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Abstract  

The efficiency and success of an organization depends mainly on its capacity to 
retain its employees. Labour turnover is one of the challenges that organizations 
face today. This study examined factors influencing employee turnover in Private 
Universities in Northern Nigeria. The specific objectives for this study were to 
examine the influence of career growth, remuneration and working conditions 
on employee turnover in Private Universities in Northern Nigeria. The 
population for this study was 512 academic and non-academic staff of 16 private 
universities in the Northern region of Nigeria. A sample of 225 was determined 
using Taro Yamane’s formula. The instruments were tested for reliability and 
validity before the actual collection of data. Data were collected with the help of 
a structured questionnaire. Descriptive statistics of mean, standard deviation, 
skewness and kurtosis were used for data presentation and analysis. Multiple 
regression was used for data analysis and test of formulated hypotheses at 0.05 
level of significance. The research findings indicated that career growth, 
remuneration and working conditions havesignificant influence on employee 
turnover in the Private Universities in Northern Nigeria. The study concludes 
that there are many factors that influence the turnover of employees in private 
universities to other institutions. The study recommends amongst others that the 
management of private universities in Nigeria should always plan on employee 
career growth by carrying competency gap analysis which helps in identifying 
career needs. 
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Introduction  

In every organization globally, employees are a very important resource as they 
contribute positively to the achievement of organizational objectives and mission, while 
enabling the organization gain competitive advantage in global markets (Nyanjom, 2013). 
Organizations today face a number of competitive challenges such as embracing technology, 
managing change, keeping the customers satisfied, developing intellectual assets, and 
containing costs. All these challenges require efficient and high performing employees to 
compete in the global environment. The retention of valuable employees therefore becomes 
an enormously significant strategy for human resources managers (Wang &Wanberg, 2017).  

Organizations in both public and private sectors rely on the expertise of their 
employees to compete favorably and gain competitive advantage in the international market. 
The retention of highly skilled employees has become a difficult task for managers of 
organizations because of increase in turnover intentions by employees (Taye & Getnet, 
2020). Labour turnover is one of the challenges that organizations facetoday; the cost of 
replacing employees is high and finding skilled employees can be intricate (Zhang, 2016). 
Each turnover of a skillful employee comes at a cost, and when knowledgeable employees 
leave a company, the effects go far beyond the substantial costs of recruiting and integrating 
replacements (Bidyut & Barua, 2015). Consequently, most employers are seeking better 
ways to manage turnover in order to retain valued human resources as well as sustain 
competition and high performance.  

The concept of employee turnoverrepresents one of the themes in the analysis of 
theworld of work among scholars in the field ofmanagement, organization behavior, and 
human psychology. Employee turnover refers to the rotation of workers around the labor 
market; between firms, jobs and occupation; and between the state of employment and 
unemployment (Taye & Getnet, 2020). It is the termination of an official and 
psychologicalcontract between an employee and an organization. There are two major types 
ofemployee turnover: involuntary and voluntary (Memon, Salleh, Baharom, & Garavan, 
2016). Employee turnover can either be voluntary by the employees leaving the organization 
or involuntary by the organization choosing to let go of the employee through termination. 
Involuntary turnover is initiated by the organization to terminate the relationshipwith an 
employee, whereas voluntary turnover is primarily initiated by the employees themselves 
(Cao, Chen, & Song, 2013).  

There are many factors that influence the turnover of employeesin every 
organization, and these factors include wages and salaries, remuneration, career growth, 
company benefits, culture, allowances, work flexibility, supervisory support, working 
conditionsand performance appraisal (Ahmed, Sabir, Khosa, Ahmad & Bilal, 2016). The most 
common reason for employee turnover rate being so high is the salary scale because 
employees are usually in search of jobs that pay well. Another reason that employees leave 
is because of the lack of benefits available to them through the company in which they work. 
High employee turnover could also be due to no potential opportunity for advancements or 
promotions (Abubakar &Wainaina, 2019). Employees prefer other companies which may 
provide them with higher posts and increased compensation packages. Lack of opportunity 
for career growth can cause a high turnover rate for any organization (Ahmed, 2016).  
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Over the last decade, student enrolment in African Universities has grown by 
significant amounts in response to the increasing demand for higher education hence the 
establishment of many public and private universities (Tettey, 2010). The establishment of 
private universities in Nigeria was mainly due to the lack of capacity of public universities to 
accept students seeking admission to higher education institutions (Okoro & Okoro, 2014; 
Salihu & Hazri 2015). The primary objective of private universities is improving and 
imparting knowledge through teaching, community services and research (Onu, Akinlabi & 
Fakunmoju, 2013). For private universities to effectively accomplish stated objectives, 
competent, motivated and qualified academic staff are harnessed.  

The performance of academic and non-academic staff of universities primarily 
depends on a number of factors such as; compensation, job security, performance appraisals, 
opportunities for career growth, working conditions among others (Hassan et al., 2011). The 
higher education system in northern Nigeria is known to be less-endowed financially in 
addition to scarce development capital for being the most underdeveloped region in the 
country (Olaiya, 2015). The development history of private higher education in northern 
Nigeria started in 2003 with the American University of Nigeria Yola as the first private 
university in the region. Two years later, another four universities emerged namely Al-
hakima University Ilorin, Al-Qalam University Katsina, Bingham University Karu Abuja, and 
Kwararafa University Wukari Taraba state. As of December, 2020, there are 16 private 
universities in the Northern region with 11 at North-Central, 3 in the North-West, and 2 in 
the North-East (Muftahu, 2021). It is therefore apparent to conduct a study to identify factors 
that influence employee turnover in private universities in Northern region of Nigeria. The 
study will be useful to the management of privately-owned educational institutions in 
making proper policies in dealing with employee turnover issues. It will also help decision-
makers to take effective measures in managing human resources to ensure a stable work 
force in organizations, especially universities and avoid the cost associated with turnover. 
 
Statement of the Problem  

Both public and private organizations depend on the competence of their workforce 
so as to compete fairly in the market. The advent of new private universities comes along 
with search for already trained and experience employees to run the new institutions so as 
to become competitive and marketable. The need for private universities in Nigeria has been 
attributed to several factors, such as the rise in population of young people, which led to 
increase in demand for higher education, inability of the public universities to absorb all 
university qualifying students and increasing rate of unemployment among youths in 
Nigeria. Currently, private universities in Nigeria are facing challenges of employee turnover 
thereby affecting effectiveness of the institutions.  

Private universities in Nigeria have been affected by mass exodus of employees in 
search of organizations that are more receptive to change and whose terms and working 
conditions are better. Some of the private universities for example, have lost their well-
trained employees and researchers to competitors both locally and regionally on the bases 
of compensation, career advancement opportunities and working conditions. Low staff 
morale and motivation has been one of the problems affecting private universities in Nigeria 
leading to loss of qualified personnel. The most critical problem is hiring, retaining, training 
and motivating professional talent in a scenario where there is already critical shortage of 
human talent. Different researchers studied various influential factors that contribute to 
employee turnover in the university system in other countries (Bidyut & Barua, 2015; 
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Murage-Macharia & Kanyua, 2016; Taye & Getnet, 2020).There is a scarcity of work on 
factors affecting turnover of staff in private universities in Nigeria, and the proposed study 
intends to bridge this gap in knowledge that exists by investigating the factors influencing 
turnover of staff in private universities in Northern region of Nigeria. 
 
Objectives of the study  

The main objective of this study is to examine factors influencing employee turnover 
in private universities in Northern Nigeria. The specific objectives of the study are;  
1. To determine how career growth influences employee turnover in private universities in 

Northern Nigeria;  
2. To ascertain the influence of remunerationon employee turnover in private universities 

in Northern Nigeria; 
3. To find out the extent to which working conditions influence employee turnover in 

private universities in Northern Nigeria.  
 

Conceptual Framework 
Employee turnover is one of the factors which productivity depends upon, and it is 

considered to be one of the challenging issues in business nowadays (Shamsuzzoha&Sumon, 
2010). Suliman and Obaidli (2011) argue that an annual turnover of 25% is considered to be 
normal while 30% and above is considered to be a problem that can lead to organisation 
collapse. Employee turnover refers to the number or percentage of workers who leave an 
organization and are replaced by new employees. Large proportion of employees leave 
organizations for better salary, better fringe benefits and better opportunity for upward 
growth, poor working environment condition, harassment by managers and overwork 
(Justus, Kombo, Murumba& Edwin, 2011).Employee turnover refers to the rotation of 
workers around the labour market between firms, jobs and occupations; and between the 
states of employment and unemployment (Vuyisile, 2016).The term turnover describes the 
number of employees who willingly exit a group or the organization within a particular 
period (Trevor, Gerhart& Boudreau, 2017). 

The concept of turnover has been studied widely, but researchers have been unable 
to come up with a singular explanation as to why employees leave their jobs (Vuyisile, 2016). 
According to Anzazi (2018), it is difficult to pinpoint one specific cause of turnover and 
several factors have been proven effective in studying employee turnover. Some reasons 
why employees tend to leave their organizations include better pay, better prospects (career 
move), more security, more opportunity to develop skills, better working conditions, poor 
relationship, bullying or harassment and others. Ahmed, Sabir, Khosa, Ahmad and 
Bilal(2018) revealed that employee turnover depending upon factors such as (firm stability, 
pay level, industry, work situation, training and supervision) have significant impact on 
organizational effectiveness. A large proportion of employees will leave organizations for 
better salary, better fringe benefits and better opportunity for upward growth, poor working 
environment condition, harassment by managers and overwork (Moon, 2017). 
 
Influence of career growth on employee turnover  

Career growth is an important variableaffecting employee turnover in organizations. 
Ludviga et al., (2016) explain that organizations in both public and private sector need to 
create such working environment through which employees can receive vast support for 
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career development, career plans must be developed for new and old employees, and the 
organization must consider training that can really provide an opportunity of growth to the 
employee. Young employees prefer to have more chances or growth within the organization 
they work. Career progress creates stress on employee’s understanding of the worth of his 
or her career prospects.  

Weng and McElroy (2012) establish that employees who can meet their career 
growth expectation within an organization are more likely to stay with that organization and 
those who cannot more likely look for a new job. They further explained that those 
organizations which provides the opportunity for an employee to grow either by giving them 
promotion or training will not only keep employee but also decrees the cost that is 
associatedwith leaving handover of the employee. However, Shahzad (2011) found that 
career growth has a negative effect on turnover intention. Previous studies by Biswakarma 
(2016), Weng and McElroy (2012) and Ludviga, (2016) found a negative 
relationshipbetween career growth and turnover intention. 
 
Influence of remunerationof employee turnover 

Remuneration is provided for in exchange for the employees contributions to the 
organization. An effective remuneration program can help shape performance andimprove 
job satisfaction (Armstrong, 2009). It is the total reward that employees receive in exchange 
for a service performed in an organization. It can include direct pay (salaries and wages) and 
indirect pay (benefit programs). Remuneration provided to employees include base pay, 
commissions, overtime pay, bonuses, profit sharing, merit pay, stock options, 
travel/meal/house allowance, and fringe benefits such as insurance, medical, vacations, 
retirement and taxes (Nyaga, 2015). Base pay forms the largest component of the total 
reward package for most employees (Greene, 2010). 
Sinha and Shukla (2013) argue that one common cause of high employee turnover rates is 
low pay and benefits package. When a worker is employed in a low-wage position with 
limited benefits, there is little incentive to stay if a similar employer offers even a slightly 
higher rate of pay (Sinha & Shukla, 2013).  

Vuyisile (2016) argues that the compensation strategy is extremely important as the 
right compensation strategy helps to build the effective and competitive organization. 
Silaban (2018) which states that the higher compensation received by employees, the lower 
the intention to leave employees, and conversely, thelower the compensation received by 
employees, the higher the intention to leave employees. Wang and Wanberg (2017) also 
stated that unsatisfactory salary has impact on turnover intention. Rahman and Nas (2014) 
state that with the increase in salary there will be a drop in employee turnover. Comparative 
wages retain the skillful and experienced employee and that is the reason whyemployees 
stay with the organization if they are receiving good salaries compared toother competitors 
and the turnover rate will be low (Hossain &Mahmood, 2018). They further explained that 
employees prefer other companies which may provide them with higher posts and increased 
compensation packages.  
 
Influence of working conditions on employee turnover 

Working conditions refers to the working environment and aspects of an employee’s 
terms and conditions of employment. This covers such matters as: the organisation of work 
and work activities; training, skills and employability; health, safety and well-being; and 
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working time (Suliman & Obaidli, 2011). Work environment has physical and compliant 
environments that touch the healthiness of workers (Oludeyi, 2015). Working conditions 
bring various positive andnegative effects on employee’s outcomes such as employee 
turnover. 

A poor work environment may cause discomfort to some employees who may end up 
being attracted to other organizations with better working conditions. If working conditions 
are substandard or the workplace lacks important facilities such as proper lighting, 
furniture, restrooms and other health and safety provisions, employees will not be willing to 
put up with the inconvenience for long time (Justus, Kombo, Murumba& Edwin, 2011). 
Previous studies indicated that employees are more likely to stay when there is a predictable 
work environment and organizations with high level of inefficiency also record high level of 
staff turnover (Hossain & Mahmood, 2018). Turnover particularly arises from unhappiness 
from job place. 
Based on the above literature the study hypothesized that: 
H01:  Career growth has no significant influence on employee turnover in private 

universities in Northern Nigeria 
H02:  Remuneration has no significant influence on employee turnover in private 

universities in Northern Nigeria 
H03:  Working conditions have no significant influence on employee turnover in private 

universities in Northern Nigeria. 
 
Research Method  

The study adopted a descriptive survey. This design helps to provide a secure, 
reliable, accurate and correct information and data that are important to assess the factors 
influencing employee turnover in private universities in Nigeria. The population of the study 
consists of 512 academic and non-academic staff of 16 private universities in the Northern 
Region of Nigeria. The sample size of the study consists of 225 respondents determined using 
Taro Yamane’s formula. A random sampling technique was used to distribute copies of the 
questionnaire randomly from the different private universities in the Northern part of 
Nigeria through direct contacts with the respondents. A well-structured questionnaire titled 
“Factors Influencing Employee Turnover” was used to gather information from the 
respondents. The questionnaire was divided into four sections. Section-1 consists of 
demographic factors like age, gender, educational status and experience. Section-2 contained 
questions that indicate the influence of career growth on employee turnover. Section-3 
encompasses questions that identify how remuneration affects employee turnover and 
Section-4 contained questions on how working conditions affect employee turnover. 
Primary data were collected through the distribution of questionnaire. Secondary data were 
collected from the different websites and published articles.  

A pilot study was conducted to test reliability of the instrument (questionnaire). The 
researchers selected a pilot group of 50 employees from the target population to test the 
reliability of the research instrument. The pilot study allowed for pre-testing of the research 
instrument. Cronbach’s Coefficient Alpha was applied and the result of the reliability test 
indicated that all the scales were found acceptable with all alpha levels above the 0.7 
threshold. More specifically, remuneration had the highest reliability (α=0.928) followed by 
career growth (α=0.906) while working conditions (α=0.891) had the lowest respectively. 
The study found that the analysis was reliable and could be used for further investigation. 
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This range is considered high and indicates an excellent reliability of the entire 
questionnaire. The collected data from the survey were entered and analyzed with the aid of 
the Statistical Package for Social Science (SPSS) version 23.0. Mean and standard deviation 
were used for answering research questions. The study further adopted multiple regression 
model at 5% level of significance to establish the strength and direction of the relationship 
between the independent variables (career growth, remuneration, working conditions) and 
the dependent variable (employee turnover). Employee turnover was regressed against 
three independent variables. The multiple regression formula was applied as follows:  
Y=β0+β1X1+β2X2+β3X3+ε, Where; Y=Employee Turnover, β0=constant (coefficient of 
intercept), X1=Career Growth; X2=Remuneration; X3=Working Conditions; ε=error term; 
β1…β3=regression coefficient of the three variables. 
 
Results  

In presenting data using descriptive statistics mean, standard deviation, skewness 
and kurtosis were used toexplain where most of the responses fall and how much data is 
skewed or symmetric.  
 
Table 1: Descriptive Statistics Analysis 
___________________________________________________________________________________________________ 
Variable   Mean  Standard Dev. Skewness   Kurtois 
___________________________________________________________________________________________________ 
Turnover   3.69   .545  1.692   2.880 
Career Growth  3.68   .569  1.934   4.181 
Remuneration  3.64   .648  2.054   4.647 
Working Conditions   2.86   1.168  0.433   1.340 
___________________________________________________________________________________________________ 
Source: Authors’ Computation from SPSS Output, 2021 

 
From the result in Table 1 turnover is the dependent variable and all other variables, 

career growth, remuneration and working conditions are the independent variables. For 
turnover we have mean value 3.69(SD=0.545) which means that most of the employees 
agree with quitting their current job so the turnover rating according to employees response 
is high; career growth has mean value of 3.68 (SD=0.569) means that they agree to some 
extent that there are opportunities for career growth; remuneration has a mean value of 
3.64(SD=0.648) which explains that they are regularly paid salaries and they are not paid on 
time while working conditions have a meanvalue of 2.86(SD=1.168) indicating that there are 
no good working conditions and the employees do not agree. 

To check the level of skewness and kurtosis for the variables, if skewness is less than 
-1 or greater than 1, the distribution is highly skewed. If skewness is between -1 and -0.5 or 
between 0.5 and 1, the distribution is moderately skewed. If skewness is between -0.5 and 
0.5, the distribution is approximately symmetrical. In Table 1 skewness value for turnover is 
1.692; for career growth, the skewness value is 1.934; for remuneration, the skewness value 
is 2.054 and for working conditions, the skewness value is 0.433. Looking at the values, only 
working conditions value (skewness= 0.433) is moderately skewed and all other values are 
above 1 which means that data distribution is highly skewed. Also, from Table 1 Kurtosis 
shows that the near its value is to 0 the better the data distribution, the values for kurtosis 
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the Table 1 for turnover is 2.880; for career growth it is 4.181; for remuneration it is 4.647 
and for working conditions it is 1.340. 
 
Regression Analysis 

Regression analysis is used in this study to explain the effect of the three independent 
variables on the dependent variable. 
Table 2: Model Summary 
____________________________________________________________________________________________________ 

R   R-Square  Adjusted R          Std. Error of          Durbin-         
    Square the Estimate        Watson  

____________________________________________________________________________________________________ 
.686a  .470  .463                       .400   1.756  

____________________________________________________________________________________________________ 
Predictors (Constant), Working conditions, Career growth, Remuneration 
Dependent Variable: Employee Turnover 
Source: Authors’ Computation from SPSS Output, 2021 

 
The result of the model summary in Table 3explains how much of depended variable 

is explained by the independentvariables and the goodness of the model in terms of R-
valueand R square. The R-value is 0.686 which means that 68.6% of turnover was 
explainedby career growth, remuneration and working conditions. The remaining 31.4% is 
explainedby those factors which are not included in this study. 
 
Table 3: Analysis of Variance (ANOVA)  
____________________________________________________________________________________________________ 

 Sum of   df Mean Square F  Sig. 
 Squares  

___________________________________________________________________________________________________ 
Regression 31.297  3 10.432  65.316  .000b 
Residual  35.299   221            .160 
Total   66.596   224 
___________________________________________________________________________________________________ 
Dependent Variable: Employee Turnover 
Predictors (Constant), Working conditions, Career growth, Remuneration 
Source: Authors’ Computation from SPSS Output, 2021 

 
Analysis of Variance (ANOVA) describes how the independent variables have either 

a significant orinsignificant effect on the dependent variable if the F value is more than 5 and 
Sig isless than 0.05 so its effect is significant. Based on result in Table 3it is clear that all the 
three independent variables career growth, remuneration and working conditions have a 
significant influence on employee turnover since F=65.316 and Sig=0.000. The result is an 
indication that the independent variables significantly influenced the dependent variable.  
 

Table 4: Regression Coefficients  
____________________________________________________________________________________________________ 
Unstandardized    Standardized  Coefficients            Coefficients 
___________________________________________________________________________________________________ 

  B  Std. Error       Beta              t  Sig.  
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___________________________________________________________________________________________________ 
(Constant)     1.209 .196  .316             .000  
Career Growth    .135           .052  .144  2.591   .010 
Remuneration    .412  .060  .490  6.885  .000        
Working Conditions     .131            .062  .154  2.096   .027 
___________________________________________________________________________________________________ 
Dependent Variable: Employee Turnover 
Source: Authors’ Computation from SPSS Output, 2021 

The result of the regression coefficient as presented in Table 4 explains the 
significance of the research using t and sig value soif the t value is greater than 1.96 and the 
sig value is less than 0.05 so that variable is significant. In Table 4.4 the value for career 
growth is t=2.591 which is higher than 1.96 and the sig=0.010 which is less than 0.05 so 
career growth is significant; the value for remuneration is t=6.885 and sig=0.000 so this 
explains that this variable is significantsince the sig value is less than 0.05. Finally, the value 
for working conditions is t=2.096 and sig=0.037 so this variable is also significant. 

Hypothesis states that career growth has no significant influence on employee 
turnover in private universities in Northern Nigeria. Regression analysis was used in testing 
the hypothesis at 0.05 level of significance and the significance level was (.010 < 0.05) hence 
the null hypothesis was rejected and we conclude that career growth has significant 
influence on employee turnover in private universities in Northern Nigeria.  

The result of the second hypothesis indicates that remuneration significantly 
influence employee turnover in private universities in Northern Nigeria with the result as 
follows (β= .412; p=.000) hence the null hypotheses which states that remuneration has no 
significant influence on employee turnover in private universities in Northern Nigeria was 
rejected. 
Finally, the result of hypothesis three reveals a significant relationship between working 
conditions and employee turnover in private universities in Northern Nigeria (β= .412; 
p=.027) and the null hypothesis was rejected. This implies that working conditions have 
significant influence on employee turnover in private universities in Northern Nigeria. 
 
Discussion of Finding 

Result of the hypothesis one established that career growth has significant influence 
on employee turnover in private universities in Northern Nigeria. The study revealed that 
opportunities for career growth influences employee turnoverin Nigerian private 
universities to a great extent. This result is agreement with Weng and McElroy (2012) who 
established that employees who can meet their career growthexpectation within an 
organization are more likely to stay with that organization and those who cannot more likely 
look for a new job. Shahzad et al., (2011) found that career growth has a negative effect on 
turnover intention. Previous studies by Biswakarma (2016), Weng and McElroy (2012) and 
Ludvigaet al., (2016) found a negative relationship between career growth and turnover 
intention. The implication of the result is that career growth opportunities such as training 
typically involves providing employees the knowledge and skills needed to do aparticular 
task or job as well as attempting to change employees’ attitudes which reduce turnover. It 
also implies that offering career growth opportunities signals to employees that the 
management is keen in developing them and this improves their motivation by the 
employees’’ perceptions that they are valued by the institution. 
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The test of hypothesis two also established that remuneration influences employee 
turnover in private universities in Northern Nigeria. Pay, employee benefits and 
compensation packages play a strategic role inenhancing organizational performance, as 
employers view remunerationas a major cost factor of production and as a necessary 
inducement for attracting suitablejob applicants in addition to retaining valued employees, 
motivating performance, and other desirable behaviours. The study further established that 
remuneration awarded to teams increases productivity levels because members would be 
looking out for the collective good of the team. In line with the above result, Vuyisile (2016) 
argues that the compensation strategy is extremely important as the right compensation 
strategy helps to build the effective and competitive organization. Wang and Wanberg 
(2017) also found significant relationship between remuneration and employee turnover. In 
support of the result, Silaban (2018) stated that good remuneration reduces turnover rate 
among employees. Previus studies by Rahman and Nas (2014) and Hossain and Mahmood 
(2018) found significant relationship between remuneration and employee turnover. The 
implication of the result to management practitioners is that an effective remuneration 
programme can help shape performance and improve job satisfaction thereby reducing 
employee turnover rate.  

Lastly, the study revealed that working conditions influences employee turnover in 
private universities in Northern Nigeria to a great extent. The study established that 
employment security, workplace organization and the working environment are very 
important factors that employees consider at work place. A poor work environment may 
cause discomfort tosome employees who may end up being attracted to other organizations 
with betterworking conditions. This result agrees with Suliman and Obaidli (2011) who 
established significant influence of working conditions on employee turnover. Oludeyi 
(2015) also averred that work environment significantly affects employees in an 
organization hence their decision to stay with the organization. This result is corroborated 
by Justus, Kombo, Murumba and Edwin(2011) and Hossain and Mahmood (2018) who 
affirmed that employees are more likely to stay when there is a predictable work 
environment.The implication of the finding to managers of organizations is that if the 
workplace lacks important facilities, such as proper lighting, furniture, clean restrooms, and 
other health and safety provisions, employeeswill not be willing to put up with the 
inconvenience for long and they will look for other jobs.  
 
Conclusion  

Labour turnover is threat to many organizations and it has become a very serious 
issue for every organization due to its negative effects on organizational performance. 
Findings of the study indicated that turnover rate is high in private universities because of 
non-availability of career growth opportunities, poor remuneration and poor working 
conditions. The study concludes that career growth positively influences employee turnover 
in private universities in Northern Nigeria. The study also concludes that remuneration has 
significant influence on employee turnover in private universities in Northern Nigeria. 
Providing employees with good remuneration increases productivity of employees and 
helps in employee retention thus reducing turnover. Finally, the study concludes that 
working conditions positively influence employee turnover in private universities in 
Northern Nigeria.Good working conditions can influence internal work motivation, increase 
satisfaction, increase quality work performance and reduce absenteeism and turnover.  
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Recommendations 

Based on findings of the study and conclusion drawn the study recommends that:  
i. Management of private universities in Nigeria should always plan on employee career 

growth by carrying competency gap analysis which helps in identifying career needs. 
They should also design in house development programmes to develop employees and 
have a clearly outlined career development policy for employees. They should provide 
the opportunity for career and personal growth through training and education, 
challenging assignments and more responsibility. This will help to build employee loyalty 
and trust with the organization thus reducing employee turnover. 

ii. Management of private universities in Nigeria should regularly undertake salary surveys 
and ensure that compensation is linked to performance management. They should keep 
employee compensation and benefits aligned with current economic status. The 
management should recognize excellent performance, and especially, link pay to 
performance to reduce employee turnover. 

iii. Management of private institutions should ensure that good working conditions such as 
good offices, properlighting, furniture and safety measures are put in place to encourage 
retention. Institutions should also have flexible work schedules and allow employees to 
always participate in the decision making process. 
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