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ABSTRACT
The study examines the impact of Human Resources Management Practice on Employee
turnover of cable communication firms in Port Harcourt – Nigeria. The study sample size of
108 participants were drawn from a population of 145: 40 out of 54 staff selected from
CableAfrica Network Television(CANTV) representing(37%), 45 out of 61 employees from
Communication Trend Limited (CTL)representing (42%), and 23 out of 30 participants from
Metro Digital Television representing (21%). Correlation researchde sign which is nonexperimental research was adopted in this study. Spearman rank order correlation coefficient
was used to test the six hypotheses using statistical packages for social science (SPSS) version
20. The result showed a positive and remarkable connection between recruitment and
selection(r=0.852), training anddevelopment(r=0.954), compensation and benefit (0.891),
performance management (r=0.858), career development(r= 0.990), employee relationship
management(0.896) and turnover. Thestudy recommends the institutionalization of Human
Resources Management practices to help reduce employee Turnover. It was conclude that lack
of institutionalization of Human Resources Management practices are the root cause of
employees leaving the communication firms In PortHarcourt, Rivers state Nigeria.
Keywords: Selection and Recruitment, Training and Development, Compensation and Benefit,
Career Development, Employee Relationship Management and Turnover.

1.0
Introduction:
Employee turnover shows the rate at which
employees quit their jobs in the organisationas
compared to the average number of employees still
doing their jobs in the organisation over a particular
period of time under survey. A study recently
reviewed on the quit rate of employees (Holtom,
Mitchell &Eberly 2008) proved the negative impact
a high employee quit rate have on organisation's
profitability and productivity. (Shaw, 2005, Brown,
2009&Mc Elroy2001).
In all organisations, employees are the backbone of
the organisation because they do all the activities
that need to be done in the organization (Wright,
1992). Without the employees; an organization may
not be alive. To be able to keep and maintain the

right kind of staff in an organisation, They must
know and understand how the practices of its
human resources management like selection,
re cru itme nt, d eve lopme nt and training,
compensation and benefits, achievement
management, professional growth management
affects how their employees relate with each other
and the organisation. When this outcome is
positive, employee turnover rate will be minimal as
capable hands will be retained in the organisation,
while negative, there will be high rate of employee
turnover, which is very detrimental and a threat to
the survival of the business organisation.
A research carried out by Timothy Gardner and
peter (2016) suggested some pre-quitting behaviors
exhibited by Staff, They are 13 core pre-quitting
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behaviors across a wide range of jobs, industries,
and geographies. some which are decrease in work
productivity, less interest in pleasing their
managers, unwillingness to commit to company's
long term time lines than usual, negative change in
attitude, Job dissatisfaction etc
The result of the research showed that the more an
employee exhibited the 13 pre-quitting behaviors,
the more likely he/she was to quit.
Other factors can affect whether someone leaves an
organization or not, of course, but when the score is
high, it suggests the risk of turnover is high enough
to warrant attention. Lambert (2012) argue that
turnover has both direct and indirect costs:recruitment, replacement, training, and lost
productivity are direct costs while Indirect costs
include lost colleagues' productivity, the time and
resources it takes for management or human
resource (HR) to tackle vacant positions, fatigued
workers, inadequate staffing, decline of morale, and
inferior productivity as a new employee learns the
vacant position. Maertz and Boyar (2012) also
argued that employee engagement programs
improve the relationship between workers and
management, as well as between workers. When
these programs are well organized, workers can see
exactly how their contributions can improve the
company's bottom line over the long term. This
research work therefore is to help in gathering indepth and detailed information about what impact
human resources management practice has over
staff quit rate and some recommendations to
remedy the problem.
Statement of Problem
Changing business environment, characterized by
changing tastes, choices of consumers and
increasing competitions, create problems for most
organizations. In their strive to tackle these
challenges, the practicing manager continuously
falls back on the usage human capital
management practice. Most organizations are now
attracted to human resource management (HRM)
practices because employees and their management
is very crucial for the performance management in
every firm. A proper management of Human
Resources practice is highly necessary in sustaining
a firm's employees. Experts in Human Resources
and managers who interface with customers
directly have to work together in order to be sure
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that all parts of HRM like Selection, recruitment,
development, training, Reward,
Entitlements, achievement manageme nt,
professional growth and management of the way
employees relate with each other are executed in an
effective manner. Nowadays, the rate of turnover
of employees give a red flag in an organisation
when you look at talent lost, the cost incurred when
new staff is employed as well as the cost of growing
the new staff. Despite all the researches done on
this academic stream, it has still not solved the
problem that makes most organizations handle their
employees as a tool not an asset. The researcher's
interest is predicated on how these HR practices
affect employee's turnover.
Conceptual Framework: HRM practices and
employee turnover
HUMAN RESOURCES
MANAGEMENT
PRACTICES. (HRM)

Recruitment &
Selection

Training &
Development
Compensation &
Benefit
Performance
management
Career Development

Employee
Turnover

Employee relations
management

Source: Modified and adapted from Patterson (2005) &Carlson (1962) by the researcher.
Source:

Modified and adapted from Patterson (2005) and Carlson (1962).

Objective of the Study
The aim of this study is to find out how the practices
of Human resources impacts on staff turnover of
cable communication firms in Rivers state. The
specific objectives are:
I. To determine how recruitment and selection
relates with employee turnover of Cable
communication firms in Port Harcourt
II. To investigate how training and development
relates with employee turnover of Cable
communication firms in Port Harcourt
III. To find out if compensation have any relation to
employee turnover of Cable communication
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firms in Port Harcourt.
IV. To determine how performance management
affects emplo yee turno ver of Cab le
communication firms in Port Harcourt.
V. To investigate how career development relates
w i t h e m p lo ye e t u r no ve r o f Cab le
communication firms in Port Harcourt.
VI. To determine how employee relations
management relates with employee turnover of
cable communication firms in Port Harcourt.
Research Questions
Specific questions were formulated to achieve the
aim of this research work which investigates how
Human resource management practice relates with
employee turnover in communication firms in
River state, Nigeria. These are:
1. To what extent do selection and recruitment
relate with staff turno ver of Cab le
communication firms in Port Harcourt?
2. To what extent do professional development
relate with staff turno ver of Cab le
communication firms in Port Harcourt?
3. To what extent do compensation relate with staff
turnover of Cable communication firms in Port
Harcourt?
4. To what extent do performance management
relate with Employee turnover of Cable
communication firms in Port Harcourt.
5. To what extent do professional growth relate
with staff turnover of Cable communication
firms in Port Harcourt?
6. To what extent do staff relationship management
relate with Employee turnover of Cable
communication firms in Port Harcourt?
Research Hypotheses
From the aim of this research work, the following
hypotheses were formulated for the study.
Ho1: There is no remarkable connection between
recruitment and selection and employee
turnover of Cable communication firms in
Port Harcourt.
Ho2: There is no notable connection between
organizational professional development
(training) and staff turnover of Cable
communication firms in Port Harcourt.
HO3: There is no notable connection between
compensation and employee turnover of
cable communication firms in Port Harcourt
Ho4: There is no remarkable connection between
performance management and staff turnover
of Cable communication firms in Port
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Harcourt.
HO5: There is no notable connection between career
development and employee turnover of Cable
communication firms in Port Harcourt.
HO6: There is no notable connection between staff
relationship management and staff turnover
of Cable communication firms in Port
Harcourt.
2.0 Literature Review
Theoretical Framework
This study theoretical framework anchored on
human capital theory as propounded by (Becker,
1992). This theory opines that the organization
grow their internal resources only when they spend
money in improving the skills of their employees
which yields productivity later. There is an
expectations which staff see in the organization's
HRM practice as being fair and commensurate with
their skills as commented by (Abdullah, 2011) if
these expectations are not met, they may quit their
employment. Wright& McMahan (1992)'s research
work shows how crucial an organizations
employees are in the creation of an organization's
particular competitive advantage. The issue now is
how a firm can take advantage of this prospective
source of profitability (which is their human
resource) . Bailey (1993) argued that a firm's
employees are always underutilized, because
employees do not work at their maximum capacity
and organizations through their structure tries to
influence their employee's skill and also motivate
them by making them able to control how they
perform. Henceit presents that the behavior of a
firm's employees depicts a huge indication of the
firm's performance. if this is so, an organization's
Human resources management (Hrm) practices
influences the contentment of staff in the
organisation hence thereby influencing their
employees turnover.
There is a new way of reasoning towards work that
has to deal with employee's family responsibility
and concerns. Employees of nowadays are not
immune from these responsibilities and concerns,
therefore it presents that the days a staff works for
all his/her career life has become rare. Besides to
have a work and family life that will not affect each
other, one has to have a better job which pays better.
This is why any organizations human resources
practice should inculcate where to take care of staff
toddlers, initiate sharing jobs, giving leave to
parents,, flexible time, training, moving staff
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among the job positions, growing staff through
thorough teaching and motivation to help
employees cushion the concerns apart from
increasing their pay checks. People are looking for
different ways of surviving that is worthwhile and
less complex and this way of life impacts on how
the employees must be managed and motivated
hence (HRM) has to be structured in such a way
that employees see it as fair because employees are
now more complicated than when they were only
concerned with economic survival. (Brian, 1994;
Myron, 1993) practical steps to reduce employee
turnover.
Recruitment and Selection
The type of skill new employee will possess can be
influenced by human resources management
practices through procuring and expansion of an
organization's human capital engagement
techniques that can provide a great team of
qualified applicants , dependable and sustainable
selection procedure that will have a great influence
on the quality and the type of skills new employees
will possess.
Compensation and Benefit
It is undeniable fact that workers need a
compensation system which are fair and
proportionate with their services, know-hows and
knowledge. Hence HRM should take cognizance
that wage is a paramount concern because it make
available the concrete rewards for the worker for
their effort as well as a basis for acknowledgement
and means of support. Recompense and
remunerations encompasses all form of bonuses,
charges, pay, gratitude programs, flexi labor hours
and health insurance (Sherman,1998).
In a study involving data from 583 participants in
Hong Kong and 121 participants in China, it was
revealed that compensation components are
important factors to retain and motivate employees
(Randy, 2002). Scholars agree that the way
compensation is allocated for employees actually
send messages about the management believes and
what is important in the types of activities it
encourages.
As turnover continues to be very serious problems
in many organizations including the company
related to this study, the research will suggest
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specific practices to develop strategies as an
immediate step to lower turnover.
Training and Development
Training has become increasingly vital to the
success of any modern organizations. Nowadays
organizations need to have competencies and
especially core sets of knowledge and expertise that
will give the companies an edge over its
competitors. The only way to arrive at this is
through having a dedicated training program that
plays a central role to nurture and strengthen these
competencies (Sherman, 1998).It is acknowledged
that training forms the backbone of strategy
implementation and that industries such as the
security industry must have trained security
officers, who must be competent in the basic laws,
rescue operations, emergencies response and also
crowd control and public management to be able to
perform their job. The lack of these will definitely
result in complaints, further injuries to public and
damages to properties. It has always been extolled
in law enforcement manual and frequently heard
sayings that law enforcement agencies must always
be one step ahead of the criminals and would be
perpetrators to be able to prevent crimes and what
better ways can officers be prepared if not through
continuous training to hone the officers knowledge,
skills, abilities to cope with new processes and
systems.
Training not only ensures competencies but also
develops employees to be able to meet
organizations' goals and objectives and also ensure
satisfactory performance and as reiterated, to be
able to acquire new skills and knowledge and
perform jobs in other areas or at higher level.
Performance Management
There is no gainsaying that for production
organization programme of any firm to succeed or
fail, it relies on the business goal, attitude and skill
of the employees who are responsible for the
Implementation and operations of those programs.
So many ways can be used to get information about
a staff production level during the process of
appraisal. These information gathered should be for
the need of the firm. Such information must also be
related to the staff so as to help the staff improves
his production level. (Abdullah, 2012, Laura, 1996
)
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Career Development
An organization's Career development should be
seen as a good way of improving the skills and
knowledge of the staff, managers, and management
should encourage staff to improve their career on
their own which will also help the individual
performance and to acquire a new position in the
organization which may be of interest to the
staff(Zandy ,1986).
There is the need to understand that in professional
growth management, the firm must provide enough
enlightenment of its vision, strategies, mission etc.
It is critical that remarkable change in professional
growth level of a staff happen when the
contribution of individual employees unites with
the opportunit y available in the
organization(Sherman, 1998).
Employee Relations Management:
.Employees feel compelled to repay organization
with more effort and allegiance when favorable
and good treatment are always available for them.
Employee relations is explained as keeping a good
working relationship between the management of a
firm and its employees to contribute and maintain
productivity that is satisfactory, motivation and
high rate of morale work environment that
improves job satisfaction for both the employees
and also meet the objective of the firm (Cook,
2008 , S her ma n, 1998 ) . Staff r ela t io ns hip
management has been rightly stated as the way of
training , correcting , moulding, perfecting skills,
attitude , behaviour of staff and a good management
tool can be used for discipline can correct any
employee who is performing poorly rather than
using it as a punitive measure , when this is done, it
actually improves the leadership skill of the
manager (Donald, 1997).
3.0 Methodology:
Quasi experimental design was used in this work
specifically cross sectional design. It was adopted
because this study is a causal research because we
seek to find out how independent variable which is
human resources management practices like
selection, Recruitment, training& development,
compensation & benefit, career development,
employee relations management, performance
management impacts on the dependent variable,
which is employee turnover. The target population
of the study comprises of 145 (one hundred and
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forty five) employees of Three (3) Cable
Communications Firms in Port Harcourt; out of
which 108was determined sample size using
Krejcie and Morgan table (1970). Spearman's Rank
Order Correlation Coefficient was used for testing
the six hypotheses designed for the study using the
statistical package for social sciences(SPSS)
version 20.
4.0 Results and Discussions
Hypothesis One Testing
HO1: There is no remarkable connection between
recruitment and selection and employee turnover.
Table 1: Correlation of recruitment & selection and employee turnover
RAS
EMT
Correlation Coefficient
1.000
.852**
RAS Sig. (2-tailed)
.
.000
N
96
96
Spearman's rho
**
Correlation Coefficient
.852
1.000
EMT Sig. (2-tailed)
.000
.
N
96
96
**. Correlation is significant at the 0.01 level (2-tailed).
Note:RAS=Recruitment and Selection, EMT =Employee Turnover

From the result of the SPSS output analysis of
hypothesis one(Ho₁ ), the correlation coefficient(r
=0.852) between recruitment and selection and
employee turnover is very strong and positive. The
coefficient of determination (2= 0.73) shows that
73% of staff turnover is related to the issues of
recruitment and selection. The values of 0,000(p
0.05) reveals a remarkable relationship. Arising
from these facts, The Null hypotheses was rejected.
Hence there is a remarkeable connection relating
recruitment and staff turnover.
Hypothesis Two Testing
HO2:There is no remarkeable connection relating
training and development and employee turnover.
Table 2 : Correlation of training &developmentand employee turnover

TAD

TAD

EMT

Correlation Coefficient

1.000

.954 **

Sig. (2-tailed)

.

.000

N

96

96

Correlation Coefficient

.954 **

1.000

.000

.

Spearman's rho
EMT Sig. (2-tailed)
N

96

96

Connection isremarkeable at the 0.01 level (2-tailed).
Note:TAD=Training and Development, EMT =Employee Turnover

From the result of the table 2, the correlation
coefficient (r = 0.954) between training and
development and employee turnover is very strong
and positive. The degree of coefficient of
2
determination (r = 0.910) indicated that 91% of
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employee turnover can be explained by issues
relating to training and development. The
significant value of 0.000 (p<0.05) reveals a
remarkable relationship . As a result, the null
hypothesis was rejected. Therefore, there is a
remarkeable connection between training and
development and employee turnover.
Hypothesis Three Tesating
HO3 : There is no remarkeable connection between
compensation and benefit and employee turnover.
Statistical Analysis for Hypothesis Three

CAB

CAB

EMT

Correlation Coefficient

1.000

.891

Sig. (2-tailed)

.

.000

N

96

Correlation Coefficient
EMT Sig. (2-tailed)

**

**

.891

1.000

.000

.

Table 5: Correlation of Career management a nd employee turnover

Correlation Coefficient
CDP

96

96

N

Hypothesis Five Testing
HO5: There is no remarkeable connection between
career development and employee turnover.

96

Spearman's rho

From the result of the table 4, the correlation
coefficient (r = 0.858) between performance
management and employee turnover is very strong
and positive. The coefficient of determination (r2 =
0.736) indicate that 74% of employee turnover can
be explained by issues relating to performance
management. The significant value of 0.000
(p<0.05)shows a remarkeable relationship. As a
result, the null hypothesis was rejected. Therefore,
there is a remarkable connection between
performance management and employee turnover.

**. Connection isremarkeable at the 0.01 level (2-tailed).

Sig. (2-tailed)

EMT

1.000

.990**

.

.000

N

96

Correlation Coefficient

.990**

96

Sig. (2-tailed)

.000

N

96

Spearman's rho

Note:CAB=Compensation and Benefit, EMT =Employee Turnover

EMT

From the result gathered in table 3, the correlation
coefficient (r = 0.891) between compensation and
benefit and employee turnover is very strong and
positive. The coefficient of determination (r2 =
0.793) indicated that 79% of employee turnover can
be explained by issues relating to compensation and
benefit. The significant value of 0.000 (p<0.05)
reveals a remarkeable relationship. Based on that,
the null hypothesis was rejected. Therefore, there is
a remarkeable connection between compensation
and benefit and employee turnover.
Hypothesis Four Testing
HO4: There is no remarkeable connection
between performance management and employee
turnover.
Table 4: Correlation of performance management and employee turnover

PAM

CDP

PAM

EMT

Correlation Coefficient

1.000

.858

Sig. (2-tailed)

.

.000

N

96

96

Correlation Coefficient

.858

**

1.000
.
96

**. Correlation is significant at the 0 .01 level (2-tailed).
Note:CAD= Career Management, EMT = Employee Turnover

From the result table 5, the correlation coefficient (r
= 0.990) between career development and
employee turnover is very strong and positive.The
2
coefficient of determination (r = 0.980) indicated
that 98% of employee turnover can be explained by
issues relating to career development. The
significant value of 0.000 (p<0.05) reveals a
remarkeable relationship. As a result, the null
hypothesis was rejected. Therefore, there is a
remarkeable connection between career
development and employee turnover.
Hypothesis Six
HO6: There is no remarkable connection between
employees relations management and employee
turnover.
Table 6 : Correlation of employees relations management and employee turnover

Spearman's rho
**

Correlation Coefficient
EMT

REM

EMT

1.000

.896**

1.000

Sig. (2-tailed)

.000

.

N

96

96

REM Sig. (2-tailed)
N

**. Correlation is significant at the 0.01 level (2-tailed).

.

.000
96

Spearma n's rho

Note:PAM= Performance Management, EMT = Employee Turnover

Correlation Coefficient
EMT Sig. (2-tailed)
N

96
**

.896

1.000

.000

.

96

96

**. Correlation is significant at the 0.01 level (2-tailed).
Note:REM=Employee Relations Management, EMT = Employee Turnover

52

FUNAI Journal of Accounting Business and Finance (FJABAF)

From the result of the table 6, the correlation
coefficient (r = 0.896) between employees relations
management and employee turnover is very strong
and positive.The coefficient of determination (r2 =
0.803) indicated that 80% of employee turnover can
be explained by issues relating to employees
relations management. The significant value of
0.000 (p<0.05) reveals a remarkeable relationship.
Based on this findings, the null hypothesis was
rejected. Therefore, there is a remarkable
connection between emplo yees relations
management and employee turnover.
5.0 Discussion of Findings
The Qualitative research data was gathered with the
aid of a structured 4 point likert scale response
questionnaire administered to 108 employees and a
corresponding sampling size of 96 responded. with
the aid of statistical package for social sciences
(SPSS) software version 20 , spearman rank order
correlation coefficient was used to test the
postulated hypotheses at 0.5% level of significance.
Multiple regression analysis computed within the
SPSS version 20 was used to test the impact of
human resources practices on employee turnover.
The study reveals that there is a strong correlation
and relationship between the dimensions of the
independent variables like Recruitment and
Selection, Training and Development etc and the
dependent variable which is employee turnover
6.0 Recommendations:
From this study, we recommends the following,
1. cable communication firms, in order to to
reduce staff turnover, should put more effort in
making sure that they have put procedures in
place for good recruitment and selection
practices.
2. They should organize on the job trainings,
retraining and other job trainings to create job
satisfaction.
3. Cable communication firms should make sure
that their staff is compensated well which is a
contributory factor to their job satisfaction.
4. They s ho u ld cr eat e job e nr ic hme nt
interventions and realistic job previews like
inculcating day care, job sharing, parental
leave, flexible time, and job rotation as a
motivation, create a good carrer path, good
environment for employees to relate with each
other freely, feel secure, and put in their best
hence reduce employee Turnover.
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5. The institutionalization of Human Resources
Management practices to help reduce employee
Turnover. since lack of institutionalization of
Human Resources Management practices are
the root cause of employees leaving the
communication firms In Port harcourt, Rivers
state Nigeria.
7.0
Conclusion:
The research study mainly looked at whether the
HRM practices have direct effect on the turnover
among employees of communication firms in
Rivers state Nigeria. There are six dimensions of
the independent variable being used in this research
work which are Recruitment and Selection,
Training and Development, Compensation and
benefit, performance Management, Carrer
Development, Employee Relations Management. it
was discovered that There were positive
relationship between all the independent variables
and dependent variable ( employee turnover) and
that Recruitment and Selection, Training and
Development, Compensation and benefit,
performance Management, Carrer Development,
Employee Relations Management are root cause of
employees leaving the communication firms In
Rivers state Nigeria.
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