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ABSTRACT 

This study is on Employee Turnover in Post Secondary Institutions of 

Benue State. The aim has been to find out the rate and causes of the academic 

staff turnover in the higher institutions of the State, and then compare which 

institution has a higher rate of turnover. The objectives to be achieved with such 

findings was to suggest ways that can minimise labour turnover in the higher 

institutions and promote better job performance to enhance good quality 

education. 

Two colleges were selected - College of Education, Katsina-

Ala and College of Agriculture, Yandev. The data for the study was obtained 

through three different sets of questionnaire and oral interviews. 

Findings from the study show that there was no serious problem as to a 

high labour turnover since all separations were generally taken care of by a 

corresponding replacement. College of Education, Katsina-Ala scored 15.21% 

rate of turnover higher than College of Agriculture, Yandev with 12.42% for the 

10 years studies. 

What is observed therefore is a situation of staff instability and under 

establishment; whereby the colleges are under staffed, the few that are available 

are continuously on the more for new ones to replace them. This situation does 

not augur well for the institutions. 

The most important factors responsible for the instability have been 

identified to be poor conditions of service especially as it affects promotions, 

salary payments, fringe benefits and welfare services. 

The labour shortage and instability have adverse effects on the efficiency 

of the academic staff who suffer serious job overloading culminating into poor 

standards that are affecting the image of the institutions. 
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The study concludes that the persistent cry for falling standards in 

education in the country will continue if we continue to neglect the educational 

sector, especially in the area of staff welfare to ensure their comfort, stability and 

dedication so that the best results can be obtained from their services. 

For this to oe achieved, it is suggested that salaries of teachers, 

wherever, should be attractive, comparable with other organisations and 

promptly paid with rapid promotions to match. It is better to have a qualitative 

and functional education than mass education. Accordingly, the number of 

higher institutions in the State should be prunned down to a more manageable 

size where adequate facilities can be provided to take care of the welfare of staff 

and students to ensure sound teaching and learning. 
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organisation. It is expressed as a percentage of the ratio of the staff 

leaving the organisation compared to the average number of full-time 

employees and is usually taken over a fixed period of time. 

(2) Recruitment: This generally refers to the process of searching for a rd 

obtaining potential job candidates in sufficient numbers and quantities so 

that the organisation can select the most appropriate people to fill its joo 

needs. 

(3) Selection: The process of gathering information about job applicants in 

order to decide who should be hired and who should not be hired. 

(4) Placement: Assigning the individual employee to a particular job in such 

a way as to reflect the demands of the job - the skills, the personality, 

interest and preferences of the employee. 

(5) Remuneration: The discharge of an obligation in money to 

recompense the employee for work or service rendered in equivalent terms. 

Both compensation, and pay (wages and salaries) are substituted for 

Remuneration. Pay refers to the monetary compensation that employees 

get for services rendered to the organisation. Wages are paid to technical 

staff whose productivity could be effectively measured in some way and 

also to daily paid workers while salaries are paid to workers who render 

services especially payable on monthly basis and whose productivity is not 

easy to measure. 

(6) Incentive Scheme: These are those schemes designed to motivate the 

worker to make him give of his best to the organisation. Incentive payment 

system simply mean paying an employee on the basis of his contribution to 

the organisation. They are designed to ensure equity and fairness or what 

Holman called "distributive justice in the methods of payment". 

.(7) Fringe Benefits: These constitute the indirect part of employee 

compensation, in terms of extrinsic rewards of the job. they are not subject 

to taxation and often represent a fixed cost to the organisation. Various 

forms include employee protection programmes, such as retirement 






































































































































