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Abstract 

For decades organisations all over the globe have seen a 

new momentum of employees switching off from one 

organization to the other. However, this may be attributed 

to lack of fair organisational politics, perceived training 

and development, perceived compensation practices and 

perceived career growth. However, this conceptual paper 

proposed a framework that may help in reducing the 

problem of attrition among teachers of Bauchi state 

teachers services commission (TSC). The study provides 

assumptions that help in future research and suggestions 

for future research are made. 

 

 

Introduction 

For several decades, turnover intention has become a general issue and global 

phenomenon affecting each and every organisation. It has also become a matter of 

serious concern to all organisations across the globe, as they were confronted with one 

form of turnover related problem or the other. This was clearly evident by a continuous 

increase in the number of employees frequently leaving their jobs. Turnover intention 

is described as the most serious challenge that constantly face managers at their day to 
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day work (Khan, 2014). This assertion was evidently established by Sow, Anthony 

and Berete (2015), where it was statistically shown that employees` satisfaction and 

commitment could result to decrease in turnover intention and vice versa. 

Furthermore, a study conducted by Carter (2018), shows that 82% of worker are 

searching for new Job. Also, even among the active workforce in their assigned 

responsibility 87% of them are not fully engaged (Islam & Tariq, 2018). There is 

tendency of 92% of employees to quit voluntarily from their workplace when feel 

dissatisfied (Pizam & Thornburg 2000).  

This is similar to the study of Chepkemboi, Kiriago and Iravo, (2013), reported that 

57% of teachers in teachers service commission (TSC) in West Pokot Kenya, felt that 

they were not given adequate and fair pay for the services that they rendered, also their 

pay cannot not be favourable for them compare with what they receive elsewhere 

which led to their intention of quiting from the TSC. This is in line with the study of 

Shah and Jumani, (2015), on teacher’s job satisfaction and turnover intention among 

Riwalpindi district and Islamabad private secondary school teachers, it was found that 

pay and continuance commitment has a positive effect on turnover intention of school 

teachers. Also, Ajayi and Olatunji (2019), asserted that in Ogun State, Nigeria teachers 

voluntarily quit their job as a result of dissatisfaction derived from the job which 

triggers their intention to leave for a greener/white collar job. Also, Nkwo (2015), 

indicated shortage of nurses in Enugu State, as in the whole of one hundred and fifty 

two (152) health centres in the State there are only a total of fifty five nurses (55) due 

to poor human resources management practices. This is in line with the study of 

Mutune and Orodho (2014), which indicated that turnover intention of teachers is 

seriously increasing from 4.27% to 8.21% in years 2009 to 2010 which indicates 

almost an increase of 4% in teachers’ intention to quit.  

Furthermore, another research revealed why Nigerian academicians (teachers) were 

migrating to different organisations and countries in the world which in totality has 

great impact on the country’s education performance. According to Jumare (1997), 

postulated that the causes of the flight as pervasive insecurity, extreme poverty that 

happened under the military regime was as a result of unconditional implementation 

of structural adjustment programme (SAP) which resulted to the loss of experienced 

academicians, administrators and specialists in different areas that correspond to the 

fall in the standards of education. As such, the issue of intention to quit among 

Nigerian employees in general and teachers in Teachers Service Commission (TSC) 

in particular is not a peculiar case. Furthermore, recent study conducted by Ajayi and 

Olatunji, (2019), showed that quitting intention among teachers in Nigeria seems to be 

increasing as a result of  job dissatisfaction, personal health and work family conflict. 

This is further aggravated by the current shortage and migration of teachers to many 
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countries in the world like UK and US which in totality has great impact on the 

country’s education performance. 

Therefore, the main purpose of this conceptual paper is proposed a model that may 

help in reducing the problem of attrition among teachers of Bauchi state teachers 

services commission (TSC) 

 

Conceptual Review 

Relevant concepts such as Concept of Employees Turnover Intention (TI), Concept of 

Perceived HRM practices which include: Concept of Perceived Organisational Politics 

(POP) and Turnover Intention (TI), Concept of Perceived Training and Development 

(T&D) and Turnover Intentions (TI), Concept of Perceived Compensation practice 

(CP) and Turnover Intentions (TI) and Concept of Perceived Career Growth (CG) and 

Turnover Intentions (TI) are discussed below 

 

Concept of Turnover Intention (TI) 

Employees (workforce) in general were regarded as the most important asset for the 

growth of any organisation. An employee is defined as any individual or person who 

works in the organization under a stated or agreed contract of hire, under which the 

individual or organisation has right to control the details of work performance (Murry, 

2014). Furthermore, Weibo, Kaur and Zhi (2010), defined employees as a working 

“machine” that think, plan, coordinate, control and execute ideas at different level or 

stage of the organisation for the aim of achieving organisational goal and also bringing 

the business into the successful path. According to some scholars like Takawira 

(2014), Mobley (1982), Schyns; Gossling and Torka (2007), Turnover intention is 

described as the tendency of employees to quit their jobs or organisational contracts 

due to low satisfaction at the current place of engagement. 

As a result of absence of consensus about the meaning and determinants of turnover 

intention, this make the researchers to investigate some of the factors that explain why 

employees intent to quit their jobs/organisations. To some scholars, turnover intention 

may be determined by perceived organisational justice (Parker &Kohlmeyer III, 2005; 

Mirmohhamdi, & Marefat, 2014; Ali, & Jan, 2012;), organisational culture (Way et 

al., 2007; Gregory et al., 2009; Deery, & Shaw, 1999 ), job satisfaction (Ahammad, 

Tarba, & Glaister, 2016; Yau-de et al., 2012; San Park & Kim, 2009; Akgunduz, Adan 

Gök, & Alkan, 2019, Rafiq, Wu, Chin and Nasir, 2019; Chan, & Ao, 2019), HRM 

practices (Long &Perumal 2014; Armstrong & Taylor, 2014; Amin, khairuzzaman & 

Davers, 2014; Jarmajo, 2017.), perceived psychological contract breach (Aykan, E. 

2014; Kickul, & Lester, 2001; Blamme et al., 2010; Akhtar, Salleh, Ghafar, Khurro, 

& Mehmood, 2018), perceived organisational support (Akhtar, et. al.; 2018; Battistelli,  
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2016; Li, Kim, & Chao, 2017 DeConinck, & Johnson, 2009; Jawahar, & Hemmasi, 

2006), and career growth (Bai, & Liu, 2018; de Oliveira, Cavazotte, & Alan Dunzer, 

2019; Healthfied, 2014; Sattar& Ahmed, 2014; Mckay, 2012; Jarmajo, 2017 ). 

In another research conducted on work place relation and turnover intention, Lather 

and Singh (2015), found that the correlation between the superior and the subordinate 

is inverse and linear. Similarly, a research conducted by Khan (2014), on bank 

employees shows that job satisfaction and motivation have significant influence 

between organisational cynicism and turnover intention 

Furthermore, a study conducted by Chepkemboi, Kiriago and Iravo, (2013), reported 

that 57% of teachers in Teachers Service Commission (TSC) in West Pokot Kenya, 

felt that they were not given adequate and fair pay for the services they rendered, also 

their pay cannot be favourably compare with what others receive elsewhere which led 

to their intention of quieting from the TSC. 

 

Concept of Perceived HRM practices 

Human resources management practices are the activities carried out in implementing 

human policies and programmes (Armstrong and Taylor, 2014). In accordance with 

Noe, (2010), human resource management practices include recruiting employees, 

selecting employees, designing work, compensating employees, and developing good 

labour and employee relations. Similarly, according to Petersitzke (2009), defined 

human resources management practices as practices that are broad and could 

encompass yearly employee performance appraisal, explicit policies and management 

by objectives techniques which can help in utilization of organisational human 

resource. Also, HRM practice performance plays a significant role in workers 

retention, and job satisfaction and a positively significant attitude toward the 

workplace (Chow, Haddad & Singh 2007). Although, prior studies viewed Human 

Resource Practices (HR) from several dimensions which consist many items like: 

performance management, information exchange, employee feedback, training and 

development, recruitment and selection, workforce structure, employment security, 

compensation practices and career growth (Satter & Ahmed, 2014; High Pay Centre, 

2014; Ahmad & Schroeder, 2003). However, the current research work centred on 

compensation practices, training and development and career growth as factors that 

predict turnover intention among teachers in Teachers Service Commission (TSC) 

Bauchi state, Nigeria. These are the most common factors that motivate employees in 

teaching sector in Nigeria (Adeleke, Lawal, Adio & Adebisi 2015; Disu, 2015). 

 

Concept of Perceived Organisational Politics (POP) and Turnover Intention (TI) 

Perceived organisational politics is a significant factor while describing reasons why 

employees contemplate of leaving their present place of engagement/organisations. 

Ferris, Harrell-Cook and Dulebohn (2000), opined that perceived organisational 

politics is more concern with personal or behavioural attribute which involve self-
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serving intent and  individual’s subjective evaluation. Scholars viewed organisational 

politics in difference ways, for example according to Block (2016), defined 

organisational politics as: “if I told you, you were a very political person; you would 

take it either as an insult or at best as a mixed blessing”. Also, Kanter (1979) described 

organisational politics as power, force, and politics as general and he expressed it as 

negative. Also, politics and power have significant effects on entire organization 

including employees, leaders and top level management. Furthermore, Ferris, Russ 

and Fandt (1989), defined organisational politics as way or behaviour designed 

strategically to satisfy   an individual or specific group interests, added  that 

organisational politics was viewed as self-centred attitude exhibit by employees in 

order to achieve personal interest and advantages at the expense of others’ interest. 

Furthermore, Ahmed (2018) asserted that there is tendency of employees to quit from 

their job if there is higher degree of favouritism in the organisation 

Therefore, in analysing the different researches that evaluated influence of perceived 

organisational politics on the turnover intention employee’s, it seems to be very useful 

to talk about Blau’s (1964) social exchange theory. Basically, the theory of social 

exchange proposed that whenever politics in organisation fail to favour the employee, 

he or she is likely to think about quitting the work (Gouldner, 1960) 

 

Concept of Perceived Training and Development and Turnover Intentions  

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

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

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

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

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

Furthermore, competencies may comprise skills, knowledge and behaviour essentially 

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

(2011), lack of knowledge on the application of human resources practices to a greater 

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

and how actually employees react and display such practices.  

It is believed that every organisation that embarks seriously on training and 

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

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

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

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

2007). In teaching line, training and development has been found to be one of the most 

significant components of HRM Practice that influence teachers’ decision on whether 
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to quit or stay in Teachers Service Commission (TSC) (Rosser, 2004; Grace & Khalsa, 

2003) 

Signalling theory is the attributes of an organization (e.g. ethical climate, innovative 

perks and training opportunities) that may help potential applicants to make the 

decision about the working conditions of the organization (Connelly, Certo, Ireland & 

Reutzel, 2011). 

 

Concept of Perceived Compensation practice (CP) and Turnover Intentions (TI) 

Compensation practices defined as relate to reward package, as well as non financial 

and financial benefits, that organisation made available to its workforce in return of 

the work they performed (Aswathappa, 2008; Thomas, 1999). Furthermore, extrinsic 

compensation defined as “rewards which an organization gives to its employees” 

(Sullivan, 1972). He also stated that extrinsic compensation has two dimension which 

are direct and indirect compensation, therefore, as regard to direct compensation 

concerned with the “payments to employees for the worked or results obtained, and 

indirect (non-monetary) compensation, refers to the “payments which an organisation 

makes on behalf of her employees”. Indirect extrinsic compensation can in turn be 

classified into 3 sub-categories of employee benefits: Firstly, employee services that 

is the use of a vehicle, rebates. Secondly, protection programs includes health plan, 

pension plan. Thirdly, a time-related benefit comprises breaks, sick leave, and vacation 

time. In addition, according to Khalid and Nawab (2018), compensation plays a 

stronger influence both direct and indirect in employees’ retention in both the 

manufacturing and service industry and drastically reduces turnover intention of 

worker.  

 

Concept of Perceived Career Growth (CG) and Turnover Intentions (TI) 

Career growth is defined as the development of the employees in the organisation 

(Satter & Ahmed, 2014). Career of employee can grow through getting improvement 

in the career level and learning new skill. Weng and Hu (2009), asserted that career 

growth consist three major parts including: career goal progress, development of 

professional ability and rewards. Career goal progress: means learning opportunities 

which can be gotten through job rotation and challenging jobs. Development of 

professional ability: refers to the training opportunities, this concerned with the 

employees’ professional skill development. Rewards: means recognition of employees 

efforts and ability through promotions with proper salaries increase. Any organisation 

that provides this three facets to her employees are regarded as providing career 

growth opportunities and vice versa 
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Furthermore, according to Duffield, Baldwin, Roche and Wise, (2014), career growth 

is viewed in terms of organisational policies, training and development and 

establishment of rapid promotional culture where employees could be elevated to the 

next steps and ranks in order to guarantee maximum retention. In addition, a prior 

study by Nawaz, and Pangil, (2016), on turnover retention in relationship with some 

organisational factors such as career growth and human resource development, 

confirmed that the aforementioned factors have an influence on workers behaviour 

toward turnover intention. This is in line with the study of Sattar et al.; (2014), who 

asserted that work environment and job street have correlation with turnover intention 

and compensation practices and career growth have influence on turnover intention.  

 

Review of Related Literature 

The displacement or quitting of Nigerian teachers has seen to highly detrimental to 

education sector in the country, which led to the lost of high number of qualified 

specialist and expert scholars from Universities across the country (Jumare, 1997). 

Furthermore, Abubakar, Chauhan, and Kura (2015) conducted a research on the 

mediating role of organisational trust on human resource management practice and 

employees’ turnover intention among registered nurses in Nigerian public hospitals 

and the findings revealed that training and development and compensation practices 

were found to be the reason of organisational trust, which in turn mediates their 

relationships with employee’s intention turnover, although the research was conducted 

in health sector among 175 registered nurses therefore, there is need to be tested in 

teaching line to observe to effect of these factors. Similarly, Muguongo, Muguna, and 

Muriithi (2015), asserted that from a research conducted in Maara Secondary School 

Teachers, the teachers were totally dissatisfied with the compensation they receive 

from their organisation, they concluded that salaries, allowances and work 

environment has  a greater impact on teachers’ job satisfaction 

 

Perceived Organisational Politics (POP) and Turnover Intention (TI) 

According, to meta-analytic research conducted by Bedi and schat (2013), on 

association between perceived organisational politics, behavioural outcomes and 

attitudinal among samples of 188 independent, involving 44,560 individual 

participants, the outcome of the result showed strong evidence that perceived 

organisational politics has a positive and significant relationship with regards to 

turnover intentions. This is in line with the study of Jarmajo (2017), the result shows 

that there is positive and significant relationship between perceived organisational 

politics and employees intention to quit from their job. Equally, the influence of 

perception of politics in organisation and employees intentions leave among (300) 
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employees that are not in managerial cadre of Small and Medium Entreprises (SME) 

in Zimbabwe was examined by Chinomona and Chinomona (2013), The findings 

revealed that the organisational politics is an important predictor that make workers to 

quit from the work. Similarly, in a study conducted by Khan and Hussain (2016) on 

perceived organisational politics in University of Pakistan, the data were collected 

among faculty members 110 from different higher learning institution and the result 

revealed that an association exist in between strong perception of organisational politic 

and employees in higher learning institution. In the same way, Abbas, Raja, Darr, and 

Bouckenooghe (2014), conducted a research on 231 workers in difference places of 

work in Pakistan, and findings indicated that high turnover intentions will be higher 

when there is a higher degree of politics in the organisation. Empirical evidence also 

shows that high POP is significantly associated to TI (Ahmed, 2018; Bedi, &Schat, 

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

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

be one of the significant determinants of employee’s attitudes. Furthermore, Ahmed 

(2018) cited that if there is higher degree of favouritism in term of pay and promotion 

in the organisation also there would be a tendency of employees to quit from their job  

 

Perceived Training and Development (T & D) and Turnover Intentions (TI) 

Training and Development is an important component of human resource management 

practice and also, has a significant effect on turnover intention of employees. As stated 

by Qaisar, Shahid, Bano, Fawad and Afzal (2019), conducted a study on employees 

available training from banking industry and outcome indicated that motivation to 

learn and training are seriously affected by turnover. This is in line with the study of 

Fletcher, Alfes and Robinson (2018), which revealed that perceived training and 

development was found to be significantly related with employees’ intention to stay 

in the organisation. Furthermore, a study conducted by Jarmajo (2017), on the effects 

of organisational factors in relation to turnover intention and the result revealed that 

there is a positive and significant relationship that exists between perceived 

organisational politics, career Growth, training and development and turnover 

intentions. This is also similar, to the study of Qureshi, Iftikhar, Janjua, Zaman, Raja 

and Javed (2013), postulated that when an employee developed a good perception on 

HRM Practices components like training and development, compensation practices, 

career growth and performance appraisal, this will make them to reciprocate with the 

gesture by staying with their present organisation (job). 

Furthermore, in academic line, training and development has been found to be one of 

the most significant components of HRM Practice that influence teachers’ decision on 

whether to quit or stay in teaching service (Rosser, 2004; Grace & Khalsa, 2003). 
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While scholar like Haines, Jalette and Larose (2010) postulated a contrary view that 

when employee received training and development from his or her organisation may 

actually intent to go to other organisation.  

 

Perceived Compensation practice (CP) and Turnover Intentions (TI) 

According to Muguongo,Muguna, and Muriithi (2015), conducted a research in Maara 

Secondary School Teachers and  found that teachers were totally dissatisfied with the 

compensation they receive from their organisation, which postulated that salaries, 

allowances and work environment has  a greater impact on teachers’ job satisfaction. 

A study conducted on banking industry by Sattar and Ahmed (2014), on compensation 

the findings revealed that an influence exist between compensation and turnover 

intention. Similarly, study conducted by Jarmajo (2017), on the effects of 

organisational factors on turnover intention and the result indicated that there is a 

positive and significant relationship that exist between perceived training and 

development and turnover intentions.  

Furthermore, when employees developed a good perception on training and 

development, compensation practices, career growth and performance appraisal, this 

will make them to reciprocate to the gesture by staying with their organisation (job) 

(Qureshi, et. al., 2013). This assertion was also supported by the theory of social 

behaviour (Altman 1973).  

 

Perceived Career Growth (CG) and Turnover Intentions (TI) 

In a longitudinal survey among two hundred and fifty five (255) employees conducted 

by Tschopp, Grote and Gerber, (2014), where career retention linkage with the 

dynamic and static intention of employee to departure from his/her organisation and 

job satisfaction received from the organisation was investigated. The findings 

indicated that job satisfaction is linked to turnover intention. With regard to the 

dynamic connection among satisfaction change in career job can change the mind of 

employee from his or her intention to turnover. This means that an increase in 

satisfaction of job would lead to the decrease in turnover intention. Similarly, a 

decrease in the level job (career) satisfaction will also result in the increase of 

employees` intention to leave (turnover intention). A similar study conducted by Nie, 

Lämsä and Pučėtaitė (2018) among 212 Finland female employees from 8 different 

industries and the findings indicated that socially responsible human resource 

management (SR-HRM) practices has a significant role on equal career opportunities 

and work–family integration has a significant effect in reducing women’s turnover 

intentions. Furthermore, a related study done in Pakistani private universities utilising 

two hundred and seventy (270) participants, career concern was found to be the most 
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important predictor of employee turnover intention (Nawaz & Pangil, 2016).This 

findings also related to that of Nie, (2018); jarmajo, (2017) and Quresh, (2013), that 

career growth has the significant negative on turnover intention of employees in the 

organisation. 

 

Underpinning Theory  

Social Exchange Theory’s (SET) development by (Blau, 1964), postulated that 

workers seem to express more appreciation on the organization`s investments and 

support by exhibiting in return positive behaviours toward the organization. Meaning 

that social exchange theory can help to provide an inside in understanding a better 

reason why such employees’ opportunities may be provided or not and in turn, this 

can result to either an increased or decreased of employees’ turnover intention. 

Scholars on HRM have argued that employees aim to reciprocate ‘‘in kind’’ (e.g., 

Morrison, 1996; Snape & Redman, 2010). This means that when employees believed 

that they have a good social exchange relationship with their organisations, they are 

likely to stay with the organisation without any intention to quit their jobs. Also, 

postulated that when an employee developed a good perception on HRM Practices 

components like training and development, compensation practices, career growth and 

performance appraisal, this will make them to reciprocate with the gesture by staying 

with their job (Qureshi, et. al., 2013). This assertion was also supported by the theory 

of social behaviour (Altman 1973)  

Another important theory that supported the relationship between the dependent and 

the independent variable is Affective Events Theory (AET) which was developed by 

Weiss and Cropanzano (1996). The theoretical explanation of AET on this study is 

that the HRM practices has a  positive influence on employees’ affective commitment 

and the reduction of employees’ intention to quit from their place of work as stated by 

(Allen, Shore & Griffeth 2003). In addition, according to Meyer and Allen (1997), the 

human resource management practices have positive and significant influence on 

affective commitment related to desirable work behaviours in comparison with other 

organizational commitment. 

Therefore, in defining the influence of these mentioned variables on Bauchi State TSC 

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

social exchange and affective events theories (Blau 1964; Weiss, & Cropanzano, 

1996). Furthermore, Blau’s (1964) social exchange theory believed that the theory 

tends to engender the feelings of teaming workforce as regard to their personal 

obligations, trust and gratitude; as such on the contrast, purely economic exchange 

does not. Also, affective events theory emphasised that the role of work events is the 

proximal causes of work attitudes (Weiss & Cropanzano, 1996). This means, when 
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employees perceive that their employer (Organisation) has offered them a fair 

compensation, development and training programs, career growth and a pair 

organisational politics, there will be fewer chances and possibilities  of quitting their 

job and vice versa. Also, affective events theory has a number of long-term 

implications for organizations and helps in the evaluation of employees’ emotional 

reaction particularly on job performance, employees’ behaviours and attitudes (Reio 

Jr, & Kidd, 2006). 

 

The proposed conceptual model  

Figure 1 shows the conceptual model which may influence the relationship between 

perceived organizational politics, perceived training and development, perceived 

compensation practice and perceived career growth on turnover intention. Based on 

the prior research of Abubakar’s (2014), turnover intention model and Sattar, et. al; 

(2014), factors affecting employee turnover model have been used to formulate the 

conceptual model of this study 

 

                        Independent Variables                                           Dependent Variable 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 1: Conceptual Model of the Study 

 

P1

 

Perceived Organisational 

Politics (IV) 

P2

 

Training & Development (IV) 

Turnover 

Intention (DV) 

P3 Compensation Practices (IV) 

 

P4 
Career Growth (IV) 
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The above research model is expected to have a greater impact between HRM practices 

and turnover intention of teachers in teachers’ service commission of either to leave 

or to stay in the commission. 

   

In addition, to investigate the research problem highlighted above the model proposed 

the below prepositions as follows: 

Preposition 1: There is a significant relationship between Perceived Organisational 

politics and employees’ Turnover Intention 

Preposition 2: There is a significant relationship between Perceived Training and 

Development and employees’ Turnover Intention 

Preposition 3: There is a significant relationship between Perceived Compensation 

Practices and employees’ Turnover Intention 

Preposition 4: There is a significant relationship between Perceived Career Growth 

and employees’ Turnover Intention 

 

Implication of the study 

The study could help to understand the state of employees’ turnover intention among 

teachers in teachers service commission, for stakeholders includes policies maker 

educational institutions, academicians and the public in general. Specifically, the study 

can help policy makers in retaining the employees. Furthermore, this study when tested 

empirically could help in understanding the significant impact of the relationship that 

exist between perceived organisational politics, training and development, perceived 

compensation practice, perceived career growth and turnover intentions of employee. 

Therefore, study will offer validation of previous turnover intention to add to the 

current literature to facilitate a better understanding of factors influencing the 

antecedents.  

 

Suggestion for future study 

There is need for empirical study to test the proposed prepositions and the validation 

of the above model. Future studies should employ either a cross sectional and/or 

longitudinal study, so that the direct effect of independent variable on the dependent 

variables could be concluded 
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