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Abstract 

The study examined effects of job stress on employee retention in Oyo State Agricultural 

Development Programme (OYSADEP). A total of ninety respondents were sampled through 

multistage sampling technique using structured questionnaire. The data collected were 

analysed using descriptive statistics, Likert-type rating scale and logit regression. Results 

revealed that majority (92.2%) of the employees were males, educated with mean age of 

49 years and a working experience of about 12 years. The major causes of job stress to the 

employees were inconsistent (x=4.41) and insufficient payments of mileage claim (x=4.24) 

as well as non-payment of hazard allowance (x=4.30). Majority (75.6%) of the employees 

agreed that they would definitely quit OYSADEP if they had an attractive job offer while 

84.5% of the employee collectively agreed that OYSADEP did not appear to be the best 

agricultural outfit to work for. The study further revealed that medium level (x=3.25, 

SD=0.98) of employee retention existed in the organisation. The logit regression results 

revealed work experience (p>0.01), rank/cadre of staff (p>0.05), medical support (p>0.01), 

willingness to leave job (p>0.05), exposure to training opportunities (p>0.05), employee 

status (p>0.05) and payment of mileage claim (p>0.05) as the socioeconomic and stress-

related factors significantly causing employee job retention. The study concluded that 

incidence of stress-induced medium job retention existed in the organisation. The study 

therefore, recommended that the organisation must take cognisance of improving the 

psychology and welfare of the employees while also promoting stress-inducing 

management practices. 
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Introduction 

Job stress is the injurious emotional 

and physical reactions of employees when 

confronted with daunting job expectations 

for which institutional arrangements such 

as resources, equipment and general work 

environment cannot meet. Most scholars, 

for example Kaufman, (2008), Ismail et 

al. (2010), Farler and Broady-Preston, 

(2012), Ahmed and Ramzan, (2013), 
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Ezeuduji and Nbane, (2017), Zahra et al. 

(2018), Ehsan and Alli, (2019) and Kachi 

et al. (2020) have expressed job stress as a 

psychological response to a dangerous 

situation or events capable of eliciting 

burnouts, frights, irritation, confusion or 

other forms of excitement which have 

physiological effects on the body. Job 

stress refers to work related psychological 

pressure that affects a worker’s ability to 

skilfully respond and grip a specific 

situation at workplace (Chen and 

Silverthorne, 2008). Stress is multifaceted 

and at times brings out goodness (Farler 

and Broady-Preston, 2012); this is 

especially when outcome of the stressful 

act predisposes positive achievements. 

This expatiates the views of Kozusznik et 

al. (2012), who viewed stress to represent 

“crisis” and “opportunity”, or as eustress 

and distress conditions (Selye, 1964, 

1987; Ismail et al., 2010; Yu-Fei (Melissa) 

et al., 2012). Eustress refers to the positive 

feeling which arises from a stressful 

condition while distress relates to threats 

and harmful effects.  

The types of stress that can be suffered 

by any employee include physical stress, 

work-related stress and psychological 

stress (Jaffe-Gill et al., 2007; Farler and 

Broady-Preston, 2012; Ismail et al., 2010; 

Khuong and Yen, 2016; Fonkeng, 2018; 

Ehsan and Ali, 2019 and Kachi et al., 

2020). Employee suffering from stress are 

prone to display negative attitudes and 

behaviours at their workplace (which 

negatively affects health of such 

employees). Stress may reduce 

employee’s productivity and stimulate 

disinterest in the job. Such employee 

presents with fatigue leading to mental 

and physical exhaustion while worse 

forms of debilitating ill-health (such as 

hypertension, depression) can follow 

(Usman et al., 2011 and Ajayi, 2018).  

Employees of any organisation are the 

most important assets of an organisation. 

According to Jaffe-Gill et al. (2007), 

‘different professional context creates 

stress conditions to the employees at the 

work place’. Some supervisors/managers 

give daunting tasks (with deadlines) to 

their subordinates who lack the 

intellectual wherewithal to complete such 

task, which could easily cause burn out 

and stressful conditions that affect future 

execution of tasks and relationship with 

other colleagues at work. It therefore, 

becomes incumbent on the management to 

provide enabling environment to optimise 

workers’ performance (Baghaei, 2011), in 

order to have ‘satisfied’ employees who 

are less likely to quit their jobs. (Motlou et 

al., 2016). 

Employees retention is achieved 

through strategies deployed by any 

organisation, such that personnel stay in 

its services as long as practicable, with 

voluntary staff renewal rate minimised 

(Gberevbie, 2010 and Motlou et al., 

2016). This is a common practice by 

organisations who value and invest 

heavily in human capital especially when 

such organisation is performance-driven 

(Michael, 2008; Chiboiwa et al., 2010). 

Employee is driven by leadership style, 

organisational justice and work 

relationships among other factors (Motlou 

et al., 2016). When a business loses 

employees, it loses skills, experience and 

“corporate memory” (Khalid and Nawab, 

2018). The magnitude and nature of these 

losses is a critical management issue, 

affecting productivity, profitability and 

product and service quality (Kaye and 

Jordan, 2001; Iqbal and Hashmi, 2015). 

The cost of replacing workers can be high 

while the rigours associated with finding 

and training new employees can be 

significant. It is also more painful when 
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such employee walks away with specific, 

workplace-acquired skills and knowledge, 

which can take years to replace. In the 

same vein, employees who resign out of 

mismanaged stress is left worse off 

because of dampened morale which could 

cause other personal catastrophic 

consequences (Khalid and Nawab, 2018).  

The Agricultural Development 

Programmes (ADPs) were established in 

Nigeria in 1972 as a pilot scheme (enclave 

projects) in some Northern states (Gombe, 

Funtua and Gusau) of Nigeria, vested with 

raising of farmers’ income through 

increased agricultural production. ADPs 

were thereafter established in all Nigerian 

States after the successful pilot scheme. 

The old Oyo State became a beneficiary of 

the ADPs system around mid-1982 

through the formation of Oyo North 

Agricultural Development Programme 

(ONADEP) which was in operation up till 

1989. This transformed to OYSADEP 

after the creation of Osun State from the 

old Oyo State in January 1992 

(OYSADEP, 2015).  

Several studies (Fonkeng, 2018; 

Ajayi, 2018; Ehsan and Ali, 2019; 

Vijayan; 2017; Khuong and Yen, 2016) 

have focussed on the effects of stress as 

they relate to socio-economic and work 

related factors of employees vis-à-vis in 

different organisations but not agriculture. 

This research will add to the large body of 

scholarly works on job stress with 

emphasis on ADPs. 

This study made attempt to verify a 

general thesis that job stress does not have 

significant effects on employees’ retention 

in OYSADEP. The specific objectives of 

the study are to describe the socio-

demographic characteristics of the 

employees, identify the factors that cause 

job stress among employees in 

OYSADEP; describe the perception of the 

employees on employee retention; 

determine the level of employees’ 

retention and identify constraints to 

employees’ retention in OYSADEP. 

Hypotheses of Study 
The hypotheses tested include: 

H01: There is no significant relationship 

between job stress related factors and 

employee retention in OYSADEP.  

H02: There is no significant relationship 

between personal characteristics of 

employees and job retention. 

 

Methodology 

The study was carried out in Oyo 

State, Nigeria. Oyo State is an inland state 

in South-Western Nigeria, created on 3rd 

February, 1976 with its capital in Ibadan. 

It is located on coordinates 8°00′ N 4°00′ 
E and shares boundary with Kwara State 

in the north, in the east by Osun State, in 

the south by Ogun State and in the west 

partly by both Ogun State and partly by 

the Republic of Benin (Oyo State, Nigeria, 

2017). Oyo State covers a land area of 

28,454 km2 and has a total population of 

7,840,900 based on 2016 extrapolation of 

the 2006 census figure (NBS, 2016). The 

climate is equatorial (notably with dry and 

wet seasons) with relatively high 

humidity. The dry season lasts from 

November to March while the wet season 

starts from April and ends in October. 

Average daily temperature ranges 

between 25°C (77.0°F) and 35°C (95.0°F) 

almost throughout the year. Agriculture is 

part of the economic activities in the state, 

which further emphasises the need for 

siting OYSADEP in the State. Study 

population: The population of the study 

are the extension agents (EAs) of 

OYSADEP. A total number of 180 

respondents were drawn through a 

multistage sampling procedure. The first 

stage featured selection of OYSADEP 
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(through a simple random sampling 

technique) out of the six ADPs in the 

southwest geopolitical zones of Nigeria. 

The second stage involved a random 

selection of two (Ibarapa and Saki) out of 

the four OYSADEP zones. At the third 

stage, 90 EAs each were selected 

randomly from the two zones giving a 

total of 180 respondents. The study data 

were collected through a questionnaire 

which contained questions such as socio-

demographic and career specific 

variables, perceptual statements on job 

stress and employees’ retention among 

others.  

Data Analysis 
The data collected were analysed 

using descriptive statistics, Likert type 

rating scale and logit regression analysis. 

Descriptive Statistics: Frequency and 

percentage tables were used to describe 

the socio-demographic and career 

characteristics of respondents. 

Likert-type Rating Scales: These were 

measured in the form of 5-point Likert 

type rating scales [from strongly agree 

(SA) to strongly disagree (SD)] for factors 

that cause job stress, perception of 

employees’ on job retention, and a 5-point 

rating scale to measure level of 

employees’ job retention (VH-Very High 

= 5; H-High = 4; M-Medium = 3; L-Low 

= 2 and VL-Very low = 1) as well as a 4-

point rating scales (Very severe = 4, 

Severe = 3, Not severe = 2, Not a 

constraint = 1) to rate constraints faced by 

employees in OYSADEP. 

Logit analysis: The logit regression 

was adopted to determine the 

socioeconomic and employees career-

related factors affecting their job retention 

in the study area. The model is a non-

linear regression model used to estimate 

dichotomous outcome variables. It 

expresses a qualitative dependent (binary) 

variable as a function of many 

independent variables. (NCSS, 2019). 

The model is stated explicitly as: 

L1 = ��
��

����

 =  β0 + β1X1 +β2X2 + β3X3 + 

β4X4 + β5X5 + β6X6 + β7X7 + β8X8+ β9X9 

+ β10X10 + β11X11 + β12X12 + β13X13 + 

β14X14 + β15X15 + u. 

 

Where  

X1 =Age (Years) 

X2 =Sex (Female = 1, zero otherwise) 

X3 = Marital status (Married =1, zero 

otherwise) 

X4 = Education level (Number of years 

spent in school) 

X5 = Work experience (Years) 

X6 = Rank/cadre (Senior officer =1, zero 

otherwise) 

X7 = Income (Naira) 

X8 = Exposure to training opportunities 

(Number)  

X9 = Employee status (Permanent =1, 

zero otherwise) 

X10 = Promotion (Regular = 1, irregular 

=zero) 

X11 = Mileage claim (Regular = 1, zero 

otherwise) 

X12 = Medical support (Available = 1, 

zero otherwise) 

X13 = Willingness to leave job for another 

better one) 

X14 = Social programme (Present =1 zero 

otherwise) 

u = random error 

β0 = Constant 

 

Results and Discussion 

Personal Characteristics of the 

Respondents 
Results in Table 1 reveals that a larger 

proportion (48.9%) of the staff of Oyo 

State Agricultural Development 

Programme were above 50 years. The 

mean age of about 49 years implies that 
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the staff were ageing and thus, the 

probability of retaining their current jobs 

is high even if they are stressed, as getting 

a new job may not be so easy at their age 

(Robbins and Sanghi, 2006) Also, 

majority (92.2%) of the staff were males, 

implying that OYSADEP was dominated 

by male employees. This is true for 

agricultural extension and other 

employment activities that are marked by 

drudgery (Motlou et al., 2016). Majority 

(95.6%) of the employees had either 

higher national diploma (HND) or 

Bachelor of Science (BSc) degrees. This 

implies that OYSADEP staff were well 

educated in line with their demands for 

professional task execution. Furthermore, 

88.9% of the staff were married. This 

further imposes need to sustain their jobs 

in order to continuously meet their 

families’ needs (McBey and Karakowsky, 

2001).  

Most (37.8%) of the EAs were in the 

rank of Principal Agricultural Officer 1 or 

Senior Agricultural Officer suggesting a 

positive linkage to the mean year of 

experience of approximately 12 years. 

This implies a fairly regular promotion 

schedule for employees in the 

organisation in line with the civil service 

rule of the Oyo State. Year of experience 

of respondents further implies their 

improved competency and quality service 

to the organisation (Thompson, 2008 and 

Motlou et al., 2016). 

 

Table 1: Frequency distribution showing personal characteristics of the respondents 
Variables  Frequency Percentage Mean Standard deviation  

Age     

<41 16 17.8 48.51 7.169 

41-50 30 33.3   

51 & above 44 48.9   

Sex     

Male 83 92.2   

Female 7 7.8   

Marital Status     

Single  8 8.9   

Married  80 88.9   

Divorced  1 1.1   

Widowed  1 1.1   

Edu level     

OND/NCE 3 3.3   

HND/BSc. 86 95.6   

PhD 1 1.1   

Degree opt     

Crop Science  22 24.4   

Animal Science 16 17.8   

Agric. Extension 26 28.9   

Soil Science 5 5.6   

Agric. Econs 10 11.1   

Forestry 3 3.3   

Fishery  4 4.4   

Rank      

Higher Agric. Superintendent/ Agric. 

Officer 1  

27 30.0   

Senior Agric. Superintendent/ Agric. 

Officer 2 

19 21.1   
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Principal Agric. Officer 1/ Senior 

Agric. Officer 

34 37.8   

Assistance Chief Agric. Officer 2 2.2   

Chief Agric. Officer 6 6.7   

Assistance Director 1 1.1   

Dep. Director 1 1.1   

Experience      

<11 38 42.2 11.73 7.009 

11-20  41 45.6   

21 & above 11 12.2   

Grade     

<10 27 29.9 10.72 2.436 

10-12 37 41.2   

13 & above 26 28.9   

Income      

<30,000-49,999 24 26.7 52,432.41 911.02 

50,000-69,999 37 41.1   

70,000-89,999 17 18.9   

90,000-100,999 7 7.8   

110,000-119,999 4 4.4   

120,000 & above 1 1.1   

 

Perception of Respondents on Causes of 

Job Stress Among OYSADEP Employee 
Result of the 5-point Likert type scale 

identifies the major factors causing job 

stress to employees in the study area with 

values attaining to 4.0 scale (Table 2). 

From the table, the major causes of 

employee job stress include inconsistent 

payments of mileage claim (x score = 

4.41), insufficient mileage claim (x=4.24). 

This implies that majority of the 

employees were not offered regular 

allowance for travel expenses which may 

affect the employee retention and impose 

work stress on employees, or cause 

retention of good employees (Ghazanfar et 

al., 2011). The other major causes of job 

stress include non-inclusion of hazard 

allowance in employee pay package 

(x=4.30), inadequacy of fringe benefits 

(x=3.98), bad and unsafe rural roads 

(x=3.91), poor administration of 

retirement benefits scheme provided such 

as pension, provident fund and gratuity are 

not paid regularly (x= 3.89) and expired 

first aid items (x=3.77).  

Employees’ Perception of Job Retention 
The perception of the respondents on 

employee’ retention is indicated in Table 

3. Results shows that majority (60%) of the 

employee perceived that their work at 

OYSADEP was very important to them 

and therefore, would not quit. Conversely, 

84.5% of the employee collectively agreed 

that OYSADEP was not the best 

agricultural outfit to work for. This implies 

that 50.0% of the respondents endured 

working for the ADP because no other job 

with a more conducive environment was in 

sight.
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Table 2: Frequency distribution showing factors that cause job stress 
SN Perpetual Statement   SA A U D SD X S.D 

1 My block members are not 

supportive  

3(3.3) 1(1.1) 2(2.2) 35(38.9) 49(54.4) 1.60 0.21 

2  Lack of enabling work 

environment 

4(4.4) 24(26.7) 6(6.7) 28(31.1) 28(31.1) 2.42 1.02 

4 No fair treatment of 

employees 

8(8.9) 20(22.2) 3(3.3) 46(51.1) 13(14.) 2.60 0.41 

5 Very poor co-ordination of 

workers  

4(4.4) 3(3.3) 6(6.7) 22(24.4) 55(61.1) 1.66 0.11 

6 First aid box at work place not 

functional 

33(36.7) 24(26.7) 16(17.8) 13(14.4) 4(4.4) 3.77 0.22 

7 Retirement benefits not paid 

regularly  

23(25.6) 47(52.2) 12(13.3) 3(3.3) 5(5.6) 3.89 1.01 

8 Salary structure of employees 

is good 

3(3.3) 18(20.0) 12(13.3) 40(44.4) 17(18.9) 2.44 1.11 

9 Performance-based incentives 

usually given 

5(5.6) 11(12.2) 13(14.4) 57(63.3) 4(4.4) 2.51 0.96 

10 Inadequate provision of  

fringe benefits  

22(24.4) 51(56.7) 8(8.9) 7(7.8) 2(2.2) 3.98 0.92 

11 There is ambiguity in 

assigning task  

18(20.0) 12(13.3) 14(15.6) 41(45.6) 5(5.6) 2.97 1.22 

12 Superior employees act like 

coach to subordinates  

7(7.8) 29(32.2) 8(8.9) 24(26.7) 22(24.4) 2.72 1.03 

13 Hazard allowance is not 

applicable to me  

54(60.0) 21(23.3) 6(6.7) 6(6.7) 3(3.3) 4.30 1.08 

14 Staff training is irregular here  30(33.3) 19(21.1) 3(3.3) 22(24.4) 16(17.8) 3.28 1.565 

15 Working conscientiously is 

impossible due to poor 

remuneration 

7(7.8) 32(35.6) 10(11.1) 35(38.9) 6(6.7) 2.99 1.156 

16 My work schedule is 

monotonous  

3(3.3) 15(16.7) 18(20.0) 49(54.4) 5(5.6) 2.58 0.948 

17 Vehicular hold-up causes lots 

of job stress  

24(26.7) 18(20.0) 6(6.7) 27(30.0) 15(16.7) 3.10 1.499 

18 The extension-farmer ratio is 

overwhelming high 

16(17.8) 40(44.4) 11(12.2) 8(8.9) 15(16.7) 3.38 1.337 

19 The roads I ply to work are 

deadly and unsafe 

41(45.6) 23(25.6) 8(8.9) 13(14.4) 5(5.6) 3.91 1.278 

20 Payment of mileage claim is 

inconsistent   

56(62.2) 20(22.2) 10(11.1) 3(3.3) 1(1.1) 4.41 0.898 

21 Payment of mileage claim is 

insufficient 

51(56.7) 18(20.0) 14(15.6) 6(6.7) 1(1.1) 4.24 1.020 

SA = Strongly agree, A = Agree, U = undecided, D = Disagree, SD = Strongly disagree, X = Mean values, SD 

= Standard deviation 
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Table 3: Frequency Distribution showing perception of employees on job retention 
SN Perceptual statement SA A I D SD X S.D 

1 I am planning to leave this 

agency for another 

3 (3.3) 10(11.1) 16(17.8) 38(42.2) 23(25.6) 2.24 1.06 

2 I am displeased with my work 

schedule 

2 (2.2) 19(21.1) 13(14.4) 38(42.2) 10(11.1) 2.80 1.23 

3 I wish to be transferred to a 

unit/department of my choice 

within OYSADEP 

11(12.2) 18(20.0) 13(14.4) 38(42.2) 10(11.1) 2.80 1.28 

4 I do not see a future for myself 

here 

27(30.0) 38(42.2) 8(8.9) 15(16.7) 2(2.2) 3.81 1.11 

5 Even though I work here, my 

priority is to be employed 

27(30.0) 41(45.6) 7(7.8) 10(11.1) 5(5.6) 3.83 1.14 

6 If I could start all over again, I 

would choose to work 

elsewhere 

3(3.3) 17(18.9) 15(16.7) 50(55.6) 5(5.6) 2.59 0.97 

7  I will quit my job if I have an 

attractive offer elsewhere 

27(30.0) 41(45.6) 7(7.8) 10(11.1) 5(5.6) 3.83 1.13 

8 The work I do here is 

important to me 

27(30.0) 54(60.0) 4(4.4) 4(4.4) 1(1.1) 4.13 0.78 

9 I love working in the 

agricultural industry but not 

here 

7(7.8) 18(20.0) 15(16.7) 42(46.7) 8(8.9) 2.71 1.124 

10 I  checked out jobs in other 

places previously 

7(7.8) 25(27.8) 13(14.4) 30(33.3) 15(16.7) 2.77 1.246 

11 I think of leaving this 

organisation often because of 

poor remuneration  

17(18.9) 14(15.6) 18(20.0) 33(36.7) 8(8.9) 2.99 1.285 

12 I am actively searching for an 

alternative to the organisation 

16(17.8) 18(20.0) 16(17.8) 39(43.3) 1(1.1) 3.10 1.181 

13 I will leave this organisation 

possibly soon 

4(4.4) 12(13.3) 23(25.6) 29(32.2) 22(24.4) 2.41 1.131 

14 I would leave OYSADEP if I 

get same job offer with 

conducive work environment 

20(22.2) 25(27.8) 15(16.7) 17(18.9) 13(14.4) 3.24 1.376 

15 I am under employed in 

OYSADEP 

16(17.8) 24(26.7) 8(8.9) 26(28.9) 16(17.8) 2.98 1.414 

16 I hope to retire here  21(23.3) 27(30.0) 26(28.9) 5(5.6) 11(12.2) 3.47 1.256 

17 OYSADEP is not the best 

agricultural outfit to work  

34(37.8) 42(46.7) 5(5.6) 2(2.2) 7(7.8) 4.04 1.111 

SA = Strongly agree, A = Agree, U = undecided, D = Disagree, SD = Strongly disagree, X = Mean values, SD 

= Standard deviation 

 

This was corroborated by the fact that 

75.6% of the respondents agreed they 

would definitely quit the ADP if they 

received an attractive job offer from 

another workplace. This implies low level 

of stimulus that could make respondents 

work in at the ADP without stress. In 

another twist, 72.2% of the employees 

perceived that they had a future at the ADP 

despite the fact that they (71.2%) were 

exposed to occupational hazards when 

they visited their clients (farmers) in the 

rural areas. This further implies that 

employees may work under stress if they 

are assured of pensionable retirement 

especially if it is a government 

establishment (Jain and Kaur, 2014), like 

OYSADP. 
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Perception of Employees Level of 

Retention in the ADP 
The perception of employees’ retention 

is presented in Table 4. Respondents 

scored the following factors as highly 

responsible for their retention in 

OYSADEP. These were existence of open 

communication (x=3.87) and not 

overburdening the workforce (x=3.51). 

Effective communication ensures 

coherence of thoughts by the management 

and breeds satisfied workers who are likely 

to remain in their jobs (Price, 2009).  Other 

factors with medium score were, providing 

sense of value to workers, (x=3.39), 

prevention of job monotony and 

redundancy in assignments allotted to 

employees (x=3.39) and investing in 

employees’ professional development 

(x=3.09). Nel et al. (2011) and Ezeudiji 

and Nbane (2017), submitted that 

organisations can keep employees turnover 

and retention under control by providing 

opportunities to advance through 

continued upgrading of knowledge and 

Skills.  

The overall results showed an 

employee retention score of 3.25 

(SD=0.98), which indicates a medium 

turnover of employee in the agricultural 

organisation.  

 

Table 4: Frequency distribution showing level of employees’ retention in OYSADEP 
SN Perceptual Statement VH H M L VL X S.D 

1 OYSADEP invest in employees 

professional development 

15(16.7) 15(16.7) 38(42.2) 7(7.8) 15(16.7) 3.09 1.26 

2 Establishment of clear-cut 

expectations and policies 

8(8.9) 23(25.6) 34(37.8) 18(20.0) 7(7.8) 3.08 1.06 

3 Offering of beneficial incentive 

package 

3(3.3) 11(12.2) 52(57.8) 15(16.7) 9(10.0) 2.82 0.89 

4 Existence of open 

communication culture 

15(16.7) 51(56.7) 21(23.3) 3(3.3)     _ 3.87 0.72 

5 Priority to help employees feel 

valued 

11(12.2) 29(32.2) 32(35.6) 16(17.8) 1(1.1) 3.39 0.96 

6 Healthy workloads that do not 

over-burden employees 

18(20.0) 21(23.3) 43(47.8) 5(5.6) 3(3.3) 3.51 0.98 

7 Stimulating assignment that 

prevents job monotony and 

redundancy  

12(13.3) 29(32.2) 32(35.6) 16(17.8) 1(1.1) 3.39 0.96 

8 Opportunities for social 

programmes to facilitate 

bonding between co-workers 

9(10.0) 15(16.7) 30(33.3) 23(25.6) 13(14.4) 2.82 1.17 

9 OYSADEP’s understanding of 

why some employees stay  

6(6.7) 23(25.6) 37(41.1) 22(24.4) 2(2.2) 3.10 0.92 

10 OYSADEP’s understanding 

why some employees leave 

6(6.7) 38(42.2) 32(35.6) 13(14.4) 1(1.1) 3.39 0.85 

Level of employee retention {x̅} of X) 3.25 0.98 

Note: VH-Very High =5; H-High =4; M-Medium= 3; L-Low = 2 and VL-Very low = 1. X= mean while  

SD =Standard deviation 

 

Apparently, the agricultural 

organisation still needed to improve on its 

employee retention scheme, for maximum 

efficiency. This is because scholars (Reh, 

2014 and Erickson, 2019) were of the view 

that employee turnover usually results 

from the need of employee to seek jobs 

which both earned higher pay and are less 
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stressful (Baghaei, 2011; Ajayi, 2018; 

Dickson, 2020). High employee turnover 

results in productivity loss, increased 

hiring and recruiting cost as well loss of 

employee expertise (Reh, 2014; Khalid 

and Nawab, 2018; Erickson, 2019 and 

Dickson, 2020). 

Factors Affecting Employees Retention 

in the Study Area 
The logit regression analysis was used 

to model socioeconomic and stress related 

factors that have significant effect on 

employee retention in the study areas. This 

analysis was also used to statistically test 

hypotheses 1 and 2 as stated earlier. The 

results are presented in Table 5. From the 

table, the chi-square value of 105.5 was 

significant (p<0.01) which suggests that 

the model has a good predictive power for 

the relationship being estimated. The 

results revealed that work experience, 

rank/cadre and provision of medical 

support have positive and significant 

(p>0.01) relationship to employee job 

retention. Also, exposure to training 

opportunities and employee status (as 

permanent staff) have positive and 

significant (p>0.01) effect on employees’ 

job retention. On the other hand, irregular 

mileage claims and willingness to leave 

job have negative effect on employees’ 

retention. 

The results above indicate that increase 

in work experience and rank/cadre 

increase probability of employees’ job 

retention. This implies that it is easier for 

employees with long years of work 

experience to stay in their job because they 

tend to hope for better future in the 

organisation as their career progress 

(Michael, 2008 and Motlou et al., 2016 and 

McCammond, 2020). Also, the cost of 

replacing a highly experienced employee 

may exceed 200% of his annual salary 

(Dickson, 2020). Furthermore, provision 

of medical support to the employees will 

expectedly help manage their stress level 

and wellness while also enhancing 

employee love for his organisation, and 

hence, better chance of staying on the job 

(Kacik, 2019). The higher the exposure of 

employee to training opportunities (which 

expectedly improves their capability), the 

higher the probability of employee 

retention in the organisation. Exposure to 

training improves self-worth and sense of 

belonging of employee and hence their 

willingness to stay with their organisation. 

According to Dickson (2020), there is 

likelihood that more than 50% of high 

retention-risk employees (such as those 

unexposed to regular training) have high 

potential of leaving their organisation to 

advance their career.  Also, irregular 

payment of mileage claim (amount paid to 

extension workers to cushion regular travel 

cost to and from their meeting with farmers 

in the rural areas) which is a form of 

employee incentive, ought to cushion their 

stress. Incentives have been regarded as a 

way preventing employee turnover (MTI 

Events, 2019 and Dickson, 2020). 

Additionally, the probability of job 

retention is weakened by willingness to 

leave job (p>0.05). This implies that an 

employee who has lost interest (e.g. as a 

result of absence of incentives) in working 

for the organisation, is more prone to 

leaving his job relative to the one who still 

cultivate latent interest (MTI Incentives, 

2019 and Dickson, 2020). 
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Table 5: Logit Regression showing Relationship between Personal Characteristics and 

Employee Retention  
Variables Coefficient T-test P>/2/ Marginal Effect 

Age  0.106 0.417 0.799 0.012 

Sex  0.893 0.984 0.364 0.024 

Marital status -0.055 0.587 0.925 0.046 

Education level 0.927 1.104 0.401 0.005 

Work experience 0.022*** 4.132 0.000 0.002 

Rank/cadre 0.123*** 3.224 0.000 0.025 

Income  0.715 0.492 0.146 0.504 

Exposure to training opportunities 0.565** 2.217 0.047 0.005 

Employee status 0.344** 0.173 0.046 0.001 

Promotion  0.004 2.560 0.046 0.013 

Mileage claim  -0.003** -2.241 -0.052 -0.530 

Medical support 0.421*** 3.912 0.000 0.244 

Willingness to leave job -0.051*** -2.930 -0.001 -0.363 

Social programme 0.115 0.410 0.051 1.850 

Constant  2.028*** 3.644 0.310  

LR Chi2 = 101.5**  Pseudo R square = 0.57  Note * = (p<0.01); **= (<0.05) 

 

Constraints to Employee’s Retention in 

OYSADEP 
Table 6 reveals respondents’ 

perception of the constraints militating 

against employees’ retention in the 

agricultural organisation. The most severe 

constraints to effective work delivery by 

the employees of OYSADEP as perceived 

by the respondents were inadequate hazard 

allowance for the staff in the organisation 

(X=3.26, SD=0.787) followed by 

irregularity in mileage claim payment 

(X=3.22, SD=0.884), poor or lack of 

insurance scheme for employee of the 

organisation (x=3.17, SD=0.915), non-

provision of hazard allowance (x=3.17, 

SD=0.877), inadequate mileage claim for 

field work (x=3.12, SD=0.015), use of 

obsolete and inefficient equipment and 

facilities (x=3.06, SD=0.770). The views 

of employees’ constraints expressed above 

by OYSADEP employees conforms with 

findings of previous research works 

(Ammani et al., 2010; Omonijo et al., 

2014; Olowoporoku et al., 2017 and MTI 

Incentives, 2019).   

 

Conclusion and Recommendations 

This manuscript determined whether 

job stress caused employees retention in 

agricultural development programmes, 

using OYSADEP as a focal ADP. The 

study established medium incidence of job 

stress among the employees of 

OYSADEP. Socioeconomic and work 

related actors predisposing employees to 

job stress were also determined. The study 

recommended that OYSADEP 

management should make concerted effort 

to reduce the level of stress experienced by 

its employees through revisiting payment 

of adequate and regular mileage claims, 

hazard allowance, as well as promote 

stress-reducing management practices that 

improve the psychology and welfare of its 

employees. 
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Table 6: Distribution by Constraints to Employees’ Retention in OYSADEP 
S/N Perceptual Statement Very 

severe 

Severe Not 

severe 

Not a 

constraint 

X 

(Mean) 

S.D 

1 There is poor communication skill 

among the staff in my 

organisation  

7(7.8) 12(13.3) 38(42.2) 33(36.7) 1.92 0.52 

2 There is poor/non-conducive 

working environment in the 

organisation   

12(13.3) 32(35.6) 37(41.1) 9(10.0) 0.902 0.051 

3 Payment of salaries of staff is 

always being delayed 

8(8.9) 42(46.7) 22(24.4) 18(20.0) 2.44 0.430 

4 My organisation does not 

compensate or reward 

hardworking staff  

8(8.9) 42(46.7) 22(24.4) 18(20.0) 2.44 0.913 

5 There is high-handedness by the 

management of my organisation  

6(6.7) 23(23.6) 51(56.7) 10(11.1) 2.28 0.671 

6 Use of obsolete, inefficient  

equipment and facilities in my 

organisation    

24(26.7) 52(57.8) 9(10.0) 5(5.6) 3.06 0.770 

7 There is always delay in 

promotion of junior staff in my 

organization 

10(11.1) 36(40.0) 29(32.2) 15(16.7) 2.46 0.901 

8 My organisation does not allow 

employees to partake in decision 

making 

3(3.3) 24(26.7) 54(60.0) 9(10.0) 2.23 0.671 

9 There is inadequate/no hazard 

allowance for staff in my 

organisation  

38(42.2) 41(45.6) 7(7.8) 4(4.4) 3.26 0.787 

10 There is poor/no insurance 

scheme for employees in my 

organization 

39(43.3) 34(37.8) 10(11.1) 7(7.8) 3.17 0.915 

11 There is irregularity in mileage 

claim payment 

42(46.7) 31(34.4) 12(13.3) 5(5.6) 3.22 0.884 

12 My organisation does not 

motivate staff by giving adequate 

incentives 

6(6.7) 41(45.6) 36(40.0) 7(7.8) 2.51 0.738 

13 Non-provision for hazard 

allowance 

39(43.3) 31(34.4) 16(17.8) 4(4.4) 3.17 0.877 

14 There is poor maintenance culture 

for buildings and equipment here 

36(40.0) 16(17.8) 32(35.6) 6(6.7) 2.91 0.613 

15 Mileage claim is inadequate for 

field work 

44(48.9) 21(23.3) 17(18.9) 8(8.9) 3.12 0.015 
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