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Abstract 

The study examined perceived job insecurity on turnover intention among bank employees in 

Benue State. The sample size of 348 participants made up of 195(44.56%) males and 153(44.4%) 
females with ages ranging from 31 – 40 years participated in the study. The study employed a 
cross sectional survey design and participants were drawn from commercial bank employees using 

purposive sampling technique. Standardized psychological instrument on Job Insecurity Scale 
(JIS) and Turnover Intention Scale (TIS) were used for the study. Data were collected and analyzed 

using simple linear regression to test the hypotheses. The results revealed that job insecurity 
predicted turnover intention at (R=0.657, R2=0.432, F=37.247, P<0.001). This implies that 1% 
increase in job insecurity will lead 43.2% increase in turnover intention of bank employees in 

Benue state. That is, when Job insecurity increases, turnover intention also increases in a positive 
direction. The study concludes that job insecurity influences turnover intention of bank employees. 

The study recommends that management should reduce the high targets given to bank workers to 
meet up within a period of time and adopt a shift system to ease the employees from fatigue. 

Keywords: Bank employees, Benue State, Job Insecurity, Participants and Turnover intention.  

Introduction 

Turnover intention simply refers to the desire or willingness of an employee in an organisation to 

quit his/her job in the near future as there are job opportunities (Elangovan, 2001). Employees with 
high level of turnover intention are only physically present in an organization while their mind is 
elsewhere (Sowmya & Panchanatham, 2012). When an employee’s mind is somewhere else and 

not in the organisation where he/she works, the employer may not get the best out of him/her and 
this may be counterproductive and detrimental to productivity and efficiency of such organization. 

Turnover intention is an attitudinal variable that has continued in empirical research due to its 
practical effects for voluntary turnover behaviour (Price, 2001; Brigham, Castro & Shepherd, 
2007). Employees’ voluntary turnover is an unsafe outcome for organisations because it increases 

recruitment, selection, training costs, and reduces competitive advantages (Mustapha & Mourad, 
2007; Abbasi & Hollman, 2008). Emigration of some employees from an organisation reduces 

productivity, efficiency and increases the workload of the remaining employees (Miller, 2010). 

Turnover intention has received much theoretical and empirical attention in organisational 
behaviour and human resource management studies for several decades (Hom & Griffeth, 1995; 

Babakus, Gravens, Johnston & Moncrief, 1996). These studies have contributed a lot to the 
understanding of the subject matter. Studying turnover intention, rather than actual turnover, 

according to Lambert and Hogan (2009) is imperative in several ways. For instance, turnover intent 
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is frequently used as the final outcome variable in studies because it is easier to measure and tends 
to be more accurate. Also, Firth, Mellor, More and Loquet (2004) contend that it is challenging to 
gain access to people who have already left to determine why they really quit, thus making the 

study of intention to quit more appropriate than actual turnover.  

In the past few years, the banking industry in Nigeria witnessed some financial crises such as 

persistent liquidity, poor asset management, weak corporate governance, weak capital base, and 
over-dependent on public sector deposits (Soludo, 2004). In order to salvage this sector, the Central 
Bank of Nigeria (CBN) introduced and supervised recapitalization and consolidation policies, 

which led to the merger, acquisition, and downsizing of some banks in Nigeria. This reduced the 
number of banks in Nigeria from 89 (as at June, 2004) to 25 (in December, 2005) (Adejuwon et 

al, 2013; Ogungbamila, 2010), and later to 22 in 2011. Although recapitalization and consolidation 
policies were aimed at enhancing the safety of deposits and strengthening the capital base of  banks 
in order to better finance the Nigerian economy and to effectively compete in African and global 

system (Ogungbamila, 2010). As Ojedokun (2008) noted, this development has raised some 
challenges for those banks that emerged after merger and acquisition. Some of these challenges 

include; inter-bank competition for the best hand in the industry, demands for high returns on 
investment, and closer monitoring by the regulatory authority. 

These developments made most banks in Nigeria to shift from a transaction-based model to a 

sales/service model (Ojedokun, 2008; Ogungbamila, 2010). The sale/service model adopted by 
banks puts a lot of pressures on bank employees because of the increase in job targets 

(Ogungbamila, 2010; Adejuwon et al, 2013). The high job targets and emotional demands placed 
on bank employees, as well as other stressors such as long working hours, lack of shift, job 
insecurity and inequality, low pay, time pressure, and the dual obligation of protecting the banks 

and its customers in the banking industries in Nigeria (Ogungbamila, 2010; Owolabi & Babalola, 
2011) have made some employees quit, while others are preoccupied with the intention to quit as 
soon as they find alternative jobs with better working conditions (Ojedokun, 2008; Balogun et al, 

2012). 

There is no place more suitable to study turnover intention than the banking industry in Nigeria. 

This is because employee’s turnover intention is greater than is expected and it has become a major 
threat to the existence of most post consolidation banks (Ojedokun, 2008). This may be due to the 
fact that the nature of the work requires keeping and maintaining competent employees. Recruiting 

these qualified workforces are major challenges of the banking industry and these challenges may 
be as a result of absence of satisfied level of job insecurity, work overload and work family conflict 

among bank employees. 

Studies have shown that there is high incidence of voluntary turnover among bank employees in 
Nigeria (Ojedokun, 2008; Balogun & Olowodunoye, 2012). Although, voluntary turnover of poor 

performing employees is beneficial, but loss of talented and skilled employees may have 
deleterious effects on the banking system of the country (Ojedokun, 2008). Previous study findings 

have shown that loss of trained employees through voluntary turnover raises recruitment, hiring, 
and training costs and reduces competitive advantages of organizations (Abbasi & Hollman, 2008; 
Hong et al, 2008; Ojedokun, 2008). In addition, turnover includes other costs, such as loss of 

productivity and loss of sales and management’s time or energy. Furthermore, turnover of 
employees disrupts teams and smooth workflow, reduces production and quality of service, and 

results in loss of knowledge, innovative ideas, and new approaches (Mustapha & Mourad, 2007; 
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Wagner, 2010). These negative consequences of employee turnover as well as their high rates have 
therefore generated considerable interest among organizational behaviour and attitude scholars in 

understanding its causes and reducing its incidence (Griffeth, Hom & Gaertner, 2000). Therefore, 
understanding and clarifying the predictors of intention to quit of bank employees in Nigeria may 

offer crucial insights into how the negative job attitude can be reduced or checked.  

Looking at the Nigerian banking industries from the study’s point of view, it is obvious that the 
rate of labour turnover is becoming worrisome and this has brought untold hardship to many homes 

in the country. Workers are laid off either openly or secretly on daily basis and the high level of 
turnover poses a serious problem for the industry especially if the separation is voluntary by 

relatively high-profile numbers of human capital value (WeiBo, Kaur & Zhi, 2010). Labour 
turnover is costly, lowers productivity, kills morale, losses customers to competitors and tends to 
get worse if it is not urgently addressed, hence, constitutes challenges. Management must 

strategize in order to ensure that concerted efforts are geared towards minimization or total 
eradication.  

Most studies have focused on the great impact of attitudinal factors such as satisfaction and 
organizational commitment on turnover intention. However less attention has been given to the 
study of the influence of job insecurity on turnover intention among bank employees in Nigerian 

context. The aim of the study therefore is to investigate the influence of job insecurity on turnover 
intention among Bank employees in Benue state. 

Hypothesis 

Ho: There is no significant influence of job insecurity on turnover intention among bank employees 
in Benue State. 

Literature Review 

Employee turnover in the banking sector occurs when employees leave their jobs and must be 

replaced. Replacing exiting employees is a cost to the sector and destructive to service delivery 
and this has a significant level of negative effect on the banking system performance. Hence, 
management should consider it necessary to slash down to the least, the alarming rate at which 

employees, particularly, those that are crucial to its operations are leaving the organisations. 
Labour turnover measures the occupational migration of workers in and out of service within a 

particular firm. The issue and interest in measuring such movement only arose when working for 
an employer rather than self-employment, geographical, marital organisations and so on. These 
further proved that there is no consensus to what actually leads to labour turnover. However, some 

of the strategic procedures to combat or minimize labour turnover include policies toward 
recruitment selection, induction, training, job design and wage payment.  

Job insecurity as defined by Greenhalgh and Rosenblatt (1984) refers to perceived powerlessness 
to maintain desired continuity in a threatened job situation. While Davy, Kinicki and Scheck 
(1997) gave their own definition as an individual’s expectation about continuity in a job situation. 

According to Heaney, Israel and House (1994), job insecurity is a perception of a potential threat 
to continuity in one’s current job. One universal deduction from these definitions is that job 

insecurity is perceptual in nature and it is determined by individual differences across different 
organizational settings. This subjective nature of job insecurity was further emphasized by 
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Hellgren, Sverke and Isaksson (1999) who distinguished between two different forms of job 
insecurity: quantitative job insecurity, classifies as worrying about losing the job itself, and a 
qualitative job insecurity, which has to do with worrying about losing important features of the 

job, including job stability, positive performance appraisals and promotions (Greenhalgh & 
Ojedokun, 2008; Jacobson, 1991). In their opinion, the later refers to feelings of potential loss in 

the quality of organizational position, such as worsening of working conditions, lack of career 
opportunities and decreasing salary development.  

As reported by Probst (2004), job insecurity can lead to workplace injury and accident, and the 

significant financial cost of treatment, which can contribute heavily to the overhead cost of the 
organization. According to Brockner, Tyler and Schneider (1992) and De Witte and Naswall 

(2003), an insecure workforce can pose problems for firms since insecurity may well cause 
employees to identify less with corporate objectives and may impact adversely on motivation and 
willingness to innovate and hence on their individual productivity. As pointed by Ashford, Lee, 

and Bobko (1989) perception of job insecurity has a direct link with employee’s pronounced 
turnover intention most especially when many viable opportunities exist outside the firm. Further, 

Greenhalgh and Rosenblatt (1984) admitted that such situation of increased intent to quit results 
in a situation, whereby the most productive employee ends up being the first to quit because of 
their high employability which, in addition to reduced motivation, can also jeopardize a company’s 

productivity and competitiveness (Sutton, 1983). 

In underdeveloped economies like Nigeria, where job security presents a significant factor in 

employment decision making of individuals. The radical change from a traditionally secure 
working situation to a fast changing and insecure one could be expected to have an impact not only 
on the wellbeing of individual, also on their work attitude and behaviour. Workers react to job 

insecurity and their reactions have consequences for organizational effectiveness. The success or 
failure of any downsizing strategy is essentially determined by the reactions of the survivors in the 
organization. As noted by Kozlowski, Chaos, Smith and Hedland (1993), job insecurity has 

consistently been found to have relationship with reduced level of work attitudes such as job 
satisfaction and increased turnover. Findings from other studies show that employees who felt 

insecure about their future employment were more dissatisfied with their jobs and likely to look 
for job elsewhere compared to those who perceived their future job situation as more secure 
(Ashford, Lee & Bobko, 1989; Davy et al, 1997, Burke & Nelson, 1998; Dekker & Schaufeli, 

1997, Hartley et al, 1991). Moreover, perceived insecurity concerning one’s future role in the 
organization may also make employee less inclined to remain with the organization. Job insecurity, 

like any stressor could lead to a withdrawal reaction as manifested in higher level of turnover 
intention. 

Job insecurity or ‘the threat of unemployment’ is defined in various ways in the literature. 

Greenhalgh and Rosenblatt (1984) define job insecurity as “the perceived powerlessness to 
maintain the desired continuity in a threatened job situation”. Heany, Israel and House (1994) refer 

to the “perception of a potential threat to the continuity of the current job”, and Sverke, Hellgren 
and Näswall (2002) regard it as “subjectively experienced anticipation of a fundamental and 
involuntary event related to job loss”.  Job insecurity can be defined as the perceived threat of job 

loss and the worries related to that threat (De Witte, 1999, p. 156; Sverke, Hellgren, Näswall, 
Chirumbolo, De Witte & Goslinga, 2004). This definition is closely related to the common 

denominator of most definitions in this field: the concern regarding the future continuity of the 



 

Jalingo Journal of Social and Management Sciences                                Volume 4, Number 1, April 2022. 

107 

 

current job (Sverke & Hellgren, 2002; van Vuuren, 1990). Most authors also agree on a number 
of additional aspects. First of all, job insecurity is a subjective perception. The same objective 

situation such as decline in company orders may be interpreted in various ways by different 
workers. It may provoke feelings of insecurity for some, whereas their job continuity is 

(‘objectively speaking’) not at stake. Others, on the contrary, may feel particularly secured about 
their jobs, even though they will be dismissed soon afterwards. 

Subsequently, what typifies this subjective conceptualisation of job insecurity is that it concerns 

insecurity about the future: Insecure employees are uncertain about whether they will retain or lose 
their current job. They are ‘groping in the dark’ as far as their future within the organisation or 

company is concerned. This perception contrasts to the certainty of dismissal. The information that 
one has been given notice enables the employee to take concrete action in order to cope with the 
situation by looking for other jobs. Employees who feel uncertain cannot adequately prepare 

themselves for the future, since it is unclear to them whether actions should be undertaken or not. 
Many definitions also refer to the involuntary nature of job insecurity (Greenhalgh & Rosenblatt, 

1984; Sverke & Hellgren, 2002). Research on job insecurity does not focus on employees who 
deliberately choose an uncertain job status (prefer to work with a temporary contract, because it 
suits their present situation). Insecure employees rather experience a discrepancy between the 

preferred and the perceived level of security offered by their employer. A feeling of powerlessness 
is also emphasized in many definitions (Greenhalgh & Rosenblatt, 1984). Job insecurity mostly 

implies feelings of helplessness to preserve the desired job continuity. 

Scientific views however differ regarding some other components of job insecurity. Some 
differentiate between the cognitive probability of losing one’s job that is, ‘I think that I will be 

dismissed’, and the affective experience thereof ‘I am worried that I will become unemployed’ 
(Borg, 1992). Others differentiate between quantitative and qualitative job insecurity (Hellgren, 

Sverke & Isaksson, 1999). Research focused on the differential consequences of cognitive versus 
affective job insecurity (Borg, 1992) and of quantitative versus qualitative insecurity (Hellgren et 
al, 1999).  

In recent years, job insecurity has become more relevant for employees and organizations. The 
increasing uncertainty of employees has come to the attention of both research and the daily press, 

for example, in international newspaper article headlines such as ‘‘The number of insecure jobs 
increases” (RP, 2010) and “Help me to deal with job insecurity” (Budworth, 2009). 

Employee uncertainty over potential job loss has often been assumed to have negative effects. 

From an individual perspective, it is the health and well-being of employees that may be negatively 
affected, while, from an organizational perspective, work behaviours and attitudes may be affected 

negatively. Since planning for the future might not be possible when experiencing job insecurity 
and life outside work may be influenced negatively as well, job insecurity can have effects on a 
larger societal level. For instance, detrimental effects to well-being and health may have to be 

compensated for by the welfare and healthcare systems (Pfeffer, 1997). Until now research on the 
consequences of job insecurity has mainly focused on topics that are relevant from an individual 

and organizational perspective (Cheng & Chan, 2008; Sverke, Hellgren, & Näswall, 2002), but  
further outcomes need to be included to gain a better understanding of the severity of job 
insecurity. Moreover, little is known about the inter-individual differences regarding responses to 

job insecurity (Armstrong-Stassen, 1994; Kinnunen, Mauno & Siltaloppi, 2010), especially when 
considering coping or living circumstances. Intervening factors, between the experiencing of job 
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insecurity and its consequences, such as perceptions of unfairness (Bernhard-Oettel, De Cuyper, 
Schreurs & De Witte, 2011), have been increasingly studied over the last few years (Sverke, De 
Witte, Näswall & Hellgren, 2010). A better knowledge of what the types of perceptions of the 

work situation are that may lead to employees experiencing negative consequences in connection 
with job insecurity would be an important step in understanding job insecurity better. In addition, 

research on the role of gender in the context of job insecurity has, as of yet, led to inconclusive 
results and many unanswered questions (De Witte, 1999; Mauno & Kinnunen, 1999; Westman, 
2000), which calls for further investigations of gender in this area. 

As noted by several commentators (e.g., Gowing, Kraft, & Campbell, 1998; Howard, 1995; 
Pfeffer, 1998; Rifkin, 1995; Sverke, Hellgren, Näswall, Chirumbolo, De Witte & Goslinga, 2004), 

working life has been subject to dramatic change over the past decades. These changes concern 
issues such as increased economic dependency between countries, rapidly changing consumer 
markets, and escalated demands for flexibility within as well as between organizations. As a 

consequence, banking organizations have been forced to engage in various adaptive strategies in 
order to tackle new demands and remain vigorous in this unpredictable environment. The banking 

sector have among others, as noted by Cascio (1998), two options to become more profitable: they 
can either increase their gains or decrease their costs, often by reducing the number of employees.  

Materials and Methods 

Design 

The study employed a cross-sectional survey design. In this type of research study, either the entire 

population or a subset thereof is selected, and from these individuals, data are collected to help 
answer research questions of interest. The study covers all the banks operational in Benue State. 
These banks include: First bank Plc., United Bank of Africa, Zenith Bank, Fidelity bank, Access 

Bank, Union Bank, Guarantee Trust Bank, Sterling Bank, First City Monument Bank Unity, Sky 
bank and Eco Bank. Participants for this study comprises of operational staff  within the banking 
sector such as cahiers, marketers, customer care service providers, and management staff within 

the banking sector. A total of 348 participants made up of 195(44.56%) males and 153(44.4%) 
females with ages ranging from 31 – 40 years participated in the study. 

Instruments  

Job Insecurity Scale (JIS) 

This study used the instrument of job insecurity scale. The scale was developed by De Witte across 

five European countries (i.e., Belgium, The Netherlands, Spain, Sweden, and the UK) was used. 
A shortened version of the measure of job insecurity scale originally devised by De Witte (2000) 

was administered. The original version has 11 items, and after considering the translation and 
application in the Nigerian context, the study dropped 3 items. This short-form scale distinguishes 
between cognitive (4 items: “I am very sure that I will be able to keep my job”; “I am certain/sure 

of my job environment”; “I think that I will be able to continue working here”; “There is only a 
small chance that I will become unemployed”; all items reverse coded) and affective job insecurity 

(4 items: “I fear that I might get fired”; “I worry about the continuation of my career”; “I fear that 
I might lose my job”; “I feel uncertain about the future of my job”) was finally adopted. Items are 
recoded so that a high score indicates a high level of insecurity. The Cronbach’s alpha coefficient 

of 0.922 was obtained in this study indicating a very good reliability. The linear regression analysis 
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was used to test the hypothesis which states that: Job insecurity will significantly influence 
turnover intention among bank employees in Benue State while Socio-demographic characteristics 

of respondents were described using frequencies, percentages, mean and standard deviation. 

Result of the Findings 

Descriptive statistics were used to present information collected on the demographic variables of 
the sampled respondents. The presentation was done using mean, frequency, and percentage on 
demographic characteristics of the respondents which includes: age, sex, marital status and 

duration of service. The results in Table 1. 

 Table 1. Demographic characteristics of Respondents 

Item  Frequency Percentage (%) Mean  

Age 20-30 152 40.0 32years 

 31-40 206 54.2  

 41-50 22 5.8  

Sex Male 195 56.0 - 

 Female 153 44.0  

Marital Single 109 30.7 - 

Status Married 236 66.5  

 Divorced  1 0.3  

 Widow/widower 0 0.0  

Duration of 1-10years 321 88.7 6years 

Service 11-20years 35 9.6  

 21-30years 8 2.2  

The results in Table 1 revealed that age of participants is within the range of 20-50 years with 
average age of 32years. Age breakdown shows that 40% of the participants ware within the age 

range of between 20 and 30years, 54.2% were between the age ranges of 31-40years, while 5.8% 
were within the age range of 41 to 50years. The findings on age shows that majority of the 
participants were within the age range of 31-40years and a reflection of the age range of bank 

employees. The sex of the participants from the analysis revealed  that male was 195 representing 
56% of the respondents while female were 153 participants representing 44.4% of the respondents; 

implying that male Bank employees participated more in the study than their female counterparts. 
The marital status of the participants indicates that 109 respondents representing 30.7% were 
single, 236 participants representing 66.5% of the respondents are married, 9 (2.5%) participants 

were separated, while 1 participant representing >1% were divorced. The analysis shows that 
majority of the participants are married. From the analysis, the duration of service of participants 

is between 1 and 30years with average period of 6years of service in the banking sector. A 
breakdown shows that 348 participants representing 88.2% of the respondents stayed in the 
banking sector between 1 and 10years, 35 participants representing 9.6% have stayed in the 

banking sector between 11 and 20years, while 8 participants representing 2.2% of the respondents 
have stayed for 21-30years. This shows that most of the participants have stayed for average period 

of 6years implying high level of intention to leave. 

The hypothesis which states that there is no significant influence of job insecurity on turnover 
intention among bank employees in Benue State was tested using a simple linear regression 

analysis and the result is presented in Table 2. 
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Table 2: Simple linear regression score of influence of job insecurity on Turnover intention  

Predictor Variable R R2 F ß T Sig 

Constant   * 0.555 12.719 0.000 

Job Insecurity 0.657 0.432 37.247 0.657 6.103 0.000 

The results presented in Table 1.1indicates the influence of job insecurity on Turnover intention 
in the study area. The results revealed that Job insecurity significantly predicted Turnover intention 

of bank employees in Benue state (R=0.657, R2=0.432, F=37.247, P<0.001). The results indicate 
that Job insecurity predicts 43.2% of Turnover intention of bank employees in Benue state. This 

implies that 1% increase in Job insecurity will lead 43.2% increase in Turnover intention of bank 
employees in Benue state. As Job insecurity increase, Turnover intention also increases in a 
positive direction. Based on the result of the regression analysis, Job insecurity significantly 

influences Turnover intention among bank employees in Benue State.  

The findings on the influence of job insecurity on turnover intention among bank employees in 

Benue state shows that there is strong positive influence of job insecurity on turnover intention 
among bank employees. The results revealed that Job insecurity significantly predicted turnover 
intention of bank employees in Benue state. The finding is supported by Samuel and Chipunza 

(2009), they found that job security influences employee turnover intention in underdeveloped and 
developing economies, in either type of economy, employees place great importance on their jobs, 

because it provides them with the source of income with which socio-economic stability and 
psychological wellbeing are achieved. The result was also consistent with earlier findings by 
Ashfold, Lee and Bobko (1989), that employee who felt insecure about their employment were 

more dissatisfied with their jobs and likely to look for job elsewhere compared to those who 
perceived their jobs future as more secure. Similar results were obtained by Heaney et al (1994) 
and Rosenblatt and Ruvio (1996). 

These results were similar to findings in the literature (Cheng & Chan 2008; Sverke et al, 2002) 
suggesting similar behaviour of Turkish workers in banking sector. The study also showed that job 

security influences bank employees the intention to leave, similar to findings in the literature 
(Chirumbolo & Hellgren, 2003). Again, this finding suggested similar attitudes and behaviour of 
bank workers in this Turkish as compared to findings from other countries. The result of the study 

disagrees with the earlier study of Arnold and Feldman's (1982) which affirmed that job insecurity 
does not show a direct influence on turnover intention. This finding indicated that bank employees 

do not consider job insecurity as a major direct influence on their desire to leave the banking sector.  

The findings of this study also corroborate the studies in Nigerian banking industry carried out by 
Ibrahim, Hilman and Kaliappen (2016) which submitted that, job insecurity have significant 

influence on employee turnover intention. The finding implies that, if the banks maintain practices 
that ensure employees feel secure and satisfied with their job, the turnover intention among 

employees will reduce moderately. The finding is in line with (Irvine & Evans, 1995).  

Conclusion 

Based on the findings of the study, it can be concluded that job insecurity is a strong predictor of 

turnover intention among bank employees. This is because the outcome of the analysis signifies 
that there are many factors that can significantly increase employee turnover intention in the banks 

in addition to job insecurity. Most importantly, finding of the study demonstrates that even among 
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the other factors that positively influence turnover intention, job insecurity have its own 
independent effects. 

Recommendations 

Based on the findings of the study, the following recommendations are as follows: 

i. The findings of job insecurity on turnover intention among bank employees in 
Benue State shows that there is a strong positive influence of job insecurity on 
Turnover intention among Banks employees. The study therefore recommends that 

to achieve reducing turnover intention management must be aware and conscious 
of the resultant effect of declining job security on their organizational or corporate 

image. 
 

ii. The study recommends that to achieve reducing turnover intention management 

must be aware and conscious of the resultant effect of declining job security on 
their organizational or corporate image. 

 
iii. It is hereby suggested that government has a key role of formulating favorable 

policy prohibiting arbitrary dismissal of bank workers especially when they are 

meeting up with the bank targets. Employer in the banking sector should employ 
the required number of workers they are capable of providing and taking care of, 

this will eliminate persistent turnover rate in most Nigerian banks. 
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