factors makings workers to

remain at the organization despite of other employment opportunities. The variables

are Need/ Opportunities for further studies, Need for Career Advancement,

Utilization of Competencies, and the new pension scheme.

2.6.2.1 Need Opportunities and Career Advancement, Utilization of

Competencies

Career Advancement is one of the most important elements for employee

satisfaction and retention at a company. According to Victor Lipman of Forbes, clear

opportunities for career advancement are an "especially powerful" employee

motivator. Lipman notes, " At time when career paths were clear, individuals tended

to be more moti'vated, rdth tangible goals to work towards. When career paths were

dim or nonexistent, individuals tended to be less motivated, less focused, more

uncertain because it makes good business sense for organizations of all sizes to spend

time developing and maintaining thoughtfully structured career path systems."

Competency is the combination of observable and measurable knowledge,

skills, abilities and personal attributes that contribute to enhanced employee

performance and ultimately result in organizational success. Competencies reflect the

organization's strategy; they are aligned to short and long-term missions and goals.

Competencies focus on how result are achieved rather than merely the end result. In

this manner they bridge the gap between performance management and are an integral

component of personal development plans.

2.6.2.2 PensionScherne

Pension scheme is a type of pension plan in which an employer promises a

specified pension payment on retirement that is predetermined by a formula based on

the employee's earnings history, tenure of service and age, rather than depending

directly on individual investment returns. Traditionally, many governmental and

public entities, as well as a large number of corporations, provided defined benefit

plans.
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CHAPTER III
JOB MOBILITY AT PRIVATE BANKS IN YANGON

In this chapter, history of the banking industry in Yangon and represent of

current situation in Banking sectors. This chapter includes the profile of selected

private banks and factors influence of job mobility in selected private bank in

Yangon.

3.1 History of Banking Industry in Myanmar

Myanmar's banking history dates back to the 19th century, when Myanmar

was under British colonial rule and the Indian Presidency Bank of Bengal opened its

Yangon branch in 1861. The Yangon branch offrce of the Reserve Bank in

Myanmar(1939-1947).

After Myanmar's independence in 1984, the banking sector including domestic

and foreign banks, developed quickly under the democratic government and

accounted for at least one-third of Myanmar's GDP. But after the Revolutionary

Council had taken state power, all banks(l0 domestic and 14 foreign) were

nationalized in 1963. One consequences, established socialist banking system was the

country-wide development of nationalized banks which was intended to create more

outreach(banks were almost exclusively present in Yangon before).

A total of three demonetization waves hit the country since independence, the

most recent one in 1987, which rendered 75Yo of the currency in circulation worthless.

New financial law such as the Central Bank of Myanmar Law and the Financial

Institutions of Myanmar Law were imposed in July 1990. Subsequently, the first

private bank licenses were issued in 1992.

In early 2003, the collapse of numerous Ponzi type informal finance

companies, which took advantage of a weak interest rate policy at that time, finally

led to a banking, a financial, and an economic crises in Myanmar. Most monetary

transactions through the banks stopped which involved the payment of employees and

business operations. While private banks tried to acquire liquidity through selling

their properties (loans) which in turn forced individuals and companies to sell assets

and suspend or close dorvn their business operations to meet their loan obligations. As

one of the consequences, a secondary rnarket for frozen bank accounts emerged, with

prices largely under face value. Trust in the banking and financial sector, aiready
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shaken by the waves of demonetization, has been sevelely affected by this banking

crrses

Private banks put much effort into providing the best customer services. Since

the fiscal year 2006-2007 their efforts proved successful with loan and deposit

portfolios growing steadily. Myanmar's banking sector remains underdeveloped and

the economy functions in large on a cash basis.

3.2 Domestic Banking Sector

The financial system plays a significant role in the development of a country's

economy. It also contributes towards a large number of employment, and provides

necessary funds to various economic agents to enjoy sustainable economic growth.

Since the political reforms of 2011, the Banks and Financial Institutions law of

I\tlyanmar has been passed by Parliament in 2016. In this past, the Financial

Institutions Law of Myanmar, rvhich was enacted in 1990, only provided very general

rules for local financial institutions. However, the new rules include a wide range of

guidelines on commercial banks, state-owned banks, private banks, and foreign banks.

The Central Bank implies a minimum capital requirement of 20 billion kyat and also

states the lender needs to keep 5 percent of customer deposits as cash.

Compared to other ASEAN member states, the contribution of Myanmar's

banking sector to the country's economy is limited. Myanmar has the lowest banking

assets to GDP ratio in ASEAN. However, the banking asset growth rate is 18 percent

which is the fastest growth rate in the region. Since 2013, banks and other financial

service providers have been expending non-cash payment system in the country.

3.3 Regulatory and Supervisory Frametvork of Banking Sectors

CBM takes over the role as regulator and supervisor of the banliing sector.

Ministry of Finance ( MoF) oversees the microfinance and insurance sector as rvell as

securities and capital markets. A new Foreign Exchange Lau, (August 2012) and a

revised Central Bank of Ml,anmar Lau, (July 2013) \vere recently enacted. The key

banking encompass the Financial Institutions of Myanmar Law and CBM rules and

regulations which are currently under revision.

Enacted on July 11,2013, the revised Central Bank of I\4yanmar Law(CBM

Law) has far reaching consequences. It gives CBM authority and responsibility to

carry out all central banking functions including the independent implementation of
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the country's monetary policy and exchange rate policy. It is no longer under the

control of MoF but becomes an independent institution with its Governor being at the

ministry level. The primary objective of the nerv CBM Law is to ensure price stability

and to control the inflation rate. In conformit5, with this primary objective. CBM shall

strive for monetary and financial system stability while promotion efficient pa1'ment

and clearing mechanisms to support the govemment's economic policy of sustainable

economic development. To ensure accountability and transparency, CBM sha11 submit

its reports on the country's monetary affairs to the Government and the Pvidaungsu

Hluttaw (Parliament) at least twice ayear, and its monetary reports shall be published

quarterly.

The Financial Institutions of Myanmar Law(FIMI) is currentiy' under revision

and is supposed to be discussed in Parliament in November 2073. This lau' and its

rules and regulation will shape the framework conditions under u'hich banks operate.

can develop, and innovate. Enacted in 1990, the FIML finall1' allori'ed private

participation in the banking sector after nearly three decades of a state-o\\xed banlis

monopoly. Financial institutions are classified as follows: commercial banks.

investment or development banks, finance companies, and credit societies ( CBM

only issues licenses for the establishment of commercial and investment or

development banks).

The FIML outlines various banking functions that have to be approved b1'the

CBM before becoming effective. The FIML also requires banlis to meet the follou'ing

key ratios and limits.

1) First, no customer's borrorving should exceed 2090 oi capital and

reserves

2) Second, in term of resen,e requirements. 109 6 of deposits have to be

kept as reserves of u,hich 25o/o rn the form of cash at hand and another

75Yo shall be deposit at CBM.

3) Third, the liquidity ratio is set at 2O%(liquid assets to current

liabilities).

4) Finally, the capital adequacl'ratio is fixed at 10%.

The Myanmar legal and statutory framework for corporate financial reporting

is based on the following lau,s: M1'anmar Companies Act(l914), Myanmar

Accountancy Law(1994), and Auditor General of Union Law(2011). Legal
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notifications wel€ published in the Myanmar Gazette in 2010 to make Myanmar

Financial Reporting Standalds(lt4FRSs) and Myanmar Standards on Auditing (MSAs)

officially and legally the accounting and auditing standards of Myanmar. MFRSs and

MSAs follow the international counterpart IFRSs (International Financial Reporting

Standards) and ISAs (International Standards on Accounting) as of 2010.

The Control of Money Laundering Law was enacted on June 17,2002. While

the rules of this law rnaited to be enacted, the United States of America, in November

20A3, accused Myanmar and two domestic private banks, the Asia Wealth Bank and

the Myanmar Mayflower Bank, of being consist of money laundering activities.

Myanmar responded to the US allegation by enacting the Control of Money

Laundering Rules and establishing an eight-member team to investigate the two

suspicious banks. Licenses of Asia Wealth Bank and Myanmar Mayflower Bank u,ere

revoked in 2005.

In October 2006, the Financial Action Task Force(FATF) removed Myanmar

From its list of Non-cooperative Countries and Territories. FATF stated in June 2013

that " Myanmar has not made sufficient progress in implementing its action plan, and

cefiain strategic AML/CFT deficiencies remain"(FATF Public Statement 2013).

FAFT include adequate procedures to identify, criminalize, and freeze terrorist

financing and assets, a fully operational and efficiently functioning financial

intelligence unit, and the promotion of financial transparency.

3.4 Profile of Selected Private banks in Myanmar

In Myanmar,23 private banks operating under the Central Bank of \{1'anmar.

Among them, the study mainly focus on 5 private bank in Yan-eon region. These

selected 5 private banks are Kanbau'za Banli(KBZ), A1'e1'as'add1' Bank(AYA),

Myanmar Oriented Bank(MOB), United Amara BankQtAB). and Yoma Bank. The

population of this study based on the emplol'ee of 5 private bani<s in Yangon region

and number of employees of these private ban-ks have the total population of 200.

3.4.1 Kanbawza Bank

KBZ Bank is a private commercial bank in My,arynar. KBZ Bank was

established on l st July 1994 in Taunggl.i, Southern Shan State . KBZ bank is part of

the KBZ group conglomerate( founded b1, the chairman U Aung Ko Win). In

February 2010, the bank bought an 80% share in Myanmar Airways International,
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Ir4yannrar's international airline. On lst April 2011, the bank launched Air KBZ, one

of four privately owned domestic airlines in Myanmar. Augest 2014, KBZ Bank has

e>lpended up to 250 branches all over the Myanmar. Today, there are 500 branches

expanded in Myanmar.

(a) Corporate Visions, Missions and Value of KBZ Bank

KBZ Bank's vision is " To become Myanmar's premier bank with a wide

variety of products and services for commercial and private customers and the

mission is

1. To ensure the highest level of customer satisfaction and trust by providing

excellent banking serr.'ices.

2. To continuously improve quality of our financial services through innovative

thinking, investment in new technology and enhancement of human capitai.

3. To offer rewarding career opportunities and promote staff accountability at all

levels.

4. To act as a responsibility corporate citizen by combining commercial pursuits

with ethical business practices and socially responsibility behavior.

(b) KBZ Bank is providing saving deposit account, current account, fixed deposit

account and loan, save deposit locker, remittance, Debit card, cheques, wholesale

banking and hire purchase.

3.4.2 Ayeyarwaddy

Ayeyarwaddy Bank is a private bank in Myanmar. AYA Bank was

established on 2 July 2010 ( Founded by TJ Zaw Zaw) with the permission of Central

Bank of Myanmar. The AYA Bank's head office is located in the Rou'e Building

Kyauktada Township of Yangon. AYA Bank had 225 branches as of August 2017.

AYA Bank offers retail and commercial banking products and services.

(a) Corporate Visions, Missions and Values of AYA Bank

The vision of the bank is " the bank of choice for anyone who is looking for

the fast, reliable, honest banking relationships at reasonable cost. For long term

banking needs, AYA Bank is your trusted partner in Myanmar.
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The mission is " To be recognized as the leading bank in Myanmar through

pursuit of excellent and long term sustainable growth for the bank and its

stakeholders.

(b) AYA bank provides deposits, loans and overdraft, remittance, payment order,

safe deposit locker, internet banking ard mobile banking.

3.4.3 Yoma Bank

Yoma Bank is one of'the Myanmar's largest commercial bank. Yoma bank

was founded in May 1993 by entrepreneur Serge Pun of the first Myanmar

Investment Company(FMl). After receiving a full commercial banking license,

Yoma Bank opened its first branch in August 1993. Since 1996, Yoma bank

expanded and has become one of the largest private bank in Myanmar. In 2001

Yoma Bank provided 41 branches in 24 cities. In August 2014 Yoma Bank has 51

branches. In November 2014 Yoma Bank and the telecommunications firms, Telenor

Myanmar announced their cooperation to provide mobile banking to Myanmar. The

aim ofthe cooperation is to provide the non banked access to financial services. For

the transformation of their core banking system, Yoma Bank decided in March2015,

to utilize "Fusion Banking Essence" software form the British provider Misys.

Because of Yoma Bankls access to SMEs and intemational banking standards, the

German development agency GIZ selected Yoma Bank in May 2015 as a paftner for

it program to promote SMEs in Myanmar.

(a) Corporate Visions, Missions and \ralues of Yoma Bank

Yoma bank's vision is " rve will be the most preferred and comprehensive

provider of HR solutions to help our customers solve their business and people

problems" and mission is " To help organizations realize their full people potential

by helping them find the right talent, train and develop the skill of their people, to

maximize business and people results".

(b) Yoma Bank provides loan, saving accou-nt, current account, call deposit and

fixed deposit account, smart account, remittance, trade grandee, payment order, hire

purchase, small and median loan, intemational banking and Westem union.
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3.4,4 United Amara Bank

The name United Amara Bank is related to a historical an ethnic minority

state of the Union of Myanmar. UAB bank has received the banking license in 2th

July 2010 and it is one of the private commercial bank in Myanmar. One 16th

August 2010, the first branch was opened in Nay Pyi Taw and the branch network

has since grown to 76 branched acloss Myanmar. In 2011, an Authorized Dealer

License was obtained allowing the bank to do foreign exchange transactions through

its Money Changer Counters and subsequently on 9th July 2012, a Foreign

BakingKicens3e was obtained to make International money transfers and issue

Letters of Credit. UAB now operates a fully fledged banking business both in

domestic and foreign currencies serving its customers through its branches and

electronic platform across Myanmar.

(a) Corporate Visions, Missions and \ralue of United Amara Bank

United Amara Bank's vision is " To be the leading customer centric bank

built on safe, sound and trustworthy principles" and mission is "to become the bank

of the choice for customers who value personalized high quality service, building

strong customer relationships and trustworthiness the base of UAB".

1. We will keep on strengthening and building on our customers, stakeholders

and partners trust by building relationships giving them sound solutions that

combine the highest level of banking expertise, technology and financial security.

(b) UAB Bank provides saving deposit account, current account, fixed deposit

account, remittance, foreign banking, money exchange, MPU ( Myanmar Payment

Union) and hire purchase

3.4.5 Myawaddy Bank

Myawaddy Bank is a Semi-Government Bank. n'hose rihole are full1,

subscribed by Myanmar Economic I{olding Ltd. It \\ras opened on 4th January,1993

and having started function on 5th Juanuary,1993 has no\\' come into 22 years.

Myawaddy Bank is now successfully performing financial services, under the guidance

and supervision of Myanmar Economic Holding Ltd; Board of Directors, the Central

Bank of Myanmar, the Ministry of Finance and Revenue etc: whereby the public can

save and deposit surplus money and the bank can finance the working capital

requirements of the entrepreneurs in the market oriented economy, among others
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financial services. In2013, Myawaddy Banks has expended up to 29 branches. Toda5,,

there are 51 branches expended in Myanmar.

(a) Corporate Visions, Missions and Core value of Myawaddy Bank

Myawaddy Bank's vision is " Myawaddy Bank for Security " , " Secure,

Secret, Swift and Correct,l\tlyawaddy banh, and "Deal with Myawaddy Bank for your

success and propensit1,."

Mission of Myawaddy Bank is " To be the bank of excellence in proving

efficient and innovative banking services and fulfilling customer satisfaction" and "To

become the leading commercial bank, excelling in service quality, convenience and

innovation resulting in the highest customer satisfaction.

(b) Myawaddy Bank facilities accepting current account, accepting deposit

account, accepting fixed deposit account, making investment, deposit auction, issuing

payment order, issuing gift cheques, intemal remittance, landing loan and overdraft,

safe deposit for custody of securities, foreign currency, exchange counter, ATM

cards services, mobile banking and foreign banking services, hire purchase system

and lending and Gold Pledge.

3.5 Employee Pay and Benefits of Selected Private Banks

Private banks provide the amount of middle salary range for their employees.

Every employee receive salary plus other benefits depend on their performance.

Salary is increased by ever5, year by promotion and individual performance appraisal.

For employers, a strong, relevant and well-communicated benefits package not only

helps employers make sure they get the pick of employees at recruitment, but can also

help them retain happy, engaged and committed workers.

For employees, a benefit package can help plan for old age and unexpected

events like becoming ill or injured and can save them a bit of money on day to day

expenses too.

A pension is designed to fund an employee's retirement. Most pensions these

days are defined contribution pensions. In this type of pension, an employee and their

employers each regularly put a set amount of money into the pension account. The

value of the pension when the employee retires depends on what they have put in.

Once they retire, the employee has a pot of cash which they can use to fund their

retirement in various ay, such as annuit1,.
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The second type of pension is a defined "benefit pension" and it is becoming

much less common in private sector organizations. In this type of pension, the amount

of employee gets when they retire is r.r,orked out using a formula, which may include

their final salary, and average salary over time or how long they have worked there.

Scholarship Program offers postgraduate scholarships a year for studies in

economics, management, science and technology, ffid other development-related

fi el ds at p articip atin g academ ic instituti o ns.

Income Protection pays a percentage of an employee's salary each month as a

regular income, if they cannot work due to long-term illness or injury.

Private Medical Insurance (PMI) pays towards the cost of private treatment for

cerlain medical problems. It does not cover every medical condition, so it is important

for employees to check the policy details to see what is covered. Health screening

provides a regular health check. This usually involves a physical examination to

identifr any current conditions an employee might not be aware of, but will also

involve questions to help work out which diseases they may be at risk of , and how

they can improve their health by changing their lifestyle.

Life insurance pay a tax - free lump sum if an employee dies, to provide

support for the people depend on them financially like their partner or children. Car

allowance means that an employee gets an extra payrnent to allow them to buy a car

for their work. Some employers give a mileage allornance, which means an employee

get a certain amount of each mile driven on company business. Companies may favor

the more traditional company car scheme, where employers provide an employee

with a car.

Interest Free Travel Loan , employer can provide employees with an interest

free loan in any tax year - a benefit often used to allow employees to buy an annual

travel card or season ticket.

Private banks facilitate not only financial reward but also nonfinancial

rewards. Non financial reward include things in a work environment that enhance a

worker's sense of self-respect and sense of being respected by others such as work

environments that are physically, socially, and mentally health; and opportunities for

personal and career development, effcctive supervision, job satisfaction and

recognization.
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CIIAPTER IV

ANALYSIS ON JOB MOBILITY OF EMPLOYEES IN PRTVATE BA}IKS

This chapter includes five parts. They are research method, the demographic

factors of employees, analysis on the individual employee determinants,

organizational constructed determinants, and job mobility of employees. Finally, it is

trying to find out the relationship between job mobility of employees in private banks

in Yangon and individual employee determinants and organizational constructed

determinants. The six influencing factor of individual employee determinants that is

institutional image, management style, leadership style, salary package, job content,

job autonomy and flexibility are mainly focuses in this study. Then three

organizatiinal constructed determinants such as need opportunities for further studies

need for career advancement and pension scheme and retirement plan are generally

focuses in this thesis.

4.1 Research Method

This study investigates to identiff and analyze the 20lSsituation of job

mobility at selected private banks and the main reason ofjob mobility at private banks

in Yangon. To achieve the objectives, the following methods will be compromised.

The exploratory research approach will be conducted. To support this analyzing, the

required data were collected through sample survey. As a survey instrument, a

structure questionnaire was used. The questionnaires instrument includes four

sections.

The first section includes the personal factor of emplo1,ee u'ho are u-orking in

banking industry. This section includes emplo1'ee's age. gender. educational level.

activities that carried out by HR department, and uorking erperience. The second

section mainly focused on question perlaining to the anal1'sis on indir.idual employee

determinants. It included six portions of question. Thel are institutional image,

management style, leadership st1'le, saiarl' package. job content, job autonomy and

flexibility. The third section main11' efforts the question concerning to the

organizational constructed detenninants of emplol,ees and this section include three

portions such as need opporlunities for further studies, need for career adrrancement,

utilization of competencies and pension scheme and retirement plan. The last section

mainly analyze the question regarding the job rnobility of employee in private bank.
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A11 section excluding the section one, all of the questionnaires are constructed u,ith 5-

point Likert scales raining from 1 (strongly disagree), 2 (disagree), 3 Q.{eutral), 4

(agree), and 5 (strongly agree) to detennine employees perception on each statement.

As a sampling method, the simple random sampling (SRS) rnethod r,vas used

in this study. In the process of sampling 150 employees will be randomly selected

from five private banks. Personal interview method is applied to collect primary data

from sampled employees. The chosen employees who have been working in banking

industry were requested to complete the questionnaires. All 150 employees kindly

responded to the questionnaires. After collecting the required data, the data were

analyzed by using the SPSS (the statistical package for social science) software of

rrersion 22.

4.2 DemographicCharacteristicofRespondents

This section covers the demographic and background characteristics of

respondents and the data on the socio-cultural factors are also presented in this study.

In this section, data on demographic characteristics such as employee's age, gender,

educational level, activities that carried out by HR department, and working

experience are presented based on survey data.

All the data obtained from the questioners collected are interpreted and

summarized in frequency distribution and percentage distribution. The frequency

analysis of respondent's demographic data are illustrated in pie chart and bar chart in

this chapter while the frequency table are show the count of frequency and their

percentages.

4.2.1 Number of Respondents by Gender

Number of respondents by gender was classified as in Table (4.1).

Table (4.1) Number of Respondents by Gender

Gender Number of

Responents

Male 34 22.7

Female tt6 77.3

Percent

100.0Total 150

Source: Sun ey Results, 201 8
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According to the Table (4.1),22.7% of the respondents are males while 77.3%

are females. Therefore, employees of female respondent are more than male

respondents through survey results. It is shown in the following Figure (4.1).

Figure (4.1) Number of Respondents by Gender

I Male

5 Female

Source: Survey Results, 2018

4.2.2 Number of Respondents by Age Group

The age groups of respondents are divided into five groups. They are student

age between 18 to 23 years, age between}4 to 29 yearc, age between 30 to 35 years,

age between 35 to 40 years and age over 41 years. The numbers of respondents

according to each group are shown in Table {a.\ and Figure (4.2). Depending on age

level, the employee's behavior and perception may differ

Table (4.2) Number of Respondents by Age Group (in year)

j
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i.
a
I

i',

18 -23 27

24 -29 65

30 -34 35

35-40 18

Above 41

Total 150

Age
(in year)

Number of
Respondents

Percent

i 8.0

43.3

l).3
12.0

5 J.J

Source: Survey Results, 2018
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Figure (4.2) Number of Respondents by Age (in \ ear r

E
18-23 30-34 35-40 above 41

80.0

t6.7

1.3

Age

Source: Survey Results, 2018

According to Table 9.2) and Figure (4.2), it is found that majority of

employees are age between 24 and 29 years which is 43.3% of the total respondents.

The remaining; age between 30 to 34 are23.3Yo,l8 to 23 are about l8yo,35 to 40 are

l2Yo and over 41 years are only 3.3o/a respectively.

4.2.3 Number of Respondents by Education Level

Education level is also an influential factor on employee's expectation and

perception level. Education levels of respondents are divided into four groups: high

school pass, graduate, postgraduate and other and it is described in Table (4.3).

Table (4.3) Number of Respondents by Education Level

Education Level Number of

Respondents

Percentage

High School Pass J 2.0

Graduate

Post Graduate

Other

Total

na

25

2

"')

Source: Survey Results, 2018
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Table (4.4) Activities carried out by HR Department

Activities Number of

Respondents

44

Job description and Job content 30

Job Autonomy and Flexibility 19

Pe rcen ts gc

HR planning

Co
E
o
o-a
(J
&
o
o
-o
E

Z

lt -:

li,t.t r

12.7

18.(l

19.3

0.7

100.0

Career Development 27

Salary Package 29

Pension Scheme 1

Total 150

Source: Survey Results, 2018

Figure (4.4) Activities carried out by HR Department
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Source: Survey Results, 2018

As commonly found, the majority of respondents are carried out the HR

planning program wth29.3% and only one respondent's activities is pension scheme.

4.2.5 Number of Respondents by Working Experience

When the selected employees are asked about years of experience in their job,

results are shown in the following Table (a.5) and Figure (4.5). In this survey, the

t
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working experience of employees is divided into four groups: under 2 vears. 3 - 5

years, 6 * 8 years and 9 and above.

Table (4.5) Number of Respondents by Working Experience

Years of Experience

Under 2years

3 - 5 years

6 - 8 years

9 years and above

Total

Number of

Respondents

39

58

28

25

Percent

26.0

3 8.7

18.7

16.7

100.0

Source: Surveyed Data, 201 8

As a result, 38.7% of the respondents have between 3 to 5 erperience.

followed by 26% of the respondents have under 2 years of experience. 18.70'o of the

respondents have between 6 to 8 years of experience, remaining 16.700 of the

experience of respondents have 9 years and over. Therefore, most of the emplor-ees in

banking industries have between 3 - 8 years of experiences.

Figure (4.5) Number of Respondents by Working Experience
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4.3 Analyzing the Institutional Determinants

In order to purpose of analyzing the individual employee determinants, six

factors that are mainly affect the individual employee determinants are studied in this

section. They are institutional image, management style, leadership style, salary

package, job content and job autonomy and flexibility. In this section, 41 pair of
question are rleasured the individual employee determinants. Each statement for

employee agreement level is measured on five-point Likert scale (1: strongly disagree,

2: disagree, 3: neutral, 4: agree, and 5: strongly agree). The mean score for each

statement is calculated and discussed. Since each statement is measured with five

point Likert scale, the minimum, the middle, and the maximum value of mean scores

is 1, 3, and 5. Thus, if means score is higher than 3, it can be assumed that employees

are agreed while if the mean score is lower than 3, it can be assumed that employees

are not agreed.

4.3.1 Institutional Image

Regarding the employee's perception level on institutional image, six

statement (questions) are measured by 5 point Likert scale. To conduct means value,

ayerage scale score were calculate for institutional image. The mean value of each

statement in institutional image is found and the results are shown in Table (4.7).

Table (4.6) Employee's Agreement Level on Institutional Image

No. Statement Mean Value

lilii

1i

1 The organizationtries to take fair advantage of its staff.

The organization is a good place for staff trying to get many
opportunities in my career.

The organization is a good place for training, career advance and

personal development.
I satisfy to do work in this organization.

The organization is a better place to work than other organization
in this field.

Average Mean

2.

a
J

3.t9

a aa
J.JJ

3.36

3.4t

3.63

3.53

4

6

5 The organizationhas a good image due to care of employees.

Source: Survey Results, 2018

aa
JJ

3.41
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Table (4.6) shows that the average score of the employee's agreement level on

institutional image is higher than 3 and the overall mean scores for institutional image

is 3.4i which is greater than the statistical mean scores. Therefore, it could be said

that employees are agreed and satisfied on the institutional image.

4.3.2 Management Style

Regarding the employee's perception level on management style, seven

statement (questions) are measured by 5 point Likerl scale. To conduct means value,

average scale score were calculate for institutional image. The mean value of each

statement in management style is found and the results are shown in Table (4.7).

Table (4.7) Emptoyee's Agreement Level on Management Style

No. Statement Mean Value

1 The management of the organization is support to me. 3.28

2. Management makes changes based on my suggestion and
feedback. 3.11

a
J The organization rules make it easy for me to do a good job

3.39

4 I feel friendly between management and staff. a at
J.J I

5 My job target seen to be clear. 3.4r

6 My job requires a good planning to reduce a lot of waste time. 3.6s

7 Management keeps as fair adyantage of my career. 3.3s

Average Mean 3.36

Source: Survey Results, 2018

Table (4.7) shows that the average score of the employee's agreement level on

management st1,le is higher than 3 and the overall mean scores for management style

is 3.36 which is greater than the statistical mean scores. Therefore, it could be said

that employees are agreed and satisfied on the management style of their bank.

4.3.3 Leadership Style

Regarding the employee's perception level on leadership style, seven

statement (questions) are measured by 5 point Likert scale. To conduct means value,

average scale score were calculate for leadership style. The mean value of each

statement in leadership style is found and the results are shown in Table (4.8).
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Table (4.8) Emptoyee's Agreement Level on Leadership S['le

No. Statement

1 My supervisor consents employee ideas and input on upcoming
and ect.

Mean Yalue

3.26

3.45

3.49

3.46

3.38

3.44

3.55

3.43

3.t4

2. My supervisor is effective at managing our rvork group.
a
J I am recognized when I perform well at my work duties

4 My superwisor encourages me to offer suggestions and feedback.

5 My work is evaluated based on a fair system of performance.

6. When someone makes a rnistake, he/she tell to ever what to do and
how to do it.

7 My job makes the best use of my ability

Average Mean

Source: Survey Results, 2018

Table (4.8) shows that the average score of the employee's agreement level on

leadership style is higher than 3 and the overall mean scores for leadership style is

3.43 which is greater than the statistical mean scores. Therefore, it could be said that

employees are agreed and satisfied on the leadership style of their bank.

4.3.4 Salary Package

concerning the employee's perception level on salary package, seven

statement (questions) are measured by 5 point Likert scale. To conduct means value,

average scale score were calculate for salary package. The mean value of each

statement in salary package is found and the results are shown in Table (4.9).

Table (a.9) Employee's Agreement Level on Salary package

No. Statement N{ean Value
I receive right amount of salary for my lr,ork. 3.08

2. I satisfied the benefit of programmes of m1'organization 3.26

4

a
J

In my work place, my cunent salary is reasonable

).+3My organization pay bonus depends on individual u,orkers

3.r7
5 My organrzation allows the loan, annual increments according to

individual requirements.
3.65

6. The benefit I receives are as good as other organization offer a aA3.3+

7 I feel well about the fairness of the salary sl,stem at my job
compare to other people working in the same field.

Average Mean

1

Source: Survey Results, 201 8
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Table (4'9) shows that the average score of the employee's agreement le'el on
salary package is higher than 3 and the overali rnean scores for salary package is 3.30
u4iich is greater than the statistical rnean scores. Therefore, it could be said that
employees are agreed and satisfied on the sarary package of their bank.

4.3.5 Job Content

Concerning the employee's perception level on job content, seven statement
(questions) are measured by 5 point Likert scale. To conduct means value, average
scale score were calculate for job content. The mean value of each statement in job
content is found and the results are shown in Table (4.10).

Table (4.10) Employee's Agreement Level on Job content
No. Statement Mean Value

The job requires
skill.

me to use a number of complex or high -level

The J o,b requues me to manvdo different things at work, usmg a
3.46number ofdifferent skills and talents

Available of a clear job description for my position.
J.JJ

Communication of expectation about myjob performance
J.3Z

I have a accurate written job description.
).JZ

I provided with all training for perform my
am necessary me to

3.38

1

2

a
J

4.

5

6

7 recelVE job

).) I

3.4r

I the right amount support and guidance fromof

Average Mean
3.37

Source: Survey Results, 2018

Table (4'10) shows that the average score of the employee's agreement le,el
on job content is higher than 3 and the overall mean scores for job con is 3.37 ivhich
is greater than the statistical mean scores. Therefore, it could be said that ernployees
are agreed and satisfied on the job content of their banl<.

4.3.6 Job Autonomy and Flexibility

Conqeming the employee's perception level on job autonomy and flexibility,
seven statements (questions) are measured by 5 point Likert scale. To conduct means
value, average scale score uere calculate for job autonomy and flexibility. The rnean
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value of each statement in job autonorny and flexibility is found and the results are

shown in Table (4.11).

Table (4.11) Employee's Agrecment Level on Job Autonomy and Flexibility

No. Statement Mean Value

1 The job requires me to use a number of complex or high -level
skill. 3.30

2. The job requires me to do many different things at work, using a

number of different skills and talents.
^ 

l^
J.I J

J Available of a clear job description for my position. 3.2t

4 Communication of expectation about my job performance. 3.26

5 I have a accurate written job description. 3.26

6 I am provided with all training necessary for me to perform my
job.

7 I receive the right amount of support and guidance from job
description.

Average Mean

Source: Survey Results, 2018

Table (4.11) shows that the ayerage score of the employee's agreement level

on job autonomy and flexibility is higher than 3 and the overall mean scores for job

autonomy and flexibility is 3.30 which is greater than the statistical mean scores.

Therefore, it could be said that .employees are agreed and satisfied on the job

autonomy and flexibility of their bank.

4.4 Analyzing the Individual Determinants

In this study, employee's perception of organizational constructed

determinants is divided by three studied factor namely need opportunities for funher'

studies, need for career advancement, utilization of competencies and pension scheme

and retirement plan. In addition, these organizational constructed deterrninants are

measured with 21 statements. Need opportunities for further studies are measured

with seven statements, need for career advancement, utilization of competencies with

7 statements, and pension scheme and retirement plan with 7 statements, respectively.

Each statement for employee's perception of organizational constructed determinants

is measured on five-point Likert scale (i: strongly disagree,2: disagree, 3: neutral,4:

agree, and 5: strongly agree). The mean score for each statement is calculated and

3.40

3.55

3.30
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discussed. Since each staternent is measured with five point Likert sca1e. the

minimum, the middle, and the maximum value of mean scores is 1, 3, and 5. Thus. if
means score is higher than 3, it can be assumed that students are agreed while if the

mean score is lower than 3, it can be assumed that students are not agreed.

4.4.1 Need Opportunities for Further Studies

Seven statements (questions) measure employee's perception level towards

need opportunities for further studies. To conduct means value, average scale score

were calculate for each statement regarding the need opportunities for fuither studies.

A higher means value signifies greater satisfaction on need opportunities for future

studies and vice versa. The mean values of each statement regarding the need

opportunities for further studies are found and the results are shown in Table (4.I2).

Table (4.12)Need Opportunities for Further Studies

No. Statement Mean Value

1 I have adequate opportunities to develop my professional skill. 3.39

2 I feel that workplace training opporlunities encourage me to work
better. 3.40

J Good advice is available for further studies 3.38

4 My job responsibilities allow me opportunities to do what I do
every date. 3.JZ

5 I have opportunities to learn"and grow.
3.63

6. My work is challenging.
3.42

7 I have leamed newjob skills in this position.
3.53

Average Mean 3.41

Source: Survey Results, 2018

According to the Table (4.12), the average score of the each statement is

greater than 3, it can be seen that the students are satisf-red on the oppotunities for

further studies. On the other hand, since the overall mean scores on opportunities for

fuither studies is 3.44, theretore, the employees' are satisfied on the needed

opportunities for further studies provided by their banking organization. As results, it

can be said that the need opportunities for further studies meet the expectations of
qualified persons and improve their skill and knowledge in their u,ork.
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4.4.2 Need for Career advancement, Utilization of Competencies

Seven statements (questions) measure employee's perception level tornards

need for career advancement, utilization of competencies. To conduct means value,

average scale score were calculate for each statement regarding the need for career

advancement, rtilization of competencies. A higher means value signifies greater

satisfaction on career advancement, utilization of competencies and vice versa. The

mean values of each statement regarding the need for career advancement, utilization

of competencies are found and the results are shown in Table (4.13).

Table (4.13) Need for Career Advancement, Utilization of Competencies

No. Statement Mean Value

1 I believe that I have improved my career prospect in work. 3.41

2 Good advice is available for making career choices. 3.38

1 Attend management or other training for my career advancement. 3.s0

4. Participation is a career advancement program within rny
department.

5 I learn other's job duties.
3.35

6. My work provides all the equipment, supplies, resources necessary
for me to perform career advancement.

7 My work is valuable in helping my leaming.. 3.69

Average Mean 3.47

Source: Survey Results, 2018

According to the Table (4.13), the average score of the each statement is

greater than 3, it can be seen that the students are satisfied on the career advancement,

utilization of competencies. On the other hand, since the overall mean scores on

career advancement, utilization of competencies is 3.47, therefore, the employees' are

satisfied on the needed opportunities fbr further studies career advancement,

utilization of competencies provided by their banking organization.

4.4.3 Pension Scheme

Seven statements (questions) measure employee's perception level towards

pension scheme and retirement plan. To conduct means value, average scale score

u,ere calculate for each statement regarding pension scheme and retirement plan. A

39
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higher rleans value signifies greatel satisfaction on pension scheme and retirement

plan and vice versa. The mean values of each statement regarding pension scheme and

retirement plan are found and the results are shown in Table (4.t4).

Table (4.14) Pension Scheme and Retirement Plan

No. Statement Mean Value

1 I am satisfied with the retirement benefit programs offered by the
orgarization. 3.20

2 I am satisfied the health and welfare benefit program by offered by
organization. 3.4s

J I would recommend that my organization's pension scheme
program is better than other organization. 3.06

4 I value my employer's retirement plan as an important benefit. 3.17

5 I am satisfied my employer's retirement plan features including
rnatching contributions or profit sharing contribution. 3.1s

6 My organization suppoft me not only retirement benefits but also
another investment-oriented employment benefi ts.

3.18

7 I feel that retirement plan of private u,orkers and public workers
are uniformity.
Average Mean 3.21

Source: Survey Results, 2018

According to the Table (4.14), the average score of the each statement is

greater than 3, it can be seen that the students are satisfied on the pension scheme and

retirement plans. On the other hand, since the overall mean scores on pension scheme

and retirement plans is 3.21, therefore, the employees' are satisfied on the pension

scheme and retirement plans that provided by their banking organization.

4.5 Analyzing the Job Mobility of Employees

Employee job mobility is an essential part of today's rvorkforce. In this

section, the current situation of job mobility at private banks in Yangon is illustrated.

There are seven statements to assess the current situation of job mobility at prirrate

banks in Yangon. Each statement for employees agreement level is measured on five-

point Likert scale (1: strongly disagree, 2: disagree, 3: neutral, 4: agree, and 5:

strongly agree). The mean score for each statement is calculated and discussed. Since

each statement is measured with five point Likert scale, the minimum, the middle, and

the maximum value of mean scores is l, 3, and 5. Thus, if means score is higher than

3.25
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3,itcan be assumed that employee want to move other business r.vhile if the ntean

score is lou,er than 3, it can be assumed that employee not to move other business.

The mean value of each statement in job mobility is found and the results are shonrr

in Table (4.15).

Table (4.15) Mean Value of Job Mobility

No. Statement Mean Value

I would like a new job in order to be able to make better use of my
quality. 2.52

2. I am actively looking for a new job.
2.51

a
J I would like a new job in order to acquire more knowledge and

experience

4 I think that anew job will quickly give me more satisfaction than
my current situation.

5 I would like a new job in order to improve my career
opportunities. 2.s8

6 I know which branch I want to work in 2.48

Average Mean 2.s8

Source: Surwey Results, 2018

Table (4.15) shows that the average score of the agreement level of job

mobility is smaller than 2 and the overall mean scores for employee job mobility in

banking industry is 2.58 which is qmaller than the statistical mean scores. Therefore, it

could be said that most of the employee in banking industries have no desire to move

their banking industries.

4.6 Analyzing the Main Reason of Job Mobility

Correlation is a measure of relationship between two variables, the corelation

coefficient gives mathematical value (-1 to 1) for measuring direction and the strength

of the linear relationship between trvo variables. Person's correlation coefficients

were computed through bivariate correlation for this study. Bivariate correlations,

which test the strength of the relationship between two variables without giving any

consideration to the interference some other variable, might causes to the relationship

bet'r.r,een the two variables being tested. In this study, relationship between each

determinant such as institutional constructed determinants and individual employee

determinants and job mobility are conducted. To conduct the analysis and to test the

2.79

2.57
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research objective, average scale scores was calculated for each scale and to find the

conelation coefficient for each pair of variables.

4.6.1 Relationship betu'een Job Mobility and Institutional Determinants

In this section, the relationship between job mobility and each individual

employee determinants such as institutional image, management style, leadership

style, salary package, job content and job autonomy and flexibility are conducted by

Pearson correlation coefficient. Table (4.16) shows the relationship between job

mobility and institutional constructed determinants.

Table (4.L6) Correlations behveen Job Mobility and Institutional Determinants

Individual Employee Determinants Coruelation Coefficient

Institutional Image -0.21*

Management Style -0.29*

Leadership Style -0.84**

Salary Package -0.56**

Job Content -0.11

0.079Job Autonomy and Flexibility

Source: Surveyed Data, 2018

Note: ** Corelation is significanf at the 0.01 level of significant (2tailed)

* Correlation is significant atthe 0.05 level of significant (2tailed)

Table (4.16) demonstrates the correlation coefficient for job mobilitl' and

institutional determinants. The correlation coefficient behveen institutional image and

job mobility is -0.21 at significant at 5o/o ier.el. This shou's that there is sli_ehtl1 and

inversely relationship betu'een emplo1'ees institutional image and job mobilitl' of

private banks in lr41,anmar.

The correlation coefficient betu'een rnanagement st1'1e and employee job

mobility is -0.29 at significant at 5oh ievel. This shou's that there is slightly and

inversely relationship betu,een lnanagement style and employee job mobility of

private banks in Myanmar.

42



The correlation coefficient between leadership style and employee job
mobility is -0.84 at significant at lYo level. This shows that there is strongly and

inversely relationship between leadership style and employee job mobility of private
banks in Myanmar.

The con'elation coefficient betrneen salary package and employee job mobility
is -0.56 at significant at lo/o level. This shows that there is moderately and inverseiy
relationship between salary package and employee job mobility of private banks in
Myanmar. In addition, two factor of institutional determinants: job content and job
autonorny and flexibility are not significant relationship ofjob mobility according to p
value. In this study, institutional image, management style, leadership style and salary
package are effect on job mobility of employees. This can be said that the relationship
of HRM practices and job mobility are inversely relationship. If these factors are

higher, organizations can reduce job mobility of employees.

As indicated by the results of correlation analysis, institutional determinants

are negatively correlated with employee job mobility. Therefore, it is important for
private bank in Myanmar that is effective institutional constructed determinants may
decrrcase the job mobility of employee i.e. employees have no desire to move their
job.

4.6.2 Relationship between Job Mobility and rndividual Determinants

In this section, the relationship between job mobility and each organizational

constructed determinant such as needs/opportunities for further studies, needs for
career advancement, utilization of competencies and new pension scheme are

conducted b5' Pearson correlation coefficient. Table (4.17) shou,s the relationship

between job mobility and institutional constructed determinants.
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