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CHAPTER ONE

INTRODUCTION
1.1BACKGROUND TO THE STUDY 

It has  become  more  generally acceptable   that structural arrangement  of resources  in an  organization  is composed of the  human and  materials  resource, this shows that the  management  of an organization is  not complete  without  any one  of the  two form of effective  management  however, human resources  that are  under  study, 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.  

Labour turnover is an organization become deteriment to the organization.  It is  not  quickly  taken into consideration, this  is so  special  when the  organization does  not seek for  immediate replacement  of  competent  and  qualified  labour  turnover. Therefore what they ignore pose 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  causes of performance to fall below  expectation. 

There is an distribution in the planning and low moral among the rank and file operational officers within the organization. Labour  turnover especially if it  is that  of  chief executive  officers  is quite  detrimental  to the   concerned  organization  as poor  performance, low  productivity and  fall employment  morale  would  give , this an  adverse effect on he  progress of such organization.  

Furthermore productivity itself cannot be achieved without efficient labour. Labour  in efficiency in the management  of labour, itself  has been  as a result  of other variable  such as labour  turnover absenteeism work stoppage  such as  strike and lockalt, the  dissatisfied workers find  it difficult  to adjust  to rigid  requirement  of the  employed  “fourteen  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  understanding  to analyze the various  variables, which could  lead to labour  turnover in an  organization and the effect of such leaving  an  productivity. 

1.2 STATEMENT OF PROBLEM OF THE STUDY

The rate  at which  workers  are living  industries has became  rampant, the management  also does not bother  to suspend  or  terminate  employ worker due to  their  attitudes to work. These indifferences are usually, being caused by the poor human resource management, existence of bad management and management relationship.

Poor human resources  management  may occur where the elites to motivate  employee (motivation)  are lacking, these  however  will lead  to instability to labour  productivity  in Nigeria,  most  employee are such as  good  salary, promotion medical  working  job 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  long way to improve  productivity of the workers. 

1.3 AIMS AND OBJECTIVES OF THE STUDY 

The major  objective  of the  study  is to  analyze the  effect of the  labour  turnover on organization al  productivity  other objective s of this  study  are as  follows: 

· To identify  the causes and  effect of labour  turnover in an  organization, it is  pertinent  that every workers  that leaves the  organization has no in  other  reasons why they left and this  will actively have  effect on the whole  organization.  

· To analyzed  the consequence  of labour  turnover on the  organizational  productivity  human  resources  is indispensable  in an  organization, they are  the one  that  will  put  material  resources  together  for desired output.   

·  To determine  the effect  of research  system on labour  turnover, this research will  show weather  invitation or reward  has  negative  or  positive  effect of  supervision  on labour  turnover the relationship between the supervision and  workers will be  used as a  major  tool in determine the  effectiveness of the  organization 

1.4 SIGNIFICANCE OF THE STUDY
This study  is aimed at focusing  on the  effect  of labour  turnover on organizational  productivity  as a  result ,- the  study will be  important to  the production  industries  particularly  (N.N.P.C) ilorin it  will be  of great  importance  to production industries  particularly, those who want to know  to minimize labour  turnover in heir  organization, the  research work will be  useful to other  organizations on how to  achieve  best  organizational productivity  and manage  human  resources  manger on how  to be  effective  in his  or her administration,  it will also  serve as reference to  industrial organization wishing  to improve the labour  productivity and reduce  their labour  turnover  so that the improved productivity of labour will serve as sign of development for the  organizational. More so, it will not help to lose services of their valuable and productive workers. Finally, the study could be useful to all management students. 

1.5
SCOPE OF THE STUDY 


This study is specially designed to critically examine the effect of labour turnover, in organizational productivity. However attempt  to cover all  organization  would  be  hectic in this  research and  unrealistic, hence, the research is  confined which  is Nigeria national  petroleum corporation Ilorin. The research  will basically shown that problems  facing  and  organization on labour  turnover  to the  organizational  productivity in production section to carryout  this research, the  key staff  of Nigeria questionnaire  that will be retrieved and analyzed for the  purpose of this  research work. 

1.6 LIMITATION AND CONSTRAINT OF THE STUDY

The study focuses on the impact of labour turnover on organizational productivity effectiveness and employee performance in the department of home affairs in the N.N.P.C, Ilorin. The study was limited to employee performance in the department or home affairs in N.N.P.C Ilorin province only. There was limited current literatures which was caused by lack of libraries in NNPC Ilorin province. The researcher has to travel to Portharcourt to obtain the relevant literature. It took more than six month for the researcher to obtain a permission letter to conduct the research in department of NNPC Ilorin.

CHAPTER TWO:

LITERATURE REVIEW
2.1 REEVIEW OF RELATED LITERATURE
Robert (1981), defined labour turnover as the measurement of number of employee leaving a company. From  record  the total  separation or the total replacement  by the  average  number  or the   working  force  and  expensing the result  as a  percentage. 

The resultant figure is an indicator of the stability in the labour turnover.  Figure  is  cost full and  varies  type  of industries  stile  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  expansive, for  ins5tances, it  could  involve  such cost  (extra) as  recruitment, engagement  tanning and possible  more  accident and failure  to meet  order  or time. 

WHAT IS LABOUR TURNOVER        

Labour Turnover in  inevitable in an organization this is  because people  leave  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 or injury due to  family  reason and lot  of others , it a  also  signifies that there are s many  wrong things in the organization either  administratively  or change  in turnover in a period. Draws attention of possible managerial problem areas lack of manpower. Planning  can  bring  about  labour  turnover, further  more, labour  turnover have been an  important  area of  researcher’s interest to management, for  instance researcher  outlined  some of  the factors  that lead  Nigerian chief  executive  offices  to leave  their  jobs  some  company  board  of directors  found it  difficult  to select  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  corporate  policy  and  within the  time  he set to  achieve s result, to  be  achieved  thinking  that the  chief  executive  officer  has no  faith  in the  capabilities  in carry up  out  his function and so that various  cycle  continues.  
All of these variables are not  mutually  exclusive  and most  be  taken  together  otherwise  to the  concrete  of nonperforming  corporate  tradition,  cohen (1978)  made  some  emphasis  on labour  stability  were  he stated  that labour  stability  is  desirable  as  unable  labour  may  lead to loss off out  put and  food  will staff stability is important both from the  point of view  or keeping  cost  law and at  the positive  benefit derived  from a term of  spirit  and the  pending  of being  satisfied  in one is  job, he also  pointed  out the  that the  achieved  labour stability  by Herzberg  (1974) must  reach  acceptance  level  amingethese management  system, management  styles  and the nature of the work  may  deserve  special  mention, this is  because they are less clears their other  factors, management  system  have  referred to the  organization of the  process and management  of the  company, correct job  design and  enrichment  will also  help in  inter easing  labour  stability. 
Cohere (1978) also  said  that  some  factors affecting labour  stability  turnover 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 come  by in developing  world  or third world  countries like  Nigeria, therefore  to have enaxodue  of those  group  of  employee  requires  a critical examination of the  whole  corporate  culture  exist  interviews must be  conducted  in  order  to have  some  was  as to why  people  are leaving. However  exist  interview  do not  always  yield  fruitful as most  reasons for leaving  the  services  to their  or  incumbent organization, the  bulk  of the  use who leave  also to take  other  paid  employment, they would  not  do  so to take  up hand  found  every  thing satisisfactory  in their  form  insolent  job’s  in work place   factory  in their form or insolent job’s or work place.

TYPES OF LABOUR TURNOVER

According to Tony and Tony (1989) the economist’s group labour turnover into your group, they are as follows: the geographical labour turnover
(b) The occupational labour turnover.

© The industrial labour turnover.

(d)The inter firm labour turnover one discussed extensively bellows.

(A)
Geographical labour turnover can be defied 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 worker involved in this types of labour are fresher, it appears to receive less attrition than the internal mobility.

Sjaastad (1962) stated that the underlined reason for workers to change their location is the economics desire to improve their earrings and employment prospects supplest that knowledge of the cost and potential benefits of a move from one area to another it was discovered that a worker that has his family that is view as children resident in an area where to worker finds it hard to leave the organization unless he has been able to shift than to his new location. Mallio (1984) concluded from his examination of their regions turnovers of labour the main motivation factors for geographical labour turnover was the “pull” of increased earring and job prospects no “push” factors such as unemployment.

(B)
The occupational labour turn over: This occurs when workers, move from one occupation to another.
FACTOR AFFECTING LABOUR TURNOVER 
cohen (19780) postulated that  labour  turnover  is brought about by many factors such as leaving  at a few years of age after a little  time of  services, death in the  cause of service result in premature  retirement as a reaction leaving  for family reason is unconnected  with  firm. However, the most pressing  important and relevant  factors affecting labour turnover are  main  folded and  are divided into external  and internal  factors. In  Herbarges   hygiene motivation  theory showed that the  hygiene factors are  which  a firm  must provides to a level acceptance  to the employment use where is  many cases  the  level distated  by the external factor 

1. external  factors

a. Pay and other benefits: this is a situation where by employee without people pay and compare it with their and find out that there is less they made to quickly make them leave for green pastures. Also when  such pay equivalent are drape montages  health  insurance, pension  etc. and consider  the time  to be spent to achieve a standard  of leaving   comparable to their  peers, whenever  any such  is in adequate,  they  quickly seek for employment  somewhere security. If there   security of an employee job is threatened by the company or organization losing making   share or market   standing or being in a trend of declining jobs employee will work elsewhere for job.
b. Structure of employment  dynamics: the  recruitment   redundancy and charges in pay or  anonatio offered  by other firms will  definitely draw the attention  of a size  able amount  of  labour force which  invariably affects the rate at which  people  leave an organization  to an other in  search of greener pastures
c. Travel patterns: This  affects  labour turnover   because people send  the  cost  of travel and  put  its value on their  traveling   time: This  applies also to  education facilities  branch which is  chose  to shops a college or sport  centre  may therefore be more popular despite lack of parking or  each t transport connection.
d. Lack of promotion prospects: This often changes job either because they are   not    quite familiar with the job or the job does to suit them. Good selection tries to avoid both these difficulties, money spent on the section process may be difficulties, and money squad on the section process may be cost general. If the wrong person is picked or   selected, turnover will be higher among first time employee than among first time employee than among those who have had previous jobs because they are more likely to understand what the job entail.
INTERNAL FACTORS
a. Induction crisis: This occurs when people first take up new  job, they fear  not being  able  to do  the job  properly or not  likely  go for work, they fare  that their  new colleagues  or their  manager  will  dislike  them and be  unpleasant, they do not  know  their  new  surrounding  and the system  and  fear of insecurity. With these, many people  would not cope  unless  there is adequate  induction training  to  help  them, the induction  crisis has by  far  the greatest  labour  turnover. 
b. The type of work: Some jobs  are intrinsically  less interesting  than other and specialization  for cost reason  makes some jobs very respective and brings in the assoant of this, the  effect of promotion prospects must be  remember  under as they  may cause  people  to stay  in other attractive  jobs. 
c. Work organization : people  value  on  working  groups, they get  positive  pleasure  out of working  in an  efficient smoke   pending  and helpful environment , this is  partly  promoted  by group organization, but  good  communication, and  control and simple  but  effective  organization also  play a  vital  role, the  force  in such  in  environment  will be much  more  stable then  where the  quality  of organization is lower. 
d. Management  style :- The  contingency approach in leadership describe  be importance  of meriting  the leadership style  to the  abilities  and needs to  subordinate if people  needs for leadership to people  getting their  job will be  arise. 
e. Physical Working  Condition:- these  race is 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 even  some  government  parastatal.  

PRODUCTIVITY IN AN ORGANIZATION 

Productivity  are the  relative  outputs  forgiven  of  input  especially  the  production per production employees. Productivity  according  to  drunker (1977)  means  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  it self  and especially in managerial. 

We would  define  what  productivity is with respect to the  manual  workers we till cannot  answer  what  productively for the  manual  worker  such  as the  number  of  pieces turned  out  per  hours 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  out put  of all  three  factor  we have  taken only the first stop the  analysis  of  individual pieces  of work, we need  to under  stand  the principles of production  so  as to  put  work  together in to  productivity process and we  need to harmonize  they very different  requirement  and logic  of work  and  workers. 

Productivity is beginning to have different meaning and required completely different approaches and concepts. We have had especially in the pass fifteen years 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, productivity is a vital effect by  organization structure  and by  balance   among  the  various  activities  with in the s business, if  a  lack  clear s 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  wasted  of top management  is  interested  analysis  engineering  whole  the company  needs  major  attention to marketing , it lack productivity there  sculling  damage  will  be greater than s could  be a  drop  in output per  workers   hours . 


We therefore  only not  need to defined  productivity so as  to embrace  all the  factors  affecting  it, but also  need to  set  objective  than take all  these factors in to  account  we must  develop yard stuck to measure  the impact in productivity  of the  substitution of capital  for labour  and to  knowledge  ladge  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 structures  and the  balance  of  activities .  

DEVELOPING EMPLOYEE INTEREST IN HIGH

  
PRODUCTIVITY  

Pigons and Hyers (1981) explain  that employees  interest  in higher  productivity  does not  develop with out  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  out put  to often in the  past, employee can the  union ad  have  fact that higher  productivity  benefited some one  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 of  putting  one over  on management  by which holding  full effort that out  at  doing  their  best  work  in an  atmosphere of management  interest  and approval. 

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 productivity does not  measure  the efficiency  of labour  in the  sense  of increased  effort  alone,  and indeed  no overall  measure of this  possible, one  serious  limitation of the  productivity worker employee  hair  in manufacturing  is that the  proportion of  non-production employee   such as  white  contour  workers,  research   and development  staff  e.t.c  been increase , the  been declining  and the  productivity indent there fore  shows an  upward  bias  furthermore  and  territory industries , such as  services , trade  and  government  are  becoming relatively  more  important. 

EFFECTS OF LABOUR TURNOVER ON ORGANIZATION PRODUCTIVITY

Edwin (1980)  postulated that in a  broad  sense  “turnover”  refers  to the  movement  in handout  of an  organization by the work force, it’s  movement  is and  indent  of the  stability of that force, and  excessive  movement a is  undesirable  and  expenditures when an  employee  leaves  the  firm  such as  the following  are  usually  involves.  

· Hiring  cost:- this involves  five and  facilities for  facilities for facilities   for recruitment,  interviewing  and examine  a placement, this  will  result  in delay  in  production 
· Loss of production in the  internal  between  separation  of the  old  employee  and the  training  period  

· Production equipment  is not  being  fully  utilize  the hiring s internal  and the  training period  

· Scrap  and  waste  rate  climbs  when  new  employee  are involved

· Overtime  pay many result  from  excessive  number  of  separation causing  in meeting  contract delivering  rate

· The pay  of a  learner is in excess  of what  in produced    

· Accident rates of new employee are often higher. 

He  further lamented that  high labour  from certain  department  suggested  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 answers in exist interviews  afar firm try to  elicit them by questionnaire  after  the  emissary  employee has had time  to procure  another  position. 

In general  terms  researcher has  indicated  that labour   turnover  when  left  to expenditure  usually  result in to  loss  of  sales  profit. Constantly decline and loss of good will and it cares is not taken eventually winding up. 
SUPERVISORY BEHAVIORS AND EMPLOYEE TURNOVER

Once consistence finding in research on turnover has been with an organization, they are to have, this is newest number. It has been  observed  recently , that new  turnover  requires  non social  cause  for what  is  expected  from them than the  cause for  what  is  expected  from them than the  entire  employee  (Buchanna  1974 kati 1978) wenous  1977) the  argument  of  these  scholars  are very perfect because before  employee stay constant for long  in an  organization,  it mean s he his  been  satisfied  with the  conditions  of  services and  his  need, the  satisfaction of  employees  need will  deficiently  make  the  employee  to stay  long  in an organization, 

 However the  new comers  who are yet to  enjoy the  fruit  of the  organization will have  shaking  mind  of weather  to stay  or not  unless  they are  well oriented  with the  plan  of the  organization in meeting  their  needs. 


Kat (1973) and  meaning  (1975) shared 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 it self  employees  on their  behaviour third , they  control reward  and enjoy , all those  parts of the job experience  are  particularly  important to new  covers, who are  trying  to orient  themselves  in a new  organization  environment  this  shown that supervisor  need to  give  full  recognition for both formal and informal  feedback  so that the  employee  will be  motivated  to contribute  to the attainment  of organization goal and as  well  satisfied to have  intent  to stays  mind  at work. 

Water  and roach  (1979) argued the  supervisors  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  clarity  are negative  associated  with  turnover  and lend  one to speculate  either way to  this  possible  effects  of these  scholars  is not  obsoludity supported  because  self  ritualizing  may on employee  need authonomy as responsibility, job or role  celerity  as the  incentive  to motivate  their  performance  other wise  they  will  not be  satisfied  with  job and  there fore  have  and if  these  ever  obseal, this  position can also be  because  up by  the four  clarifications of human behaviours  or  people  of probe s work  edge  in which one  vational  economics man, social  man  self  actualizing  man lastly  complex man, therefore  supervisor  need  to  control labour  turnover need to  provide  role  clerity , autonomy  and  responsibility  along  with other motivational  factors  to the  employee  so that  employee will have intent  to stay.

Supervisor  needs to  have  good  relationship with his  subordinate  otherwise  the  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.  

Researcher  in the specifically  devoted  their  attention   to this  are, they  research  in to  their  way in  which  supervision  worker  and size  of  employment  or employing  organization  effect  the level  of  absentees  and that  supervisor  style  which  allows  for work permeation reduces  absenteeism  and  labour  turnover.  

EXPENDITURE OF MANAGEMENT TOWARD LABOUR TURNOVER 

The effect  of labour  turnover  as  earlier  mentioned  are manifolds, a few  out  of these  were  discussed  this  was because  these few  that were  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 effects  the labour  turnover  stressing  of playing  emphasis  on how  the management  of any organization should  respond  to such  efforts. 

The management should respond positively to the  effects  of pay  and other  benefit so as  enhances smooth and  peaceful operation of the  business  activities  (this is done whenever the workers demand s for increase  in wages  rate the  management  should  create  an average  for  collecting  bargaining , as  situation where the  representation of the  labour  force  and that of  company  come  in to  close  contract  debating  on the pay  structure. 

This is  also the  needs  job require to  meet up  with on  go ahead of  competition so that the workers  would  not  feel the  company  is loosing market  share  market  standing  which  might  eventually  lead to loss  of good  will dealing  jobs, also  it is a 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  and satisfied  with their  job since  organization  are  aware  of the  fat  that  recruitment  offered  by other  firms  definitely draw  attention of  a  size  able  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  affects the  staff  or labour  turnover , management   in view  of this  should develop  a vary, been  interest  in  reviewing   worker  annual  performance  evaluation form  and people  who deserve  promotion should be  promoted  immediately  otherwise  the  effects  of labour  turnover  would  be  grossly felt.  

Poor  an  organized  selection process  being  one  of the  factors  affecting  labour  turnover  should be  taken  in consideration  worker  should  be  allocated  to jobs  that suit  them or as  there  is every like hand  that change  in job  in possible  and  since  it is  windless accepted  that  turnover  also  curbs  the  problems  of  induction  crisis.

Where people   feel  insecure  of their  job  for  the  fear  that  will  not  be  able  to do the  job given  to them which  could  mean the  dislike  of the  manger  or  colleague have  introduce  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  of  leadership should be  discarded and  not  encourage . 

This will then create or more conductive  atmosphere  to  services  to the  workers  there  by boosting  their  moral  and  eventually  the  value  of  productivity. 

REFERENCES

David, K.K.A (1981): Supervisory Behaviours and Employee Turnover. Academy of management journal, California vol.24 No. 38

Tony, M & Tony, S. (1989): Economics of Labour Market and Management M.C Grow Hill International  Book  Company  Singapore. 

Yusuf, N (1994): Workers commitment in industrial Organization. Journal of Sociology, Ilorin, Vol. No. 1

Gorge, L (1979). Basic Economic: An introduction, second edition, U.S.A Heinman.

Fred, L. (1988). Organization Behaviour, Fourth Edition, Practices hall of India Private Limited.

Becham, A. (1976). Management and Organization Zaria: Ahmadu Bello University Press.

Owojori A.A (1987): The  X-Ray  Theory  of  Douglas  Mac  Gregory,  Nigeria  Journal  of  Technical  Education Kaduna  

CHAPTER THREE
RESEARCH METHODOLOGY
3.1 INTRODUCTION

This chapter involves the way in which a research study is to be conducted in a disciplined and scientific manner. It described in detail  the research  method  used the  collection  of  detail the  research  method  used the  collection of  data   that were  analyzed to  arrive at the  conclusion in this  project work.  

3.2. POPULATION OF THE STUDY   

Osuela  (1982)  defined  population as the  ,eans of  identifying s characteristics, which  members of   the  universal  have in cannon and  which will identify  each  unit  as  being  a  number  of a  particular  group? 

The population of the  study  consist  of the  workers  in all department  of national  petroleum  corporation (N.N.P.C) Ilorin this was  done  in order  to  preed the  survey  ruined  the  company, through  the  population consist  a main office  and s departs  associated to  main  office. 


However, the research limits it self’s to the s sample taken from the main office in Ilorin due to financial constraints. 
3.3 SAMPLE SIZE AND  SAMPLING  METHOD
Sample  was  taken  from the  population  of  employee in Nigeria  national  petroleum corporation, Ilorin main office  due to financial constrains, the  sample  covered all  department  of Ilorin head  office  son as  to seat  which  actually exist  in the  human  resources  management  of  the organization fifty –five  (55)  questionnaires were  distributed  randomly  among  the  national petroleum co-operation staff   Ilorin. 
Respondent  were simply chosen  by simply  random sampling method  from  each of department , the  reason for chosen  this s simple 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

3.4 ADMINISTRATION OF THE INSTRUMENT

The  questionnaire  was  self  administrated  in the  department  preferable  during  the  break period and chose honour  when the  respondents  have 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  disturbances  of  workers  because they  may be  busy.
Personal interview


Is another means of primary data collection in which the  research  work under  investigation   than attempt to have  a reliable  write  up  a patient dialogue was made by  directly  with the management  of Nigeria  national petroleum  corporation (N.N.P.C) Ilorin  to heather view on  labour turnover effected their  organization productivity.
OBSERVATION SURVEY 


Is another method of primary data collection in which the research goes in to the field and study event related to the researched them? This  method   was also  employed  during  my  research  and  through  interest some of the  problem  of labour  turnover  on organization  productivity .  

SECONDARY DATA

 Are more  reliable and really  accessible  than primary data  is the  sense  that they are  leady and  already existing  data  in an  accessible  from and easily be s found. 

For the  purpose  of these  research work, I consumed  the  information channels  as well  as  library of Nigeria  national  petroleum corporation (N.N.P.C)  Ilorin also  make  use of literature  book  magazine  journal , booklet  e.t.c  related  to  research  topic . 

· INFORMATION CHANNEL: this refers to certain place in an organization where information is obtained. Relevant  information from appropriate  quarter  in the  central  
· LIBRARY: this is a  designed place  or area  where  books  are  consumed  and  read  course  at  carrying  out research  work, national  petroleum more  information about  labour  turnover  on organization productivity  
· MAGAZINES / JOURNALS: There are  newspaper  usual either  weekly or  monthly which will enable  the general public  to  be  familiar with the  performance  and  activities  of an  organization, the  Nigeria  national  petroleum corporation (N.N.P.C) Ilorin magazine  with their  performance  over  the years  on labour  turnover and have no time to full.
3.5 METHOD OF DATA COLLECTION 

Both  primary   and  secondary  data will be  used  in collecting  data  in getting  the  information required  for the  study .  

PRIMARY DATA

Primary  data  refers  to the  data  obtained  from particular investigation which  through  personal  interview,  questionnaire  opinion  survey  telephone  interview  and  sample  survey  e.t.c. 


However ,  for the  purpose of this  research  work  employee  questionnaire , personal  interview  and  observation  survey  to  collect  the  data  required  

QUESTIONNAIRE DESIGN AND ASSUMPTIONS

According  to Longman  dictionary  of  contemporary  English  which  defined  questionnaire  as  written  set of  question  which a large  number  of people  are  asked  to answer in under  to   provide  information e.g for government  or  company  also  siltation and  binger  defined  it as  self  administration process  by which the  respond  his s answer  without  the assistant  of the  interview. The questionnaire contain information relationship to the  respondent  personal  affair which includes: age, sex, education, qualification e.t.c as well as  information  religion to  the  (4) four research work as which   data as possible  from the respondent. There are some benefits which can be derived from Administrating questionnaire and this included:

1. It reduces change of interview influencing result through different question.

2. It serves cultured speedy in nature.

3. Bate collected can be easily interpreted and analysis.

4. Interview could also overcome assistance of respondents through the following assumption will be made regarding the questionnaire.

Are that will be administered to the respondent 

1. That the information provided by the respondent will be the purpose of carrying this research work and it will be free from external interference.

2. that, the respondent’s  response will represents the perception  of the participations in the  question  asked 

3. That the respondents were written up and able to completed the questionnaire without any business.

LITERATURE BOOKS

Are  exact  books  which  are  related  to the  research  topic, these  enables the researcher to  eliminated  with the  actual  facts  about  to  concepts of the  effects  of the  labour   turnover  on organization productivity. 
3.6 METHOD OF DATA ANALYSIS

The data  collected for the study  was  analyzed by employment  of certain  appropriate  statistical  analysis , however  the basis  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 statistics  this  merely describes  the  associate  between  variable  and  makes  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  since  base information are not  headily  obtained, we need  to order to data  in to  another  patter. 

VALIDITY AND RELIABILITY OF THE RESEARCH INSTRUMENT 

Asika  (2000) defined  validity  as the  degree to  which  a measuring  up instrument  measures. 

Odetunde  (1999) opened  that  reliability  is the  consistence  between  independent  measurement  of the same  phenomeno, it is  stability  measuring  instrument. 

Moreover  reliability test is  process in research work  which  permits  the  searchers  to recorder  to know  if the  question are  capable  of   generating  the  same  or  consistent answer  from the  respondent  such  that if  another  researchers  set  out to  carryout  the  same  research arrives  at the  same  result. 
3.7 LIMITATION OF THE STUDY 

In the cause of writing  this  study, the  researcher  encouraged some  problems , the  time  frame  between  which  the  research was  givens to be  undertaken  is so  short, which  act as  an improvement   in the  area  of date  collection because  of  given  time frame “ the  researcher  could  no  lay hand  on the  sufficient  information latest contribution of  journals  magazine  e.t.c. the field  to  study  in order  to have  a  comprehensive  report . 

Lack  of adequate  funds , constitute  a problem  in the  area  of given  the  distance  of amileg  be to  N.N.P.C, the  transportation cost the  researcher  contract access to Ilorin thereby  limiting  the  amount  information or data  collected  in writing  the  research.           

CHAPTER FOUR

ANALYSIS AND INTERPRETATION OF DATA
4.1 INTRODUCTION
It is chapter focused attention on the analysis and interpretation of data collected from field; the data collected was only used for the purpose of this study which comes through the administration of the questionnaire and was personally distributed to the permanent staff of Nigeria National Corporation (N.N.P.C.) Ilorin. Out (55) fifty (50) were only returned. Furthermore, the questions were designed in two sections; that is a and b for effective analysis clarity and easy comprehension below is the tabulation and respective percentage based or frequency of responses of question asked.

4.2 BREIF HISTORY OF THE CASE STUDY

The case study of this project is the Nigeria National Petroleum Corporation ( N.N.P.C.) Ilorin. The historical background according to the finding goes thus; In the early days of oil industry in Nigeria, crude oil product met completely through importations. However, in 1954 when the federal government granted oil prospecting and mining licensed to shell-Bp. The plan to build a petroleum oil refinery became one 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 target was to achieve in 1958 and the machinery was set in motion to build a refinery in a suitable site.


In 1959, foreign expert began preliminary survey for suitable site along the coast of the country. Out of the six sites in Lagos and Portharcourt, one of Elesa- Eleme near Portharcourt met various geographical economic and sail consideration at that time and was selected as most suitable. In December 1960, the company shell-BP, petroleum refinery company of Nigeria Limited was set up to construct refinery. Then in 1962, the regional government acquired 50% share equally between B.P and shell Nigeria petroleum refinery built at the cost of twenty million (20M) started in 1963 and it was later commissioned in 1965 with an installed capacity of (35,000) barrels per day for the production of conventional product namely liquidity petroleum gas (L.P.G) petroleum motor spirit (PMS) dual purpose kerosene (D.P.K)

Gas oil, fuel oil initially the fuel capacity met the domestic demand for white product used mainly in the industries and industrialized world were exported. The refinery industry history within that decade could not be completed without the acknowledgement that in 1969 British company (BP) project fuel shortage in (70s) and recommend additional capacity. Opportunity was taken off the rehabilitation of the portharcourt plant in 1970 to expand its capacity to sixty thousand (60,000) barrels per day. The expansion was to bring processing capacity of the level of increasing domestic demand some after the civil war. The importance of petroleum of Nigeria can only be fully appreciated when one realized the dominant role it plays in our economy. Petroleum production and export is the main 90% of our export earnings. Agriculture which traditionally has been mainstay of the economy from the early (50s) and sixties (60s) been pushed to the background.
4.3 DATA ANALYSIS
Analysis of the responses given by the staff of Nigeria National Petroleum Corporation (N.N.P.C.).

Table 4.1 sex

	Alternative
	Respondent
	Percentage (%)

	Male
	33
	66%

	Female
	17
	34%

	Total
	50
	100%



Source: - Research survey 2025
It can be deducted from the above table 4.1 that 33 (66%) of the respondent were males. This showed that the male more than from female in the company, it is also represented that male occupies (N.N.P.C.) Ilorin.

	Status
	Respondent
	Percentage (%)

	Single
	33
	70%

	Married
	17
	30%

	Total
	50
	100%



Source: - Research survey 2025

Table 4.19
Does labour turnover affect the company productivity?

	Alternative
	Respondent
	Percentage (%)

	Yes
	42
	83%

	No
	8
	18%

	Total
	50
	100%



Source: - Research survey 2025

Table 4.19 showed clearly that labor turnover have vehemently affected the company’s productivity. From this table it was discovered that 42 (82%) of the respondent agreed that productivity is being affected adversely by labour turnover while 8 (18%) of the respondents claimed that it did not affect the productivity adversely.
Therefore there is 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 show that productivity was affected by labour turnover. It was shown in table 4.13 and 4.19 management should put all motivation variables to motivators that can cause job because job satisfaction must be provided to enhance productivity. (90%) of respondent believed that they needs be motivated by the management while 5 (10%) reacted that motivation is not important or there is no need for it. 

From the above, it can be dedicated that motivation of workers must be repair most incentive that management should put in order to achieve its objectives.

Table 4.5, if you are not well motivated would you stay with the organization permanently.

	Alternative
	Respondent
	Percentage (%)

	Yes
	15
	30%

	No
	35
	70%

	Total
	50
	100%



Source: - Research survey 2025

It can be observed from the table 4.15 that 15 (30%) of the respondent intended to stay permanently with the firm even through they are not well motivated which 35 (70%) of the respondents wanted to look for job elsewhere if motivation is inadequate it’s obvious that motivation plays on important role in the company, in the company light of this management should not take it for levity. 
Table 4.16 Do you agreed that your boss must use both task and result oriented before he can achieve his objectives.


	Alternative
	Respondent
	Percentage (%)

	Yes
	41
	82%

	No
	9
	18%

	Total
	50
	100%



Source: - Research survey 2025

From the table 4.16 above 41 (82%) of the respondents. Agreed that their boss must use both task.
Table 4.12 above implied the organization to experience labour turnover, this in confirmation with 35 (70%) of the respondent which agreed in the statement while is (30%) of the respondent reacted negatively. The responses of the respondent show that some workers have left the company, the management must take urgent step to minimize it becomes detriment.
Table 4.13
Does labour turnover have say impact the organization productivity?


	Alternative
	Respondent
	Percentage (%)

	Yes
	40
	70%

	No
	10
	30%

	Total
	50
	100%



Source: - Research survey 2025

It can be referred from table 4.13 that 40 (50%) of the respondent agreed that labour turnover has impact on the productivity while 10 (20%) of the respondent admitted that it did not have any impact on company’s productivity. Based on these responses labour turnover has a great impact on the company productivity and management needs to check it.

Table 4.14
Do you need to motivated by employer
	Alternative
	Respondent
	Percentage (%)

	Yes
	45
	90%

	No
	5
	10%

	Total
	50
	100%



Source: - Research survey 2025

The above table 4.14 analysis shows that 45 them most while 3 (6%) of the respondent can not be motivated by the three chosen by the others. The above analysis implied that management of Nigeria national petroleum corporation should reward its employees by giving them due recognition in a humans way.

Table 4.11
what are those factors that can reduce labour turnover and improve organization productivity.

	Opinion
	Respondent
	Percentage (%)

	Motivation 
	27
	54%

	Good salary 
	15
	30%

	Good working condition 
	-
	-

	Proper recruitment 
	8
	16%

	Total 
	50
	100%



Source: - Research survey 2025

As shown by the  table  4.11, in the  opinion of the s employees  many factors  are  suggested  to  reduce  labour  turnover  and  improve  organizational  productivity  27 (54%) of the respondent  claimed  that it is  good  salary and  8 (16%) of the  respondent  are the  opinion   recruitment  and   placement  can do it. There is no  respondent  that  considered  that  respondent  considered  good  working  condition as important. 
Table 4.12 do you experience labour turnover in this organization. 

	Alternative  
	Respondent
	Percentage (%)

	Yes 
	35
	70%

	No
	15
	30%

	Total 
	50
	100%



Source: - Research survey 2025

TABLE 4.7
JOB STATUS OF RESPONDENT  
	Job status 
	Respondent
	Percentage (%)

	Junior staff 
	20
	40%

	Senior staff 
	25
	80%

	Management staff 
	5
	10%

	Total  
	50
	100%



Source: - Research survey 2025

Table  4.7 revealed that  20 (40%) of the  respondent  are  some  workers  while  25 (50%) of the them are  management  staff, this  indicated  that  majority of the  employees of the  organization are  senior  staffs,  this may be  due  to the  nature  of the  business  of the firm. 
Table 4.8 what can you say are the cause of labour turnover.  

	Caused 
	Respondent
	Percentage (%)

	Lack of  motivation 
	20
	40%

	Low salary  
	15
	30%

	Lack of  promotion 
	10
	20%

	End working  condition 
	-
	-

	Better job relse where 
	5
	10%

	Total  
	50
	100%



Source: - Research survey 2025

The information recorded  in table  4.8 indicated that management  of Nigeria  national  petroleum  corporation (N.N.P.C)  did not  motivate  and give  workers good  salary, this  analysis  showed that  20(40%) of the  respondent  agreed  that lack of  motivation  are  contributed  to labour  turnover  in the  company  15 (30%) of the  respondent  said  it is  low  salary, 10 (20%) agreed  it 8is  because  of better  job else  where , lastly nobody  believed  that bad  working   condition is among  the  causes  of labour turnover.  
Table  4.9 what  types  of leadership style  would you prefer?

	Opinion
	Respondent
	Percentage (%)

	Participatory  style  
	27
	54%

	Altercatic  style 
	13
	26%

	Ploitation style 
	10
	20%

	None of  the  above  
	-
	-

	Total 
	50
	100% 



Source: - Research survey 2025

Table  4.9 revealed that  majority of the  respondent  are in support  of  participatory  style  of  leadership, this is  27 (54%) 13 (26%) of the  respondent  claim, it  is  an  autocratic style  they  prefer,  while  10(20%) of respondent  admit  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  4.10 what can  motivate  you  most 

	Opinion
	Respondent
	Percentage (%)

	Cash rewarded and other 
	25
	50%

	Benefit  in land  
	-
	-

	Recognition 
	10
	20%

	Responsive supervision 
	12
	24%

	Non
	3
	6%

	Total 
	50
	100%



Source: - Research survey 2017

Total 4.10 above  shown  that 25% (50%) of the  opinion  that cash  reward  and other  benefit in kind can motivate  them  most  10(20%) of the respondents  specified  that  it is recognition motivate them. 

Table  4.3 age   of  respondents  

	Age 
	Respondent
	Percentage (%)

	20-30 
	25
	50%

	31-50
	18
	36%

	51and above 
	7
	14%

	Total  
	5
	100%



Source: - Research survey 2025

The above  table  4.3  shows that  25 (50%) of the  respondent  have  their  ages  between  2o-30years  18(36%) of the  fail with in  30-50 years  while  7 (14%) of the  respondent  are  between  51 years  fail  between  20-30 years  which  is the  working  group , hence  there is effective  labour  force  in the  organization. 

Table 4.4 educational of respondents  

	Qualification  
	Respondent
	Percentage (%)

	WAEC/GCE
	18
	16%

	A level/NCE?ND
	18
	36%

	HND/BSC
	21
	42%

	MBA/MSC
	3
	60%

	Total 
	50
	100%



Source: - Research survey 2025

The  above  table  4.4 connoted that 8 (16%) of the  respondents the  WAEC/GCE holders  18 (36%) of  the  respondents are  HND/RSC holders  while  3 (6%) of  them are  MBA/MSC holders. Based on these  qualifications of the  workers , one can boldly say  that the  organization was well  organized besides, majority  of the  respondent  were from Kwara state and  Ilorin indigence, this  means  that the  firm  gave  the people  of Ilorin an  employment  opportunity . 
TABLE 4.4 DEPARTMENT OF RESPONDENT  
	Department 
	Respondent
	Percentage (%)

	Production
	15
	30%

	Sales 
	25
	50%

	Marketing  
	10
	20%

	Total 
	50
	100%



Source: - Research survey 2025

From the  above  table  4.5 it can  be  seen  that  15 (30%) of the  respondent  are  production department  25 (50%) of the  respondent  are sales  department  while  10 (20%) of the  respondent  are in  marketing  department . 

Table 4.6 years of services of the respondents  

	Duration 
	Respondent


	Percentage (%)



	1-5 years 
	13
	26%

	6-10 years 
	21
	42%

	11-15 years 
	10
	20%

	15years and  above 
	6
	12%

	Total 
	50
	100%



Source: - Research survey 2025

Table 4.6  despite that  13 (26%) of  the  respondent  have  spent 1-5 years  in the  company  21 (42%) of the  respondent have s spent 15 years  and  above  in the  establishment.

This  shows that  workers  use to  stay  long  with in the  firm  this  may be  due  to  attitude  of the  management toward  the  workers. 

CHAPTER FIVE
SUMMARY CONCLUSION AND RECOMMENDATIONS

5.1 SUMMARY OF FINDINGS

From the research that carried out, it was established that labour turnover, has contributed to an organization productivity. The main objective of every organization is to maximized profit. It was  also  deduced  from the  research carried  out  that  granting  of  discount  to  customer  have  positive  effects 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, the s efficiency of labour  will  affects  the material productivity  of the  firm  quantitative  data so  collected , the  researcher  revealed  that  productivity  was  largely  affected  by the  labour  turnover.        

5.2 CONCLUSION OF THE STUDY

Labour turnover to some extent is inevitable because of several reason. High labour  turnover   indicated that  an  organization is  (sick)  skilled labour  in developing  countries  like  Nigeria in view  of this  its  to have  an  enormous of  these  group  of employees  required  a solid  step  to be  taken  against  which  enormous economic the whole  corporate  culture  diagnosing  the  various  activities  against it,  a high labour  turnover  figure  is  wasteful  and  varies  with the  types  of  industry, examine  this  figures  may  pinpoint  vital information such as  indicating  poor  selection techniques poor  placement  or  poor selection techniques , poor  placement  or poor  working  condition , a high  labour  is  costly because  it  involves  external  recruitment  cost training , cost  and  possibly  more  accidents  and  failure  to any  orders  on  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 then  who do so  take up paid  employment  elsewhere  they  definitely not  so, if  they had  found  every  thing  satisfactory  in their  formers  jobs  that is  a good s point  from where  to  start the  investigation.  

5.3 RECOMMENDATION OF THE STUDY            

Finally  this  research would  not be  sufficiently  valid  if it  is  ended  without  giving  recommendation to organizational  interested and other parties, whenever  they  find  themselves s in  such  an  unfortunate  situation. In views  of this, the  researcher  gave  the following  recommendations to  Nigeria national  petroleum  corporation (N.N.P.C) Ilorin in particular  and  general  public  recruitment  planet  and  replacement  of  workers  must be  perfectly  done  to reduce  labour  turnover  in the  organization supervisors should  treat  other  workers  in an  human  way  and so  well  give  them  due  recognition, the  management  should  create am atmosphere  whereby  workers  who in this  course of their  work  are  injured  should be  compensated, the worker in production  department  should be  provided  with  industrial  safety  facilitates , all  factors  that can  cause  job satisfaction  must be  provided  to enhance  optimum  productivity  
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