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Abstract 
Turnover issue is a general or global phenomenon to all organizations, as it has 

become common in many organizations This research was aimed at exploring the 

effects of organisational factors on turnover intention. Based on a population of 

270, the study arrived at sample size of 160. Also, the study adopts simple random  

sampling technique in selecting the samples and data was collected from the 

respondents (Bauchi State Mass Transit Corporation Workers) using self 

administered questionnaire.  The study was analysed by the used of Smart PLS    

in testing the proposed relationships. The result revealed that a positive and 

significant relationship exist between Perceived Politics Organisation and 

Turnover Intention. Also a strongest significant relationship exists between 

Training and Development and Turnover Intention. Finally, Compensation 

Practices exposed a significant influence on Turnover Intention. Therefore, it was 

established that fair organizational politics, greater Training and Development 

and presence of Compensation Practices initiatives within an organization both 

contribute to the reduction of turnover intention of mass transit workers. Several 

implications of the research were provided. 
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Introduction 
For several decades, turnover intention 

has become a general issue and global 

phenomenon affecting each and every 

organisation. 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 (Abubakar et. al, 215). 

This was clearly evident by a continuous 

increase in the number of employees 

frequently leaving their jobs as shown in 

the study of Carter (2018), whereas 82% 

of worker are searching for new Job. In 

addition, even among the existing 

workers about 87% of them were not 

engaged fully in their assigned 

responsibility (Islam & Tariq, 2018). 

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 shownthat employees` 

satisfaction and commitment could result 

to decrease in turnover intention and vice 

versa. Also a study conducted by You-

De, Wen-Long, Tzung-Cheng (2019),the 

results indicate that travel agency 

employees' resilience can reduce their 

intention to leave and enhance theirwork 

engagement. Also, abusive supervision 

has a moderating affect on the 

relationship between resilience 

andintention to leave.As such, the issue 

of turnover intention among Nigerian 

employees in general and mass 

transitworkers in particular is not a 

peculiar case. 

Furthermore, bus city drivers in 

Netherlands between 4 to 5 years of 

service 25.6% of drivers leave their job 

voluntarily, whereas 16% of drivers leave 

after having serves for an average of 

9.5years at the age of 39 years based on 

medical ground, at the age of 51 years 

28.8% of the drivers quit after reaching 

17years of driving, also 18.7% of the 

drivers leave as a result of lack of proper 

human resources management practices 

e.g.  Promotion or death and dismissal 

and it’s was only 1 out of 9 drivers 

reached their retirement age of 60 

(Kompier, Mulders, Meijman, Boersma, 

Groen, &Bullinga 1990), Also study 

conducted by Dai, Zhuang and Huan 

(2019), in 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 
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engagement. As regard to the relationship between resilience and employees intention 

to leave abusive supervision has a moderating affect. Furthermore, according to Pang, 

Kucukusta, and Chan, (2015), conducted 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’ intentionquit. 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 

and higher expectations of the employees from the Mass Transit management. As 

regard, to the previous empirical research several problem have been explore related 

public and private transport, specifically public mass transit and yet employees’ related 

problems have not been put into consideration like turnover intention of employees’ 

and their work engagement. 

However, turnover issue is not only on transport worker but also on teachers and health 

worker etc. for example 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 they 

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. Also, Turnover on health sector also 

seems to be on the increase. 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. 

Therefore, at present turnover intention among Bauchi State Mass Transit Workers’ is 

as a result of poor HRM Practices in Nigeria, as asserted by Santhanam, 



274  africascholarpublications@gmail.com                                                                               

 2022 

 

Kamalanabhan, Dyaram & Ziegler (2017) that, organizations and academicians have 

to  focused on human resource management practices in order to reduce employee 

turnover  intention . 

This was further aggravated by the current poor HRM Practicesin the sector. However, 

studies are scarce on the influence of perceived organisational politics, training and 

development and compensation practices on transit workers’ turnover intention in the 

Nigerian context. Hence, this present study examines the influence of perceived 

organizational politics, training and development and compensation practices on 

turnover intention among Bauchi State Mass Transit Corporation workers, Bauchi 

Nigeria.  The paper is structured as follows: section one, introduction; section two, 

literature review; section three, methodology; section four, discussion of results; and 

section five, conclusion and direction for future study. 

 

Literature Review 

Employees Turnover Intention (TI) 

Employees Turnover Intention according to Theron, Barkhuizen and Plessis (2014), is 

the subjective assessment and the possibility of employees leaving the organisation 

within a short period of time. Also, turnover intention is defined as the employees idea 

of quieting from the present job and seeking new work / employment elsewhere 

(Takawari, Cotzee&Schreuder; 2014). karatepe and shahriari (2014) and Pang, 

kucukusta, and Chan (2015), postulated that, some industries like hospitality and 

tourism are being confronted with high turnover intention rate and shortage of human 

resource in comparison with other industries. In addition, study conducted by Li, Kim, 

and Zhao (2017), in their attempt to explore turnover behaviour, they had used the 

intention to turnover model and begins by the adoption of turnover intention measures 

as a measurement of turnover behaviour. In general, workers were regarded as an 

important asset for progressive growth of any institution (organisation) weather be 

private or government. According to Murry (2014), defined employees as a person 

who perform any type of work in the service of organisation or individual which 

guided by a stated law of contract of hire, in which the organisation or individual has 

an absolute right to oversee the performance and control the work performed in 

general. Scholars (Weibo, Kaur, &Zhi, 2010) had viewed employees (workforce) as a 

working machine who plan, coordinate, think, control and finally execute the gathered 

ideas at difference level of organisation from top to down aimed at achieving 

organisational goal, more also, taken in the business to a successful way by scanning 

and analysing the environment. 

Some related prior research by (Khorakian, Nosrati&Eslami; 2017), confirmed that 

intention to quite among women workers is in alarming rate or a common phenomenon 

in most of the organisation in religious developing countries, as a result of work family 
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conflict and high responsibility in work place which is negatively related to their 

intention to leave the organisations. Furthermore, in Malaysia research shows that 

about an increase rate of workers turnover from 0.9%, 12.3% in 2012 to 13.2% in the 

year 2013 which financial industry, business group and manufacturing industry were 

suffering from the shortage of manpower.  

According to Mayhew (2017), refers to the total number of employees who leave their 

job it either be voluntarily or involuntarily and replaced by the new workers.            Due 

to the lack of specific/general definition and factors that can predict employee’s 

intention to leave. Has therefore, made it necessary by the researchers to search deeply 

into some predicting factors that could explain employees turnover intention. Some 

scholars believed that, employees intention to quite from job possibly be determined 

by  following factors ), job satisfaction (Ahammad, Tarba & Glaister 2016; Lim, Loo, 

& Lee, 2017, Rafiq, Wu, Chin and Nasir, 2019), perceived psychological contract 

breach (Aykan E. 2014; Kickul& Lester 2001; Blomme et al. 2010), perceived 

organisational justice (Parker &Kohlmeyer 2005; Mirmohhamdi&Marefat 2014; Ali 

& Jan 2012), perceived organisational support (Battistelli, 2016; DeConinck& 

Johnson 2009), and career growth (Healthfied 2014; Sattar& Ahmed 2014; Mckay 

2012), organisational culture (Way et al. 2007; Gregory et al. 2009; Deery& Shaw 

1999),  HRM practices (Long &Perumal 2014; Armstrong & Taylor 2014; Amin, 

khairuzzaman & Davers, 2014). Therefore, this study considered perceived 

organisational politics, perceived training and development and compensation practice 

as determining factor for reducing employees turnover intention 

 

Perceived Organisational Politics and Turnover Intention 

Some scholars in recent research like that of Azeez, Mabekoje, Jinmi and Adenuga 

(2019), postulated that all the predicting variable which include organisational 

(Politics, Trust and Justices) were all correlated and result in job involvement vice 

versa lack of fair organisational (Politics, Trust and Justices) can lead to turnover 

intention.According to Ahmed, Khalid & Shah (2016) and Shahani (2017), postulated 

that some predictors have a positive and significant relationship with perceived 

organisational politic like burnout while some factors like job satisfaction is having a 

negative significant influence with politics in the organisation.Perceived 

organisational politics is a significant factor while describing reasons why employees 

contemplate of leaving their present place of engagement/organisations. Ferris, 

Harrell-Cook and Dulebohn (2000), were of the opinion that perceived organisational 

politics  is more concern with personal or behavioural attributives of self-serving intent 

which may involve in a wider concept individual’s subjective evaluation on the 

manner in which work environment is characterised by supervisors and co-employees. 
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Formerly, a meta-analytic research conducted by Bedi and schat (2013) on association 

between perceived organisational politics, behavioural outcomes and attitudinal 

among samples of 188 independent, involving 44,560 individual participants. The 

outcome of the result showed strong evidence that perceived organisational politics 

has a positive and significant relationship with regards to turnover intentions. Equally, 

the influence of perception of politics in organisation and employees intentions leave 

among (300) employees that are not in managerial cadre of Small and Medium 

Entreprises (SME) in Zimbabwe was examined by Chinomona and Chinomona 

(2013), the findings revealed that the organisational politics is an important predictor 

that make workers to quit from the work. Similarly, also a study conducted by khan 

and Hussain (2016) on perceived organisational politics in University of Pakistan, the 

data was collected among faculty members 110 from different higher learning 

institution and the result revealed that an association exist in between strong perception 

of organisational politic and employees in higher learning institution. In the same way 

Abbas, Raja, Darr and Bouckenooghe (2014), conducted a research on 231 workers in 

difference places of work in Pakistan, and findings indicated that high turnover 

intentions will be higher when there is a higher degree of politics in the organisation 

Empirical evidence also shows that high POP is significantly associated to TI (Bedi, 

&Schat 2013; Chonmona&Chinomona 2013; Abbas et al. 2012). Likewise, Gandz and 

Murray (1980) claimed that perceived politicization of organisational processes may 

be one of the significant determinants of employee’s attitudes. 

Therefore, in line with the aforementioned studies which statistically proved a positive 

relationship between perceived organisational politics and employees` turnover 

intention, the study has hypothesised that,   

H1: There is a significant relationship between Perceived Organisational Politics and 

employees’ Turnover Intention 

 

Perceived Training and Development and Turnover Intentions  

Training and Development (T&D) defined as a systematic way of developing, 

enriching and increasing the employees’ knowledge, skills, and abilities to perform his 

or her duty diligently with  aim of  increasing efficiency and effectiveness of the 

organizational (Aguinis&Kraiger, 2009). Training and development is seen as a 

company`s planned effort that stimulate workers’ to gain new related job experience. 

Competencies may comprise skills, knowledge and behaviour essentially vital for 

successful job routine (Noe, 2010). According, Joardar, Sharif, and Ahmed (2011), 

lack of knowledge on the application of human resources practices to a greater degree 

have an effect on individual employees’ behaviours, attitudes and perceptions; and 

how actually employees react and display such practices.  
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It is believed that every organisation that embarks seriously on training and 

development programme may witness lower intention of quitting from its workers and 

if organisation increases it training programme it will be resulted to an increase in it 

employees enrichment and capability to perform their job effectively and efficiently, 

also employees to achieve their career development (Liu, 2004 & Pare & Trembley, 

2007). In teaching 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 Commission (TSC) (Rosser, 2004; Grace 

&Khalsa, 2003). Signaling theory is the attributes of an organization (e.g. ethical 

climate, innovative perks and training opportunities) that may help potential applicants 

in making their decision by serving as a signal about the working conditions of the 

organization (Connelly, Certo, Ireland &Reutzel, 2011). Therefore, training and 

development is a critical factor that is employed in reducing turnover intention among 

employees in a number of organizations. 

In line with the aforementioned studies which statistically proved a significant 

relationship between perceived Training and Development and employees` turnover 

intention, the study has hypothesised that,   

H1: There is a significant relationship between Perceived Training and Development 

and employees’ Turnover Intention 

 

Perceived Compensation practice (CP)andTurnover 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, 2008; 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.  
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Therefore, in line with the aforementioned studies which statistically proved a positive 

relationship between Perceived Compensation practices and employees` turnover 

intention, the study has hypothesised that,   

H1: There is a significant relationship between Perceived Compensation practices and 

employees’ Turnover Intention 

 

Research Methodology 

Since the purpose was to investigate the relationships between POP, T&D, CP and TI  

of Bauchi State Mass Transit Corporation Workers, the study has adopted a 

quantitative cross-sectional research design. The unit of analysis are Mass Transit 

Mass Transit Worker working in Bauchi State Mass Transit Corporation in Nigeria. 

The population of the study comprises of 270 mass  transit workers and the sampling 

frame was arrived at based on list of names that were captured in the staff Nominal 

Roll.    

To determine the sample size for the study adopted, Krejcie and Morgan’s (1970) 

sample size determination procedure was used. A sample size of 160 would be 

essential for a population of 270. Moreover, a Simple Random Sampling was 

employed as it involves a random selection procedure and is also described as the 

fastest and simplest way to arrive at the sample that will represent a population, 

especially if the study does not have a proportional representation of population 

subgroups (Hopskins 1999). 

This study adopted primary data collection procedure, whereby the data was collected 

via self-administered questionnaire (Sekaran 2013). Moreover, self-administered 

questionnaire method is reported to be the most preferred and appropriate procedure 

of data collection in nowadays researches. It also help a researcher to access 

information from the respondents within a very short period of time, at participants’ 

convenient time, and without compromising their productivity at work (Saunders, 

Lewis, & Thornhill 2009; Zkmund, Babin, Carr, & Griffin 2009). 

 

Underpinning Theory 

Drawing upon affective events theory and social exchange theory (Blau 1964; Weiss 

&Cropanzano 1996) and based on supportive evidence provided by previous empirical 

studies (Joarder 2012; Costigan et al., 2011; Huang et al. 2003) hypotheses for this 

study were developed and empirically tested on the relationship between POP, T&D, 

CP and TI. 

In defining the POP, T&D and CP influence on Nigerian Mass Transit workers’ 

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

exchange and affective events theories (Blau 1964; Weiss & Cropanzano 1996). 

Blau’s (1964) social exchange theory, it suggests that social exchange is built on the 
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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 measurements 

The measurements of the study were classified according to the variables; under TI, 

measurements was taken from the study of Lam, Chen, and Takeuchi (2009), a sample 

of the items are: (1) Do you have any intentions of resigning from the mass transit?, 

(2) How likely is it that you would not continue to be a staff of the mass transit during 

your tenure of employment?. Under Perceived Organisational Politics(POP) five-

items were taken and modified in order to suit the context of the study, from the work 

of (Kacmar& Ferris 1991), the example of the items are: (1)-“Employees in this mass 

transit tear others down in an effort to build themselves up”, (2)- “In this mass transit, 

the best alternative is agreeing with powerful others”. Under Training and 

Development this study will used, five (5) items to measure workers’ development 

and training. Sample of items or scale that will be used are: (1)- “In comparison with 

other mass transit, our mass transit is providing extensive training to employees in 

their daily work”, ( 2)- “A systematic training programmes for ‘non technical’ staff is 

already been organised systematically in my organisation”. Under Compensation 

Practices five (5) items will be adapted a in order to determine compensation practices 

based on employees` perception. The scale comprises the following items: (1) The 

corporation`s level of wages is higher than the other organisation in comparison”, (2)- 

“The wages standard in our corporation l is determined as satisfactory’’. Five (5) items 

will be used for measuringAll the variable were measured utilising five-point Likert 

scale measure, which includes: 1=strongly disagree; 2=Disagree; 3=Neutral; 4=Agree 

and 5=strongly agree. 

 

Table 1: 

Procedures for Questionnaires Distribution 

Institutions Questionnaires 

Distributed 

Questionnaires 

Returned 

Valid Response 

Rate 

Bauchi State Mass Transit 

corporation 

160 116` 73% 
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Total 100 116 73% 

 

The above table shows the questionnaires distribution and collection procedure as 

follow; 160 questionnaires were distributed to Bauchi State Mass Transit workers. 

Therefore, 116 questionnaires were retrieved which represent 73% of the total 

questionnaires distributed which is enough for a sample size for the study adopted 

Krejcie and Morgan’s (1970) and a total of 44 questionnaires were not returned which 

make the percentage of not retrieved questionnaires to 27%      

 

Discussion of Results 

The present study is set to explore the effect of organisational factors on Turnover 

Intention (TI) among Bauchi State Mass Transit Corporation Workers. The table 2 

below, indicated the findings of three independent variables, perceived politic in 

organisation, Training and Development and Perceived Compensation Practices and 

turnover Intention on the dependent variable. The study discussed the direct effect of 

the variables, specifically, the independent construct are categorically offered by the 

standard beta’s values in PLS structural model. More also, the choice of significant 

level was set at p < 0.01 and p > 0.05 in testing relationship of the structural model as 

cited by Hair, et. al, (2010) and Hul, Hair, Proksch, Sarstedt, Pinkwart and Ringle 

(2018)    

 

Measurement Model 

 
Figure 1: indicates the study construct’s validity and reliability (Measurement Model) 
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Table 2 below exposed the scores of both the variables of the study acquired in 

Average Variance Extracted (AVE). All the AVE detected in this study constructed 

has been obtained the value of > 0.5, this is line with the study of Vazquez-Cano (2017) 

and Carvalho, et. al, (2017), that AVE value can be acceptable only when it has the 

value of ≥ 0.50. 

 

Table 2: 

Construct Reliability and Validity 

Construct Composite 

Reliability 

Cronbach' 

Alpha 

Average 

Variance 

Extracted 

Turnover Intention   0.523 

Organizational Politics   0.554 

Training and 

Development 

  0.583 

Compensation Practice   0.551 

 

Structural Model 

 
Figure 2: indicating the Direct Effect (Structural Model) 
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Table 3: 

Indicates the Main effect between Independents and the dependent Variable 

  Relationship Mean Standard 

Deviation 

T-

Value 

P-

Value 

Decision 

H1 POP > TI 0.290 0.092 2.960 0.003 Supported 

H2 DT > TI 0.386 0.080 4.941 0.000 Supported 

H3 CP > TI -0.353 0.112 3.300 0.001 Supported 

Source: For the purpose of this study 

 

Table 3 above describes the developed hypotheses in their relationship between the 

Dependent and Independent Variables, by describing the statistical findings (results) 

of the standardized and P-Value. In some prior research like that of Roup and 

Akhtaruddin (2018); Heymans, Lips and Van-Schoor (2018), in similar research of 

social science, that significant level recommended as (P > 0.01) or (P > 0.05) are 

usually the essential for the direct effect, and the statistical test for reliability results in 

statistical dimension. Particularly, in this study, one of the path confirmed a strong 

significant and a positive effect, H2 (0.00), while the H1 explored positive strong 

significant level at H1 (0.003) and finally, H3 also confirmed positive and strong 

significant level at H3 (0.001). Accordingly, this results shows that the 

independentvariables (POP) and (TD) has strong positive significant supports to the 

dependent variable, while third independentvariables (CP) has exposed strong 

significant effect but negative with turnover intention (TI). The results revealed that 

the higher the perceived politics in the organisation the greater the increase in the 

workers turnover (t = 2.960, p = 0.003),The result confirmed similar findings of prior 

research that establish positive and significant relationships linking perceived 

organisational politics and turnover intentions (Abubakar, Chauhan& Kura, 2014; 

Abbas et al., 2012; Miller et al., 2008; Harris et al., 2007).  Also, the result exposed 

that Training and Development has the strongest positive significant effect on 

employees turnover (t = 4.941, p = 0.000), this means that this findings correspond 

with that of similar studies (Ashar et al., 2013; Rahman & Nas, 2013; Dysvik, & 

Kuvaas, 2008).Finally, the study revealed that compensation practices has a greater 

influence on employees turnover (t = 3.300, p = 0.001).   

 

Conclusion 

The theoretical proof shows the direct influence/effect of organisational factors on 

turnover intention, in this paper, the study has investigated the relation between 

perceived organisational, Training and Development and Compensation Practices, on 
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turnover Intention among Bauchi State Mass Transit Corporation Workers. Result 

supported all the three hypotheses. The result also has important implications for 

management and the entire Mass Transit administrators. Employee perception of 

organisational politic, Training and Development and Compensation Practices are 

associated with their turnover intentions. Through the study of the association between 

the variables (Dependent and independent) and their relationship on turnover 

intention, the above hypotheses stated in this study was tested and proven a significant 

effect on turnover intention. And should also help the researchers to get more light on 

the issues involve better. the main conclusion is that management of mass transit 

should bring in the principle of fair and play organisational politics which is more 

likely to reduce intention to turnover among mass transit workers, and also can 

increase their performance levels.  

The findings can also assist in guiding human resources practices e.g. in designing of 

training and development and compensation practices for developing effective human 

resource practices as well as fair politics practice that would go along in 

motivating.There are a number of limitations in present research that need to be looked 

on in the future research. Firstly, the research design adopted in this research was a 

cross sectional, in view of this; it is hard to conclude with a generalization regarding 

the results. Therefore, longitudinal design could be adopted by the future research, so 

that the data could be collected at different time so that the conclusion can be draw 

from the population by researcher.Also future research should extend the present study 

thereby looking into the dimensions of HRM practices, such as performance appraisal, 

and recruitment system that may play an important role in explaining turnover 

intentions.  
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