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Abstract 

Transport operation in 

Nigeria is facing several 

problems in its services, 

specifically, the public 

transport corporation. 

Therefore, in order to 

ameliorate the transport 

situation, government 

established mass transit 
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INTRODUCTION  

  The issue of turnover 

intention among 

employees in general is 

not particular problem, 

rather a global issue. 

Several empirical have 

study been conducted 

in order to fine the way 

forward to address the 

problem. A study 

conducted by Dai, 

Zhuang and Huan 

(2019), an attempt to 

examine the impact of 

travel agency 

employees' resilience 

on their intention to 

leave and work 

engagement which 

comprises 18 travel 

agencies in Taiwan with 

the used of 459 samples 

and the results reveal 

that employees’ 

resilience can reduce 

their intention to quit 

and enhance their work 

engagement. As regard 

to the relationship 

between resilience and 

employees intention to 

leave abusive 

supervision has a 

moderating affect.  
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corporation in Nigeria in 

1988. Despite enormous 

effort to enhance 

effective running of 

these corporations, 

there was eminent high 

degree of attrition 

among employees. 

However, this may be 

attributed to lack of 

perceived training and 

development, 

compensation practices 

and perceived career 

growth.  However, this 

conceptual paper 

proposed a framework 

that introduces 

employee trust as a 

mediating variable to 

help in mitigating the 

problem of attrition 

among Bauchi State 

mass transport 

corporation employees. 

The study provides 

assumptions that help in 

future research. 

 

Furthermore, according to Pang, Kucukusta, and Chan, (2015), conducted a 

research on travel agencies in Hong Kong using samples of 200 frontline staff and 

the result revealed that general job satisfaction, job hopping, promotion 

opportunity, job security and training opportunity are significantly associated 

with employees’ intention quit. Similarly, a study conducted by Aderamo (2010), 

revealed that Transport problems in Nigeria have been in a serious an alarming 

rate since the last two decades. Also Operations of government owned Transport 

Corporations are defective in service delivery and reliability, possibly, this is due 

to the lack of satisfaction received from various human resource management 

practices or high expectations of employees from the Mass Transit management. 

It has also become a matter of serious concern to all organisations across the 

globe, as they were confronted with one form of turnover related problem or the 

other. Based on the aforementioned empirical study several problem have been 

explore related public and private transport, specifically public mass transit and 

yet employees’ trust has not been use as a mediating variable between HRM 

practices and employees’ turnover intention. 

This was clearly evident by a continuous increase in the number of employees 

frequently leaving their jobs. Turnover intention is described as the most serious 

challenge that constantly face managers at their day to day work (Khan 2014). 

This assertion was evidently established by Sow, Anthony and berete (2015), 

where it was statistically shown that employees` satisfaction and commitment 

could result to decrease in turnover intention and vice versa. Furthermore, 

turnover intention among health worker in both State and Federal health 

institutions in Nigeria seems to be on the increase. This was further aggravated 

by the current shortage and migration of nurses to different countries of the 

world like UK and US which in totality has great impact on the country’s 

healthcare performance. According to statistics, Nigeria has a ratio of 16.1 nurses 
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and midwives per 10,000 populations (World Health Organization 2015b); as 

against 92.9 that is obtainable in Canada, 167.9 in Denmark, and 88.0 in the 

United Kingdom (World Health Organization 2015b). For instance, McFubara, 

and Ezonbodor (2012), reported that in the whole of Bayelsa State, it is only 18 

percent of healthcare centres that have nurses. Similarly, Nkwo (2015) has 

indicated severe shortage of nurses in Enugu State, as in the whole of one 

hundred and fifty two (152) health centres in the State there are only a total of 

fifty five nurses (55). Also, according to a survey conducted by Oyatunde and 

Ayeni (2014), most of the position of leadership in nursing service still remained 

vacant in Lagos State and also sixty eight point two percent (68.2%) of nurses do 

not have assurance of whether they would continue to be working in the hospital 

or not in five years to come. 

Furthermore, a study conducted by Chepkemboi, Kiriago and Iravo, (2013), 

reported that 57% of teachers in teachers service commission (TSC) in West 

Pokot Kenya, felt that they were not given adequate and fair pay for the services 

that they rendered, also their pay cannot not be favourable for them compare 

with what others receive elsewhere which led to their intention of quieting from 

the TSC. This is in line with the study of Shah and Jumani, (2015), on teacher’s job 

satisfaction and turnover intention among Riwalpindi district and Islamabad 

private secondary school teachers and found that pay and continuance 

commitment has a positive effect on turnover intention of school teachers. Also, 

Ajayi and Olatunji (2019), asserted that in South-Western Nigeria particularly 

Ogun State School teachers were voluntarily quieting from their job as a result of 

dissatisfaction derived from the job which triggers their intention to leave for a 

greener/white colour job. 

Therefore, the aim of this paper is to provide a conceptual analysis of mediating 

effect of employees trust between HRM Practices (perceived training and 

development, compensation practices and perceived career growth) and 

turnover intention among Bauchi state mass transit corporation workers. 

 

Literature Review 

Employees Turnover Intention (TI) 

The most important assets in every organisation are workforce of that 

organisation, employees (workers) are defined as a working “machine” that 

think, plan, coordinate, control and execute ideas at different level or stage of 

organisation for the aim of achieving organisational goal and also bringing the 

business into the successful path (Weibo, Kaur and Zhi (2010). Also, an employee 

was defined as any individual or person who works in the service of another 
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individual or organization under a stated or agreed contract of hire, under which 

the individual or organisation has right to control the details of work 

performance (Murry 2014), furthermore, Turnover intention was described as 

the tendency of employees to quit their jobs or organisational contracts due to 

low satisfaction at the current place of engagement (Takawira 2014; Mobley 

1982; Schyns & Gossling, T. 2007).   

Furthermore, a study conducted by Carter (2018), shows that 82% of worker are 

searching for new Job. Also, even among the active workforce in their assigned 

responsibility 87% of them are not fully engaged (Islam & Tariq, 2018). There is 

tendency of 92% of employees to quit voluntarily from their workplace when feel 

dissatisfied (Pizam & Thornburg 2000).  

Due to lack of specific meaning and determinants of turnover intention, has 

therefore made researchers to investigate some of the factors that explain why 

employees intent to quit their jobs/organisations. To some scholars, turnover 

intention may be determined by HRM practices (Armstrong & Taylor 2014; Amin, 

khairuzzaman & Davers 2014), perceived organisational justice (Addai, 

Kyeremeh, Abdulai & Sarfo, 2018; Khalid, Rehman, & Muqadas, 2018), 

organisational culture (Mashile, Munyeka, & Ndlovu, 2019; Idiegbeyan-ose, 

Opeke, & nwokeoma, 2018), job satisfaction (Ahammad, Tarba & Glaister 2016; 

Akgunduz, Adan Gök, & Alkan, 2019, Rafiq, Wu, Chin and Nasir, 2019; Chan, & Ao, 

2019), perceived psychological contract breach (Akhtar, Salleh, Ghafar, Khurro, 

& Mehmood, 2018; Quratulain, Khan, Crawshaw, Arain, & Hameed, 2018), 

perceived organisational support (Battistelli, 2016; Li, Kim, & Chao, 2017; 

Akhtar, et. al.; 2018), and career growth (Bai, & Liu, 2018; de Oliveira, Cavazotte, 

& Alan Dunzer, 2019). 

 

Perceived HRM practices 

Human resources management practices are these activities carried out in 

implementing human policies and programmes (Armstrong and Taylor, 2014). 

In accordance with Noe, (2010), human resource management practices include 

recruiting employees, selecting employees, designing work, compensating 

employees, and developing good labour and employee relations. Similarly, 

according to Petersitzke (2009), defined human resources management 

practices as such practices that are broad and could encompass yearly employee 

performance appraisal; explicit policies that ensure even spread of opportunities 

in an organization; tools that pertain to the adoption of employee surveys and 

management by objectives techniques which can help in utilization of 

organisational human resource. Also, HRM practice performance plays a 
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significant role in workers retention, and also has an   influencing on job 

satisfaction and a positively significant attitude toward the workplace (Chow, 

Haddad & Singh 2007). Although, prior studies viewed human resource practices 

(HR) from several dimensions which consist many items like: performance 

management, information exchange, employee feedback, training and 

development, recruitment and selection, workforce structure, employment 

security, compensation practices and Career growth (Satter & Ahmed, 2014; 

Ahmad & Schroeder, 2003). However, the current research work centred on 

compensation practices, training and development and career growth as factors 

that predict turnover intention among Bauchi state mass transit corporation 

workers Nigeria, because these are the most commonly issues worrying 

organisations in Nigeria (Adeleke, Lawal, Adio & Adebisi 2015; Disu, 2015). 

  

Perceived Training and Development (T & D) and Turnover Intentions (TI) 

Training and development is an important component of human resource 

management practice and also, has a significant effect on turnover intention of 

employees. As stated by Qaisar, Shahid, Bano, Fawad and Afzal (2019), conducted 

a study on employees available training from banking industry and outcome 

indicated that motivation to learn and training are seriously affected by turnover. 

This is in line with the study of Fletcher, Alfes and Robinson (2018), which 

revealed that perceived training and development was found to be significantly 

related with employees’ intention to stay in the organisation. Furthermore, a 

study conducted by Jarmajo (2017), on the effects of organisational factors in 

relation to turnover intention and the result revealed that there is a positive and 

significant relationship that exists between perceived organisational politics, 

career Growth, training and development and turnover intentions. This is also 

similar, to the study of Qureshi, Iftikhar, Janjua, Zaman, Raja and Javed (2013), 

postulated that when an employee developed a good perception on HRM 

Practices components like training and development, compensation practices, 

career growth and performance appraisal, this will make them to reciprocate 

with the gesture by staying with their present organisation (job). 

Furthermore, In academic line, training and development has been found to be 

one of the most significant components of HRM Practice that influence teachers’ 

decision on whether to quitting to stay in Teachers Service (Rosser, 2004; Grace 

& Khalsa, 2003). While scholar like Haines, Jalette and Larose (2010) postulated 

a contrary view that when employee received training and development from his 

or her organisation may actually intent to go to other organisation.  
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Perceived Compensation practice (CP) and Turnover Intentions (TI) 

Compensation practices defined as relate to reward package, as well as non 

financial and financial benefits, that organisation made available to its workforce 

in return of the work they performed (Aswathappa, 2013; Thomas, 1999). 

Furthermore, extrinsic compensation defined as “rewards which an organization 

gives to its employees” (Sullivan, 1972). He also stated that extrinsic 

compensation has two dimension which are direct and indirect compensation, 

therefore, as regard to direct compensation concerned with the “payments to 

employees for the worked or results obtained, and indirect (non-monetary) 

compensation, refers to the “payments which an organisation makes on behalf of 

her employees”. Indirect extrinsic compensation can in turn be classified into 3 

sub-categories of employee benefits: Firstly, employee services that is the use of 

a vehicle, rebates. Secondly, protection programs includes health plan, pension 

plan. Thirdly, a time-related benefit comprises breaks, sick leave, and vacation 

time. In addition, according to Khalid and Nawab (2018), compensation plays a 

stronger influence both direct and indirect in employees’ retention in both the 

manufacturing and service industry and drastically reduces turnover intention of 

worker. 

 

Perceived Career Growth (CG) and Employees’ Turnover Intentions (TI) 

Career growth is defined as the development of the employees in the organisation 

(Satter & Ahmed, 2014) career of employee can grow through getting 

improvement in the career level and learning new skill. According to Duffield, 

Baldwin, Roche and Wise, (2014), career growth is viewed in terms of 

organisational policies, training and development and establishment of rapid 

promotional culture where nursing staff could be elevated to the next steps and 

ranks in order to guarantee maximum retention of nurses. In addition, a prior 

study by Nawaz, and Pangil, (2016), on turnover retention in relationship with 

some organisational factors such as career growth and human resource 

development, confirmed that the aforementioned factors have an influence on 

workers behaviour toward turnover intention. This is in line with the study of 

Sattar et al.; (2014), who asserted that work environment and Job Street have 

correlated with turnover intention and compensation practices and career 

growth have influence on turnover intention.  

Furthermore, in a longitudinal survey among two hundred and fifty five (255) 

employees was conducted by Tschopp, Grote and Gerber, (2014), where career 

retention linkage with the dynamic and static intention of employee to departure 

from his/her organisation and job satisfaction received from the organisation 
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was investigated. The findings indicated that job satisfaction is linked to turnover 

intention. With regard to the dynamic connection among satisfaction change in 

career job can change the mind of employee from his or her intention to turnover. 

This means that an increase in satisfaction of job would lead to the decrease in 

turnover intention. Similarly, a decrease in the level job (career) satisfaction will 

also result in the increase of employees` intention to leave (turnover intention). 

Also, a related study done in Pakistani private universities utilising two hundred 

and seventy (270) participants, career concern was found to be the most 

important predictor of employee turnover intention (Nawaz & Pangil, 2016). 

 

Employees Trust 

Trust is defined in the present research as the willingness of an employee (co-

worker) to be vulnerable to the actions of his fellow co-workers based on the 

expectation that they will perform a particular action important to the trustor, 

without the consideration of the ability to monitor or control that other workers 

(Mayer, Davis & Schoorman 1995). Coworkers refers to members of an 

organization who hold relatively equal power or level of authority and with 

whom an employee interacts during the workday (Mayer, Davis & Schoorman 

1995). Jackson and Alvarez (1992) asserted that increases in diversity of 

workforce force different people with different backgrounds to come together 

and deal closely with one another. Furthermore, a diverse workforce irrespective 

of similar background and experience to assist to mutual attraction and enhance 

the compliance to work together (Berscheid & Walster, 1978; Newcomb, 1956). 

Therefore, the development of mutual trust provides one mechanism for 

enabling co-workers to work together more effectively. 

These authors believed that trust may be lost in the employer’s motives because 

a violation signals that the employer’s original motives to build and maintain a 

mutually beneficial relationship have changed or at least are not respected any 

more. Zand (1972), Golembiewski and McConkie (1975) found that high trust 

groups outperformed low trust groups. Employees who trust the organization 

will most likely enjoy working in the organization. They also will likely be 

interested in pursuing a long-term career in the organization. Therefore, such 

employees are less tending to leave the organization. During the time of 

recession, trust as a construct may be lost in the employer because of downsizing, 

cutting of benefits and perks, etc., thus the present study aimed at exploring how 

employees trust mediate the relationship between HRM Practice and turnover 

intention of employees.  
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Theory 

In defining the T&D, CP, and CG influence on Bauchi State mass transit turnover 

Intentions, the current research heavily relied on the assertions of social 

exchange and affective events theories (Blau 1964). Blau’s (1964), it suggests 

that social exchange is built on the basis that the theory tends to engender the 

feelings of teaming workforce as regard to their personal obligations, trust and 

gratitude; as such on the contrast, purely economic exchange does not. Also, 

affective events theory emphasised that the role of work events is the proximal 

causes of work attitudes (Weiss & Cropanzano 1996). Which means, when 

employees perceive that their employer has offered them a fair compensation, 

development and training programs, there will be fewer chances and possibilities  

of quitting their job and vice versa. Also, affective events theory has a number of 

long-term implications for organizations and helps in the evaluation of 

employees’ emotional reaction particularly on job performance, employees’ 

behaviours and attitudes (Reio Jr & Kidd 2006). 

 

The Proposed Model  

Figure 1 shows the model indicates the intervention of employee trust which 

assumes mediating effect on the relationship between perceived training and 

development, Perceived compensation practice and Perceived career growth on 

turnover intention. Based on the evidence above from the prior research, 

Abubakar’s Turnover intention model (2014) and Sattar, et. al; (2014) have been 

used to formed the model of this study 

 

 

 

 

 

  

 

 

 

 

 

 

 

 

Figure 1: Proposed Research Model of the Study  
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The above research model suggests that all the above mentioned HRM practices 

may have a greater impact on turnover intention of Bauchi mass transit 

corporation of either to leave or to stay in the commission. Therefore, employees 

trust may have a significant impact on the relationship that exists between the 

HRM Practices and employees’ turnover intention. 

In addition, to investigate the research problem highlighted above the model 

proposed the below prepositions as follows: 

Preposition 1: There is significant mediating effect of employees trust on the 

relationship between training and development and employees turnover 

intention 

Preposition2: There is significant mediating effect of employees trust on the 

relationship between perceived compensation practices and employees turnover 

intention 

Preposition 3: There is significant mediating effect of employees trust on the 

relationship between perceived career growth and employees turnover intention 

 

Implication of the study 

The study could help to understand the state of employees’ turnover intention 

among mass transit corporation, for stakeholders includes policies maker 

educational institutions, academicians and the public in general. Specifically, the 

study can help policy makers in retaining the employees. Furthermore, this study 

when tested empirically could provide evidence on significant impact of 

employee trust on the relationship that exist between perceived training and 

development, perceived compensation practice, perceived career growth and 

turnover intentions of employee. Therefore, study will offer validation of 

previous turnover intention to add to the current literature to facilitate a better 

understanding of factors influencing the antecedents.  

 

Suggestion for future study 

There is need for empirical study to test the proposed prepositions and the 

validation of the above model. Future studies should employ either a cross 

sectional and/or longitudinal study, so that the direct effect of independent 

variable on the dependent variables could be concluded 
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