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Abstract 
Turnover has been an issue for contemporary research. This research was 

on employee turnover, its causes and effects. The problem that necessitated 

the conduct of this research was the adverse effects such as decreased profit, 

productivity and increased workload which turnover has on organizations. 

The aim of the study was to ascertain the causes and effects of employee 

turnover in organizations. The researchers adopted the literature review 

approach and as well distributed 100 questionnaires to staff of selected 

organizations. Their responses were tabulated and analyzed using simple 

percentages. It was discovered that factors such as pay satisfaction, lack of 

career progression, job satisfaction, employer-employee relationship, 

alternative employment opportunity amongst others causes high rate of 

turnover. The effects of these movements are decreased productivity and 

profit, loss of training cost and increased workload. The study recommended 

that employees should be fairly compensated. Also, managers should adopt 

styles that give employees sense of belonging. 
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Introduction  
Employee turnover has been an issue 

of contemporary research (Akinyomi 

2016; Effion and Efi 2017, Iqbal 2010, 

Thomas 2015). This is because 

employees in the organization remain 

the most important and strategic of all 

other resources of the organization 

(Abduraheem and Adebola 2014). The 

employees are human beings who 

come into the organization with 

varying skills, knowledge, experience, 

intelligence, training and attitude for 

the aim of undertaking certain roles 

and activities in the organization 

(Agulanna and Awujo 2011; Ugoani 

2016). As such, how they are 

managed, motivated and rewarded for 

higher performance is important for 

the success and overall performance 

of the organization. Abduraheem and 

Adebola (2014) emphasized that 

employees are responsible for making 

the difference in services provided. 

They can either deliver good or bad 

service and this is where competitive 

edge comes from which will 

invariably affect all the stockholders 

of the organization. 

Soyibo (2002) defines turnover as the 

degree of individual movement across 

the membership boundary of a social 

system.  It is the ratio of the number of 

organizational members who have left 

during the period being considered 

divided by the average number of 

people in that organization during the 

period (Price 1977 in Iqbal 2010). 

Words such as quits, attrition, exits, 

mobility, migration or succession 

have been used interchangeably at one 

time or the other with employee 

turnover (Morrel, John and Adrian 

2014). Turnover is inevitable in 

organizations no matter the size or 

concern (Ologunde 2005 in Oladejo 

2017). This is because employees 

always seek new challenges, better 

welfare packages, benefits, safe 

environment and other rewards. This 

can cause them to leave for other 

organizations where they are sure of 

achieving these things.  Turnover can 

be involuntary resulting from death or 

termination of a workers appointment 

(Oladejo 2017). 

Turnover rates of employees could be 

a cause of serious concern to 

Keywords: Employee turnover, Productivity, profitability, Job satisfaction, 
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organizations (Armstrong 2004). Past 

research studies have concluded that 

employee turnover pose serious threat 

to organizational productivity, 

performance and survival (Effion and 

Efi 2017; Ugoani 2016;   Zeeshan, Sarwat, Mishal, Imam and Muhammad 

2016). Frequent labour turnover is a challenge to organizations because it means 

a disruption in the output of the worker. However, some level of turnover is 

acceptable especially when it is planned and well managed (Effion and Efi 

2017). Iqbal 2010 was of the view that turnover has cost implications on the 

part of the organizations. This is because significant amount of money spent in 

training and developing employees are lost when they leave the organization. 

A lot of factors ranging from poor remuneration, work environment, poor 

relationship between employees and management etc are seen to cause 

employees to move from one organization to another. It is the aim of this 

research to review the possible causes and effects of such movement. 

 

STATEMENT OF THE PROBLEM 

The employees in the organization always desire improved welfare, 

commensurate pay to services rendered, job security, safe work environment 

and so on. These and many more form his/ her expectations from the 

organization. Organizations in turn spend money in advertising job vacancies, 

interviews, orientation and job training. When these expectations are not met or 

the employees do not find the working conditions motivating enough, they tend 

to have a negative impression about the organization, feel cheated and lack 

sense of belonging. This causes them to migrate to organizations where they 

feel these expectations will be met. This causes loss of valuable manpower, 

disruption in production, reduction in organizational productivity and other 

problems. These problems threaten organizational survival and continuity. In 

the light of the above, this research on causes and effects of employee turnover 

becomes necessary. 

 

OBJECTIVES OF THE STUDY 

The following objectives will guide the study 

1) To analyze the possible causes of employee turnover in organizations 

2) To ascertain the effects of employee turnover in organizations 

 

LITERATURE REVIEW 
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As said earlier, the human resource remains the most important resource in any 

organization. As such their management is important to organizational survival 

and productivity. Agulanna and Awujo (2011) stated that employees come into 

the organization with so many expectations. Inability to satisfy these causes 

exits. Mobley (2010) defines turnover as the complete discontinuance of the 

membership of an organization by the person who received monetary 

compensation from the organization. It represents relative rate at which a 

business enterprise gains or loses its employees (Mariosoosay 2009 in 

Akinyomi 2016). Employee turnover can be categorized into a) voluntary and 

involuntary b) functional and dysfunctional c) skilled and unskilled turnover d) 

avoidable and unavoidable turnover and e) internal and external turnover (Rajan 

2013). Turnover affects productivity and it is always on the rise when the 

economy is booming or in a strong state and work opportunities are plentiful 

for people to change employers. On the contrary, in times of recession employee 

turnover falls because there are relatively few attractive and permanent job 

openings (Ugoani 2016). 

 

CAUSES OF EMPLOYEE TURNOVER 

A lot of factors are responsible for the turnover of employees. They include; 

a) Job satisfaction: The tendency for an employee who is unsatisfied with 

the job to tend to leave is high (Smith 1996). Lum, Kervin, Clark and 

Sirola (1998) concluded that job satisfaction and turnover are negatively 

correlated. The higher the job satisfaction, the lesser the tendency to 

leave and vice versa. Babajide (2010) supported this by saying that 

personal factors such as family life, work and job satisfaction taken 

together predict workers turnover intention. 

b) Alternative employment opportunity: The tendency to easily find a job 

or a perceived employment opportunity which is seemingly better than 

the present job affects turnover intentions of employees. 

c) Pay Satisfaction: Of all the causes of labour turnover, pay seems to be 

the most significant. Pay is something given in exchange for services 

rendered  in a company which plays a vital role in holding and gratifying 

prime quality workers (Thomas 2010). Zeeshan et al (2016) was of the 

view that the idea of paying employees is divided into external and 

internal equity. Internal equity on its own explains that those in a similar 

position of work are paid on the same scale. Where this is absent, 
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employees feel cheated and can easily leave the organization. Shukla and 

Sinha (2013) in Akinyomi (2016) observed that when an employee is 

engaged in a low wage position with inadequate benefits, there is little 

or no motivation to continue when an employer offers a slightly higher 

pay. Poor payment and remuneration is the major cause of high 

employees’ turnover (Rampur 2009). 

d) Employees-Employer relationship: The relationship between employers 

and employees is another source of turnover. When employees perceive 

unfair and unjust treatment from the management, it can lead to high rate 

of turnover. If the inter relationship between employees and the 

management is poor, employees will not hesitate to quit at any available 

opportunity (Shukla and Sinha 2013). 

e) Career progression: Lack of promotion and mundane work task 

considerably contribute to employees’ intention to go away from a 

company (Khan 2013). By adopting job enrichment programs, several 

employers have been able to retain workers and supply higher career 

advancement opportunities (Thomas 2010). Increasing number of 

employees desire to grow in their careers and need to move forward and 

there is little or nothing employers can do about it particularly in today’s 

flatter organizations and promotion prospects being so limited 

(Akinyomi 2016). Career development is a lot more significant than 

remuneration in Europe and America but it is considered equivalent to 

remuneration in Asia (Europhia 2008 in Shukla and Sinha 2013). Lack 

of opportunity for promotion is a reason for high turnover rates. 

 

Other causes of high turnover rates include fringe advantages and unionization 

(Thomas 2010), firm stability, pay level, industry, work situation, training and 

supervision (Zeeshan et al 2016), managerial style (Essien, Adekunle and Oke-

Bello 2013), termination of appointment for poor performance (Mayhero 2010), 

role stressors, internal politics, ineffective communication and cost effective 

approach adopted by firms (Effiom and Efi 2017). 

 

THEORETICAL FRAMEWORK 

This study will be centered on the equity theory propounded by Adams. This 

theory talks about how people perceive or feel they should be rewarded, 

compensated and treated when compared to others. According to Georgia 
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(2010) in Akinyomi (2016) when applied to the workplace, equity theory 

focuses on an employee’s work compensation relationship as well as the 

employee’s attempt to minimize any sense of unfairness that might result. 

Workers want to be compensated well for their roles in the organization. When 

a worker believes that what he or she receives is unfair, he or she can leave 

when opportunities open elsewhere. 

 

EMPIRICAL REVIEW 

Babajide (2010) conducted a study titled ‘ the influence of personal factors on 

workers’ turnover intention in work organizations in South West Nigeria. The 

study aimed at determining how personal variables such as job satisfaction, 

work-family life, commitment and general health affect turnover intentions of 

workers. The questionnaires distributed to 725 respondents were analyzed with 

multiple regression and t-test statistics. The study discovered that personal 

factors mentioned affect significantly turnover intentions. This is supported by 

Shukla and Sinha (2013) who analyzed employee turnover in the banking 

sector. The study showed that lack of job satisfaction and work environment are 

prominent causes of employee turnover. 

Employee turnover affects the performance of firms in India. This was captured 

by Thomas (2010) in a research titled ‘study on causes and effects of employee 

turnover in construction industry. The questionnaire responses from 30 out of 

94 respondents revealed that factors such as other employment opportunities, 

benefits, pay satisfaction, labour unions, promotion satisfaction, task 

significance, co-worker satisfaction, skill variety all contribute to high rates of 

turnover. The study also found out that the effects of turnover include; increased 

workload, loss of training and development costs, loss of skilled employees, 

decreased productivity, loss of company status etc. 

Akinyomi (2016) in a study titled labour turnover, causes, consequences and 

prevention. The study adopted the literature review approach and concluded that 

turnover is caused by poor working environment, poor remuneration packages 

amongst others. Also, turnover is seen to have cost implications on 

organizations which include vacancy advertisement, recruitment and training of 

new staff, loss of productivity and cost inefficiency of new staff. This is 

supported by Ugoani (2016) in his study ‘employee turnover and productivity 

among small business entities in Nigeria. This study concluded that employee 

turnover adversely affected productivity of small businesses in Nigeria. 
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Employee turnover is seen as a serious problem to organizations in Middle East. 

This is seen in Iqbal (2010) in a study titled ‘Employee turnover; causes and 

consequences and retention strategies in the Saudi Organization. The 

researchers concluded that personal factors, performance appraisal and 

feedback, lack of recognition, lack of personal and professional advancement 

and ineffective communication are all causes of high turnover rates. The effects 

as seen is that it is a hurdle to productivity, profitability, loss of production, loss 

of training and development, moral impact, workload impact and performance 

disruption. Effiom and Efi (2017) in labour turnover; types and sources among 

Nigerian firms found out that factors such as work associated trauma, 

financial/economic related displeasure, role stressors, ineffective channels of 

communication amongst others affects the rate of employee movement. 

Zeeshan et al (2016) in impact of employee turnover on organizational 

effectiveness in telecommunications sector of Pakistan. The study saw factors 

such as firm stability, pay level, industry, work situation, training and 

supervision factors as factors capable of causing employee movement and that 

each of these has significant impact on organizational effectiveness. 

 

METHODOLOGY 

This study extensively reviewed literatures on the subject of employee turnover, 

causes and effects. This is because of the abundance of literatures that exist in 

this area. The researchers also distributed 100 questionnaires to staff of selected 

organizations in South East Nigeria out of which 90 were properly filled and 

returned. The responses were analyzed using simple percentages. 

 

ANALYSIS 

Table 4.1 Causes of employee turnover  

Options No of respondents % of respondents 

Job satisfaction 21 23.3 

Alternative employment opportunity 14 15.6 

Pay satisfaction 30 33.3 

Employer-employees relationship 15 16.7 

Lack of career progression 10 11.1 

 

Table 4.2  Effects of employee turnover 
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Options No of respondents % of respondents 

Decreased productivity 38 42.2 

Loss of training costs 10 11.1 

Low profitability 30 33.3 

Increased workload 12 13.3 

 

CONCLUSION 

Employee turnover has been an issue of serious concern to many organizations 

all over the world. Several factors contribute to employee movement. 

According to the study, pay satisfaction, job satisfaction, employer-employee 

relationship, alternative job opportunity and lack of career progression affect 

employee turnover significantly. The exodus of staff from the organization 

however leads to decreased productivity, profit, increased workload and loss of 

training costs. 

 

RECOMMENDATIONS 

The study hereby recommends that; 

• Employees should be compensated and rewarded fairly. The pay 

should be comparatively fair when compared to firms in the same 

industry. Also, employees in the same cadre should be compensated 

equally. 

• Working conditions and work environment should be made attractive 

and suitable to be able to retain workers. 

• Managers should adopt styles capable of motivating workers. The 

employees should be given a sense of belonging and participation 

• The organization should give room for career progression. Constant 

promotions with payments of benefits and job enrichment programs 

should be adopted. 
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