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[bookmark: _Toc250142435][bookmark: _Toc198639451]1.1	Background to the Study
It has become more generally acceptable that structural agreement of resources in an organization is composed of the human and materials resources. This shows that the management of an organization is not complete without any of the two form effective management however, human resources that are understudy, will be discussed in the area of labour turnover in an organization. This is because the constant exist of labour in an organization may jeopardize his operation and productivity, in the light of this human resources management therefore needed in an organization.
The  performance  of  an  organization  determines  its sustainability  in  the  competitive  business  world.  Continuous performance  is  the focus  of  any  organization  because  it is only  through  performance  that organizations are able to grow and progress. Therefore organizational performance is one of the most  important  variables  in  the  management  indicator  or organizational  effectiveness  and  productivity. Although  the concept  of  organizational performance  is  very common in  the academic literature,  its  definition  is  difficult  because  of  its  many  meanings.  
According to Hendry  (2012), organizational performance is a multi-dimensional concept whose complexity makes it difficult to be defined  from  simple  perspective.  However,  Upadhaya,  Munir  and  Blount  (2014)  asserted  that organizational  performance  encompasses  three  specific  areas  of  firm  outcomes:  financial performance (profits), return on assets, return on investment; product market performance (scales, market  shares);  and  shareholder  return  (total  shareholder  return,  economic  value  added). 
Organizational performance has developed to be the most important issue that every organizational management is concerned about, as it determines the ability of an organization to continue with its operation. 
The performance  of  an  organization  determines  its  sustainability  in  the  competitive  business  world. Continuous  performance  is  the focus  of  any  organization  because  it is  only  through  performance that organizations are able to grow and progress. Therefore organizational performance is one of the most  important  variables  in  the  management  indicator  or  organizational  effectiveness  and productivity. Although  the  concept  of  organizational performance  is  very common in  the academic literature,  its  definition  is  difficult  because  of  its  many  meanings.  
According to  Hendry  (2012), organizational performance is a multi-dimensional concept whose complexity makes it difficult to be defined  from  simple  perspective.  However,  Upadhaya,  Munir  and  Blount  (2014)  asserted  that organizational  performance  encompasses  three  specific  areas  of  firm  outcomes:  financial performance (profits), return on assets, return on investment; product market performance (scales, market  shares);  and  shareholder  return  (total  shareholder  return,  economic  value  added). Organizational performance has developed to be the most important issue that every organizational management is concerned about, as it determines the ability of an organization to continue with its operation.
Labour turnover is a common phenomenon in business organizations, particularly now that Nigerian economy is in recession. In view of  the  economic  realities in the country, there is the tendency for business organizations to lose their employees often. According to Benedict, Josiah, Ogungbenle and Akpeti (2012), labour turnover is the rate  at  which an employer gains and loses employee  and that turnover  is  measured  for  individual  companies  and  for  their  industries  as  a  whole.  
Moreover, Mabindisa (2013)  noted  that  staff  turnover  includes  employees who retire  and  employee who  are discharged.  Employee  leaves  the  department  over  a  set  period  and  usually  expressed  as  a percentage  of  total workforce  numbers  (Molefakgotla,  Ntebogang  and Kattego,  2014). Employees tend  to  leave  an  organization  as  a  result  of  certain  factors  including  salary  (pay)  dissatisfaction, absenteeism,  lack  of training  and  development, lack  of  motivation, work  environment  and so  on. Labour  turnover  has  many  implications  for  the  organization,  employee  and  the  society  at  large.
Organizations with high labour turnover are bound to incur high cost of  recruitment and training of new staff  and  reduced  productivity. Employees who leave their present job without hope of a new one are bound to remain unemployed and without pay until new jobs arc found. This leads to untold hardship and  frustration  on  the  individuals who  may  result  to  social vices  such  as armed  robbery, kidnapping, substance abuse, prostitution and child trafficking.
Labour turnover in an organization become detriment to the organization. It’s not quickly taken into consideration; this is so special when the organization does not seek for immediate replacement for competent and qualified labour turnover. Whenever ignore posses a barrier to the progress at an organization, however the current labour turnover in an organization and industries, especially in Nigeria is not brought about by the courses performances to fall below expectation. 
There is a distribution in the planning and low morale among the rank and file operational officer within the organization. 
Labour turnover, especially if it is that of chief executive officers quite detrimental to the concerned organization as poor performance, low productivity and fall employment morale would guide, this has an adverse effect on the progress of an organization.
Furthermore productivity itself cannot be achieve without efficient labour in efficiently in the management of labour this itself has been as a result turnover absenteeism stoppage such as strike and Locket, the dissatisfied workers find it difficult to adjust to rigid requirement of the employed “Far teen out of twenty six studios found out that worker will positive job attitude showed higher productivity than those will negative attitude.
Therefore, this study is being understand to analysis the various variable which would lead to lower turnover in an organization and the effect of such leaving an productivity.
[bookmark: _Toc250142436][bookmark: _Toc198639452]1.2	Statement of the problem
The rate at which workers are leaving industries is becoming rampant. The management also do not bother or suspend to terminate employees due to workers attitude to work, these indifference are usually, being caused by the poor human resource management because of existence of hard management and management relationship.
Poor human resources management may manage where the alive to motivate employee (motivation) is lacking, these however will lead to instability to labour productivity in Nigeria, most employee are such as good salary, promotion, medical, working, security e.t.c are inadequate or absent and absence of these usually result is labour turnover need to be aforementioned facts, labour turnover need to be redressing by paying attention to workers needs because this will go a large way to improve productivity of the workers.
Research  has  established  that  labour  turnover  causes  reduced  production,  increased  scraps, increased cost of  hiring and  increased  work disruptions (Benedict,  Josiah,  Ogungbenle and  Akpeti 2012).  Many  studies  have  been  conducted  on  labour  turnover  and  organizational  performance using  different  variables. Molefakgotla  et al  (2014)  used  3  variables, Akinruwa, Ajayi,  and Akeke, (2014)  used  8  variables,  Mabindisa,  (2013)  used 5  variables.  These  studies  reported  conflicting findings on the causes of labour turnover.  Mabindisa concluded that salary was  the major cause of  turnover  while  Benedict,  Josiah,  Ogungbenle  and  Akpeti,  2012  concluded  that  reduced production had the foremost effect on labour turnover as it significantly affects output and profit. These  controversies  from  the  findings  of  most  studies  on  employee  turnover  and  organizational performance  make  it  imperative  for further  studies.
[bookmark: _Toc250142438][bookmark: _Toc250142437][bookmark: _Toc198639453]1.3	Research questions 
For the purpose of the research study, the following research question will be postulated;
i. What are the effects of labour turnover in an organization, it is pertinent that every workers that leaves the organization has no other reasons way they left and this will actively have effect open the whole organization
ii. How does the consequence of labour turnover affect the organizational productivity?
iii. The relationship between the supervision and workers determining the effectiveness of the organization productivity?
[bookmark: _Toc198639454]1.4	Objectives of the study
The major objectives of the study is to analyze the effect of the labour turnover in organizational productivity, other objective of this study are as follows;
i. To assess effect of labour turnover in an organization, it is pertinent that every workers that leaves the organization has no other reasons way they left and this will actively have effect open the whole organization productivity
ii. To analyze the consequence of labour turnover on the organizational productivity. 
iii. The relationship between the supervision and workers will be used as a major tool in determining the effectiveness of the organization
[bookmark: _Toc250142439][bookmark: _Toc198639455]1.5	Statement of hypothesis
Hypothesis is described as a production on solution to a problem or specific taxable prediction derives from a theory. It is an anticipated outcome of research.
There are two main type of Hypothesis:
i. Null hypothesis are hypothesis that are usually stated in a negative time. Null hypothesis are normally donated by. It is hypothesis which stated that no difference is relationship exit between two or more variable.
ii. Alternative hypothesis are hypothesis that are stated in a positive time. It is stated that there is a significant relationship between variable. It is normally donated by H. 
The testable the testable hypothesis of this research study is the following
[bookmark: _Toc250142440]Ho: There is no significance relationship between effects of labour turnover in organization productivity
Hi: There is significance relationship between effects of labour turnover in organization productivity
Ho: The consequence of labour turnover does not bring positive impact on organizational productivity. 
Hi: The consequence of labour turnover brings positive impact on organizational productivity. 
Ho: There is no significance relationship between the supervision and workers in determining the effectiveness of the organization productivity
H1: There is significance relationship between the supervision and workers in determining the effectiveness of the organization productivity
[bookmark: _Toc198639456]1.6	Significance of the study
This study is aimed at focusing on the effect of labour turnover on organization productivity as a result, the study will be important to production industries particularly (N.N.P.C), it will be of great importance to production industries particularly those who want to know how to maximize labour turnover in their  organization, the research work will be useful to other organization on how to achieve best organizational productivity and manage human resources manager on how to be effective in his or her administration, it will also save as references to their labour turnover so that the improved productivity of labour will serve as sign of development for the organization also not to lose service to their valuable and productive workers, the study could be useful to all management students to these issues would be of great benefits.
[bookmark: _Toc250142441][bookmark: _Toc198639457]1.7	Scope of the study 
This study is specially design to, critically; examine the effect of labour turnover in organizational productivity. However, attempt to overall organization would be hectic in this research & unrealistic, hence it  is  restricted  to  the  factors  revolving  around  employee dissatisfaction,  employee  training  and  development,  motivation  and  employee  absenteeism  as foremost determinants of labour turnover in organizations
[bookmark: _Toc250142442][bookmark: _Toc198639458]1.8	Definition of terms
A. Administration: person who administer also a little used for same managerial person such as the administration of a habited.
B. Allocation: a quality of a resource allocated for particular items in speaking about money to travel allocation would be an amount of money set aside for travel
C. Appraise: to assess the value of a proper, a person job reference or other item of value
D. Bankrupt: A legal or economic tern that means in silence mobility to ray one’s debt
E. Budget: An approve so name that specifies how much is to be spent an each category of expenditure during a given time period, the sconce is usually complied in a document referred to as the budget.
F. Capital: Wealth that an organization passes to employ in achieving its aim
G. Compensation:  That which is given in exchange for work performed. Compensation is usually money that may include other than such as privilege.
H. Effectiveness: The extent to which the design result is realized frequently compared with efficiency 
I. Employee satisfaction: the degree to which employee needs are meet a relative measure
J. Hygiene factors: a construct in here bergs theory of motivation, factor that do not motivate positively but that conclude motivation if handle poorly
K. Labour turnover: This is the measurement of the number of employees leaving a company, from record the labour turnover can be conclude by dividing other, the total representation or the total replacement by the average number of working force and expression, the result as a percentage measure of turnover no of employee that left.
No of employee that left payroll X 100
Average work force at the period
Management: according to Henry Fayor (1916) management is on activity that involves co-ordination of all the resources of an organization though the process of planning organization direction and controlling in order to obtain organization objective effectively and efficiency.
Organization: it is a rational co-ordination of all activities of a number of people for the activities of a number of people for the culevamant of some common explicit purpose or goal through division of labour and function through the hierarchy of authority and responsibility. 
Productivity: the rate at which employee give out their objective of the organization can be achieved.
Responsibility: performance areas in which person is expected to produce result wages and salary administration the business function that determine wages and salary rate and adjusts then  in response to market condition and changed assignments.


[bookmark: _Toc250142443][bookmark: _Toc198639459]CHAPTER TWO
[bookmark: _Toc250142444][bookmark: _Toc198639460]2.0	Literature review
[bookmark: _Toc250142445][bookmark: _Toc198639461]2.1	Conceptual Framework 
Organizations  have  an  important  role  in  our  daily  lives  and  therefore,  successful  organizations represent a key ingredient for developing nations. Consequently, economists and business managers consider organizations and institutions similar to an engine in determining the economic, social and political  progress  (Gavrea  et  al., 2011).  Continuous performance  is  the  focus  of  any  organization because  through  performance,  organizations  are  able  to  grow  and  progress.  Therefore, organizational performance is one of the most important variables in the management research and arguably the most important indicator of organizational growth. 
Organizational performance  is one of  the  most  important  concepts  in  management  research.  Although  the  concept of  organizational performance is very common in the academic literature, its definition is difficult because of its many meanings  (Hameed,  2011).  However,  Lebans  and  Euske  (2010)  provided  a  set  of  definitions  to illustrate the  concept of  organizational performance thus:(a)  performance is  a  set of  financial and non-financial  indicators  which  offer  information  on  the degree  of  achievement  of objectives  and results;  (b)performance  is dynamic  requiring judgment  and  interpretation;) performance may  be illustrated by  using casual  model that  describes how  current  actions may  affect future  results; (d) performance may  be  understood differently  depending  on  the  person  involved in  the  assessing of the organizational performance ;(e) to  define  the  concept  of  performance is necessary to know  its elements characteristic to each area of  responsibility  ;and  (f) to report  an  organization's level,  it is necessary to be able to quantity the results. 
Kirby(2011) noted that organizational performance can be considered as an actual outcome of an organization measured against the output targets or goals. Hendry  (2012)  opined  that  performance  in  organizations  is  a  multi-dimensional  concept  whose complexity  makes  it  difficult  to  be  defined  from  a  single  perspective  due  to  the  fact  that performance  is  a  multi-faceted  organizational  concept  which  cannot  be  measured  using  a  single measurement  tool.  
Upadhaya,  Munir  and  Blunt  (2014)  noted  that  organizational  performance encompasses  three  specific  areas  of  firm  outcomes:  (a)  financial  performance  (return  on  assets, return on  investment);  (b) product  market  performance (sales,  market  share); and (c)  shareholder return  (total  shareholder return  economic  value  added).  
Dozier  (2016)  considered  organizational performance  as  an  actual  outcome  of  an  organization  measured  against  the outcome  targets  or goals  .With  regard  to  performance  measurement  in  organizations,  Muhammad  et  al. (2014) indicated that measuring  performance  in organizations is  necessary  as it  seeks to  assess  the value that employees bring into the organizations. 
Robert (1981) defined labour turnover as the measurement of number of employee leaving a company from record the total separation or the total replacement nay the average number or the working force and expensing the result as a percentage. The resultant figure is in indicator of the stability in the labour figure is cost full and varies with the types of industries state more memo than man leave work place further examination of the figure may victual pin point vital information for example, it may indicate management efficiencies poor selection techniques poor placement or poor working condition.
However, stipulated that a high labour turnover is very expensive for instance, it could involved such cost central as recruitment, engagement tanning and possible more accident and failure to meet order or time.
Labour turnover is inevitable in organization, this is because people reared not because of a reason they could leave as a result of several factors, this could be age wise material wise, it could be due to illness, a injury due to family reason and lot of others, it  also signifies that there is something wrong in the organization either administratively or otherwise change in turnover a period draws attention of possible managerial problems areas lack of man power planning can bring avoid labour turnover, furthermore, labour turnover have been an important area of research of interest to management, for instance researcher outline some of the factors that lead Nigeria chief executive office to leave their jobs some company board of  director find it difficult to retest right people that can handle the company very well to be an executive officer. The source process for chief executive is often far and wide executive are not easiest commodities to find in the labour market, the board of directors are also committed to give the chief executive officers freedom to formulating co-operate policy and within the time he set to achieve, result to be achieved thinking that the chief executive officer has no faith in the capabilities in carry up out is function and so that various cycle continues.
	All of those variable are not mutually exclusive and most be taken together otherwise to the concrete of non performing corporate tradition, Conon (1978) made some emphasis on labour stability were he stated that labour stability is desirable as unable labour may lead to loss off cut lute and food will staff stability is important both from the point of view or keeping cast raw and at the positive benefit derived from a term of spirit and the pending of being salt. Field in one is job; he also pointed out the that the achieved labour stability by Herzberg (1974) must reach acceptable level among these management system, management styles and the nature of the work may deserve special material, this is because they are les clears their other factors, management system here referred to the organization of the process and management of the company, correct job design and encashment will, also, help in inter easing labour stability. Cohere (1978), also, said that same factors are lack of promotion inadequate pay, job security, management style and work organization, Ubelah (1975) observed that high labour turnover rate is suggestion of the fact the organization is “sick” slatted employees are trained, managerial staff are not easy to wine by in developing country like Nigeria, therefore to have enaxodue of the whole corporate culture exist interviews must be conducted in order to have some was as to why people are leaving, however  exit interviews do not always yield fruitful as most reasons for leaving the services to their or incumbent organization, the bulk of the ones who leave also to take other paid employment, they would not do so to take up and found everything satisfactory in their form insolent jobs in work place factory in their form or insolent job’s or work place.
2.1.1	Types of labour turnover
	According to Tony (1989) the economists’ group labour turnover into your group, they are as follow: the geographical labour turnover.
A. The occupational labour turnover
B. The industrial labour turnover
The inter firm labour turnover and discussed extensively bellows
A. Geographical labour turnover can be defiled as the movement to an employee or labour worker from one geographical location that is state or nation to another for another job opportunity although the number of workers involved in this types of labour are fresher it appears to receive less attrition than the internal mobility.
Sated (1962) stated that the underlined reason for workers to change their location is the economics desire to improve their earnings, and employment prospects supplest that knowledge of the cost and potential benefit of a move from one area to another it was discovered that a water that has his family that view as children resident in an area in pormecentical industry although the extant of local inter from labour turnover is difficult to determine some estimate put in 80% of all labour turnover is difficult to determine some estimate  put in 99%  of all labour mobility  in generally. 
Therefore, firm are able to recruit workers to make good loose firm voluntary quite consequently  the motives for local inter firm movement must be mainly personal to the worker themselves these motives can be many and varied through this have to be discussed in detail under the cases].
Where to workers finds it to leave the organization unless he was able to shift them to his new location. Mallio (1984) included from his examination of their regions turnover of labour the main motivation factors for geographical labour turnover was the “push” factors such as unemployment.
B.  The occupation labour turnover occurs when workers, move from one occupation to another in occupational labour turnover, an employee leaves the occupation in an organization for another different occupation in other organization e.g. Lecture of a higher institute leaving for a resection as an accent does in banking institute.
Rosewal (1981) suggested that human capital investment was the key element through perhaps in different ways educational qualification was found by way has and Rosewal to be of great significance  in determining occupational labour turnover, on the other hand, educational influence were expressed the view that occupation turnover was associated with qualification.
Greanhaph and Staward (1895) brought gender into the issues, finding out those who make gender to be more up-warding mobile than female  over the changing industrial structure by achieving  higher occupation status but as he aggregate occupation structure has  shifted  upward named  women often working part time have moved  into lower status jobs.
C. The in doctrinal labour turnover: This is situation whereby workers leaves are firm to another in the same labour market for example leaving starting health. For Smith Wine Doletham.
2.1.2	Factor affecting labour turnover
Cohen (1978) postulated that labour turnover is brought about by many factor such as leaving at neatening age after a life time of services, death in the cause of service so premature retirement as a react of unless leaving for family reason unconnected with firm. However, the most pressing important and relevant factors affecting labour turnover are main fold and are divided into (1) external (2) internal factors in Her barges hygiene motivation theory show that the hygiene factors are which a firm must provides to a level acceptance to the employment use where is many cases the level distasted by the external  factor.
2.1.3	External factors  
a. Ray and other benefit: when employee with other people ray and compare it with theirs and find out that there is less they makes to quickly leaves for green pastures. Also Rouen such pay equivalent as draft mortgages health insurance pension etc and consider for time they spend to achieved a standard of living comparable to their peers, whenever any man as in adequate they quickly seek for employment source  where
b. Security: if there security of an employee job is threatened by the company or organization loosing making share or market standing or being in a trend of declining jobs employee will work use where for job.
c. Structure of employment dynamics: There recruitment redime-deney and charges in say or offered by other by other firm will definitely draw the attention of a size able amount of Labour force which invariably affect the rate at which people  leaves organization to another in search of greens postures.
d. Travel platforms: this effect labour turnover because people sent the cast of travel and Ret or education facilities bran an which is in ore to drops a college or spot centre may, therefore, be more popular despite lack of parking or each transport connection.
e. Lack of promotion prospect: This often change job either because they are not quite to the job does not suit them, good selection tries to avoid both these difficulties may squad on the section process may be cost general time are, the wrong  person is  picked or selected  turnover  is higher among first  time employee than among those who have had previous job entailer 
f. Induction crisis: This occur when people first take up new job, they fear not being able to do the job properly or not likely go work, they fear that their new colleagues or their manager will dislike them and be unpleasant, they do not know other new surrounding and the system and fear in security with many people cannot enclose unless there is adequate induction training crisis has by future greatest labour turnover.
g. The types of week: Some jobs are intrinsically less interesting than other and specialization for sort reason makes some jobs very respective and bring in the assistance of this, the effect of promotion properties must be remember under as they may cause people to stay in other attractive jobs.
h. Work organization: People value on working groups, they get pose pleasure at of working in an efficient look finding and helpful environment, this is partly promoted by group organization but good communication, and control and simple but effective organization also play viral role, the force in such in environment will be much more stable than where the quality of organization is lower.
i. Management style: the counting approach is leadership describe be importance of making the leadership style  to the sub likes and needs to subordinate of people needs for leadership to people getting their job will bow arise.
j. Physical working condition: these range relatively to compare to the other factors they include temperature noise, crowing and extra facilities such scantiness, they are only likely to make a different if all other factors are equally.
In a nutshell, the formative external factor affecting on causing labour turnover is not all the aversion for the employees that let the company but they are the general factors affecting labour turnover in business organization and some government par stat


2.1.4	Productivity in an organization 
	Productivity is the relative output for given of input especially the production per production employees.
	Productivity according to drunker (1977) mean that the balance between all factors of production that will give the greatest output for the smallest effect this is quite different from productivity and vaguely reflected in such traditional standard, the great test opportunities for increasing productive are surely to be found in knowledge work itself and especially In managerial.
	We would define what productivity is with respect to the manual workers we still cannot answer what productively for the manual worker such as the number of pieces turned out per hour per naira to wages are irrelevant applied to the knowledge worker.
	We know that is needed, first, the traditional approach focus on only one factors to productivity labour but productivity is the output of all three factors. We have taken only the first step the analysis of individual pieces of work, we need understand the principle of production so as to put work together into productivity process and we need to harmonize they very different requirement and logic of work and workers.
Productivity is beginning to have different to have different meaning and to require completely different approaches and concepts. We have had especially in the fifteen in great many.
Productivity centers all over the worker that will need from now are increasing “effectiveness and productivity the new workers, the knowledge workers, the employee middle class professional.
Finally, by productivity is vitally effect by organization structure and by balance among the various activities within the business, if a lack clears organization course management to waste their time trying to find out what they are supposed to do   rather than doing it , the company scarcest resources is being company  wasted of top management sis engineering whole the company needs major attention to marketing, it lack productivity there sculling damage will be greater than could be a drop in output per workers hours, 
We, therefore, only not need to defined productivity so as to embraces all the factors affecting it, but also need to set objectives than take all these factor in to account we must develop yard stuck to measure the impact in productivity  of the substitution of capital for labour and to knowledge for both and means to distinguish between creative and practical overhead, and to losses the impact on productivity of time utilization productivity of produce mix organization structure and the balance of activities.
2.1.5	Developing employee interest in high productivity
Pigon and hyers (1981) explain that employee interest in higher productivity does not develop without some stimulation by an atmosphere  in which employee want to get satisfaction out of their work, but when they destruct management, they even does less than they are capable of doing even restrict their output to often in the past, employee can the union have fact that higher productivity benefited someone other than themselves, often they have not been convinced that there is any direct relationship between higher productivity lower cost and increase sale on the one hand more job security and higher wages of salary income on the other hand, in many instances employees have seemed to get more stratification out at doing their best work in an atmosphere of  management interest and approval.
2.1.6	Productivity measurement of the significance 
	 The most community use measurement of labour productivity is output per employee how worked by production workers manufacturing, this measure of labour in the sense of the increased effort alone, one serious limitation of the  productivity  worker  employee hair in manufacturing is that the proportion of non-production employee such as white culture workers, research and development staffers been increase, the been declining and the productivity indent therefore show an upward bias furthermore and territory industries, such as services, trade and government are becoming relatively more important.
2.1.7	Effects of labour turnover on organization productivity
Edwin (1980)  postulated that in a broad sense “turnover” refers in the movement in handout of an organization by of that force, it’s movement is and undesirable and expenditure when an employee leaves the firm such as the following are usually involves.
· Hiring cost: involving facilities for reenlistment interviewing and examine a placement, this will result in delay in production.
· Production equipment is not being fully utilized the hinging internal and the training period.
· Scrap and waste rate climb when new employee are involved.
· Overtime pay much result from excessive number of separation causing in meeting contract delivering rate.
· The pay of a leaner is in excess of what in produced.
· Accident rate of new employee are often higher.
He, further, lamented that high labour from certain department suggest a need for improvement in working, condition and or supervision reason given for hang must be analyzed carefully in order to ascertain their truth because of the difficulty of getting real answer in exist interviews afar firm try elicit them by questionnaire after the emissary employee has had time to procure another position.
In general term researcher has indicate that labour turnover when left to expenditure this usually result into loss of sales profit constantly decline, loss of good will and it cares is not taken eventually winding up.
2.1.8	Supervisory behaviour and employee turnover 
	Once consistence finding in research on turnover has been with an organization has likely they are to have, this is new comes require non social cause for what is expected from them the cause for what is expected from them than the entire employee (Buchanna 1994 Kati 1978) Wenous 1977 the argument of these scholars are very perfect organization, it means she has been satisfied with the condition of service and her need, the satisfaction of employees need will deficiently make the employee to stay long in an organization.
However the new comers who yet to enjoy the fruit of the organization will have shaking mind of wealth plan to stay or not unless they are well oriented with the plan of the organization in meeting their needs.
Kat (1973) and meaning (1975) share the view that the role of the supervisor key to a new employee job experience for several reason. First, supervision control the degree of structure ambiguity and conflict in work itself employees on their behavior third, they control reward and enjoy, all those parts of the job experience are particularly important to new comers, who are trying to orient themselves in a new organization  environment this show that supervisor need to give full recognition for both formal and informal feedback so that the employee will be motivated to contribute to the attachment of organization goal and as well satisfied to have intent to stays mind at work.
Water and Roach (1979) argued the supervisor’s role is clearly important to employees but the exact prescription that should be given to the supervisor to reduce turnover is less obvious for example it has been found that work characteristics such as job variety autonomy and responsibility usually associated negatively with turnovers.  Porter and steers (1973) raised finding that both autonomy and role charity are negatively associated with turnover and lend one  to speculate either way  to this possible effect of these scholars is not obsoludity supported because self ritualizing may on employee need autonomy as responsibility, job or role celebrity as the incentive to motivate their performance otherwise they will not be satisfied with job and therefore have and if these ever unseal, this position can also be because up by the four clarifications of human behaviors or people of profess work edge in which one volitional economics men, social man self actualizing man lastly complex man, therefore supervisor need to control labour turnover need to provide role clarity autonomy and responsibility alone with other motivational factors to the employee so that employee will have intent to stay.
Supervisors  need to have good relationship with is subordinate  will dislike him due to unsatisfied relationship between the supervisor and supervisor and subordinate and when this occur the supervisor will change his style, this will serve as threat to employee therefore creates slowly and make labour to leave organization this shown  that good relationship between the supervisor and subordinate is highly need to control the rate of labour turnover in organization research into their way in which supervisor style which allows  for work permit ion reduces absenteeism and labour turnover.
2.1.9	Expenditure of management toward labour turnover
The effect of labour turnover as earlier mentioned are manifold a few that we discussed constituted the most important and relevant effect of labour turnover or organization productivity.
However brief dissection had been made on the internal factors that affect the labour turnover stressing of playing employees on how the management of an organization should respond to such efforts.
The management should respond positively to the effects of pay and other benefit so as to enhance smooth and peaceful operation of the business activities. This is done whenever the workers demand for Increase in wages rate in the management should create an average for collecting bingeing as situation where the representation of labour force and that of company came into came into close contract debating and the easy structure.
This is also the needs their job  by being able to meet up with on go ahead of competition so that the workers would  not feel the company is loosening market share, market standing which might eventually read to loss of good will dealing jobs, also it is known that wholesaler there is low unemployment level there is high labour turnover vice versa  with regard to this is the management is such period should look out for people where qualified  and willing & satisfied with their job  since organization are aware of the fact that recruitment offered by other firms definitely draw attention of size amount of labour force, this point should be reviewed and quick action is taken in order to curb the situation.
Lack of promotion prospect definitely affect the staff or labour turnover management in view of this should develop a vary, been interest in reviewing worker annual performance evaluation from and people who deserve promotion should be promoted immediately, otherwise the effects of labour turnover would be grossly felt.
Poor an organization selection process being one of the factors affecting labour turnover should be taken in consideration workers should be allocated to jobs that suit them or as there is easy like hand that change in job in possible of induction crisis.
Where people feel insecure of their job for the fears that will not be able to do the job given to them which could mean the dislike of the manager or college have introduced training should be provided to them.
Financially, people who place value spirit the corps should be patronized management should therefore be caution of the style of autocratic for the leadership should be.
[bookmark: _Toc250142446][bookmark: _Toc198639462]2.2	Theoretical Review 
Over the years, a significant amount of research has been done to investigate the causes and effects of employee turnover on organizational performance. Two theories are related to the present study and  they are  Equity  Theory  (Adams,  1965)  and  Expectancy  Theory  (Vroom,  1964).  However, the study is anchored on Equity Theory. One thing that is common for humans is to compare themselves with others.  In  this case, one theory that  conies  forth in evaluating one's self and each  other  is  the Equity theory. The  Equity  theory developed by  Adams  (1965)  is based  on  the idea  that  employees basically expect a fair balance between their inputs and outputs. This implies that the employees are likely  to  be de-motivated  in relation  to  their  employer  and  the job  if they  happen  to  believe  that their inputs (efforts, loyalty, hard work, commitment, ability, adaptability, tolerance, flexibility, skills) are  greater  than  their  outputs  (salary  benefits,  recognition,  reputation  responsibility,  sense  of achievement, sense of advancement/growth, job satisfaction). 
The Equity Theory
The  Equity  theory  of  employee  motivation  describes  the  relationship  between  how  fairly  an employee  perceives  how  he  is  treated  and  how  hard  he  is  motivated.  Equity  theory  focuses  on determining  whether  the  distribution  of  resources  is  fair  to  both  relational  partners.  Equity  is measured by comparing the ratio of contribution, (or cost) and benefits (or rewards) for each person (Guervero, Peter and Walid, 2014). Adams (1964) through this theory asserted that employees seek to maintain equity between inputs that they bring to a job and the outcomes that they receive from it  against  the  perceived  inputs  and out  puts.  The belief  is  that  people  value  fair  treatment  that causes them  to  be motivated  to  keep  fairness maintained  within  relationships of  their co-workers and the organization (Gill and Stone, 2010). The structure of equity in the work place is based on the ratio of inputs to outcomes. Inputs are the contributions made by the employee for the organization. The basic idea behind the Equity theory  is  that  employees  in  an attempt to balance what they put into their jobs and what they  get from them will unconsciously assign values to each of the various contributions. In addition to their  time,  employees  contribute  their  experience, their  gratifications, and  their  capability  plus  their  personal  strengths  such  as  acumen  and  ambition.  
An  employee reflects on how much effort he has expended and compares this to what he  has got from it as pay. After this individual evaluation of this input-output ratio, the employee will compare his ratio to the input- output ratios of others especially peers. If the employee considers his input-output ratio to be equal  to  ratios  of  other  relevant  employees,  a  state  of  equity  exists  (Muogho,  2013)  and  the employee becomes satisfied with his job.  When  the employee is satisfied with  his pay for instance, absenteeism  is  reduced  and  his  tendency  to  withdraw  from  the  job  is  minimized.  When  the employee is satisfied, he will  have  a  feeling that he is  treated  fairly. In this situation of  equity,  the employee is seemingly content and will not act to in-balance the conditions (Spector, 2011). 
Naturally,  when  an  employee  perceives  unequal  ratios  between  him  and  his  counterparts, there  will  be a  state  of  inequity  and dissatisfaction.  The  equity theory  is  concluded  for the  study because  it  is  interesting  to  see  how  employees  compare  themselves  to  each  other.  These comparisons can  lead  to labour  turnover when  some  employees perceive  not to  be treated  fairly. When  this  happens,  the  employee  may  take  some  turnover  actions  which  may  impact  on  the organizational  performance.  Important  thing  about  equity  theory  is  that  it  shows  that  believes, perceptions  and  attitudes  influence  the  employee's  motivation  and  job  satisfaction.  When  the comparison is fair the employee will reach satisfaction, and if not, he will  be  dissatisfied  (Muogbo, 2013). As  a consequence, the  employee may exhibit some turnover attitudes such as  absenteeism, tardiness and eventual withdrawal from the organization.
[bookmark: _Toc250142447][bookmark: _Toc198639463]2.3	Empirical review 
Gavera,  Iilies  &  Stregeren  (2011) studied  determinants  of organizational  performance; the  case of Romania with descriptive survey design.  The variables were internal environment such as strategy, leadership,  employee,  structure,  quality,  performance  measurement  individual  and  development, information  technology  and  corporate  governance,  while  external  environment  includes  client, suppliers, competitors, business uncertainty, data were analysed with product moment correlation. Financial and  non-financial  performance  comprised 10 variables. Result showed that only structure variable  had  insignificant  relationship  with  the  overall  score  of  performance  Molefakgotla, Ntebogang and Kattego, (2014) investigated the impact of staff turnover on performance:  a  case of   North  West  provincial  department  of   South  Africa   using descriptive  survey  design.  Data were  presented with  descriptive  statistics  and analyzed  with chi -square. These variables  of style turnover  such  as  lack  of  competitive  salary  package,  lack  of  opportunity  to  earn  performance bonus  like  overtime,  no  good  training  and  developing  opportunity,  lack  of  recognition    and reward  for  good  performance,  lack  of  promotion  for good  performance,  lack  of  opportunity  to work  independently,  lack  of  up  to  date  technology  to  perform  jobs.  Findings  indicated  that majority  of  employees  were  dissatisfied  due to  many reasons  thereby  causing  lots  of voluntary resignations among employees. Low productivity resulted  from ignorance of managers about the causes  of  dissatisfaction.  3  variables  were  used;  intent  to  leave  the  departments,  employees’ intension to resign and causes of staff turnover. 
Benedict, Josiah, Ogungbenle and Akpeti, (2012) studied the effect of labour turnover in  Brewery Industry in  Nigeria. Design was cross  sectional survey using percentages. Findings showed that the effect of labour turnover were reduced production, increased cost of recruitment increased work  disruption,  increased  scrap  and  overt ime,  and  additional  labour  turnover/  it  concluded that  reduced  production  had  the  foremost  effect  on  labour  turnover  as  it  affects  output  and profit.
Akinruwa,  Ajayi  and  Akeke  (2014)  investigated  the  effect  of  labour  turnover  in  the  Nigerian banking  industry  using survey design. Data were  presented with  SPSS and analysis was done with multiple  regressions.  The  variables  included  retrenchment,  leadership  style,  training,  job insecurity,  work  load,  and  unrealistic  target.    Findings  indicated  that  excessive  wo rk  load  had negative relationship with performance while others had positive relationship.
Akafor  and  Boateng,  (2015)  studied  impact  of  reward  and  recognition  on  job  satisfaction  and motivation in Ghana using descriptive survey design. Data were analyzed with ANOVA. 3 variables reward  and  motivation,  academic/ administrative  staff  perception about reward and  motivation, nd  the  challenges  of  reward  implementation  in private  tertiary  institutions.  Findings  indicated that reward had a positive impact on work  motivation  but no significant  relation between reward and job satisfaction. Both academic and administrative staff perceived reward as fair.
Sabiya  (2015)  in  Nigeria  investigated  the  effect  of  employee  motivation  on  organizational performances  using  descriptive  survey  design.  Findings  revealed that  there is  obvious  difference between  properly  motivated  employees  than  those  who  are  not  because  they  are  more committed to productivity. 
Ampommah  and  Cudijor  (2015)  studied  the  effect  of  employee turnover on  organizations  a  case study  of  Electricity  Company  of  Cape  Coast  Ghana  with  survey  design.  3  variables  included  job insecurity,  demographic  and  personal  characteristics  of  employees,  job  dissatisfaction, organizational  work  environment,  promotion,  alternative  employment.  3  variables  included: causes  of  employee  turnover  in  organizations,  measures  to  reduce  turnover:  develop  people, recognize  good  performance,  build  trust,  effect  of  turnover  on  employee  performance  Positive effects  are  open  up  promotion  channels  for  employees,    introduce  new  ideas  and  skills  in organizations, replacement of poor performance. Negative effects: additional costs of recruitment and replacement, poor quality of work deficiently in attracting new staff, loss of skill manpower.  
Mabindisa,.  (2013)  studied  the  impact  of  staff  turnover  on  organizational  effectiveness  and employee  performance  with  survey  design.    SSPS  V.  15  and  regression  were  used.  Findings suggested  that  salary  is  the  primary  cause  of  staff  turnover.    It  highlighted  that  high  staff turnover  increases  workload  of  employees,  it  discovered  that  it  causes  reduction  in  effective service  delivery  to  the  customers  it  reduces  that  unhealthy  customer  relations  causes  staff turnover. Variables used included organizational effectiveness and employee performance. 
Amed,  Sabia  Amhad  and  Billar  (2016)  investigated  the  impact  of  employee  turnover  on organizational effectiveness  in  television  sector  in Pakistan  using  survey design.  Correlation  and regression were used for data analysis. With survey design Variables included (1) firm stability (2) pay  level  (3) industry  (4)  work  situation (5) training/supervision.  Findings  indicated that there is significant relationship between employee turnover and organizational effectiveness. 
Tiwari (2014).studied the impact of absenteeism and labour turnover on organizational performance at  the  ITA,  nani,  Allahabad  in India with  survey  design. Variables included  factors  responsible for absenteeism/labour  turnover,  attitude  of  management  towards  workers  problems,  attitude  of employees  towards  their  jobs,  opinion  of  employers  and  labour  regarding  absenteeism/labour turnover Findings indicated that 3 items 3 variables were very goods.
Nyanga (2015) studied the assessment of  employee turnover organizational  efficiency a case study  of  international  livestock  research  institute  Nairobi  Kenya  using  survey  design  Variables included  actual  reasons for  turnover,  impact of  turnover,  and possible  mitigation of  turnover. Data analysis was done with SPSS. Findings showed that the institute experienced high cases of employee  turnover  arising  from  lack  retention,  strategies.  High  rate  of  turnover  impacted negatively  on  the  institute.  Lack  of  training  reduced  employees’  skill  development. Management  was  not  concerned  with  workers  training  and  skill  development  which  reduced employee exposure. 

[bookmark: _Toc250142448][bookmark: _Toc198639464]CHAPTER THREE
[bookmark: _Toc250142449][bookmark: _Toc198639465]Methodology
[bookmark: _Toc250142450][bookmark: _Toc198639466]3.1	Introduction
In this research, relational approach is used. The researcher studied correlation data in which a range of variables are measured and used in designing are measured and used in designing questionnaire for the research. Questionnaire was distributed randomly to the workers of N.N.P.C, Ilorin in order to get viable response on different question posed.
This research method is a type of non-experimental research approach and was employed because it does not manipulate the situation, circumstances or experience of the Respondents based on the posed questions.
[bookmark: _Toc250142451][bookmark: _Toc198639467]3.2	Research Designs
Research design is attentive outline of proposed research with a defined point of departure and arrival, then the design of it must project and predict in between sequences of activities like larger, geography, resources plans symposium time schedule and future plan to share the experience with others, proper research design provide for function and allows smooth and efficient sailings of project yielding maximum information and reliability of result helps organizing one’s idea given chances to foreseen flaw and inadequacies incorporated by learning from others critical comments and evaluations.
[bookmark: _Toc250142453][bookmark: _Toc250142452][bookmark: _Toc198639468]3.3	Population of the study
Osueta (1982) defined population as the earns of identifying   characteristics, which members of the universe  have in common and which will identify each unit as being a number of a particular group? The population of the study consists of the worker in all department of Nation Petroleum Corporation, (N.N.P.C) Ilorin this done in order to pry the survey ruined the company, through the population it consists a main office and department associated to main office. The population of the study comprises of workers of N.N.P.C Ilorin which are one hundred and fifty (150) workers. Therefore the population study of this research work will be one hundred and fifty (155) workers.
However, the research limits itself to the sample taken from the office in Ilorin due to financial constraints.
[bookmark: _Toc250142454][bookmark: _Toc198639469]3.4	Sample size and sampling techniques
Sample was taken from the population of employee in N.N.P.C, Ilorin main office due to financial constraints, the sample covered all department of Ilorin head office so as to set which actually exist in the human resources management of the organization fifty-five (55) copies of questionnaire were distributed randomly among the N.N.P.C staff Ilorin.
Respondents were simply chosen by simply random sampling method from each of  department, the reason for chosen  this  sample random sampling is that, it will give each employee  in the organization on equal  chance of being selected mean while, only permanent workers  are expected to be stable employee or to have long stay in the organization.
[bookmark: _Toc198639470]3.5	Methods of data collection 
In collecting data for the study, two basic sources were employed:
• Primary Source
• Secondary Source
3.5.1	PRIMARY SOURCE
These area data collected first hand i.e. by the user or his paid agent, form original source for the users express purpose. These referred to the data gathered as a result of direct interaction with the Respondentss. Primary data are usually obtained from the field through interviews questionnaires surveys, planned experimental observations or recording of official transactions.
3.5.2	SECONDARY SOURCE
These are data obtained second hand from published or recorded sources and used for a purpose different from that of the agency that initially collected and published the data. These are data gotten from reports, financial statements, account and budget plans, magazines etc. In this case, the information was gotten from official documents of the banking industries, varies research work on computerized accounting system, accounting journals, textbooks, N.N.P.C, Ilorin.
[bookmark: _Toc250142455][bookmark: _Toc198639471]3.6	Instruments of data collection
Questionnaires will be used to collect the needed information as regards “the effectiveness of delegation of authority on employees performance in business organization. These questionnaires will be directly and personally distributed to the selected fifty (50) workers of the N.N.P.C, Ilorin by the researcher.
The questionnaires having been the research instrument will be distributed to the Respondents, personally and directly by the researcher and which will be collected back after dully filling of the questionnaires.
[bookmark: _Toc250142456][bookmark: _Toc198639472]3.7	Methods of data analysis
The  data collected for the study was analyzed by employment  of certain appropriate statistical  analysis, however, the basic types of statistical analysis employed in this research work are describe and intensive statistic and also the frequency and percentage distribution.
Description statistics is statistical computation statistic this merely describes the associate between variable and make influence about the larger population from sample of the population was not used in this study for most basis format or indicate how many times a particular event or value of a variable occur the obtained data source base information are not headily obtained, we need to order to data into another patter.
The questionnaire was real administered in the department preferable, during the time to put their questionnaire properly before they resume for work again and when they finished the day job. This has to be done against disturbance of workers; they may be busy and have no time to fill the question.
[bookmark: _Toc250142457]

[bookmark: _Toc198639473]3.8	Historical background of the case study
The case study of this project is the Nigeria petroleum corporation (N.N.P.C) Ilorin. The historical background according to the findings goes thus: In the early says of oil industry in Nigeria, crude oil product met completely through importation.
However, in 2004, when the federal government granted to build a petroleum oil refinery because area of the terms of agreement, that as soon as production of  crude oil reaches five  hundred thousand (500,000) barrels per day, a refinery should be built in Nigeria. The largest was to achieve in 1958 and the meaner was set in motion to build s refinery in a suitable site.
Oil was discovered in Nigeria in 1956 at Oloibiri in the Niger Delta after half a century of exploration. The discovery was made by Shell-BP, at the time the sole concessionaire. Nigeria joined the ranks of oil producers in 1958 when its first oil field came on stream producing 5,100 bpd. After 1960, exploration rights in onshore and offshore areas adjoining the Niger Delta were extended to other foreign companies. In 1965 the EA field was discovered by Shell in shallow water southeast of Warri.
​​In 1970, the end of the Biafran war coincided with the rise in the world oil price, and Nigeria was able to reap instant riches from its oil production. Nigeria joined the Organisation of Petroleum Exporting Countries (OPEC) in 1971 and established the Nigerian National Petroleum Company (NNPC) in 1977, a state owned and controlled company which is a major player in both the upstream and downstream sectors.
Following the discovery of crude oil by Shell D’Arcy Petroleum, pioneer production began in 1958 from the company’s oil field in Oloibiri in the Eastern Niger Delta. By the late sixties and early seventies, Nigeria had attained a production level of over 2 million barrels of crude oil a day. Although production figures dropped in the eighties due to economic slump, 2004 saw a total rejuvenation of oil production to a record level of 2.5 million barrels per day. Current development strategies are aimed at increasing production to 4million barrels per day by the year 2010.
​Petroleum production and export play a dominant role in Nigeria's economy and account for about 90% of her gross earnings. This dominant role has pushed agriculture, the traditional mainstay of the economy, from the early fifties and sixties, to the background.
Major Events in the history of the Nigerian Oil and Gas
1908
Nigerian Bitumen Co. & British Colonial Petroleum commenced operations around Okitipupa.
1938
Shell D' Arcy granted Exploration license to prospect for oil throughout Nigeria.
1955
Mobil Oil Corporation started operations in Nigeria.
1956
First successful well drilled at Oloibiri by Shell D'Arcy
1956
Changed name to Shell-BP Petroleum Development Company of Nigeria Limited.
1958
First shipment of oil from Nigeria.
1961
Shell's Bonny Terminal was commissioned.
Texaco Overseas started operations in Nigeria.
1962
Elf started operations in Nigeria. (As Safrap)
Nigeria Agip Oil Company started operations in Nigeria
1963
Elf discovered Obagi field and Ubata gas field
Gulf's first production
1965
Agip found its first oil at Ebocha
Phillips Oil Company started operations in Bendel State
1966
Elf started production in Rivers State with 12,000 b/d
1967
Phillips drilled its first well (Dry) at Osari–I
Phillips first oil discovery at Gilli-Gilli-I
1968
Mobil Producing Nigeria Limited) was formed.
Gulf's Terminal at Escravos was commissioned
1970
Mobil started production from 4 wells at Idoho Field
Agip started production
Department of Petroleum Resources Inspectorate started.
1971
Shell's Forcados Terminal Commissioned
Mobil's terminal at Qua Iboe commissioned
1973
First Participation Agreement; Federal Government acquires 35% shares in the Oil Companies
Ashland started PSC with then NNOC (NNPC)
Pan Ocean Corporation drilled its first discovery well at Ogharefe–I
1974
Second Participation Agreement, Federal Government increases equity to 55%.
Elf formally changed its name from "Safrap"
Ashland's first oil discovery at Ossu–I
1975
First Oil lifting from Brass Terminal by Agip
DPR upgraded to Ministry of Petroleum Resources
1976
MPE renamed Ministry of Petroleum Resources (MPR)
Pan Ocean commenced production via Shell-BP's pipeline at a rate of 10,800 b/d
1977
Government established Nigerian National Petroleum Corporation (NNPC) by Decree 33, (NNOC & MPR extinguished).
1979
Third Participation Agreement (throughout NNPC) increases equity to 60%
Fourth Participation Agreement; BP's shareholding nationalised, leaving NNPC with 80% equity and Shell 20% in the joint Venture.
Changed name to Shell Petroleum Development Company of Nigeria (SPDC)
1984
Agreement consolidating NNPC/Shel1 joint Venture.
1986
Signing of Memorandum of Understanding (MOU)
1989
Fifth Participation Agreement; (NNPC=60%, Shell = 30%, Elf=5%, Agip=5%).
1991
Signing of Memorandum of Understanding & joint Venture Operating Agreement (JOA)
1993
Production Sharing Contracts signed -SNEPCO
Sixth Participation Agreement; (NNPC=55%, Shell=30%, Elf= 10%, Agip=5%).
The coming on-stream of Elf's Odudu blend, offshore OML 100.
1995
SNEPCO starts drilling first Exploration well.
NLNG's Final Investment Decision taken
1999
NLNG's First shipment of Gas out of Bonny Terminal.
2000
NPDC/NAOC Service Contract signed
2001
Production of Okono offshore field.
2002
New PSCs agreement signed.
Liberalisation of the downstream oil sector.
NNPC commences retail outlet scheme​​​
In 1959, foreign expect began preliminary survey for suitable site along  the west of the country out of the six site  in Lagos and part in a court, one Data - element near Port-Harcourt met various geography.
 



[bookmark: _Toc250142458][bookmark: _Toc198639474]CHAPTER FOUR
[bookmark: _Toc250142459][bookmark: _Toc198639475]4.0	Data presentation, analysis and interpretation
[bookmark: _Toc250142460][bookmark: _Toc198639476]4.1	Introduction
This chapter focuses attraction on the analysis and interpretation of data collected from field, the data collected was only used for the purpose of his study which wine through the administration of the questionnaire were personally distributed to the permanent staff of Nigeria national corporation [N.N.P.C] Ilorin out (55), fifty (50)  were only returned.
Furthermore, the question will be designed in two reactions that is A and B for effective employees deity and easy comprehension below is the tabulation and respective percentage based or frequency of responses of question asked
[bookmark: _Toc250142461][bookmark: _Toc198639477]4.2	DATA ANALYSIS
Analysis of the responses given by the staff of N.N.P.C
Table 4.1: Gender of the Respondents
	Alternative
	Respondents
	Percentage (%)

	Male
	33
	66

	Female
	17
	34

	Total
	50
	100


Source: Filed Survey 2025
It can be dedicated from the above table 4.1 that 33 (66%) of the respondents were male, this shows that there were more male workers in the company; it also represents that more male are occupying (N.N.P.C) Ilorin.
Table 4.2: Marital status 
	Status
	Respondents
	Percentage (%)

	Single 
	35
	70

	Married 
	15
	30

	Total
	50
	100


Source: Filed Survey 2025
Table 4.2 above revealed that 35 (70%) of the Respondents were single while is (30%)of the  Respondents were married, this indicates that  some of  the workers have family while others are yet to get married, this means that employers (i.e. single)  will have time for their workers and ready to take any responsibility.
Table 4.3: Age of Respondents
	Age
	Respondents
	Percentage (%)

	20-30
	25
	50

	31-50
	18
	36

	51 and above
	7
	14

	Total
	50
	100


Source: Filed Survey 2025
The above table 4.3 shows that 25 (50%) of the Respondents have their ages between 20-30 years 18 (36%) of the fall between 30-50years while of (14%) of the Respondents were between 51years and above which is the working group, hence there is effective labour force in the organizing.
Table 4.4: Educational Qualification 
	Qualification
	Respondents
	Percentage (%)

	WAEC/GCE
	8
	16

	A level/NCE/ND
	18
	36

	HND/BSC
	21
	42

	MBA/MSC
	3
	6

	Total
	50
	100


Source: Filed Survey 2025
The above table 4.4 shows that 8 (16%) of the Respondents the WAEC/GCE holders while 3 (6%) of the Respondents were HND/RSC holders 18 (36%) of them were MBA/MSC holders, based on these qualification of the workers, one can boldly say that the organization was well organized besides, most of Respondents were from Kwara State and Ilorin indigene, this means that the firm gave the people of Ilorin an employment opportunity.
Table 4.5: Production Department 
	Department
	Respondents
	Percentage (%)

	Production
	15
	30

	Sales
	25
	50

	Marketing
	10
	20

	Total
	50
	100


Source: Filed Survey 2025
	From the above table 4.5 it can be seen that 15 (30%) of the Respondents were production department 25 (50%) of the Respondents were in sales department while 10 (20%) of Respondents were in marketing department.
Table 4.6: Year of service of the Respondents
	Duration
	Respondents
	Percentage (%)

	1 – 5 years
	13
	26

	6 – 10years
	21
	42

	11 – 15years 
	10
	20

	16 – 20years
	6
	12

	Total 
	50
	100


Source: Filed Survey 2025
The table 6 shows that 1-5years Respondents representing 26%, and 6-10years Respondents were representing 42%, 11-15year Respondents representing 20% while 16-20years Respondents representing 12%. 
Therefore, there is high labour turnover in the company and quickly respond to it so as increase productivity in the company, in the final note the analysis has show that productivity was affected by labour turnover. It was noted management should put all motivation variables to motivators that can cause job because job satisfaction must be providing to enhance productivity.
Table 4.7: Respondents from the workers 
	Workers 
	Respondents 
	Percentage (%)

	Junior staff
	20
	40%

	Senior staff
	25
	80%

	Management
	5
	10%

	Total
	50
	100%


Source: Filed Survey 2025
Table 4.7 reveals that 20 (40%) of the Respondents were junior workers while 25 (50%) of them were management staff, this indicates that majority of the employees of the organization were senior staff; this may be due to the nature of the business of the firm.
Table 4.8: If you are not well motivated would you stay with the organization permanently?
	Alternative
	Respondents
	Percentage (%)

	Yes
	15
	30%

	No
	35
	70%

	Total
	50%
	100%


Source: Filed Survey 2025
It can be observed from the table 4.15 that is (30%) of the Respondents intended to stay permanently with the firm even though they were not well motivated plays on important role in the company, in the company light of this government should not take it for levity. 
Table 4.9: What can you say are the cause of labour turnover?
	Caused
	Respondents
	Percentage (%)

	Lack of motivation
	20
	40%

	Low salary
	15
	30%

	Lack of promotion
	10
	20%

	End  working condition
	-
	-

	Better job reels where
	5
	10%

	Total
	50
	100%


Source: Filed Survey 2025
The information recorded in the table 4.8 indicates that management of Nigeria N.N.P.C (N.N.P.C) did not motivate and give workers good salary. This analysis shown that 20(40%) of the Respondents agreed that lack of motivation are contributed to labour turnover in the company 15 (30%) of the Respondents said it is low salary, 10 (20%) agreed it is because of better job elsewhere, lastly nobody believed that bad working condition is among the causes of labour turnover.
Table 4.10: What type of leadership style would you prefer?
	Opinion
	Respondents
	Percentage (%)

	Participatory style
	27
	54%

	Ataractic style
	13
	26%

	Palpitation style
	10
	20%

	None of the above
	-
	-

	Total
	50
	100%


Source: Filed Survey 2025
	Table 4.10 reveals that majority of the Respondents were in support of participatory style of leadership, this is 27 (54%) 13 (26%) of Respondents claim, it is an autocratic style they prefer, while 10 (20%) of Respondents admitted that exploitative style is preferred.
	One can conclude that leadership style is being used in the company judiciously; this is so because leadership style to be used depends on the attitude of workers towards bear job.


Table 4.11 what are those factors that can reduce labour turnover and improve organization productivity.
	Opinion
	Respondents
	Percentage (%)

	Motivation
	27
	54%

	Good salary
	15
	30%

	Good working condition
	-
	-

	Proper recruitment
	8
	16%

	Total
	50%
	100%


Source: Filed Survey 2025
“As shown by the table 4.11 in the opinion of the employees many factors were suggested to reduce labour turn over and improve organization productivity 27 (54%) of the Respondents claimed that it is good salary and 8 (16%) of the Respondents were the opinion that recruitment and placement can do it.
There is no Respondents that considered good working condition is important.
Table 4.12: Do you experience labour turnover in the organization?
	Alternative
	Respondents
	Percentage (%)

	Yes
	35
	70%

	No
	15
	30%

	Total
	50
	100%


Source: Filed Survey 2025
Table 4.12 above implies the organization to experience labour turnover, this in confirmation with 35 (70%) of the Respondents showed that some workers have left the company, the management must table urgent step to minimize it becomes determine, it left expedite.


Table 4.13 Does labour turnover have say impact the organization productivity.
	Alternative
	Respondents
	Percentage (%)

	Yes
	40
	70%

	No
	10
	30%

	Total
	50
	100%


Source: Filed Survey 2025
It can be referred from table 4.13 that 40 (70%) of the Respondents agreed that labour turnover while impact on the productivity while 10 (30%) of the Respondents admitted that it does not have any impact on company’s productivity.
Based on the response labour turnover has a great impact on the company productivity and management needs to deck it.
Table 4.14 Do you need to motivate by employee
	Alternative
	Respondents
	Percentage (%)

	Yes
	45
	90%

	No
	5
	10%

	Total
	50
	100%


Source: Filed Survey 2025
From the above table, it shows that (90%) of Respondents believed that they need to be motivated by the management while (10%) reacted that motivation is not important or there is no need for it.
From the above, it can be deduced that motivation of workers must repair most incentive that management should put together to achieve its objectives.


Table 4.15 Do you agree that boss must use both task and result oriented before he can achieves his objectives?
	Alternative
	Respondents
	Percentage (%)

	Yes
	41
	82%

	No
	9
	18%

	Total
	50
	100%


Source: Filed Survey 2025
From the table 4.15 above 41 (82%) of the Respondents agreed that their boss must use both task and 9 (18%) disagreed. 
Table 4.16 Does labour turnover affect the company productivity?
	Alternative
	Respondents
	Percentage (%)

	Yes
	42
	84%

	No
	8
	16%

	Total
	50
	100%


Source: Filed Survey 2025
Table 4.16 shows clearly that labour turnover have vehemently affect the company’s productivity from this table it was discover that 42 (84%) of the Respondents agreed that productivity is being affected adversely by labour turnover while 8 (16%) of the Respondents claimed that it’s affecting productivity adversely.
Therefore, there high labour turnover in the company, and productivity is being affected adversely, management should quickly respond to it, so as increase productivity in the company, in the final note the analysis has shown that productivity was affected by labour turnover. It was shown in table 4.13 and 4.19 that management should put all motivation variables to motivators that can cause job, because job satisfaction must be provided to enhance productivity.
[bookmark: _Toc82178739]

[bookmark: _Toc198639478]4.2	Hypothesis Testing
Testing techniques
Ho= Null Hypothesis
Hi=Alternative Hypothesis
Using chi-square
X2=
Where X2 chi-square	
		O= Observed value
		E= Expected value
Degree of freedom =(r-1)
Therefore (2-1) =1
Level of significance= 5%
Tabulated value =1-5% 1-0.05%
= 0.75
= 0.34
DECISION RULE
Accept the null hypothesis if the tabulated value is greater than the calculated value otherwise reject null hypothesis
Hypothesis 1 
Ho: There is no significance relationship between effects of labour turnover in organization productivity
Hi: There is significance relationship between effects of labour turnover in organization productivity
	Group
	Observed Value
	Expected
	O-E
	O-E2
	

	YES
	18
	10
	-8
	64
	6.4

	NO
	2
	10
	-8
	64
	6.4

	TOTAL
	20
	20
	0
	128
	12.8


Source: Field Survey, 2025
X2 calculate =12.8
DECISION
Since 12.8 higher than X2 3.84 we reject Ho act 0.5 level of significant
CONCLUSION
There is significance relationship between the effects of labour turnover in organization productivity
Hypothesis 2
Ho: The consequence of labour turnover does not bring positive impact on organizational productivity. 
Hi: The consequence of labour turnover brings positive impact on organizational productivity. 
	Group
	Observed Value
	Expected
	O-E
	O-E2
	

	YES
	19
	10
	9
	81
	8.1

	NO
	1
	10
	-9
	81
	8.1

	TOTAL
	20
	20
	0
	162
	16.2


Source: Field Survey, 2025
X2 calculate =16.2
Decision
Since 16.2 is greater than X=3.84 the reject Ho at the level of 0.5 signification.
CONCLUSION
The consequence of labour turnover brings positive impact on organizational productivity.  
Hypothesis 3
Ho: There is no significance relationship between the supervision and workers in determining the effectiveness of the organization productivity
Hi: There is significance relationship between the supervision and workers in determining the effectiveness of the organization productivity
	Group
	Observed Value
	Expected
	O-E
	O-E2
	

	YES
	16
	10
	6
	12
	1.2

	NO
	4
	10
	-6
	12
	1.2

	TOTAL
	20
	20
	0
	24
	2.4


Source: Field Survey, 2022
X2 calculate = 2.4
Decision
[bookmark: _Toc250142462]Calculated value is less than tabulated value therefore the alternative hypothesis is rejected while null is accepted. There is significance relationship between the supervision and workers in determining the effectiveness of the organization productivity.
[bookmark: _Toc198639479]4.3	Discussion of findings
Labour turnover to some extent is inevitable, because of reversal reason high labour turnover indicate that an organization is (sick) skilled labour in developing countries like Nigeria in view of this, from the research that labour work carried out, it was establish that labour turnover has contributed to organization productivity. From the testing of hypothesis whish shows that, there is significance relationship between effects of labour turnover in organization productivity and the consequence of labour turnover brings positive impact on organizational productivity, also there is significance relationship between the supervision and workers in determining the effectiveness of the organization productivity.


[bookmark: _Toc198639480]CHAPTER FIVE
[bookmark: _Toc250142463][bookmark: _Toc198639481]5.0	Summary, conclusion and recommendations
[bookmark: _Toc198639482]5.1	Summary
	From the research that labour work carried out, it was establish that labour turnover has contributed to organization productivity. The main objective of every organization is to maximized profit, it was also deducted from the research carried out that granting of discount to customer have positive effect on the economy labour turnover usually leads to shortage of staff when this occurs there will be job enlargement which eventually lead to inefficiency of labour will affect the research revealed that productivity was largely affected by the labour turnover.
[bookmark: _Toc250142464][bookmark: _Toc198639483]5.2	Conclusion
	Labour turnover to some extent is inevitable, because of reversal reason high labour turnover indicate that an organization is (sick) skilled labour in developing countries like Nigeria in view of this, it’s to have an exodus of their group of employee required solid stop to be taken against which exodus and economic the whole corporate culture diagnosing the various activities against it, a high labour turnover figure is wasteful and may pin point vital information  which as indicating poor reelection techniques poor placement or poor reelection techniques, poor placement or poor working  condition, a high labour is costly because it involves external recruitment cost training, cost and possibly more accident and failure to any order on the stipulated time.
       However, reason for leaving must be analyzed careful to ascertain their trust truth through exist interview, although most employees who leave do not reveal their real reason for leaving most of them who do not take up paid employment elsewhere they definitely do not so, if they had found everything satisfactory in the their former jobs that is good point from where to start the investigation.
[bookmark: _Toc250142465][bookmark: _Toc198639484]5.3	Recommendations
	Finally, the research would not be sufficiently valid if it is ended without giving recommendation to organizational interested parties, whenever they find themselves in such an unfortunate situation in views of this, the research given the following recommendation to Nigeria N.N.P.C (N.N.P.C) Ilorin. 
· Particular and general public recruitment plan and replacement of workers must be perfectly done to increase labour turnover in one organization 
· Supervisors should treat other workers in an human way and so all give them due recognition, 
· The management should create an atmosphere whereby workers who in the course of their work are injured should be compensated, 
· The workers in production department should be provided with industrial safety facilitates, 
· All factors that can cause job satisfaction must be provided to enhance optimum productivity.
[bookmark: _Toc250142466]
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QUESTIONNAIRE
Dear Respondents
I am a student from the Department of Business Administration and Management conducting research on “IMPACT OF LABOUR TURN OVER ON ORGANIZATION PRODUCTIVITY”A case study of N.N.P.C, Ilorin.
I am hereby request that you help me answer the following questions as honestly as possible and I assure you that all information supplied by you shall be used only for academic purpose and shall be kept confidential.								  					 
      Yours faithfully,
						AREAGO AISHAT AYOMIDE
HND/23/BAM/FT/0059

Instruction: please (√) the answer you consider appropriate. The questionnaire will be in two parts. Section A & B.
SECTION "A" PERSONAL DATA
1. Sex (a) male (  ) (b) female (   )
2. Marital status (a) single (   ) married (   ) (b) divorced (  )
3. Age (a) 20-30 years (  ) (b) 31-50 years (  )  (c) 51 and above (  )
4. Education: (a) WAEC/GCE (   )  (b) A level/NCE/ND (  ) (c) HND/BSC (  ) (d) MBA/MSC (  ) 
5. Production Department (a) Production (  ) (b) sales (  ) (c) marketing (  )
6. Year of service of the Respondentss (a) 1 – 5 years (   )  (b) 6 – 10years (  ) (c) 11 – 15years (  ) (d) 16 – 20years (  )  

SECTION B
7. Respondentss from the workers? (a) Junior staff (  ) (b) Senior staff (  )  (c) Management (  )
8. If you are not well motivated would you stay with the organization permanently (a) Yes (  ) (b) No (  )
9. What can you say are the cause of labour turnover? (a) Lack of motivation (  ) (b) Low salary (  ) (c) Lack of promotion (  ) (d) End  working condition (  ) (e) Better job reels where (  ) 
10. What type of leadership style would you prefer? (a) Participatory style (  ) (b) Ataractic style (  ) (c) Palpitation style (  ) (d) None of the above (  ) 
11. What are those factors that can reduce labour turnover and improve organization productivity? (a) Motivation (  ) (b) Good salary (  ) (c) Good working condition (  ) (d) Proper recruitment (  ) 
12. Do you experience labour turnover in the organization? (a) Yes (  ) (b) No (  )
13. Does labour turnover have say impact the organization productivity? (a) Yes (  ) (b) No (  )
14. Do you need to motivate by employee? (a) Yes (  ) (b) No (  )  
15. Do you agree that boss must use both task and result oriented before he can achieves his objectives? (a) Yes (  ) (b) No (  )  
16. Does labour turnover affect the company productivity? (a) Yes (  ) (b) No (  )  



