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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.



- X -
TABLE OF CONTENTS:

‘Title Page

Declaration

Certification and Approval
Dedication '
Acknowledgement
Abstract

Table of Contents

List of Appendixes

CHAPTER ONE: INTRODUCTION

1.1~ General Introduction

1.2  Statement of the Problem

1.3  Objectives of the Study and Hypothesis
1.4  Significance of the Study

1.5  Scope of the Study

CHAPTER TWO: METHODOLOGY
2.1 Design and Procedure
2.2  Treatment of the Data

2.3 Problems Encountered in the Process of Data Collection

CHAPTER THREE:
THEORETICAL BASIS OF THE STUDY AND REVIEW
OF RELATED LITERATURE.

3.1 Review of the Theoretic:a{ Basis of the Study
3.2  Definition of Key Terms

vii

Xi

—k

© o O W

11
15
2

19
36



CHAPTER FOUR: HISTORICAL BACKGROUND OF
THE STUDY AREAS.

4.1 Historical Development of Coliege of Education,
Katsina-Ala
4.2  Historical Development of College of Agriculture, Yandev
HYPITHES]S
3 ‘CHAPTE_R FIVE: DATA ANALYSIS ANDATESTING
5.1 Rate of Academic Staff Turnover
5.2 Hypothesis Il and Il
5.3 Effects of High Labour Turnover

CHAPTER SIX:
SUMMARY, CONCLUSION AND RECOMMENDATIONS.
8.1  Summary and Conclusions

'6.2 Recommendations

Bibliography
Appendices

40
46

50
59
71

786
78

82



1. Appendix I:
2. Appendix Il

3. Appendix Il

4. Appendix IV

w3l =

LIST OF APPENDICES:

Questionnaire to be Completed by Staff stiil in the
Employment of the Colleges.

Questionnaire to be Completed by Heads of Academic
Departments

Questionnaire to be Completed by Departed Staff.

Oral Interview Schedule for College Staff.



CHAPTER ONE
INTRODUCTION

1.1 GENERAL INTRODUCTION:

The phenomenal growth which has characterised the growth of post-

secondary institutions in Benue State in recent times in terms of numbers,
students population and. in some cases, physical spread has not been
accompanied by a corresponding increase in the number of academic staff in
proportionate terms to ensure sound teaching and research for the teaming
‘students population. The fundamental problem that is the concern of this
research is the inability of these institutions to recruit and retain enough teaching
-staff especially in the recent years

Benue State has even institutions of higher learmning at the Post-
secondary level. Five of these are state owned, while the other two are owned
by the Federal Government but located within the state. The state owned
institutions have been facing the problem of labour Turnover and staff instability
especially among those in the academic departments. A persistent academic
staff instability in an institution of higher learning would have adverse effects on
the efficiency of the teaching staff and the academic standard and quality of the
" students.

Thus, in one of the institutions selected for this study, College of
‘Education Katsina-Ala, the Provost of the institution Mr. Tar Ahura in his speech
at the 1989 graduation ceremony asserted that "It has been noted for some
years now that College of Education Katsina-Ala has become a staff catching
area for many organisations in the country ---. As many as 38 academic staff of
the College left the institution in the year without a single replacement being
made."’

Dr. D.J.M. Yakubu (1987) then Provost of the Coliege made a similar cry

when he asserted that "only recently, the College lost some of its well groomed



academic staff to Universities. Some of these are people the College had
contributed to their training up to docloral level". He further predicted that
""There are other senior officers who are also on the verge of leaving the
College."?

Similar trends have been observed in other higher institutions of the state.
In the College of Agriculture, Yandev, another College taken as a sample for this
study, the problem of staff shortage has been existing since 1982. By 1988 with
a student population of 780 znd with seven large academic departments, the
College had only 31 academic staff. This gave a weekly lecture load of 20 hours
per week. 3

This issue is of serious concern because labour is said to be the most
important factor of production, At the same time labour is the most complex and

" most unpredicted of all the productive resources. This assertion is based on the
fact, among others. that all the other'factors of production- land, and capital,
‘unlike labour are inert objects and have no will of their own. Labour on the other
hand consists of human beings with all the attendant social characteristics.
Labour therefore with a will of its own, can decide whether to work or not to work,
whether to move or not to move, to accept wages ar not etc.

Before an employee agrees to sell his efforts and decides which
organisation to join. he has neads which he hopes all or most would be satisfied
by his belonging to that organisation. At the same time, as he stays in the
organisation, more needs may develop as human want s are insatiable. Where

'3 large proportion of his core/basic needs can not be satisfied by his
organisation, he is likely to move given that opportunities exist else where with a
likely hood of best satisfying his basic needs.

According to J.C. Denyer (1969), "Labour Turnover is a term used in
personnel management (o describe the movement of workers into and out of the
employment of an organisatéon. It is expressed as a percentage of the ratio of
staff leaving compared to the average number of full-time staff and taken over a

fixed period of time. Ilts purpose is to assess the stability of staff and can be



viewed as an index of the success or failure of personnel policies in an
organisation."4

"The formula for its measurement is given as:

LT.P.% = lin (b.c) x 10 0
i, (a + (at+b-c)

Where: LTP% = Labour Turn Over rate
a o= Labour force
b = Engagements
C = . Separations or departures
p = Length of period
Min (b,c) — The smaller of b and ¢'®

A simplified form of the formula is given as

LTO = Average moyvement of employees /00
Average number employed “T"'

"and is usually expressed as a percentage

1.2 STATEMENT OF THE PROBLEM

Ev.ery organisation must experience turnover especially if it is to avoid
stagnation. Old hands, dead woods and inefficient staff have to give way to new
and more effective hands. It is assumed that no employer wants to lose too
many of its staff, but equally, a low turn over rate can have adverse effects on
promotion, prospects, for able and young talented employees and reduce the
opportunity for injecting new ideas from outside. According to Paul Pigors
(1977) "Excessive employee tumn over and mobility are wasteful in terms of
"money, human values, friction within and between work teams and also because
they jeopardise organisational stability. But insufficient movement out of, into
“and within an organisation can sap its vitality and stultify the needs of individual
members-A It may result in an excess of "turned off, stayers - on and inadequate

opportunities for promotable or dissatisfied employees."®



There are many reasons why workers leave an organisation. Among
these are frustration, long service. poor pay, old age or general dissatisfaction:
It is assumed that for every worker that leaves there should be a corresponding
replacement. But this on many occasions is not easy or at least not automatic
and sometimes even impossible within a given reasonable time. If the rate of
turn over is so high that there is no equilibrium between those leaving and those
coming in, then the organisation is bound to suffer as there will be fewer hands
to do the work hitherto designed for more workers. Jobs will have 1o be re-
designed to take care of this.

An effective and efficient organisation is one which marries the

. organisation's interests and objectives with the interests and aspirations of the
working groups serving it. [t is on this basis that Maurice Cumings statement in
.1972 about personnel management can be considered valid. According to him,
"personnel management is concerned with obtaining the best possible staff for
an organisation and having got them, looking after them so that they willi want to

(R

stay and give of their best tc their jobs. Very often therefore, the rate of
labour turn over is viewed as an index of the success or failure of personnel
policies in an organisation.

But according to Fredrock J. Gaudet (1960), "Just as the high reading of a
clinical thermometer is a sign to the physician that something is seriously wrong
+with the human organism so is a high index of labour turnover a warning to
management that something is wrong with the health of the organisation. But
Just as the clinical thermometer merely indicates that something is wrong, so
does the turnover rate merely warn, not diagnose. A high temperature may
mean phenmonia, measles or mumps. A high turnover rate may mean poor
personnel practices, poor supervisory practices or poor company policies. Nor
should we forget that toc low & rate of turnover like a below-normal reading on &
thermometer can also be a danger signal."®

Thus it becomes difficult to jump to the generalisation that personnel

policies are sorely responsible for the turnover of labour, especially in a tobulent
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economy such as ours in the Nigeria of today. The situation becomes more
complicated to analyse in cases such as in higher institutions where policy
makers are quire distinct from the management team. Thus management might
feel concerned about the plight of its staff but may have little to offer to improve
‘ the condition - a paradox of authority and responsibility not belonging together.

The undesirable consequences of a high rate of employee turnover are
'quite numerous, and increase when employees are more specialised, more
difficult to find and require more training, Turnover cost according to Peskin can
be divided into two major categories - tangible costs which can be measured and
the intangible costs which are difficult to measure. The tangible costs are those
associated with the replacement and retraining of their successors, and costs in
re-advertising vacant posts, interviewing, medical examination, processing
necessary paper work, induction expenses etc. The intangible costs arise from
the depressing effect that turnover has on the morale of those remaining behind,

| accidents and absenteeism, as a function of low morale, killing interest, reduced

management efficiency and effectiveness, missing production schedule (in the
‘case of companies), the breaking of well-knit work teams, increased overtime,
overhiring in an effort to maintain work schedules, the lower productivity of
temparary or part-time employees efc.

Also, during the-l.ag-time that vacancies exist and the time they are finally
filled, students are idle and capital equipment probably under-utilised. Heads of
departments are frustrated as they are unable to expand their courses in the
absence of continuos flow of academic staff. The remaining academic staff will
have to contend with a lot of job overloading both in quality and quantity, in

| terms of "strange" courses. and mare teaching periods. Other costs are those
associated with fall in the level of ocutput as the new employees when they finally
‘come to iearn the prbcesses and the leaving ones decrease their efforts. In
addition, there are costs associated with disengaging old employees such as

pensions and gratuity schemes. The sum total of such a situation is that it could
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lead to inefficiency and low productivity which in this case can be reflected in
poor students performance

It is in view of these unfavourable consequences that many higher
institutions in the couniry today have introduced the University Salary Structure
(USS) so as to make their conditions of service more attractive to their staff and
compete on a better footing with the private sector for higher quality staff. Even
here, the efforts are not anything comparable to the conditions obtainable in the

* private sector and the exodus from the higher institutions into the private sector

have continued unabated

1:3  OBJECTIVE OF THE STUDY AND HYPQTHESIS.

The recruitment, retention and staff stability of an organisation are
determined by some iniernal and external variables. Such variables include the
employment procedures, conditions of service including salary, promotion, fringe
benefits, training, motivation, morale, industrial/personnel relations, and welfare
services. QOthers are the environmental situation, state of academic labour
market, national salary structure etc.

The purpose of this study therefore, is to identify the main factors
affecting the recruitment and retention of academic staff in the post-secondary
-institutions of Benue Stale. The sample here being College of Education,
Katsina-Ala and College of Agriculture, Yandev, on a comparative basis. And to
establish possible relationship if any. between the system of personnel
administration and labour turnover in the two institutions so as to suggest
measures that can be used to minimise the problem.

The study will do this by examining the rate and causes of academic staff
turnover in the two colleges and its effects on the working systems of the
institutions. That is, how the rate of turmover has affected functions of the

" Colleges, and to recommend measures which can be used to reduce it. More

specifically, the aims of the study area..



1. To measure and compare the' rate of employee turnover in the two
institutions to see which has a higher tumover rate, or whether the
turnover rare is a general phen‘oinena with the post secondary institutions
of the state, or just a unique preblem with a particular College.

2. To identify the possible causes of the turnover rate observed, in (1)

above, in the two institutions.

3. To find out what measures, if any, are being taken by the College
authorities and the ministries over seeing the affairs of the Colleges to
arrest the problems of adverse effects of a high employee turnover.

4. To make recommendations which would give a clearer insight, to the
management and the government. into the magnitude of the problems of a
high labour turnover in the two institutions in particular and to any other
arganisation, and what can be done generally ta minimise the effects of
the problem as well as iabour turnover itself.

5 To stimu!ate‘similar researches in the area either in the same setting or in
other institutions, so as to contribute to knowledge and solutions to social

problems for betterment of society.
HYPOTHESIS:

In this study, the researcher assumes that employees compare their pay
and general conditions of service among their counterparts within the
_organisation and with other organisatibns. and would only be contented to stay
and contribute their best in the organisation if their conditions are comparatively
equal to or higher!ﬁetter than what obtains in other similar organisations or even
those that are nat similar, Thus If the employee's economic and social needs
are not adequately met in an organisation, the employee tends to quit that
organisation at any available opportunity.

Based on this basic assumption, the following hypothesis have been

formulated for the purpose of arriving at valid conclusions.



1. That there is & generally high level of employee turnover {among the
academic staff) in the higher institutions of Benue State.

2.  That the rate of turmmover is directly related to or associated with
inadequate and inefficient personnel policies.

"3 That the rate of turnover of employee arises because the private sector
industries, organisations and the newly established institutions offer more
attractive conditions of service, that is why the staff leave any time there is
an Iopporlunity in these sectors,

4 The rate of employee turnover has adverse effects on the academic

programmes of the higher institutions and on the guality of their products.

1:4  SIGNIFICANCE OF THE STUDY:
Nigeria in the quest for rapid industrialisation in recent years has
neglected her educational sector or at best has continued to pay lip service o
"the sector. To this end, there has been mass exodus of labour force from the
educational institutions to the other sectors of the economy. Accordingly, there
"has been a persistent cry for falling standards of education in the country.

Fc;r high standarcs of education to be maintained, there has to be first
and foremost a high and stable guality of academic staff to deliver the goods.
Where there is a high labour turnover, then there is high tendency for standards
to fall. The problem of falling standards we are suffering from today emanates
largely from the neglect of the sector and especially from the lack of stable
gualified and dedicated teachers who are comfortable, dedicated and willing to
give their best to their jobs.

The instability of the teachers resulting from the official neglect of the
educational sector has led {c a high labour turnover in educational institutions.
"The need to do something about such a problem should therefore justify a
research of this nature.

It is therefore hoped that the opinions revealed in this research can be

utilised by managements of the two institutions selected and the government as
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well as -other policy makers in their formulation of policies and practices

regarding manpower utilisation in the sector and possibly elsewhere.

1:5 SCOPE OF THE STUDY.
Benue State as at now (1990) has seven institutions of higher learning st

the post-secondary level. These are:
University of Agriculture, Makurdi.
Federal Polytechnic, |dah.

Benue Polytechnic, Ugbokolo.
School of Basic Studies, Makurdt.

Advanced Teachers' College, Ankpa.

o I

College of Education, Katsina-Ala; and

~4

College of Agriculture, Yandev.

Of these, the first two are Federal Government owned, while the
remaining five are owned by the state government. It is of this last group of five
owned by the state that a sample of two has been chosen for this study. The
Colleges chosen for this project are College of Education, Katsina-Ala, and
. College of Agriculture, Yandev.

Within the two institutions the focus of the study is specifically on the
turnover of the academic staff in the two institutions. The study covers a ten year
period between 1980 - 1988,

For purpose of obtaining valid information, both the academic staff still in
the employment of the two Colleges and those that have left the institutions
within the period of study will be contacted. In addition the principal officers of
the Colleges who are the internal policy makers and executors will also be
interviewed to obtain additional information that may be impossible to get from
the other respondents. Both male and female members of the academic staff

. will be included in the study.
The investigation is intended to cover at least 85% of the total population

_of academic staff in each institution who will be interviewed either orally or by
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means of the questionnaire. In addition , efforts will be made to contact at least
40% in each case, of the population of those whao have left the services of the

two institutions within the chosen period by means of the mail questionnaire.

Eoot Notes:

" 1 Ahura, Tar, (1987). Address by the Provost Mr Tar Ahura at the 10th Graduation Ceremony of
College of Education Katsina-Ala on 21st April, 1990. (Unpublished)

2 Yakubu, D.J.M. (1989) Address by the Provost, Or. Derry - Joe M. Yakubu at the 8th Graduation
Ceremony of the College of =ducation, Katsina-Ala on the 6th February, 1887. P7

3 Agbo, M. (1988). Briefs on the College of Agriculture, Yandev, presented to the Hon. Comissicner for
Agriculture, Mr.A A Torkula, by the Rector, Dr. M. Agbo. P7 (Unpublished).

4 Denyer, J.C. (1963). Industrial Administration, Macdonald and Evans Ltd, P148.
5 Absentism and Labour Turnover, Jaint Project No. 5. Abidjan 1967, P87
6 Paul Pigors and Charles A Myers (1877). Personnel Administration, 8th edition
7 Cuming. Maurice (1972). The Thecry and Practice of Personnel Management. Hineman London. P1

8 Fredrick J. Gaudet (1960). Labour Turnover.  Calculation and Cost; American Management
Association, Research Study NO. 39, New York P12
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CHAPTER TWO
METHODOLOGY

2.1 DESIGN AND PROCEDURE.

In order to measure the rate and find out the causes and effects of
employeé turnover and staff instability among the academic staff of the higher
institutions of Benue State, two of the state Colieges of higher learning were
selected. The selected Colleges were college of Education, Katsina-Ala and
College of Agriculture, Yandev.

The social investigation instruments employed for the study included
documentary sources, observations, personal and mail questionnaire/interview.

The choice of documentary saurces was necessary because it provided a

" clue to the study problem. Books,Journals, reports and recards dealing with the

problem under study were consuited: to acquire the literature describing the

"various aspects of employee turnover and the methads of controlling or avoiding

it.

The second method used was the observational method. This was seen
to be necessary and possible because it plays an important role in the study of
personnel administration, and being a social phenomenon, human behaviour is
seen and felt. To make this method easier and possible , the author is a part of
the system under study. As a staff in one of the Colleges selected he sees and

hears the problems of the academic staff of the College through personal

" discussions and by attending the academic staff union meetings. By these fora,

-

the author was able to gather vital information on the feelings and the reasons of

“the academic staff as 1o why many resigned their appointments and joined other

organisations.

In the third method, four sets of questionnaires/interview schedules were
designed and administered on the different segments of the popuiation siated for
the study. One set of the questionnaire was for the academic: of tfwe selected

colleges who are still in the employment of the Colleges. This was divided into

27, 100 Abata. . r
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eight sections and sought information from the respondents with regards to

career choice and educational qualification, the likely causes and costs of their

leaving their present jobs and what improvements could make them remain on

their present jobs. The aim of this set of questionnaire was to find out which

categories of staff by sex, age and qualification had the highest potential rate of
. turnover and why such a trend was observed.

A total of 185 respondents were served. This consisted of 130 from
_College of Education, Katsina-Ala and 35 from College of Agriculture, Yandev,
about 75% of the staﬁ in each institution.

To achieve a fairly thorough coverage of the subject matter, there were
both close ended and open ended questions as well as the multiple choice type
of questions to provide variety and secure the interest of the respondents. A
sample of this set of questionnaire is presented in appendix |.

The second set of gquestionnaire present in appendix || was administered
on the Heads on the academic departments. This was aimed at obtaining
. Information from each head about the annual rate of staff turnover for the chosen
period and its cosis to the departmen’gs. The guestions were divided into four
_sections, the last of which was a free response section for the heads to give their
suggestions as to what could be done to minimise the problem. Adeguate space
was provided in each case for the respondents to write their suggestions. Here,
all the 22 departments in College of Education, Katsina-Ala and all the 7 from
College of Agriculture, Yandev were covered.

Another set of questions was for the staff of the two institutions who have
left the employment of the Colleges. (This is presented in Appendix Ill). This
was divided into two sections and designed to find out from the departed staff
. themselves the actual reasons which made them leave the Colleges.

In the distribution of the questvionnaires. two methods were employed,
_personal distribution and mailed distribution. The sets for serving staff and
Heads of Departments were distributed persanally by hand and collected from

the respondents after two weeks. This had the advantage of establishing rapport
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between the researcher and ihe respbnoents. In addition to the introductory
‘Ietter. the purpose of the study could further be explained orally and apparently
difficult questions were given further explanations at the time the questionnaire
was being collected. Since the respondents were all available in only two
locations, time was also saved. Ancther advantage of this method (personal
distribution) was the high rate of response recarded.

The set for departed staff was inevilably sent by mail Inspite of its
weaknesses and some wide criticism

According to John Best (1970).

"The maill questionnaire is the most widely used and most
crificised.  Some say i is the lazy man's way of gaining
information. Others see i as an impersonal approach for
obtaining information. In fact the reaction towards mailed
guestionnaire is even intensified if the content is lengthy or full
of ambiquity and poorly worded, Unless one s lucky in dealing
with a aroup of respondents who have a genuine interest in the
problem under sludy or who know the sender, or have a
common bond of loyaity to the researcher, the rate of retumns is
frequently dis-appointing.”

In thus study, mailled questionnaire was inevitable because this vital
segment of the required population is widely scattered all over, the criticisms
.were taken into consideration both in drawing up and administering the
questionnaire. Thus. the actual samc:le";\ neaded from this population was 60, the
number of guestionnaires sent out was 90, to take care of the non-response
rate.  Also lengthy ana ambiguous gquestions were avoided while the
guestionnaire itself was comparatively short.

Of the S0 questionnaires sent out, 50 were sent to staff who had left the
College of Education. Kaisina-Ala and 30 to the staff who left College of
Agriculture, Yandev. The proportion sent out was based on the size of the

Colleges and their staffing populations as well as the sample size required from
each.



A sample of 40 was required from College of Education, Katsina-Ala and
20 from Coliege of Agriculture, Yandev. The response rate from each College

*was as follows:-

NO OF NO OF ACTUAC RESP A5 RESP. AS %
' INSTITUTION QUEST RESP RESP A % OF OF NO. REQ.
DIST REQ NO SENT OUT
College of Education, K/Als 60 40 33 55%: 83%;
[College of Agricultuie, Yande 30 20 186 | 53%: 80%)|
[TOTAL 90 60 49 54%, 82%

This means that about 82% of the needed sample was achieved. The
*small size of the sample selected here is justified to be adequate on the grounds
that even without it a valid result for the research could be obtained using the
.other sources from which information is adeguately taken. This population
segment is only being used as an acid test on the views of the staff who are still
in the employment of the Colleges. Moreover it was theoretically possible but
practically impossible to obtain a very large percentage of this sample, (that is
widely scattered almost all over the world), within the time needed to complete
the research.
The last method used to obtain information for the project was oral
interview. This was conducted on the officers of the Colleges who it was felt
*would be too busy to respond to a questionnaire either by mail or even
distributed personally. Officers in this category included the Provost/Rector and
-their deputies, Registrars, members of the Appointment and Disciplinary
Committees for the.institutions and a few other selected administrative staff
A copy of the interview schedule (presented in appendix IV) was
distributed to the raspective officers and date of appointment fixed for the

interview. Four broad questions were drawn around which discussions were
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centred. A total of S officers in this category were interviewed from College of
Education, Katsina-Ala and 7 from the College of Agriculture, Yandev.

In distributing all the four sets of questionnaires/interview schedule, total
population was contacted in the case of Heads of Depariments and College
officers while random sampling was adopted for selecting the serving and
departed staff. This, coupled with the large sample (75% of the population) was

" to minimise bias in the selection of the samples.

'22  TREATMENT OF THE DATA.

The collected data were systematically and logically processed and

tabulated. In the analysis of the dala, use was made of statistical tables and
grasps. Comparisms were based on percentage scores and trend analysis.
The units of scores were expressed in percentages of total responses.

In the treatment of data the following points were taken into consideration.

(@) That the 130 and 35 academic staff totalling 163 sampled from those
' currently in the service of College of Education, Katsina-Ala and College of
Agriculture, Yandev, respeclively, were used in order to obtain full
information on the causes and effects of employee turnover in the two
institutions. The sample size represents about 75% of the academic staff
In each institution and also of the total population of 222 academic staff,
given that there are 176 academic staff in College of Education and 46 at

the College of Agriculture as at 1989,

(b) That 90 of the lecturers who had left the Colleges were served
guestionnaires, since the total number of staff that left the institutions
during the period could not be ascertained as proper records could not be

obtzined for all the ten years.
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That the sample size was - adequate, manageable and a true
representation of the {otal group to which comparisms and conciusions are
to be applied since the sample of departed staff was only meant to serve
as a confirmatory sample. The responses from the staff still in the service

of the College alone equally suffice to a reasonable extent.

That the scores and percentages of those who supported and those who
rejected the hypotnhesis determined the rejection or acceptance of each

hypothesis.

That the conclusions arrived at are limited to the population and the
environment under which it was studies but could be universally

generalised to a reasonable extent.

There was no need for a follow-up guestionnaire since the three methods-

the questionnaire, interviews and personal observations were both substitutes

and complementary to each other, hence adeguate for making valid conclusions.
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23 PROBLEMS ENCOUNTERED IN THE PROQCESS OF DATA

COLLECTION. -

in the process of collecting data for this work, many problems were
encountered ranging from time constraint to human, social and financial
problems.

Inspite of all efforts to solicit co-operation, hundred percent response
‘could not be achieved. Repeated visits had to be made before a reasonable
response rate was obtained. Qutl of a total of 185 gquestionnaires sent to staff
-currently serving with the Colleges 126 were completed and returned giving 2
responsé rate of about 76%, that is 103 or 79% from College of Education,
Katsina-Ala and 23 or 66% from College of Agriculture, Yandev. Set li of the
questionnaire administered on 29 heads of departments where total population
was necessary, 24 were returned {about 83%), 20 from Katsina-Ala and 4 from
Yandev. Set lll sent by mail involved some money cost in terms of postage
stamps and envelopes. This gave a response of about 54%.

With oral interview, efforts to get the College officers in the same
"institution to give the same date for the interview was always impossible since
each had a different schedule. In addition, the dates fixed had to be postponed
"several times before the interviews were finally conducted. This required very
many calls and travelling trips to be made. With the hike in transport costs, the
financial burden was enormous.

Another limitation was in the area of time. The time constraint coupled
with finance made it impossible to study all the seven higher institutions of the
state. The same constraint also made i impossible to contact all the academic
staff that had left the services of the Colieges studied. More so that many of
them were expatriates whose addresses could not be easily known. It would
“have cost huge sums of money and time to locate and interview them personally
or even through a mail questionnaire

It was also not easy to combine lectures and examinations with the

research work especially when travelling for the research was involved. After
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the course work, the researcher had to combine his office work as a
lecturer/Head of Depaﬁmem with the research work so that the schedule was
actually very tight.

Another major set back was the attack on the researcher by armed
robbers on 12th August, 1990 between kaduna and Kachia, who, among other
valuables, made away with the brief case containing the initial manuscripts for

.the first three chapters of the projects which had already been approved. This
took place when he was on his way home to distribute the questionnaire for the
.project. ;

Inspite of all these constraints and limitations, the combination of the
various methods for collecting the data were meant to complement and where
possible substitute oné another. All these put together and the High rate of

respense recorded in each case should be regarded as a valid data base for the

study.

Foot Note:

"1 John Best, (1970)
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CHAPTER THREE

THEORETICAL BASIS OF THE STUDY AND REVIEW OF RELATED
LITERATURE

3:1. REVIEW OF THE THEQRETICAL BASIS OF THE STUDY.

There are many factors that would determine whether an employee will
stay in or leave an organisation These factors, beginning from job description
and Analysis, are as many as there are employees in the organisation; since
each individual worker is a unique personality to some extent. However, some

"factors may be regarded as generally applicable and it is such factors that will
be given pre-eminence in this review.

As far as this study is concerned therefore, the theoretical framework and
review cn" literature will be restricted to only relevant personnel management
theories and concepts that affect the recruitment, selection, placement and
retention and stability of manpower in an organisation.

Such factors or concepts for review inciude personnel management

policies such as:

1. Human Resource Planning and Employee Acquisition; in terms of

Recruitment, selection and placement
1 p

2. Financial compensation in terms of Remuneration (wages and salaries),
fringe benefits and other incentive schemes, and the treatment of

employees in terms of promotions, housing and accommadation, provision
of welfare services.

3. Training and Development of Employees.

4, Motivation and general satisfaction or dissatisfaction of employees for

effective performance.



= 50 =

All these factors have a "push" effect in labour mobility when they act
negatively. When they are further combined with the "pull" factors i.e. factors

external to the organisation, the affected employees tend to exhibit a high rate of

turnover.

- .3:1.1 Personnel Management and personnel Policies.

Every formal organisation has a personnel function which is concerned
with the human resource management of that organisation. According to Dale
Yoder (1960) "personnel management is concerned with all the practices and
procedures in which human resources are combined with other factors iIn
production and distribution." 1 This definition however is too general and does
not bring out clearly all that is involved in personnel or human resource
management.

According to Tyson and York, "the term personnel management may be
defined in specific or general terms. In its specific sense, it refers to the
. professional functions performed by the personnel managers. In its general
sense, it is the management of people at work." 2 In other words, the personnel
function starts by creating work or jobs for people to do and employing people to
do the work. This definition too is not precise enough.

The definition given by Maurice Cuming (1972) may be regarded as being
more adequate for the. purpose of this research. According to him "personnel
management is concerned with obtaining the best possible staff for an
organisation and having got them. Looking after them so that they will want to
stay and give of their best to their Jobs" ?

The weakness with this definition is that, it pre-supposes that the job is
+ already in existence and the only duty left for personnel managers is to find and

manage people to do the job. It therefore disregards the personnel function of

.job Design and Job Analysis.
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It 1s however regarded to be more adequate here because this research 1s

centered on the employee aspect of the personnel function and not necessarily

.on the job aspect. Furthermore, the definition is broad based and yet specific

and covers all the most important aspects of the functions of personnel

.management and that of employee. For instance. the phrase "obtaining the best

oossible staff’ applies directly to the aspects of manpower planning, personnel
acquisition and utilisation; (Job Design and Job Analysis/Job Description are
also indirectly applied here) recruitment seiection, placement and induction

The phrase "looking after them so that they will want to stay” applied to
the employer's responsibilities to the employees in the aspects of financial
compensation (wages and salaries, fringe benefits) promotions, and

demotions/ierminations, and dismissals, staff training and development,

< «industrial relations, welfare services and general motivation.

The other aspects of the definition points to the responsibility of

.employees to the organisation. That is "give of their best to their jobs" This has

to do with employee efficiency which is the key to high productivity. .

Thus an effective and efficient organisation is one which marries the
organisation's interests and objectives with the interests and aspirations of the
working groups. "Efficiency” in this sense according to Paul Pigors (1977)
“indicates the need to judge whether the incumbent actually contributes to the
profitability of the business” 4 While "effective organisation and working

groups”, underiines the need for management understanding of worker's

- motivation hygiene maintenance and their hierarchy of needs." 3

-

In other words, the dynamics of an ideal personnel system consists of its

.ability in maintaining and retaining its employed staff through a mechanism of

effective’ employment procedures, adequate training facilities, attractive
conditions of service-wages and salaries, liberal labour relations, motivation and
adequate welfare services; given that the job has been properly and adequately
designed and anzlysed, taking into account skill variety, job significance and

identity, and all the other characteristics that go with job design and job analysis.
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This takes us to the aspects of Recruitment, selection and placement generally

referred to as Human Rescurce Planning

3'1.2 Human Resource Planning:

According to Schuller, human resource planning otherwise called
personnel and human resource planning may be defined as "forecasting human
.resource needs for the organisation and planning the steps necessary to meet
these needs. It consists of developing and implementing plans and programmes
'to ensure that the right number and type of individuals are available at the right
time and place to fulfil the organisational needs." 8

The strategic purpose of human resource planning is to identify future
organisational dernand;s for labour and to determine how to meet such demands
through the management of labour supply. The major purposes being to
minimise costs by helping management o anticipate employee shortages and
surpluses and to bring them into equilibrium before they become expensive and
_ unmanageable.

In matching employee demand with supply, the organisation has to
determine what the demand or supply is and the factors influencing it. Two
.baszc approaches méy be used with respect to demand. One approach is
through incremental perspecltive by which the organisation develaops its
manpower needs as a progression of existing trends in the manpower-work ratio.
The other approach is a theoretical one which assumes an ideal manpower
situation and based on this assumption, a manpower plan designed. The
incremental approach, to my mind, seems to be better as it is more scientific.

The demand for labour is affected by factors both within and outside the

control of the organisation. Such factors include:

(i)  The rate of production
(i) ~ Organisational policy.

(i) Employee turnover
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iv) Age of emplolyees and other demographic characteristics

v) The rate of growth of the organisation.

vi)  The degree of centralisation of authority.

vii)  Effectiveness of current manpower utilisation

viii) Rate of technological change.

ix)  The economic environment regarding boom or depression, and

x)  Government Policies.

In the case of the higher institutions of Benue State, the most important
ictors influencing their demand for labour are the rate of employee turnover
hich seems to be generally high, the rate of growth of the institutions,
svernment policies and the economic environment.

The rate of labour turn over among the institutions is generally high while

the same time the higher institutions continue to grow increasing in number

10 expanding in disciplines and departments. All these call for increased
:mand for academic staff. On the other hand, government policy has over the
:ars restricted the employment of staff, placing a total ban on employment in
)me cases. This policy has been dictated by the poor economic conditions of
2 nation in general and of the state in‘ particular.

On the supply side. all the factors affecting the supply of academic staff
em to be favourébie to the institutions. The size of the country's population is
lite large, with a high yearly turn-out of University graduates giving a very high
‘¢ of unemployment. The labour market is therefore saturated and the degree

competition for labour is quite low especially as regards lectures.

1.3 Employee Acquisition:

The process of employee acquisition consists of Recruitment, selection

| d placement. |
Recruitment according to Dale Yoder (1960) "is the important means by

ich labour is mobilised and aided in discovering opportunities for maximising

fAsz'l.V IBRAII»..
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"its contribution to the total product of our society". 7 It generally refers to

"searching for and obtaining potential job candidates in sufficient numbers and
‘qualities so that the organisation can select the most appropriate people to fulfil
its job needs"”, &

Recruitment exercise discovers people who appear likely to be willing and
able to fill the vacancies. Selection continues the process by choosing from
among those made available by the recruitment exercise, with such choice
presumably based on matching the qualifications of the individuals and the
personal requirements of the jobs. The process is complete when the selected
employee is placed on the job.

Recruitment serves to increase the pool of job applicants both in quality
and guantity at the lowest cost. It also increases the success of the selection
‘process. More importantly, recruitment helps in checking employee turnover
and increases employee productivity.

For a successful recruitment exercise the organisation has to ascertain its
manpower needs as well as the labour market conditions, both in the short and
long run and also in terms of level and title. Following this, recruitment materials
and methods are developed.

After recruitment and selection then comes placement. This may be
defined as "assigning the individual to a particular job. Such assignment should

reflect the demand of the job and skills, personality, interests and preferences of
the employee. Deciding whether to hire and not to hire an employee can

‘determine the success or failure of an organisation; depending on whether the

right or wrong choice has been made.

Placements could be made from within or from the outside. The
advantage of the internal placement is that it saves time and costs, while at the
same time boosting the morale of the employees and ensuring continuity. It
however has the disadvantage of breeding cliques and enhancing organisational

conflict.
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If replacements are made from outside, there is the advantage of injecting
new talents into the organisation. This may also help to diffuse internal conflicts.
But this will have to be weighed against the demoralising effect such external

. replacements may have on the old employees. It may also be a new source of
conflict which may threaten the stability of the organisation. The internal and
external sources should therefore be used tactfully and complementarily, while
the selection process should be a team work between the personnel department
and the user department.

The best selection, recruitment and placement is that which ensures a
perfect fit between the organisation and the employee. The fitting of new
employees to the organisation is largely assisted by the process of orientation to
the employee and the employee to the organisation. Beside providing the
employee with facts about the new organisation, and about his new job, it helps

.to build confidence in him and gives him a feeling of acceptance. It also
provides an opportunity for indoctrinating the new employee with the philosophy
.and culture of the organisation. A good orientation programme therefore helps
to reduce the probability of the new employee leaving the organisation by
making him feel wanted and at home. Evidence abound that the first few months
of an employee in an organisation are crucial in helping him to decide whether
or not to stay on the job or in the organisation.

Staffing is important because if the wrong people are hired, they will
perform woefully regardiess of how good the job design was or how much wages
and salaries are paid. Wrong staffing could equally lead to a high rate of

. employee turnover.

Because of the importance the society, the employers and the employee
.attach to recruitment, Dale Yodes (1960) warned that "If recruitment is unskilled
or thoughtless, it may occasion the misuse, misapplication and under-utilisation
of labour. It may direct manpower into positions in which participants will not

secure the training or. experience essential to their maximum contribution or
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where they may face long periods of idleness or numerous changes from one
inappropriate job to another equally inappropriate one."?

The imptications‘ of such an improper allocation of labour would be what
Maurice Cuming (1972) refers to as "square pegs in round holes." Such practice
leads to low productivity, frustration and anxiety due to inability to perform the
job adequately.

In a similar vein, Paul Pigors (1977) advised employers of labour that

"'placement iIs and should be an experimental step. For this reason, the first
placement must usually carry with it the status of probations. Both the new
‘employee and the organisation are on trial.” 19

As far as this study is concerned, placement is a crucial factor in the
retention of staff and employee turnover. According to Maurice Cuming (1977)
"One of the major causes of job satisfaction and job frustration is "right
placement” and "wrong placement" of candidates when they first entered the
organisation”. The square pegs in round holes, says Cuming, is the resuilt of
wrong placement or ill matching of people in jobs to which they are not
suitable."1

| 3:1.4 Financial Compensation:

Having recruited an applicant and having placed him at the right position.
‘the next thing an employer would do is to help him stay in order to do a good job.
One of the ways of making an employee want to stay is by paying him a "right" or
"good" wage. This is usually accompanied by advancement on the job
(promotion). .

The issue of wages and salaries payment has often featured prominently
in employee-employer negotiations. Not only do they come up most frequently.
they take more money, more time to discuss and give rise to the greatest
number of industrial disputes. This is an indication of the importance an

| employee, the employer and the society attach to the wage issue. This means

that if an employee feels he is not being paid the right wage, the tendency for
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him to leave the orcanisation will be very high. Wages are important to both the
‘organisation, the employee and to the society.

Oﬁ the employer's point of view, wages and salaries payment are means
of securing and retaining the manpower he requires. His major objectives in
wages and salaries payment is the creation or maintenance of an effective
working crganisation. He relates wages and salaries to output of goods and
services. Thus wages and salaries are a means of buying the enthusiastic and
effective co-operation of members of his team. At the same time however, he
regards wages as a cos! to be minimised, since added to other costs it goes to
" affect the profit marqgin or survival position of the organisation. The image of the
organisation is alsc influenced by hoew much wages it pays, so also is the
*productivity and turnover of its employees

Tc; the emplovee, wages represent a revenue that i1s to be maximised. To
him therefore wage= are income and it is that income which to a large extent
determines his purchasing power, his standard of living and that of his family.
His status within and outside the organisation are aiso a refiection of his salary.
Wages are also a motivation tool to the employee. An employee's decision to
stay or leave the organisation i1s therefore to a large extent dependent on the
wage issue. On the importance of wages to the employee, Dale Yoder (1960) is
“of the view that "warjes and salaries have become the accepted status symbols
Indirectly. the highe: his wage cr salary the better may his home neighbourhood
*and his car." 12

To‘ the society wages are both a cost and revenue. as a cost,- wages
affect the cost of living through inflation and its attendant consequences. As a
revenue to the employée, wages detarmine the general standard of living. The
wage issue is therefore a very crucial one to labour mobility. An organisation
should and must therefore adopt a scientific approach to wage determination to
ensure an equilibrium between these three levels of interest groups - the

employee, the organisation and the society.
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In an attempt to arrive at the "right wage" various factors collectively
called "the wage mix" need to be taken into account. These are the demand and
supply conditions for labour, the organisation's ability to pay, the productivity of

the employee and a consideration for the general cost of living so that at least a
"living wage" may be guaranteed. This last factor is important in maintaining the
morale of employees. It also guaranteés him an average standard of living. The
.impiications for not paying "a living wage"” are moonlighting, pilfering,
embezziement, low productivity and high employee turnover.

Other factors u_sualiy taken into consideration in wage, determination
include the rate paid by the direct and most important competitors, the
bargaining power of the trade unions and the relative worth of the job.

In a centrally controlled economy or public organisations such as the
institutions selected for this study however, the most influential factor is the

_government. The wages here are fixed by the government, presumably, taking
into account all the other variables of the wage mix. In such a situation, there is
very little the organisation can dot té make things otherwise. The issue of
.University Salary Structure is a case in point here. Most higher institutions of a
similar status in thé country as the selected sample enjoy the University Salary
Structure but because of the inability of the state to pay, staff of the College of
Education, Katsina-Ala and College of Agriculture, Yandev are still being paid
under the conventional civil service gradings. The only was an organisation's
management can influence the financial package of its employees in such a
case is to manipulate the fringe benefits and welfare services or through
_unionism.
Fringe benefits constitute the indirect part of an employee's compensation
.in terms of extrinsic rewards of the job 'and are sometimes more important to the

employee than the actual wage. To the organisation however, they must be

fixed after careful analysis.
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Various forms of the fringe benefits include employee protection
programmes such as pension and gratuity schemes, and employee services

such as housing, transportation, education and medical services.

3:1.5 Promotions.

Closely related to the wage issue is the issue of promotions. Promotion

according to Paul Pigors (1977) is "the advancement of employees to a better

'job~better in terms of greater responsibilities. more prestige, greater skills and
especiallv increased rate of pay or salary.” ¥ Demotion on the other hand is a
*shift to a position in which responsibilities and salaries are decreased. But there
is also é "dry" promotion which refers to an increase in responsibilities and
status without corresponding increase in pay. Often, in periods of business
recession or over establishment, premotion may be unaccompanied by salary or
wage increase.

The question of promotion in an organisation is a critical factor in job
satisfaction, high morale at work and also in frustration and high labour turnover.
To the employee, promotion mean several things: Higher Social Status both at

"work and the community outside, more pay and more pay means improved
standard of living and enjoyment of all that money can buy, a more senior
‘position from which a worker can attain self esteem and self-actualisation and
perhaps render a better return to his organisation.

The question arises as to what should form the basis for promotion?
Would the policy be essentially on "seniority” or on "merit"? Since promotion is
one of the important factors in job satisfaction, motivation and frustration, it is
necessary for an organisation to spell out in very clear terms the basis and
opportunity for promotion. An organisation's promotion policy might speil out
whether other things being equal, promotion would be based on merit, seniority

or to give preference to internal candidates, or advertise all vacancies involving

promotion.
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Maurice Cuming (1972) stresses the need to chart promotion lines based
*on job analysis. "The promotion chart should show clearly which job leads to
which”. Some jobs are "dead end jobs” and persons hired for such jobs should
-be told its nature so that he should not be discouraged if later on he finds out
that he has no opportunity for advancement. Cuming further recommends that
"dead end jobs" should be reserved for old age and unskilled workers " 14
Similarly, an organisation must state clearly whether merit or seniority
would form the basis for promotion or both. Some organisations generally prefer
using merit instead of seniority. In such cases. a clear and fair method of
performance appraisal has 10 be developed. In this way they ensure that
competence shall be the basis for staff development and advancement. Able
* young men prefer this method because they are inpatient about waiting for "dead
men's shoes" and will leave to look for.better prospects else where if senionty is

-gver-emphasised.

prémotion based on seniority on the other hand is widely used and well
recognised in all types of organisations-military, government institutions and
business organisations &alike, It has the advantage of simplicity In
measurement, and management, gives a greater sense of security and reduces
the incidence of employee turnover Employees tend to remain in the
organisation for the fear of loss of seniority. However, seniority has reason
against it especially when it becomes the only basis for promotion.

From the view point of higher productivity, the use of merit is favoured,
but from human relations point of view, .the use of seniority may be better

A successful promotion policy is one that combines merit and seniority
For exarﬁpie, seniority should be the yardstick in deciding promotion between
candidates with equal potential for promation.

This study shall probe into the system of promotion commonly used in the
selected institutions and the extent to which the system adopted has influenced

the retention of staff in these Colleges.
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3:1.6 Training and Development:

Training and Development are another aspect of the personnel policy
which could generate ill-affection in an organisation between employees and
employers that could lead to employee turnover. This can arise either as a
"result of the absence of training programmes/facilities. or the manner in which
selection for training and the lreatment of employees during training is
‘conducted. Conflict in this area may also arise from the way the acquired
training is utilised 'in the organisation, especially as regards relevance of the
training and reward for it.

Training and Development may be defined as "any process through which
the abilities, skillsand aptitudes of employees to perform specific jobs is
increased." 1% Training is for acquiring basically technical or non-managerial
skills while development is concerned with the acquisition of managerial skills.

Although the primary aim of Training and Development are for employees
t0 acquire skills to improve performance, training can also be a motivational
device. It also increases the employee's jobs prospects. To the organisation, it
“ensures greater productivity and provides the organisation with personnel with
which to readily meet its manpower needs.

There is however a conflict between retaining and loosing staff as a result
of training. Because of this, there should be a careful selection of the
employees to be trained and the training methods to be used.

McGhel and Thayei have suggested a three-step approach to determining
the training needs. These are, first the organisational analysis the operations
analysis and the man analysis.

. The organisational analysis determines and outlines the entire
organisation in terms of resources needed while operations analysis focuses
'attention_on the tasks or jobs to be performed. That is what should be the
content of the training, giving what the requirements of the job are and what the
employee require to perform the job. man analysis examines the individual in

terms of his present and possible future job skills. The gap between the job
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requirements and his skills become the training gap or needs. In other cases,
the training needs are determined through a process of performance appraisal,
which to my mind is too simplistic since many factors may be responsible for an
employee's non performance
There are various training methods ranging from on the job to vestibule
and off the job training. Generally, the method of training an employee should
depend on the training needs of the organisation and the individual's training
‘needs. According to A.K. Ubeku, (1984) "training should not be undertaken for
the sake of it. It must be geared to the objectives of the organisation. Hence
.any training method must meet two criteria, namely efficiency and effectiveness.
It must increase productivity in order to meet the objective of the organisation. [t
must be effective by changing the behavioural pattern of the employee”. 16
Where the right training method is not provided for the right employee at
the appropriate time of need, there is high tendency for employee turnover and

resources become wasted.

3:1.7 MQTIVATION.

The mere offer of appointment and payment of agreed wage or even the

"right” wages and salaries are no guarantee that an employee would stay put on
.the job. Quite recently, emphasis has been placed on the importance of
motivation in getting employees to stay and give of their best to their jobs
Various industrial psychologists' findings have revealed that people can only
give of their best in a job if their needs are satisfied. These needs range from

hunger and thirst to those of recognition and self esteem or self actualisation.
There are three theoretical perspectives of looking at motivation. These
are the content theories, process theories and reinforcement thearies.

The process approach emphasises how and by what goals individuals are
‘mativated. In this view, needs are just one element in a process by which
individuals decide how to behave. Basic to these theories on mativation are the

.notion of expectancy - that i1s, what the individual believes is likely to occur as a



result of his or her behaviour, and the value or strength of the individual's
preference for the expected outcome.

Reinforcement theories deal with how the consequences of a past action
influence future actions in a cyclical learming process. In this view, people
behave the way they do because, in past circumstances, they leamed that
certain behaviours were associated with pleasant outcomes and certain other
-behaviours were associated with unpleasant outcomes. Because people
generally prefer pleasant outcomes, they are likely to repeat behaviours that
"they have learned will have pleasant outcomes.

For the purpose of this study, the content theories or approach is more
relevant. his is because all the other two approaches mentioned above relate
more to “action as a result of previous action” which go to effect performance on
the job and not to general actions of the employee. |t is the content approach
that relates to actions generally, which may include an employee's action to
withdraw from the organisation if it does not satisfy his basic needs

The content approach is associated with such names as Maslow,
‘McGregor, Herzbeg, Atkinson and McClellan. This perspective stresses the
impartance of understanding the factors within individuals that cause them to act
'in a certain way. It attempts to answer such questions as: What needs do
people try to satisfy? What impels them towards action? "In this view,
individuals have inner needs that they are driven, pressured or motivated to
reduce or fulfil. The p'articmar need they have will determine the action which
they take. That is. individuals will act or behave in ways that will lead to the
satisfaction of their need.” 7

The work of two eminent American psychologists. Abraham Maslow
(1974) (Motivation and personality) '8 and Fredrick Herzberg (1959) (Motivation
- Hygiene maintenance) ® have stressed the fact that an employee is better
prepared to work when his fundamental needs are fulfilled by his employer.
‘These fundamental needs according to Maslow are the motive force that control

human behaviours and the motives develop in sequence according to five levels






