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Abstract

Employee turnoveris one of the challenging issues affecting the productivity of many
organisations, as the performance of these organisations depends on  their
employvees’ productivity. Therefore, this study was designed to: examine the effect of
employee turnover on organisational productivity and determine the relationship
henween job satisfaction and employee turnover. The research design employed for
this study 1s survey method and the population comprised staff members of the
selected banks in Ilorin metropolis. Data were collected from One hundred and Sixty-
three (163) employees of the selected banks and the study employed questionnaire
instrument for data collection. Hypotheses were tested using multiple regression and
correlations in analysing the study variables. The findings of the study revealed that
employee turnover affects organisational productivity at (p.=0.000<0.05).b'ecau;e
when there is a high rate of employee turnover, organzsatzonle producttvz.ty wz'll
definitely slow down. The correlation analysis established an inverse relatzor;sézfi
between job satisfaction and employee turnover (-.822) Whl.Ch is szgmj;canlt a enj
level. The study concluded that improvement in job sqtzsfactzon, career deve opm !
opportunities, good working environment, reducing cultural dzﬁ"etren.ces ch‘r}zZ
aflequate rewards contributed significantly to the succizsbof the Or,-ﬁi?;ig";f'wezf
tudy, therefore, recommended that Management .?‘hou e comm § el
Sbeing of the employees in order to boost organisational protductzwty and ensu
there is hazard-free and safe environment for them to operate

Keywords: Employee turnover, Productivity, Organisation, Job satisfaction,
Organisational productivity.

Intrc tion ; . isations because
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factors on which (he productivity of an organisation mostly flup(:mha, ()n(': nl‘ such
factors is employees® tmover which is congidered to be one of the challenging Is8ucs
facing  the banking  sector in Niperin, The impnet of !tllIP()V(fl' has 'Ni(iCIVF(l
considerable attention lyy management, human resourees I"“"’I-“"“’““I” and industrig|
psyehologists in the literature, 1t has proven (o be one of the most costly ap
seemingly intractable human resouree challenges confronting the sector (Hassan &
Shamsuzzoha, 2011), The practice of human resource management s 1o develop
policies and provide the technical competence needed (o attract, retain, compensate,
develop the quality workforce and maintain o culture within which organisation

Pl‘\‘dncli\‘i\_\' can be achieved (Testa, 2008). Human resources management is 4l

50
concemed

wWith how people are employed  and managed inan organisation
(Armstrong, 2009),

Human resources represent one of the most valuable resources of an organisation and
mdeed an organisation is not worth its name without human resources. The term
human resource management is widely used in the business circles, especially in the
banking sector. This is because getting and keeping good workers is at the centre of
human  resource  management  and cqually critical to the success of ever
organisation. Maintaining employee is about providing working conditions that are
worker-friendly, workers’ involvement in decision making, payment of good salaries,
recognition for good performance and so forth. Many financial institutions are

increasingly finding it difficult to maintain permanent employees but rather use them

as the casual or contract workforce in an effort to achieve a high level of productivity
(Augustine, 2011).

Employee turnover has been attributed to many factors which can be clustered into
two components. Firstly, the workplace and its environment which includes
opportunities for promotion, benefits, wage, job security, work hours, work pressure,
professional development and training and management. Secondly, personal needs
and satisfaction component which involves the balance between personal interests

and job characteristics, career development and planning, job satisfaction and family
factors (Albattat, Som & Helalat, 2014).

Employee turnover affects both workers and organisations. Workers experience
disruption, the need to learn new job-specific skills and find different career
prospects (Clark, 2004). Organisations, on the other hand, lose job-specific skills,
suffer disruption in operation and incur the cost of hiring and training new workers. It
is believed that an organisation is a system with various parts which work together as
a whole. In the spirit of teamwork, employees get to perform best after working
together for a while, and any employee turnover tends to affect the organisation
negatively. The issue of employee turnover attracts a reasonable percentage of
attention in organisations because turnover rate in Nigeria banking sector has aftected
the productivity rate of a number of banks in Nigeria financial industry. Many studies
such as (Barrows, 1990; Hogan, 1992; Wasmuth & Davis, 1993) contends that high
turnover rate has negative effects on the profitability and threatens the sustainability
of organisations if not managed properly.
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D HeLEk ‘oductivity o
Cvity in Selected Bans i, Hovin Metropalis:

An Emplrteal Investipation

n employee leaving a (irm
An el Pt_ )’,‘ l‘d“"“{{ afiem for whateye 1engon
orgamS.a IO;} S l)l()(luc“w[y and (he people that : must hnve o effect on the
expensive from a business point of vi crnpose it Tanployee turmover s
s o ot o )Li:.\l pfnnl ol view and voluntary quits wlhiwlyn I n':”m/;, y
\ ) o ‘ g { ) RN |
replacement process c‘nlmilll- Im’(.“‘.l"“'" from organisations and  (he "'ulwl-:«v”:
costs include, for inst ats mantlold costs (o (he organisntions, ‘Thege 1 ‘ | e
Sts A stanee, a search of utl " y Ml
' . y I ol the external 1l
substitute, selection between o : | our market for o possible
substitute, formal 'mll_tll‘\\.un \()‘III]N‘IHI;', substitutes, induction  of Ilu"('hl':“:k
.t‘bmm;cc e “ \( n ormal training of the substitute until the workforee 'Iu' | '
pet ¢ evels equivalent to the individual who i y .
Vo quit (John, 2000,

E\'CE,\' organlsmim‘l wishes to have high productivity, fewer turnovers
profitable. Managing employee turmover successfully is 0 must 'Ilfl:,'ﬂ(:ll"‘ .:m'rl b
goals..lzlll_ploycrs must recognise the changing illlilll(l(; of cnll;)loyc’:": ':;n /;l' '«}.”i "ﬂ:
changing JQhS to curtail employee turnover problems. The rcs;curcl; l*, <l<-"|i,i;’«-,/|”:ll
asscss‘thc impact of employee turnover on organisational pr()ductivi.t\ . “| .'
banks in Ilorin metropolis. yifsaclenied

Research Questions

Does c?n}ployee turnover have any significant cffect on organisational
productivity?

Does job satisfaction have any significant relationship with cmployce turnover?

1.
il.
Objectives of the study

The main objective of this study is to assess the impact of employce turnover on
organisational productivity in selected banks in Ilorin metropolis.

Other specific objectives are to:
i. Examine the effect of employee turnover on organisational productivity;
ii. Determine the relationship between of job satisfaction and employee turnover;
Research Hypotheses

Ho;: Employee turnover does not have a significant effect on organisational

productivity.
Ho,: There is no significant relationship between job satisfaction and employee

turnover.

Literature Review

Employee Turnover
Employee turnover is the rotation of workers around the labour market; between

firms, jobs and occupations; and between the states of employment and
unemployment, and retaining employees remains a primary concern for many
organisations in thesc days of intellectual property concerns (Abbasi & Hollman,
2000). One way to understand turnover is by explaining the difference betw_ccn push
and pull factors. ‘Push’ factors cause individuals to look for another job, for instance,
as a result of dissatisfaction with working conditions. ‘Pull’ factors draw cmploy_ccs
towards another organisation (for example, higher szllz}ry or better bcnc.'hls)‘
(Chabaya, Geoffrey & Molotsi, 2014). The term “tumovgr” is dg(uwd as ll'lc rutlo' of
the number of organisational members who have left within the period being

¢ . Page 68
| Sahel Analyst: ISSN 1117-4668




African Jowrnal of Management (Vol .2, No.2, 2017), Business Admin. University of ‘M”i‘/“;'uri
considered divided by the average number of people in that organisation during .
period (Price, 1977)
also refers to the rate at which people leave an organisation
' ¢ nul: I' o . M H s . ; ’
sometimes known as Jabour turnover', ‘wastage o1 «lllrllf()n (IIL(IV/;;;(‘, 2011),
Marisoosay (2009) contends that in human resources context it refers to the relatiye
rate at which an organisation pains and losses 118 personnel. Loquercio, Hammersley
and Emmens (2000) contend that employee turnover is the proportion of employee
anticipated end of their contract

leaving in a given time period but prior (o the : '
1994), employce turnover 15 d voluntary termination

According to Hom and Griffeth (

of members from organisations. Rajeev (2014) contends that employees’ turnover
“the entrance of new employees into the organisation and the

om the organisation”. Each time a position is

a new employee must be hired and

lc is known as turnover, according to Woods, as cited
ower is referred to as accession and the outflow
separation (lcaving). Separation may be in the form of quits, discharges, layoffs,

rements, leaves of absence and even death. Accession, on the other hand, has to
hires. However, for the purpose of this study, the term
d to imply termination of an employment contract

Employce turnovel

refers to being both
departure of existing
vacated, cither voluntaril
trained and this replacement ¢yc
in Ongori (2007). The inflow of manp

employees fr
y or involuntarily,

c.g.
reti
do with replacements and new

‘leaving’ and ‘scparating’ arc usc
with a particular organisation.

Causes of Employee Turnover
Turnover basically arises from dissatisfaction from job place for the individual
employee. But being dissatisfied with a job is not the only reason why people leave
one organisation for another. If the skills that they possess are in demand, they may
be lured away by higher pay, better benefits or better job growth potential. That is
cognise the difference between employees who

why it is important to know and re
Jeave the job because they are unhappy and those who leave for other reasons

(Hassan & Shamsuzzoha, 2011).

There are two major reasons why turnover is a central issue in the field of human
resources management (HRM) across the globe. First, turnover is related to low
organisational knowledge, low employee morale, low customer satisfaction, high
selection costs and high training costs (Staw, 1980; Talent, 2004). Studies have also
shown that high employee turnover is related to lower organisational productivity
(Glcbbcc}". &Bax, 2004; Huselid, 1995; Phillips, 1996). Second, the decision to
turnover is often the final outcome of an individual’s experiences in an organisation

(Hom & Griffeth, 1995).

5cvc‘ra‘l studies such as selection (Barrick & Zimmerman, 2005; Meglino; Ralin &
DeNisi, 2000), training (Glance, Hogg & Huberman, 1997) and coaching/m’onitoring
}(Il,fmkau & Scandura, 2002; Luthans & Peterson, 2003; Payne & Heffman, 2005)
(j;t”/:m ::;’c)inat]urnov.c.rwa? @ criterion to t':valualc the effectiveness of various
gi\?cs organjsat{:,m?c(r?b' I'hus, 'undcrslandmg the _factors that influence turnover
BUESAIE $ ’l‘ns. ‘c oppr')rt‘un.lty.to reduce selection and training costs, increase

ployee morale, customer satisfaction, and enhance organisational productivity.

| Sahel Analyst: ISSN 1117- 4668 Page 69
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&* Ml,unt\d( ‘]:1\;;)'\ I8 that human resources are the
icrhart & Milkovie O« Yellor '
firm is likelv \ln kl:l ‘ )n:(\L I lullltll 1998). Morcover, the continuing prosperity of a

i A *oenhanced by ¢ '
SR e it s, s : |‘ y ‘(.lnpl()yu,f. who hold attitudes, value and

; Sely alipned with the corporate vision (Borman & Motwi )
1993; Cable and Parsons 2001: Feldman, 2003; § 199 e ot hirine
‘ point ‘nl“(I‘cp';r’l|:'l:cicll1“lrl’u,l ?)ﬁ(/)' p ”EP:l%S tlhllt hmnﬁ
S A _ ¢ 3 > process, but building an

P y ¢ . Y Jr e H ] ’ )

‘\111‘.\1\.1‘111!11.15‘,‘..1‘} xilimnl(ul workforce is more likely to be facilitated by the employment
0 \x.(‘p 118 u\.:lu human r_csourccs management (HRM) infrastructure (Schuler &
Jackson 1987, Beechler, Bird, & Raghuram, 1993)

backbone of an organisation

capable people is an attractive

There arc other fact(_)rs that contribute to employee turnover (Ibrahim, Usman &
Bagudu, 2013). Prominent among them are:

Job satisfaction: Job satisfaction has been found to be one of the causes of employee
turnover whe.re employees having job dissatisfaction leave their current employer
casily (Abdali, 2011, & Mobley, 1997). The relationship between job satisfaction and
employee turnover is reciprocal to each other and this relationship is high when the
unemployment rate is low in a society and similarly low when employment rate is
high (Abdali, 2011, Spector, 1997). Although financial incentives will encourage
employees to stay over the short-term, over the long-term, they need opportunities for
growth (Tyani, 2001).
Economy: Most employees leave one job for another due to the availability of higher
paying jobs. Obviously, in a growing economy, the availability of alternative jobs
plays a role in turnover. Most employees may tend to leave their present jobs to
better-paid jobs (Ibrahim, Usman & Bagudu, 2013).
Characteristics of the job: Some jobs are intrinsically more attractive than others. A
job’s attractiveness will be affected by many characteristics, including its
repetitiveness, challenges, dangers, perceived importance, and capacity to elicit a
sense of accomplishment. Such characteristics as short contracts may pause a danger
of being out of employment within a short notice (Taylor, 1998)
Unrealistic expectations: Another factor is the unrealistic expectations and general
lack of knowledge that many job applicants have about the job at the time they
receive an offer. When these unrealistic expectations are not realised, the employees
become disillusioned and decide to quit (Chabaya et al., 2014)
Unequal or substandard wage structures: Inequity in pay structurcs or low pay is a
common cause of dissatisfaction and make some employees quit. Again, a new
worker may wonder why the person next to him is receiving a higher wage for what
is perceived to be the same work (Ibrahim et al., 2013)

Personal factors include such things as changes in family situation, a desire to learn a
new skill or trade or an unsolicited job offer. In addition to these personal factors,
there are also trait-based or personality features that are associated with turnover.
These traits are some of the characteristics that predict job performance and
counterproductive behaviours such as loafing, absenteeism, theft, substance abuse on
the job, and sabotage of employers’ equipment or operation. These traits can be
measured and used in employee screening to identify individuals showing a lower
probability of turnover (Chabaya et al., 2014).
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Factors Affecring Organisational Productivity o '

There are three basic resources available to an organisation: physical, financig and
human. But the emphasis of this study is on the human resources. That the employees
have a ercat impact on productivity has alrecady been stated. However, there are four
definitive  factors that affect an organisation’s productivity. These include
environment, organisation, management and employee-related factors. No one can
control the environmental factors; therefore, the organisation must always be flexib]e
in adapting to them. An organisation’s structure is influenced by the environment in
which it operates; that environment also has a substantial impact on employees.
Obviously, managerial style determines much of the organisation’s effectiveness,
because it affects employee attitude and reaction. These fair definitive factors
mteracting within the organisation determine its ultimate effectiveness, productivity
and profitability (Richard, 2011). These factors are:

Environmental Factor: The environment in which an organisation operates affects
its level of productivity. An organisation’s environment consists of
geographic/physical, political and economic factors. The physical location of a firm
has a political and social impact on the organisation and on its employees; it affects
their cost of living, where they live, their means of transportation and many other
aspects of their day-to-day lives and reduces productivity.

The political environment has obvious implications. For instance, in the area of
human resources alone, government regulations have increased dramatically over the
past few decades, as witnessed by the enactment of new environmental protection
laws. Economic conditions have dramatic effects on an organisation and on its human
resource function. The degree of a firm’s economic stability affects management’s
decisions regarding staffing, growth and so on. Economic conditions, both immediate
and projected, also have an impact on the operation and the labour marketplace.

In some organisations, the labour union’s influence on organisational productivity
has been substantial. Work rules, wages and benefits, work conditions, and ‘othcr
matters may be set by a union contract. As a result, management may have a d.it.tcfci“‘
jurisdiction over job flexibility and employee policies. Changes in the condition of
the labour market are also economic factors that require the attention of thg hl}lllﬂ’n‘
resource unit. The environmental factors have a great impact on the organisation’s

1
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‘ ¢y, productivity, and  profs 8 8 ructure, technology, and climate affect is
considered and handled by profitability, ‘These profound influences must be
Structure, size and con I\ the human resources profesgionals
i ; ' iplexity: ‘The orpanisati {on ' 4
ownership venture, The thre ,"\ I'he organisation might be a conglormerate or a single
specialisation and the clltk;( fctors determine the practical limits to
practices need to be l'lilo‘r\blm ol llh‘. formalisation. Human resources policies
and make-up of the hun::l to the size and complexity of the organisation. The s17€
an 1e Yels) ar
ehritbure: an resources department must reflect t
Technology: (Degr "
. (Degree o fanis
an Ol‘ﬂallifgﬁo(ll’szz):;fl):- specialisation) Also to be considered is the technical level of
o -ati "o ,
 retain market viab‘il'onsﬁA certain degree of research and development 15 needed
l . . P . < 7 P
fsctors present both tYf mployees must be skilled in varying degrees. These
N~ 11 . .
staffing and training challenges for the human resource

1avt

e degree of 11$
;m’i

he organisation’s

department.
Climate: an isati )
organisation must choose whether it is an employee-centered, that 1s,
consider its reward systems,

encouraging en}ployees to achieve results. It must

proylfilng a positive climate for employees, communicating information and making

decisions. The human resource professionals must be part of an organisation’s

cllmate determination. If they are not, they cannot command a position strong enough

to 1mplen{ent the policies generated by that climate.

Manqgerzal style: Every organisation has at its core, a management style either

consciously adopted or naturally evolved. Whether task-oriented, democratic, laissez-

nd “laid back” or authoritarian, whether it strives to maintain the status quo by

innovative and proactive, the organisation’s managerial
department’s

n its employees and or its human resource
and procedures for them. In addition, the

s decisions, how resources are acquired and

(carrot or sticks), whether the information
tituted, all significantly

faire a
being reactive or become

style has a direct effect o
ability to design and implement policies
questions of who sets the goals and make
used, what style of motivation is favoured
is communicated through an open network, how change is ins
influence the human resource function.
Employee attitude and reactions: Employee attitudes have the strongest effect on the
organisation’s productivity. Because employees are the means by which the
organisation’s goals hey drive a firm’s success or failure. Employees’
abilities and motivat nt as their educational levels. To some extent,
workers cffectiveness is ned by their political, social, personal and
tively or negatively by

beliefs, factors W fied either posi
Jicies and practices.

are achieved, t
jon are as importa
also conditio
religious hich can be intensi
management po
d Productivity
uctivity of an organisation. Employee turnover
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he overall productivity of an org
productivity 18 the measure O
ed goals with the means of the workforce, aut

Authorities must have plans t0 increase t
ation may be hampered due to employee turn

Relationship betw
Turnover deeply r¢
can hamper t
other difficultics.
target
equipment.

of a service organis
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pereentage of turnovers may cause o considerable amount of disruption | .
pm'lu‘ulin'!_\' dystunction  tumover.  Tumover  directly — affects o e ,"”",
[3!‘0&1(1\‘-11.\'11_\'. It causes a replacement which is costly uml'li1|m--(-.un.;unnin,’;I“(l':m“mml
formalitics have to be tollowed to replace o person, i)urin” that time. the :) '.,(,, '.”““,'/
h‘nmpcrcd to a great extent (Hassan & Shamsuzzoha, 2011). S SRS 1y
There are also other difficulties during the replacement ol workers (Taylor, 1¢c
Some of these are: P IEE)
(1)  The newly replaced employees may not be efficient like the previous one, T
newer one takes time to be casy with the new system, with the co-wori«:r a},d}lc
be habituated with the new environment. ’ o

(i) During the time of replacement, the co-workers face problems due to th
vacancy. After the replacement, the co-workers have to spend time on their tasi
to help the new worker.

(iii) Some organisations lament on the turnover tendency of the worker that affects
their productivity. For instance, a worker may get assurance from another
organisation for joining and the joining date may be after one month later. Then
the worker gives up concentration at work. At that time, the productivity of the
organisation falls.

(iv) Newly appointed employees may not be trained properly for the new position
and may need a time — consuming period of training to work effectively and
settle down in the new job place.

(v) There may be cultural differences between a new employee and the departing
one which slows down his/her job performance. The demographic position also

influences employees’ performance and characteristics.

Theoretical Framework

Equity Theory
is moderated by the perceived fairmess or

The equity theory suggests that motivation
discrepancy between personal contribution and reward related to others. It focuses on
people’s feeling of how fairly they have been treated in comparison with the

treatment received by others. There are two dimensions of equity process. The ratio
of a person’s outcome to inputs — people often think in terms of the ratio of their
personal outcomes to work input. That is, their perception of equity depends on how
they answer the questions, what is the payoff to the employee? (in term of status,
benefit, recognition, moncey, promotion and job assignment). Extcrnal comparison —
people also compare their own outcome/input ratio to those they perceive for other
people doing comparable work. These comparisons may be made in three levels -
comparison to specify another individual in terms of reward and recognition. Firstly,
a comparison can be by referring to another group where workers might think one
unit is getting much better treatment than the other unit. This comparison recognises

are differences in payoff and the group is getting a better deal. But it does

that there
f better performance. Sccondly, an

not indicate that better treatment is the result o lys.
employee might compare themselves to co-workers or colleagues In a similar

position in other organisations or compare their present job with their past jobs.
Thirdly, the common comparison is across gender within the same occupation, where
women often experience discrepancies of earning less pay than men. This theory
affects motivation whenever people perceive a meaningful difference in personal or
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interactional are the three ypes ol ' “" Lo ”” ) . S skt o
mdm . Voo e " l _ iy i’ |||,;|||||g;l|||.p||||| '||'4||¢ o thint fiemng (f embrace in
: DPY and productive employees. Distrthutive justice dend mith the
cnll‘l“.""ﬁ“ 5‘(\1\\\‘\115 about the faimess of onteomes they recefved, One of the bigges!
reasons for ISsues v\\‘llh enployee productivity or morale in when employecs "'/l that
l!\f‘ll’ firms lack taimess, Procedural justice is concerns with how emplayee 7167/ i
faimess of lht‘.l\mccss of how the outcome is decided, Interactional fustice deals with
how explanations are communicated ag well as the fair treatment of ensitivity
?«»\\‘f‘l'ds employees. Interpersonal and information arc the two types of interactiond)
justice. lmcrpcrsnnnl justice looks at sensitivity and fairness in how information 1%
mmmun.w;\(ml to an employee, Informational justice relates to the quality of the
explanation that is given to employeces, |

Equity theory reminds us that employees sce themselves and the way they are treated
in terms of their surrounding environment, tcam, system, ctc. not in isolation — and 50
they must be managed and treated accordingly. This study, therefore, suggests that
employees will experience an emotional imbalance when not adequatcly motivated
and experience cultural differences which further result in job dissatisfaction and cxit
from the workplaces in many organisations. There arc numcrous methods that an
employee can employ to correct incquity feclings. These include reducing inputs,
increasing outcomes, changing perceptions of sclf, changing perceptions of others,
changing the comparisons mcthod and leave the situation (Moorhcad & Griffin,
2009). Ultimately, if these methods do not obtain the desired outcomes, an employee
become de-motivated and may quit their job. The motivation of each employee will
also depend on the manner in which the organisation is managed.

Intellectual Capital Theory

This theory is guided by the principles of intellectual capital theory. Intellectual

capital is viewed as the key source of wealth creation and hence it is logical that
organisations pay close attention to the effective management of such capital (Marti,
2009). The intellect is viewed as an intangible assct in an organisation. Although
intangible assets cannot be touched, they can be identified and reasonably classificd
(Marti, 2009). In a similar note, Sveiby (2001) came up with three intangible assets
in an organisation and these arc assets of individual competence, assets of internal
structure and assets of external structurc.

Ass fer to aspects such as education, experience,
know-how, knowledge, skills, values and attitudes. The firm docs not own those
assets, but the usc of those asscts is accessed 'l)y the qrguulsulmn's lnrmg.uf
employees. This assel is also known as humun cupnlu! (Murll, 2009). Human cupnul.
has been found to be appropriatc in examining organisational-level consequences of

Assets of individual competencics 1¢

e ——————————— e ————————————————
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01‘2'1l1i\:- 1}.1!\101)': decreases m;:nmsnllmml mllpul/qlmllly ol service and decreaged
ganisational productivity (Drocg & Hoobler, 2003).

Ce turnover (Dess & Shaw,
| ot the organi

o the firm's formal and informal organisational
rescarch  development  systems,
Such asscts are owncd by the
Ily protected. This type of assct is also known as 4
ary cxit of an cmployce affects the stability of
f external structure. This refers to
d its relationship with outside
d by the organisation and
as relational assets.
perational value and

Assets of an internal structure refer t
structure, working methods  and pmccdnrcs,

management Systems and culture (Marti, 2009).
organisation and some can be lega
structural assct. However, the volunt
such assets. The third type of assets is the asscts 0
the firm's portfolio of customers (e.g. goodwill) an
stakeholders as well as its image. Thesc assets arc owne
some can be legally protected. These assets arc also known
Although these assets are owned by the organisation, their o

stability could be affected by employee turnover.
Intellectual capital theory points out some types of losses experienced by
organisations due to voluntary exits and these include: lost human capital, lost social
capital, lost structural capital and lost relational capital. Therefore, this study is
influenced by the strength and weaknesses of equity and intellectual capital theory
because the two theories have been found to be appropriate in examining the

organisational Jevel consequences of voluntary employee turnover.

Empirical Review
Tiamiyu and Disner
External Turnover 0

(2009) conducted a research in USA on ‘A Study of Voluntary
f Internal Auditors’: the study aimed at determining which
factors are relevant to the voluntary external turnover of internal auditors. The
research conducted on literatures on audit and voluntary turnover where it indicates
that job dissatisfaction, organisational commitment and alternative job opportunities
are ;elevant to voluntary turnover of employees. In the research, members of St.
Louis chapter in USA were surveyed to determine the relevance of these factors t0

the yoluptary external turnover of internal auditors for the last five years. The result
of Tiamiyu and Disner on voluntary external turnover suggested that the availability
of alternative job opportunities is more significantly related to voluntary turnover of
1ptc§n_al auditors than their job satisfaction and that organisational commitment is not
significantly relevant to voluntary turnover of internal auditors. Therefore,
managcmcnt should be paying attention to the results of the annual salary survey of
internal auditors conducted by entities to ensure that the salary of their auditors is at
per with ‘thcir counterparts in the organisations. This will reduce the tendency for
their auditors to leave voluntarily due to availability of alternative jobs. This study
could serve as a useful tool for management to promote the retention of employee or

to facilitate a functional turnover of internal employees.

Sahel Analyst: ISSN 1117- 4668
Page 75




‘ ) ) \Faral ) . \7ed N
Employee Turnover and Organisational Productiviy in ¢
crHivine Yaraon

e in Selected Banky in Horin A letrapolls
Sangaran and Jeetesh (2 An Empirical Investigation
Sangaran ¢ Jeetesh (2015)

. \ <ULS) on the hospitali ‘

determinants of Job satisfhet Sprintity sector in Kuala Lumpur nsses:

. Y \ H Al 1 ' ' ! ) " ") . v ‘
creating a situation of -'l‘}\:mm and, the decision of cmployce '“l‘l'”' "': P "”’“‘
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influenced Turnover where Chi G fesearch tevealed that Job Performance
Satisfaction that lead \:\‘\‘ ((\lhmw of Work docsn't and the main factors of h,‘|;
N N ) rmover were ST ' '
advancement/Career progression MR AT Al pppertnttyer

Abasst & Hollman (2000) in their studies cone

compensation is the cause of Cll\l)llWC‘C (lll‘l;‘()\:(fl)'ll('ll'lll(l-u‘!| ”'“" ‘”m l('wfl;r level of
m}}““l\‘l' recruitment, bad working ‘C()ll(lilinns ’I.cx«: lz()}n'n”:v:/nv{lt"l”N:'l 'h'-m'mwm rhm
cifect on the C“‘l‘l\‘:\'ct‘ turnover, Opkara (2()()2)‘in (he S‘lll(l’ lmlu::l”:} ";‘ ;i . ""(!i’,?f""/‘i
certain tactors _tlml influence the level of job szitisl'acli(;n ofy(hc em l(“\ y .”’,?i ,'r T'.’f
the compensation, promotion opportunitics, the work itself, rclutir())n,qjl?iu" vixi‘:'}" (,’r i
ey e ll\?.811pcx'\.r1s1011, Sokoya (2000) reported the pu,blic qcctolr r;);n’r1u'f<'rl" r‘r
determinants ot J_Ob satisfaction and it was concluded that the job ;zntisf'lctil()n ;D(/I (’ ;
employee is significantly impacted by the compensation practices ‘in thc( Orgzlni;zlt;r;x": ,

Samugl an.d Ikemeful'la (_2012) e?{aminc job satisfaction and employees’ turnover
intentions 1n Total' nger.la PLC in Lagos State. The paper highlights and defines
basic concepts of ng sat.lsfactlon and employees’ turnover intention. It specifically
considered satisfaction with pay, nature of work and supervision as the three facets of
job satisfaction that affect employee turnover intention. To achieve this objective,
authors adopted a survey method by administration of questionnaires, conducting an
interview and by reviewing archival documents as well as a review of relevant
journals and textbooks in this field of learning as means of data collection. Four (4)
major hypotheses were derived from literature and respective null hypotheses tested
at .05 level of significance It was found that specifically, job satisfaction reduces
employees’ turnover intention and that Total Nigeria PLC adopts standard pay
structure, conducive nature of work and efficient supervision not only as strategies to
reduce employees’ turnover but also as the company retention strategy.

Methodology
The population of this study comprised of employees of Money Deposited Banks,

namely; United Bank for Africa Plc (UBA) and Guaranty Trust Bank Plc (GTB). The
rationale for selecting these Banks was borne out of fact that UBA (is a combination
of old UBA, Standard Trust Bank and Trade Bank after consolidation in 2009) while
GTB is the lead Bank among the new generation Bank and both deserve empirical
investigation on how employee turnover affect the workloaq ‘and product or services
without comprising the large patronage. United Bank of Africa Ple. (UBA), )has SIX
(6) branches with eighty-four (84) staff strength and Guuran‘ty Trust Bank Flc. 4hus
five (5) branches with seventy-nine (79) wor.kforcc‘:, thcrctorcr,‘ One hundred :‘;‘fl
Sixty-three (163) workers represent the population of the study. he study adopted a
proportional allocation of the stratified random sampling technique.

a were collected through administration of
ected banks. The questionnaire was the
lected banks In

Primary data were used; the dat

questionnaire from the employees of the sel . of the se
instrument used to elicit information from the employces © )

—— e —
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Horin metropolis. A~ five-point Likert svu'lv Wi ’xlx)l()l‘)'t’(k 'Wl“"’ll/\l‘i;r; .K‘Hl'mmly
Disagree = SD (1), Disagree = D (2), llmlmwl(lvd Ul '.(~ ), ,.“,Mi |'I( ), .Slr()n;v‘ly
“\m\‘} = SA (5). Repression and \‘Ull(,‘lllht.\ll Illllll}ll,‘:l'.‘ll wilg .fﬂ()pffl O fegy the
h\Tlmth‘SCS. Correlation, ANOVA nn‘«l |!\\|ll||’|‘f ""f"_( ""““’I'.lvl“ft"“i “"u,, 10 test the
h.\'hmhcscs under the nall form, ("‘.I""m’f‘ I I8 ".“(."!'!, L‘.M o “M“Vﬂ multipl
regression and ANOVA was used o test for the .‘HV.!H'W"““ > ‘." ““"C”"” regression
l‘n‘mnmcrs. Partial correlation was used (o n(‘("()I|I|)|I.‘"||(‘.(| objective 2 under the
controlled of two variables. The repression annlysis \v‘n:“ |'m| only us"(:(l u,) cxplore the
relationship between two or more variables but also indicate the (l!rcc(um at which,
predictors under study contributed significantly to the dependent variable,

Reoression analysis has been used to measure the impugl of the dependent variab|e
gorl;nnisntionnl 'pmduc(i\'il.\") on the indcpcnflcnl' variables (glrlpl()ycc turnover,
workload, employee working environment, motivation, culluru'l dif’ fcrcncc', cmployee
commitment & Career development opportunities). The multiple regression models

are:
\, _ Cl"‘r\;X] +BZXI+B3X3+ B4X4+BSX5+B6X(;{-B7X7+ci ............................ ( l )
Hence the functional form equation is specified below;

Y (ORP) = B,EMT + B,EWL, B;WKE + B4CUD + BsEMM+ BsEMC + B3,CRD +e, )
Where:

Y'= organisational productivity (dependent variable)
a =Y (intercepts),

B,.-are the regression coefficients

X, =EMT= Employee Turnover

X-= EWL=Excessive Work load

X: = WKE=working environment

X = CUD=Cultural differences

X: = EMM=Employee motivation,

2.e = EMC=Employee commitment; and

%7 = CRD=Career development

e

¢, 1s stochastic term which when low, the R and R? is high indicating a significant of
the predictors in the model.

Data Analysis and Discussion of Findings

This section presents findings obtained from statistical

analysis of the data gathered
through self

— administered the structured questionnaire, and test of hypotheses was
conducted using multiple regression and correlation analysis.

Hypothesis 1
Hyl: Employee turnover does not have a significant effect on orgm\isanolml
productivity,
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YD b} ““l‘ 4 / e ( “ | r\l l \‘J
ORP Pcarson Correlation “ | 1AW | B M ( (rD
Sig. (2-tailed)
EMT Dear : 1
o\ \il\§\‘11(01’\\‘1;\“01\ -s00' |
Sig. (2-tailed) 0
N
— - 163 163
EWL Pecarson Correlation -407 M s
S0 N _tay ) e l
Sig. (2-tailed) 000 | .068
N 163 1 '
IS— > 3 1163 [ 163
WKRE Pearson Correlation 062" .0;0 ()(;() 1 .
Sig. (2-tailed) 030 | 527 526
_ N 163 | 163 | 163 | 163
CUD Pearson Correlation 156 | 446 | 148 [.1927] 1
Sig. (2-tailed) .047 | .000| .059 | .014
N 163 | 163 | 163 | 163 | 163
EMM Pearson Correlation 113 1-.172]] .132 |.628 | .072| 1
Sig. (2-tailed) 040 | .028 | .092 | .000 361
N 163 | 163 | 163 | 163 163 | 163
EMC Pearson Correlation 10" |-.552|-268" | .034 | -136 123 1
Sig. (2-tailed) 000 | .000| .001 | .670 0851 .117
N 163 | 163 | 163 163 | 163 | 163 163
CRD Pearson Correlation 287 |-.285 | 186 | 144 186°] 102 ].163°| 1
Sig. (2-tailed) 000 | .000| .013 067 .017| .195 .037
N 163 | 163 | 163 163 | 163 | 163 163 | 163
t at the 0.01 level (2-tailed).

**_Correlation IS significan
* Correlation is significant
Taking a cursory look at triangular matrix correlation above, where Pearson
coefficient of “EMT” across «ORP” R= -0.800. This means that relationship betweeh
dependent variable (organisational productivity} m}d independent va.rlab.lc (c.mplo_\'c;j
turnover) 18 inversely related to 5% Jevel of significance. By implication, 1.t‘ means
1% increase in employee turnover cau Organisational

ses 80% reduction 10 '
Vi ini - ting factors which include; working
tivity. All the remaining five (5) mediating
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except excessive workload which 1s significant at 1/0'. ’gwc\v . ith employee
. 4 environment have no significant relationship with cmPIOYEs
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Table 2: ANO) A"

Sum of ‘ )
Model Squares di | Mean Square I Sig,
1 Regression O84.0013 7 40.585 53.989 000"
Rc;idu.\l 40.851] 155 2064
l'otal 324945 162
a. Dependent Variable: Organisational productivity

»
| N |
{ i

redictors: (Constant), Employee turnover, lixcess workload, working
environments, Emplovee motivation, Cultural difference, Employee

commiment & Training

The ANOV A-test value is 153.989 is significant because the significance leve] is -
000 <0.05. Therefore null hypothesis is rejected and the alternative hypothesis i
accepted meaning that organisational productivity is positively related to employee
turnover, workload, employee working environments, motivation, cultural difference,
employee commitment & career development. This also implies that the relationship

etween dependent variable and independent variables is statistically significant and
the regression model is fit. The fitted regression model implies that all independent
variables (employee turmnover, Workload, employee working environment,
motivation, cultural difference, employee commitment & career development) are
explaining by the Organisational Productivity (dependent variable). That is the ratig
of regression sum of square (284.093) to the total sum of square (324.945) = R%=
0.874; meaning that 87.4% variation of organisational productivity is explained by
employee turnover and all the remaining mediating factors and 12.6% was explained
by others variables not included in this model.

Table 3: Regression Result

Unstandardised | Standardised

Coefficients Coefficients
Model B  |Std. Error Beta t Sig.
1 (Constant) 2.985| .324 9.206( .000
Employee turnover -.647| .043 -.647 -15.049| .000
Excess workload -.270|1 .039 -217 -6.9951 .000
Working environment 1491 .056 .102 2.671| .008
Employee motivation 1991 .045 .159 4.447| .000
Cultural difference -.148| .057 -.100 -2.588 | .011
Employee commitment 309 .038 295 8.219| .000
Career development 248 .045 .181 5.461| .000

a. Dependent Variable: Organisational productivity

Multiple regression was used to test the research hypothesis 1. The objective is to
examine whether the independent variables; Employee turnover are capable of
effectively estimating organisational productivity, The results of testing the impact of
the employee turnover on organisational productivity through the mediating role of
the Excessive Workload, employee working environments, motivation, cultural
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The t;lNC‘ 3 above Nh\:::l‘;\ll‘ll:\:‘lll‘.\' careet development nre significant at 5% level
decrease m om;mismimml sl “‘)‘!H.‘e:.-m'n\ coclhicienta for ench |||mh:u,, 0O4.7%
Cmplolyoo wmover (j.e, inl\' ‘t ('l‘llt'll\'ll‘\' 18 specifieally clarified by 1% increase in
‘“3“"m““°““ll“vducnynv Q‘&‘? related with Beta -0.647), 27% decrease in
workload as a result of ‘\l{ in‘s .""H‘Ul.ln'(‘(' Rl\(‘('i“(‘:lll_y I,y [% increase in excessive
Beta=-0.27).  Working ‘cnyﬁl;:hvfn\vquﬂuyvqu|nnvcr(Lv,invunnﬂy related with
organisational productivity, this il':“'llm o SO i POSITE mpRek
which implies 1% il\k‘l‘ca‘s‘c in‘ \\"n:l"m\v“z'l?y the l‘cgrcs?'smn pnr.umclcr (Beta= 0.149)
“l'g“‘l‘s“tfanal productivity. Also if:‘l;l:l\(:l(zl}n],m.]\lsl .Wlll Cxpl'“m Bt n”w'mw; %
account for 19.9% increase in dr,q .‘] oyees d{L 1|ghl¥lrun|vatqd by I/B,u'vunnhl
difference, the effect of frlmilz,(m:sﬂllonnlplo(llllcllwlty qnd vice-versa. Cultural
organisational productivity \\7i1icll);111t()l' W(l):;( 'ICI-a se i mvcrsely relatcd‘ o
workplace would specificall Rlcb o Increase in cuhpral@nﬂbrencqs n?thc
SrOBIEHLY Gie. Betimg 1‘48y- cqnlnbute to 14.8% reduction in organisational
employees becangs he ax.'e ); t!us was a result of voluptary turnover among the
Emplovyee’s o y are not given fair .play. and equal 1‘1g.h.t to operate effgctl.vely.
e nitment to job satisfaction impacted positively to organisational
S;garlllics ;:igialaia rcs)lcligglilviby-the Bgta=0.309; tl}is impligs that 30.9% increase in
'S ty is explained by 1% increase in employee’s commitment.
Fma.lly, career develqpment opportunities reduce the chance of employee’s turnover
and increase in qrgamsational productivity as reported by Beta=0.248. Therefore, the
null hypothesis is rejected and the alternative accepted. It is posited that employee’
turnover and all its mediating factors have a significant effect on organisational

productivity at 5% level (i.e. P-values<0.05).

Hypothesis IT
Ho,: There is no significant relationship between job satisfaction and employee

turnover.

Table 4: Correlation Matrix Result

Employee Job
turnover [Satisfaction

Control Variables
Motivation & Cultural Employee turnover Correlation 1.000 -.829
difference Significance (2- ‘ 000
tailed)
df 0 159
Job Satisfaction Correlation -.829 1.000
Significance (2-
tailed) 0Ue
df 159 0

R—0.829, R*=0.68(0.05

t obtained in table 4 above depicts the fact that if
anks were able (o control the cultural difterences,
nover will reduce and employce job
y boost employee morale and core
ation of R=-0.829 means that

The correlation coefficien
the management of the selected B
and employces arc regularly moll'vatc'd, ?hc tur
satisfaction Increascs and this will &gmﬁczrmtl “boo
values by increascs their core performances. The implic
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Discussion of Findings

"l“hc objectives of this study were achieved with the analysis of the hypotheses
tormulated. The first objective of the study was to examine the effect of crnp](,‘v/,,.‘,:
wrnover on organisational productivity. It was confirmed by the first hypothesis Ih“
when there is a high rate of employee turnover in an organisation it will definitely
reduce the volume of productivity of the organisation. In another word, employee
turnover will also slow down organisational productivity. This finding is similar 1
that of (Tiamiyu & Disner, 2009) who found that employee turnover directly

influences organisational commitment, job dissatisfaction and alternative job
opportunities.

at

The second objective was achieved under the control of cultural differences and
employees’ motivation, the coefficient of R=-0.829 implies the greater the job
satisfaction the less likely is the turnover intention, thus this work gives credence to
Samuel & Tkemufuna (2012) that with a high level of job satisfaction holds positive
atitude toward the job and conversely the person who is dissatisfied with the job
holds negative attitude about the job. It means that employees who are satisfied with
their job will retain their jobs and not quit. So increase in job satisfaction under the
auspice of employee motivation and reduce cultural difference will result in a
decrease in employee turnover. The implication of this result is that job satisfaction
can enhance organisational productivity and reduces employee’s turnover.

Conclusion
The study concluded that employee turnover is a serious issue for Nigerian banks, for
steady productivity in the Nigeria financial industry, it is essential for the human
resource department to maintain talented and committed skilled workforce in the
organisation. Most of the time it is very difficult to regulate the turnover rate within
organisations, although reduction in family-to-work relation and motivation through
satisfactory pay structure helps to reduce turnover rate, a person does not stay in an
organisation only for salary but he/she may stay for many other reasons such as good
human relations, preferable job location, good style of management, career
development progress etc. Since the productivity of an organisation depends on.the
expertise of its workforce, an experienced employee is an asset to an organisation.
Furthermore, lack of career development opportunities, job satisfaction, good
working environment, and unequal pay structuring are some of the significant factors
that influence organisational productivity. If a skilled, experienced and qualiﬂefi
employee replaced the position of those who leave the organisation voluntarily, 1t
will not have any significant negative impact on organisational productivity, since
finding a replacement for low commitment and non-performing workers arc always
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