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ABSTRACT

The study focused on work condition and academic staff turnover in selected higher
learning institutions in Dar es salaam, Tanzania. The objectives of the study were; to
assess the level of academic staff turnover in selected Universities in Dar es Salaam
Tanzania, to determine the work condition aspect that influence academic staff
turnover and to determine the relationship between work condition and academic
staff turnover in the selected Universities in Dar es salaam Tanzania. The study used
descriptive survey research design and a sample size of 133. Random and purposive
were employed to select the sample size. Data was collected using questionnaire and

interview.

The results show different results from those academic staff from private and those
from public institutions. The staff commitment in private universities was low
compared to the commitment of academic staff in public universities. The rate of
academic staff turnover was high in private institution compared to public
universities. Work conditions aspects such as remuneration, job security and career
development were low in private universities unlike in private universities. Also the
study found that there was a relationship between work condition and academic staff
turnover, the Pearson Correlation result was 0.714 which meant the relationship
between work condition and academic staff turnover was strong, and any change that
would be made in work condition would strongly change academic staff turnover.
The study recommended that, mitigation Measures should be developed to curb
academic staff turnover in universities in Dar es salaam and Work conditions such
job security, career development; interpersonal relations should be improved to curb

academic staff turnover.
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CHAPTER ONE
INTRODUCTION

1.0 Introduction
This study covers the background of the study, statement of the problem, purpose of
the study, research objectives, and research questions, hypothesis of the study, scope

of the study and definition of key terms.

1.1  Background of the study

It is a fact that no education system can rise above the level or quality of its
academics. However, acquiring and retaining quality academic stff for better
performance is a major source of concern that is facing educational planners and
stakeholders at all levels worldwide due to low pay and insufficient working
conditions (Tettey, 2006). The problem of insufficient working condition coupled
with low pay has been credited to be the major cause of the high turnover of
academic staff in the high education sector in low and middle-income countries
(Nombo, 2013; Manogharan, Thivaharan, & Rahman, 2018). Hitherto, in the ever
changing global knowledge and innovation economy, it is incontestable that higher
education institutions ought to make it a top priority to attract, deploy, motivate,
develop and retain talented academic staff (Atuhaire, 2010; Oyagi & Kembu, 2014).
This is based on the supposition that a competitive workforce is the key to

organizational success.

Conducive work condition has been singled out as one of the critical factors that can
enable any organization, regardless of context, attract, deploy and retain talented
employees (Mkulu, 2018). Ruchi & Surinder (2014), describe work condition as
comprising of: physical scenery (e.g. noise, equipment, heat); fundamentals of the
job itself (e.g. workload, task, complexity); extensive business features (e.g. culture,
history); and even extra business background (e.g. industry setting, workers relation).
According to business dictionary as cited in Ali, Ali, & Adan (2013), the term



working condition refers to working environment and all existing circumstance
affecting labor in the work place, including job hours, physical aspects, legal rights
and responsibility organizational climate and workload. Therefore, in this study,
working condition refers to all components or factors that may affect both physical
and psychological well-being of academic staff. Such factors may include workload,
harassment, office condition, job hours, physical aspects, legal rights and

responsibility, and organizational climate.

Bushe (2012) stated that there is a growing global interest in matters of recruitment
and staff retention in higher education institutions. The emergency of globalization
Mkulu (2018) argued has not been innocent in ensuring staff retention, as it is solely
responsible for the better or for the worse for opening the global economy and
making its citizens mobile, let alone, academic staff. Mkulu further observed that the
quality of staff in an organization has a direct influence on its organizational
effectiveness. Similarly, Kubler and DelLuca (2014) reported that demand and
competition for highly qualified academics has intensified. Growth in global mobility
and shifting demographic profiles, means recruiting and retaining talented and
knowledgeable lecturers and researchers is an ever-increasing challenge. These
trends have engendered a more strategic approach to human resource management

across the higher education sector (Varol, 2010).

The excellence of any higher education institution is a function of the people it is
able to employ and keep in its faculties (Atuhaire, 2010; Oyagi & Kembu, 2014).
This is because every organization has three types of general resources that are
physical, financial and human. The most critical one is no doubt the human resource
of an organization because this resource can choose to accelerate the process of
organizational development or can demolish the organizational progress (Oyagi &
Kembu, 2014). This proves that human resource is the York of organizational
resources, and motivation the nucleus because it is a central and vital component
which is key contributor in job satisfaction of employees (Rasheed, Aslam & Sarwar,
2010).



Nombo (2013), asserts that academic staff turnover rates vary widely between
developed and developing countries including Tanzania. Statistics from the
International Task Force report on Teachers for All, TFA (2010) demonstrated that in
New Zealand, academic staff attrition in private universities alone rose t010.4
percent per year, in England 9 percent and in USA 13.6 percent. The findings
indicated that academic staff left the teaching profession due to low pay and poor

conditions of work.

Sub-Saharan African continent faces a huge challenge in terms of skilled human
resource capacity, which has a debilitating effect on its ability to make strides in the
areas of socio-economic and political development (World Bank, 2006). For
example: Ghanaian universities and polytechnics have staff vacancy rates of 40%
and 60% respectively (Tettey, 2006). In Nigeria, two-thirds of its 36,134 academic
staff positions remain unfilled (Tettey, 2006). Tettey (2006) points out that “by 2000
the University of Ghana's medical school had lost about half of its teaching staff.

In African countries: the turnover is 15 percent per year in Malawi and 14 percent in
Zambia. In South Africa, lecturers quit due to the leadership style and low
remuneration (Muteswa, 2012). In Kenya, out of one million Kenyans who moved to
developed countries, about 40 percent are lecturers from private universities as

explained by (Owuor, 2010).

In East Africa, a study conducted by Owuor (2010) examined academic mobility and
brain drain in East Africa with Kenya as the case study. The study deliberately
focused on the turnover of academic staff within and across East African countries.
The findings revealed that there was high movement of lecturers from African
universities to overseas due to inadequate pay, poor policies, and bad working
conditions. In Kenya, Wafula (2013) looked at employee’s perception of
remuneration schemes in private universities. The study involved 136 respondents,
both teaching and non- teaching staff, from which data was collected using
guestionnaires. The findings showed that remuneration is the key factor for retaining

academic staff in private



In South Africa, The labour-market suffers from a dearth of skilled manpower and a
Continuous brain drain suggesting that South African organizations are under
pressure to retain available talent (Olorunjuwon, 2008). Similarly, in Malawi, a
shortage of teachers in nursing colleges was one reason for low student uptake in the
early 2000s. While the University of Zimbabwe reportedly stopped admitting new
pharmacy students because of a lack of lecturers, many of whom had left the country
(Physicians for Human Rights, 2004).

In Uganda, public and private sector universities are also facing the problem of
academic staff turnover by 35% for Public and 47% for private universities this is
key if we want academic staff to do their job in improved and/or new ways that meet
the expectations of students, employers and society as a whole (Minja 2011, Magalla
2011).

In Tanznia, Pienaar (2008) asserted that the crucial role of the University education
is to prepare most of the professionals who develop, lead, manage, teach, and
influence society’s institutions. Hence the retention of academic staff is the pillar to
the functioning of any university. In a study on the factors causing staff turnover at
Masinde Muliro University of Science and Technology, Butali, Wesang’ula, &
Mamuli, (2013) revealed that dissatisfaction with conditions of work; insufficient
career development opportunities at place of work; Bullying and harassment at place
of work; the job or workplace not living to the employees’ expectations; Mismatch
between the person and the job; Employees feeling devalued and unrecognized;
Stresses from overwork and work/ life imbalance; Loss of trust and confidence in
senior leaders; and Poor relationship with colleagues are some of the causes of staff
turnover at MMUST.

In study exploring the challenges facing academic staff among private and public
higher education institutions in Tanzania, Mkude (2007) revealed that remuneration
and conditions of service were the key issues that affected academic staff turnover in
Tanzania. They received very low salaries compared to the work done. Although

opportunities for career development were provided to academic staff, 90 percent of

4



their salary was retained. Furthermore, the study revealed that brain drain in

Tanzania was due to low remuneration and poor working conditions.

According to Mkulu (2018) Tanzanian education policy indicates that there is 26.1
percent academic staff turnover, 20.6 percent academic staff retirement and 8.5
percent natural attrition. Education Sector Development [ESD] (2012) reported that
academic staff turnover in private and public universities in Tanzania are at 70.9
percent and attributed to poor conditions of work and low pay. Academic staff
turnover in the higher education institutions in Tanzania has been a major issue yet it
is least researched and documented. Dar es Salaam is one of the regions in Tanzania
that is facing high turnover of lecturers from both public and private universities
(Mkulu, 2018).

Universities in Tanzania continue to experience very low academic staff retention
(Selesh & Naile, 2014). This has raised deep concern among university managers,
administrators, parents, students and other stakeholders (United Republic of
Tanzania, 2013). Empirical studies (Mkude, 2007; Minja 2011; Magalla 2011;
Mkulu, 2018), conducted in both public and private organizations have come up with
similar results. Thus, the rate of employees’ turnover in public and private

universities in Tanzania is increasing.

Similarly, exploring the magnitude of academic staff turnover, Arusha Lutheran
Centre annual report [ALC] (2010) shows that private universities had a high
turnover rate about 19% of academic staff leaving the centre. Another study by Ally
(2011) done in Zanzibar has recently shown that this problem is within government
ministries where employees shift between private sectors, union Government
institutions and higher learning institution with the rate of 26%. In addition, Minja
(2011) and Local Government Reform Program Report (LGRP) 2005, argues that
public councils Tanzania mainland have experienced high labor turnover rates and
employee shortages which have also been attributed to poor working conditions and
low pay. Supporting the same, Augustine (2011) comments that labor turnover is

becoming a solemn trouble in today’s business setting. This situation threatens many
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universities and has been termed as one of the management and organizational
challenges (UNICEF Annual Report 2011, TBA Newsletter 2007, Mrara 2010,
Ernest and Young Report 2012).

The studies (Mkude, 2007; Minja 2011; Ally, 2011; Magalla 2011; Selesh & Naile,
2014; Mkulu, 2018), also showed that academic staff are facing many problems in
their daily activities including poor working conditions, poor living conditions
together with low salaries. Despite all these studies, still little is known on the
impact of Work condition and academic staff turnover in selected higher learning
institutions in Dar es Salaam, Tanzania. It is against these backgrounds, that this
study investigates work condition and academic staff turnover in selected higher

learning institutions in Dar es Salaam, Tanzania.

1.2  Statement of the Problem

The concept of turnover entails a negative connotation of management failure to
motivate and retain employees (Selesh & Naile, 2014; Mkulu, 2018). Employee
turnover is a costly expenditure, especially in lower paying roles where the rate of
employee turnover remains to be the highest (Oyagi & Kembu, 2014). Today, many
organizations struggle to reduce employee turnover because such turnover is related
to lower organizational productivity, which in turn is associated with certain costs
(Tetty, 2006). For instance, the costs of recruiting, inducting, supervising, and
training replacement employees are just some of these particular costs, which can
reach 70% of an organization’s annual budget (Lee, Eberly & Terence, 2008). In
addition, employee turnover can also lead to a loss of organizational knowledge and
history (Armstrong, 2001). The problem is best illustrated by cases where
experienced and knowledgeable employees leave their present position of working

for their competitors (Nyamubarwa, 2013).

The problems of insufficient working condition coupled with high turnover of
academic staff in the high education sector in low and middle-income countries
(Butali, Wesang’ula, & Mamuli, 2013). United Republic of Tanzania (2013)
reported that Tanzania is receiving increased global attention due to high turnover

6



rate for the education sector which is about 19% in 2013 attributed to low pay and
insufficient working conditions. Conducive work condition has been singled out as
one of the critical factors that can enable any organization, regardless of context,
attract, deploy and retain talented employees (Mkude, 2007; Minja 2011). The fact
that many higher education institutions do not provide sufficient working conditions
should be seriously considered because of the detrimental affect it has on academic

staff turnover, quality of graduates produced by these institutions.

In addition, the United Republic of Tanzania (2013) asserts that despite the efforts by
the Ministry of Educational and Vocation Training (MoEVT) to retain human
resources, there is very low lecturer retention at the rate of 34% compare to the
turnover rate which is more than 66%. The private sector alone has 66.1 percent of
lecturer turnover from private Universities.

Therefore this research was investigating the impact of working condition on
academic staff turnover in selected higher learning institutions in Dar es salaam,

Tanzania.

1.3 Purpose of the study
The purpose of the study was to analyze the effect of work condition on academic

staff turnover in selected universities in Dar es Salaam region, Tanzania.

1.3.1 Objectives of the study
I. To assess the level of academic staff turnover in selected Universities in Dar es
Salaam Tanzania.
ii. To determine the work condition aspect that influence academic staff turnover
in selected Universities in Dar es Salaam Tanzania.
iii. To determine the relationship between work condition and academic staff

turnover in the selected Universities in Dar es salaam Tanzania.

14 Research questions
i.  What is the level of academic staff turnover in the selected universities in Dar

es Salaam Tanzania?



ii.  What are the work condition aspects that influence academic staff turnover in
selected Universities in Dar es Salaam Tanzania?

iii.  What is the relationship between work condition and academic staff turnover
in the selected Universities in Dar es Salaam Tanzania?

1.6 Hypotheses of the study

The tested the following hypothesis at 0.05 level of significance:

1. H, (null hypothesis) - there is no significant positive relationship between work
condition and the level of academic staff turnover in the selected universities in Dar

es Salaam Tanzania.

2. H, (alternative hypothesis) - there is a significant relationship between work
condition and academic staff turnover in the selected Universities in Dar es Salaam

Tanzania.

1.7 Scope of the study
The scope of the study was discussed under four major headings (geographical,
content, theoretical and time scope) as follows:

1.7.1 Geographical scope

The study about work condition and academic staff turnover was conducted in
selected public and private Higher learning institutions which are University of Dar
Es Salaam, Mwalimu Nyerere University, Kampala International University and
College of Business and Management (CBM) which allocated in Dar es Salaam
Regional in Tanzania. Dar es Salaam is located at 6°48' South, 39°17' East (—6.8000,
39.2833), on a natural harbor on the eastern coast of East Africa, with sandy beaches
in some areas. It is the capital of the co-extensive Dar es Salaam Region, which is
one of Tanzania's 31 administrative regions and consists of five districts: Kinondoni

in the north, llala in the centre, Ubungo, Temeke in the south and Kigamboni in the
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east across the Kurasini creek. The region had a population of 4,364,541 as of the

official 2012 census.

1.7.2 Content scope

The study on work condition and academic staff turnover in selected public and
private universities in Dar es Salaam Tanzania has two variables the dependent and
independent variables. Under the independent variable which is work condition, the
researcher looked at Promotion opportunity, job security, salary, over responsibilities
or work load and career development opportunity as the main factors within work
condition. While, under the dependent variable which is academic staff turnover, the
study looked at commitment, job satisfaction and job stress as factors resulting from

working condition.

1.7.3 Theoretical scope

This study was anchored on Herzberg Theory of motivation (1959). According to
Herzberg, employees’ needs can be categorized into two factors, namely hygiene and
motivators. Hygiene factors like job security, career development opportunities and
welfare of human resources are those job factors which are essential for existence of
motivation at workplace. If these factors are absent or if these factors are non-
existent at workplace, then they lead to dissatisfaction. These factors are extrinsic to
work. Hygiene factors are also called dissatisfies they are required to avoid

dissatisfaction.

1.7.4 Time scope
This study focused on the period between year 2010 and 2018. The reason for this

time is that there has been high academic staff turnover in University.

1.8  Significance of the study
The significance of the study was discussed under the following headings: -
To the government: The study findings may enable the government of Tanzania to

realize how important working condition is in motivating and retaining quality


https://en.wikipedia.org/wiki/Kurasini

academic staff as well as enabling them work hard to achieve organizational

objectives.

To the higher learning institutions: The study findings by providing base-line data
would help higher learning institutions understand the need and importance of
retaining academic staff as a way of maintaining excellence at the higher learning

institutions.

To scholars: The study through provision of current literatures and base-line data
would be of great significance to various students and researchers involved in human
resource development research activities and would equip learners with more
knowledge and skills on factors contributing to employee turnover in higher learning
institutions. The study would further make a myriad of contributions to the world of
literature on employee turnover and work conditions by providing researchers and
students valid literature and base-line data and to other stakeholders in the academic

circles.

1.9  Definitions of key terms

The following key terms re operationally defined as follows: -

Academic Staff turnover: According to Yimer, Nega, & Ganfure (2017) academic
staff turnover is viewed as a voluntary cessation of membership of an higher
educational institution by an academic staff of that institution. Academic staff
turnover here refers to the proportion of staff leaving in a given time period but prior
to the anticipated end of their contract.

Job satisfaction; According to Murphy (2004), job satisfaction refers to a person’s
feeling of satisfaction on the job, which acts as a motivation to work. Job satisfaction
refers to an individual’s felling regarding his or her work which can be influenced by

a multitude of factors

Turnover: According to Business Dictionary from the human resource management

perspective: turnover refers to the number of employees hired to replace those who

10



left or were fired during a 12 month period. Turnover here refers to the act of
replacing an employee with a new employee. Partings between organizations and
employees may consist of termination, retirement, death, interagency transfers, and

resignations.

Working condition: According to business dictionary as cited in Ali, Ali, & Adan
(2013), the term working condition refers to working environment and all existing
circumstance affecting labor in the work place, including job hours, physical aspects,
legal rights and responsibility organizational climate and workload. Working
condition here refers to the components or factors that may affect both physical and
psychological well-being of workers. Such factors may include workload,

harassment, office condition etc.
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CHAPTER TWO
LITERATURE REVIEW

2.0 Introduction
This chapter covers opinions, facts and literature from different authors, theoretical
review, conceptual framework, review of related literature and research gap

concerning the working condition and academic staff turnover.

2.1  Theoretical Review
The study was guided by two theories, Herzberg two factor theory of Motivation and

The Human Capital Theory

2.1.1 Herzberg Theory of Motivation

The importance of employees to an organization has been known for a substantial
amount of time. They play a pivotal role in creating and maintaining a competitive
advantage for their organizations. According to Herzberg (2005), employees’ needs
can be categorized into two factors, namely hygiene and motivators. Hygiene factors
are those job factors which are essential for existence of motivation at workplace. If
these factors are absent or if these factors are non- existent at workplace, then they
lead to dissatisfaction. These factors are extrinsic to work. Hygiene factors are also
called dissatisfies or maintenance factors as they are required to avoid dissatisfaction.

These factors describe the job condition scenario.

The hygiene factors symbolize the physiological needs which the individuals want
and expect to be fulfilled. Such factors may include working condition factors such
as career development opportunity, job security workload etc. The employees should
be offered health care plans (mediclaim), benefits for the family members, employee
help programmes, etc. The physical working conditions should be safe, clean and
hygienic. The work equipments should be updated and well-maintained. The
employees’ status within the organization should be familiar and retained. The

relationship of the employee with his peers, superiors and subordinates should be
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appropriate and acceptable. There should be no conflict or humiliation element

present. The organization must provide job security to the employees.

This theory gives guidelines to university managers on providing conducive
condition to workers and promotes growth at the workplace taking into account what
lecturers want from their work. The theory provides strategies for employees’
retention in private universities. Today, employees’ retention is the top priority of
organizations due to increasing competition (Maliposa, 2014). However, workplace
has a positive or negative impact on academic staff retention or attrition. Tickle
(2009) conducted a study on workplace condition and the contribution to lecturer
turnover in United States. It was found out that working condition, low remuneration
and learners’ indiscipline led to low retention of academic staff in universities.
According to Herzberg et al (1959), the hygiene factors cannot be regarded as

motivators. The motivational factors yield positive satisfaction.

These factors are inherent to work. These factors motivate the employees for a
superior performance. These factors are called satisfiers. These are factors involved
in performing the job. Employees find these factors intrinsically rewarding. The
motivators symbolize the psychological needs that are perceived as an additional
benefit. Motivational factors include recognition, i.e., the employees should be
praised and recognized for their accomplishments by the managers. There must be a
fruit of some sort in the job. There must be growth and advancement opportunities in
an organization to motivate the employees to perform well. Understanding the
different dimensions of a job that may increase satisfaction or, at least, reduce
dissatisfaction would be the very first step towards designing a strategy for retention
of quality staff (Raju, 2004). As people are the most valuable resource of an
organization, and that the management of people makes a difference to retention of
academic staff (Patterson et al., 1997). To achieve high levels of employee retention,
higher learning institution must ensure that the physical condition is conducive to
organizational needs facilitating interaction and privacy, formality and informality

and functionality.
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The physical condition is a tool that can be leveraged both to improve business
results (Mohr, 1996) and employee well-being (Huang, Robertson and Chang, 2004).
Ensuring adequate facilities are provided to employees is critical to generating
greater employee commitment and retention. The provision of inadequate equipment
and adverse working conditions has been shown to affect academic staff commitment
and intention to stay with the institution (Weiss, 1999). Extensive scientific research
conducted by Roelofsen (2002) has also yielded indications suggesting that
improving working condition results in a reduction in a number of complaints and

absenteeism and an increase in staff retention.

The indoor condition has the biggest effect on staff retention in relation to job stress
and job dissatisfaction. Providing working conditions that promote the safety of
academic staff is therefore becoming a major management concern, (Ann I. Ogbo
and Wilfred 1. Ukpere, 2013). It is equally important to mention here that the state of
convenience facilities across the country is very appalling. From the public to private
convenience facilities, the issues remain the same. This shows that huge economic
and other resources are being lost at hourly basis due to abandonment of duty post
and related work stress that accompanies the poor working conditions. Some
academic staff confessed to leaving their institution and work to a distant places in
search of decent facilities to use. Sometimes, most of these distressed academic staff
find it difficult to come back to their institutions and when they do, a lot of time

would‘ve been lost as well as some energy to continue with the work.

2.1.2 The Human Capital Theory

This is theory which emphasis that the special skills and information workers bring
to or learn on a job may not be transferable to other jobs. The human capital of
leaders is theorized to be an important resource for unit performance (Wright and
McMahan, 2011). Human capital can be defined as individuals' knowledge, skills,
and abilities used to produce a given set of outcomes (Kochhar, 2001).

The term human capital (HC) according to Houghton (2017), can trace its roots to the
early 1960s, when Schultz (1961, p. 140) proposed that HC consisted of the
‘knowledge, skills and abilities of the people employed in an organisation’. While
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concise, Shultz’s initial definition of HC is somewhat limited in that it does not take
into consideration the concept of ‘value’ and the importance of ‘investment’ in HC.
In 1981, Schultz revamped this definition and defined HC as:

‘...all human abilities to be either innate or acquired. Attributes
which are valuable and can be augmented by appropriate
investment will be human capital’ (Schultz, as cited in Houghton,
2017).

The resource-based view of the firm states that resources regarded as valuable, rare,
inimitable, and non-substitutable create a competitive advantage for organizations
(Barney, 1991). The human capital of academic staff is a resource that may meet the
requirements of the resource-based view and create a competitive advantage for
higher education institutions (Combs and Skill, 2003). This suggests that academic
staff with higher levels of human capital can have a positive influence on the
performance outcomes of education institutions (Pollock, and Graffen, 2006).
Organizations that offer high levels of compensation to staff may have staff with
high levels of human capital, which may lead to increased organizational

performance (Castanias and Helfat, 1991).

2.2  Conceptual Framework

Independent Variables

Work Condition Aspects Dependent Variables

Workload -

e Long working Hours Academic Staff Turnover
Job security g e Resignation

e Immunity from job )

loss e Job Desertion

Supervisor &subordinate e Early retirement

e Harassment

e Relations
Salary

e Allowances

e Bonus
Career development

e Refresher course

e Career progression

Figure 2.1  Conceptual Framework of workplace condition on academic staff
turnover.
Source: Researcher, (2018)

15



2.3  Workplace condition on academic staff turnover

James (2011) concluded that the working conditions as a team has significant impact
on the satisfaction level of employees as it affects their performance and decision to
stay or leave. It is essential to recognize to the significance of these factors to boost
the satisfaction level in the workforce. How employees perceive their work condition
can affect employee's commitment, motivation, and performance and also helps
organization to form a competitive edge. It is supported by research conducted by
Mitrovic and Brown (2009) that a motivational and empowered work climate
influences employee's attitudes toward work positively and improves work
performance. Mitrovic et al (2009) added that, an effective work condition
management entails making work condition attractive, creative, comfortable,
satisfactory and motivating situations to employees so as to give them a sense of
pride and purpose in what they do. In support of this idea, Taiwo (2010) outlined the
following as some tools used to manage work condition to improve productivity.
They include, noise control, contaminants and hazard control, enhancing friendly and
encouraging human condition, job fit, rewards, feedback, work condition modeling,
creating qualitative work life concepts and making physical working conditions
favorable (Taiwo, 2010).

Workplace design needs to take into account of a wide range of issues. Creating
better and higher performing workplace requires an awareness of how workplace
impacts behavior and how behavior itself drives workplace performance. The
relationship between work, the workplace and the tools of work, workplace becomes
an essential part of work itself. Increasing workplace understanding is built on the
identification that space has different characteristics: it performs different functions
and there are different ways people work. People work individually and interact with
others and this requires different workplace solutions (Chandrasekar, 2011).How
workspace is designed and occupied affects not only how people feel, but also their
work performance, their commitment to their employer, and the creation of new
knowledge in the organization. These are the cornerstones of the level of research
known as the conditional psychology of workspace (Vischer, 2008). According to

Abdulla et al. (2010) Conditional factors represent the immediate job condition that
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contains skills required to perform a job, authority, autonomy, relationship with

supervisors and co-workers and other working conditions.

Employees appreciate a friendly or responsive workplace. Usually, a friendly
workplace does not involve a large amount of investment and expenditure, but it
requires time and sympathetic thoughtfulness on the part of top management.
Schmalenberg and Kramer, (2009) empirically proved a positive relationship
between employee job satisfaction and healthy working conditions. Good working
conditions reduce employee turnover and induce a lower degree of job stress.
Undesirable outcome on employees’ dedication may be created if they are
dissatisfied with the working conditions and consequently it may affect turnover
decision. A study on workers of Grameen Phone, the largest telecom company in
Bangladesh, identified working atmosphere or working condition as the most
significant factor of job satisfaction for the employees of that company. This factor
was also identified as a dominant factor for employees, decision to leave or to remain
with the organization in a university setting. Conversely, Joarder and Sharif found an
opposite result than the earlier studies. They disagreed that working conditions is a
significant factor for increased job satisfaction for academics of higher educational
institutes in Bangladesh. Herzberg also argued that employees’ commitment may not
increase with working conditions. Previous literature shows contradictory results on
the association between job satisfaction and working conditions. Hence further

investigation is required with regard to this variable.

Organizational culture refers to a set of value systems and propositions around
performing the operations of an organization. Huang and Chi described that
organizational culture and policy encourage employees to be motivated and

consistent in their commitments.

Consequently, it leads to an increased organizational performance. Some researchers
concluded that organizational culture and policy have a positive influence on the job
satisfaction of the employees. In contrast, Johnson (2009) argued that some elements

of organizational culture might not be significantly related to employees’ job
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satisfaction. Similarly, Navaie- Waliser, Lincoln, Karuturi and Reisch, (2013)
asserted that job satisfaction of employees is not affected by organizational culture

and policy.

2.4 Workload on academic staff turnover

Workload refers to the intensity of job assignments. It is a source of mental stress for
employees. Stress is an active state of mind in which human being faces both an
opportunity and constraint. Allen, (2006) defined workload as the total amount of
time a faculty member devotes to activities like teaching, research, administration,
and community services etc. A study conducted by Moy, (2006) sais that Clerical
and Professional Workers' Association found that 65.5% of workers believed a five-
day work week would help them better manage their private matters, where as half of
respondents believed that this practice would allow them to spend more time with
their families and improve their quality of life which helps in improving their
productivity at work. Several studies have highlighted the consequences of work
overload. Workload stress can be defined as unwillingness to come to work and a
feeling of constant pressure accompanied by the general physiological,
psychological, and behavioral stress symptoms. Numerous studies found that job
stress influences the employees’ job satisfaction and their overall performance in
their work. Because most of the organizations now are more demanding for better
job outcomes. In fact, modern times have been called as the “age of anxiety and
stress” (Rehman et al. 2012). Excessive work interference with family is also
associated with greater stress mostly, job burnout, increased absenteeism and higher
turnover (Sutton 2000; Anderson et al., 2002). According to Jex and Beehr, (2001)
strains associated with being overworked have been found to be uniformly negative
across behavioral, psychological, and physiological outcome domains. According to
Kirchmeyer, (2005) Researchers indicated negative links in between experience of

work/nonworking conflict and organizational commitment.

Long working hours may affect the physical condition of employees. The employees
facing workload have a moderate level of stress in which work to family conflict

rises. Workers in stress and having work to family conflict also have intention to quit
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the job because they are not performing their social roles efficiently. In Pakistan,
there is problem that employers are majorly concerned with less staff and as a result,
the workload of employees is increasing. Mostly, employees of banks in Pakistan
have increasing frustration due to heavy workload. Stress usually generates from
workload and workload extends working hours on jobs which ultimately disturbs the
incumbent’s roles in the family and society as well, because a worker has to fulfill

other roles in his life (Imam et al. 2010).

2.5 Work Condition on academic staff turnover

If working conditions are substandard or the workplace lacks important facilities
such as proper lighting, furniture, restrooms and other health and safety provisions,
employees will not be willing to put up with the inconvenience for long time.
(Shamsuzzoh & Sumon, 2014) Organizational instability has been shown to have a
high degree of high turnover. Indications are that employees are more likely to stay
when there is a predictable work condition and vice versa (Zuber, 2001). In
organizations where there was a high level of inefficiency there was also a high level
of staff turnover (Alexander et al.,1994).For employer losing a single key worker
may decreases the like hood of project success and investor confidence can be reduce
in the company. Main causes of Turnover are Salaries Working condition and
security of job. Turnover particularly arises from unhappiness from job place. In
contrary employee also pushed to leave job due to the dissatisfaction in their present

workplace (Shamsuzzoh & Sumon, 2014)

2.6 Compensation (Salary) on academic staff turnover

One common cause of high employee turnover rates is low pay and benefits
packages. When a worker is employed in a low-wage position with limited benefits,
there is little incentive to stay if a similar employer offers even a slightly higher rate
of pay. "While lower paying job roles experience an overall higher average of
employee turnover, they tend to cost companies less per replacement employee than
do higher paying job roles. However, they incur the cost more often. For these
reasons, most companies focus on employee retention strategies regardless of pay

levels.” (Beam, 2009) Workers who make more, but whose salaries fall short of the
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going market rate, may feel undervalued at their current companies and look for a
company that will pay them what they're worth (Firth et al., 2004). Manu et al.
(2004) argue that employees quit from organization due economic reasons. The most
common reason for employee turnover rate being so high is the salary scale because
employees are usually in search of jobs that pay well. (Hissom, 2009).Low pay is
good reason as to why an employee may be lacking in performance. (Rampur,
2009).Unequal or substandard wage structures fall under this category as well.
“When two or more employees perform similar work and have similar
responsibilities, differences in pay rate can drive lower paid employees to quit. Ina
like vein, if you pay less than other employers for similar work, employees are likely
to jump ship for higher pay, if other factors are relatively equal." (Handelsman,
2009) .

2.7  Supervisor and Subordinate on academic staff turnover

Nature of management influence the individuals in terms of values of organization,
image and existence or firm (Gregory and Henry, 2005).A poor relationship with the
management can be an important reason for the employees to leave their jobs .1t is
relatively rare for people to leave jobs in which they are happy even offered by
higher salary elsewhere (Shamsuzzoh & Sumon, 2014). Employer-employee
relationship plays a vital role on turnover.(Nawaj, 2007).Lack of role clarity by
management can lead to labor turnover According to Herzberg (1966) supervision is
an extrinsic factor and a “dissatisfier” as well as a “demotivator” just like pay. This is
because employees tend to perform better when they have under less supervision and
freedom to exercise initiatives, judgment and self approach to work. (Mbah S. E.,
2012). Workplace harassment means negative office interaction that affects the
individual’s job by affecting the terms and conditions and job decisions and such
actions do not fall within the boundaries of law. In a country like Pakistan, women
have started working along men, side by side in the organizations, and although
women are being welcomed in the organizations across the country, the traditional
organizational settings are still male dominated in their setup and as a result, women

tend to face resistance in getting accepted as equals in the organizations (Nazir et al.
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2011). Parker and Griffin, (2002) have studied gender harassment’s negative

consequences on distress and over performance demand.

According to (Lee, 2005) Psychological harassment and bullying are reduced when
employers promote a fair and team-based work climate; provide sufficient job
autonomy and resources to their workers so as to head-off unnecessary conflicts.
When a supportive team condition exists, victims will feel greater sense of
empowerment and control, on the one hand, and bullies will have fewer incentives to
engage in dysfunctional, conflict-escalating behaviors, on the other. Another recent
study of a diverse occupational sample of 180 workers in the Canadian prairies found
that 40% reported experiencing at least 1 of 45 specific acts indicative of
psychological harassment or bullying on a weekly basis for at least 6 months. An
additional 10% of the sample reported experiencing 5 or more such acts on a weekly

basis for at least 6 months.

2.8 Career Development Opportunity on academic staff turnover

Larson (2004) says career progress creates stress on employee’s understandings of
the worth of his or her career prospects. Obstacles in career development can appear
at any time during an employee’s employment period which serves as stressor for
them. These stressors can include an array of problems like being stuck at a position,
without any hopes of progress or threats of downsizing (Smith and Cooper, 1994).
Career growth is much more important than salary in Europe or America but it is
counted equivalent to salary in Asian context (Europhia, 2008). “Moving Up or
Moving Out” counts career growth as basic for turnover (Europhia, 2008). High
employee turnover could also be due to no potential opportunity for advancements or
promotions. Employees prefer other companies which may provide them with higher
posts and increased compensation packages (Rampur, 2009).

Olaniyan and Okemakinde (2008) stated that formal education and training is highly
instrumental and an imperative to improve national production capacity, in particular

that an educated population is a productive population. Metcalfe, et al (2005)
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observed that human resource managers and heads of department do not always have
the skills needed to develop staff and apparently many heads of department did not
see staff development as one of the responsibilities of their post. Opportunities for
training and development are among the most important reasons why employees stay
especially young and enthusiastic ones (Ng“ethe, 2012). It is however instructive that
training must not be conducted for its own sake, but must be systematic and
procession, hinged on effectively administered performance appraisals, identification
of training needs, and establishment of a competence framework that addresses

organizational goals.

2.9  Job Security on academic staff turnover

Meltz (1989) defines job security broadly as “an individual remains employed with
in the same organization with no diminution of seniority, pay, pension rights, etc.”
The Business Dictionary .com, (2009) similarly defines job security as the assurance
employees have about the continuity of gainful employment for their work life.
According to Wikipedia (2008) job security is defined as the probability that an
individual will keep the job. These definitions show that job security entails that
employees retain the employment statuses in the same organization as long as they
still choose to work there. The definitions however fail to highlight the factors that

bring about job security for employees in any given organization.

According to Public Service Alliance of Canada BC (2008), job security is a
provision in a collective agreement protecting a worker's job, as in the introduction
of new methods or machines and thus should be agreed upon prior to the
commencement of employment. Similarly, other scholars like Njoya (2007) define
job security as the workers™ right to be treated with dignity and respect as reflected in
notions of ,,good faith® and ,,mutual trust® and confidence which the employer
should observe in the period when still with the employee. Such a definition brings in
the aspect of treating employees basing on humanitarian perspective to protect
employees from job loss though it does not clarify how job security for employees
can be achieved. Considering the discrepancies in the above definitions, the

definition of job security that was adopted for this study was from Herzberg (1968)
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who defined job security as the extent to which an organization provides stable
employment for employees. This definition was considered worthwhile since it
clearly shows that it is the role of the employer to create job security for employees.
The employer must put in place provisions to show employees that their jobs are
secure even in events of major organizational changes. Several theories have been
advanced to describe the relationship between job security and job retention; Nosse
et al; (2004) for example suggests that absence of job security (and other dissatisfies)
can result in disenchantment with a job even if the satisfiers are present leading to

low job retention.

1.10 Academic staff turnover

Derek et, al. (2007) suggested that job satisfaction and affective commitment as the
basic variables with turnover intentions. He further argues that no support was found
in the results for continuance dedication as a variable with turnover intentions. The
results also concluded that significant positive correlations were found for the distal
variables workload, work stress, employee salary, job satisfaction, and work to
family conflict. Magnus et al. (2001) resulted that the job insecurity is interrelated
primarily to exit and devotion reactions, but not to voice. In terms of exit, a striking
pattern in our results concerns the connection obtained between job insecurity and
organizational turnover intention. Although the magnitudes of effect sizes differed
across countries, there was a positive relation between job insecurity and the
propensity to exit from the organization. The results also swell previous research by
indicating that job insecurity may have similar cost for union turnover intention.
Outsourcing is more prevalent under condition of high scientific uncertainty and high
information exchange; research gained some tentative insights into the fact that

higher outsourcing under these conditions leads to higher performance of individual.

Not only does job stress affect turnover intentions, but also attendance rate (Chiu et
al, 2009).In addition, employees who are dissatisfied with their work situation may
start putting in less effort at work (Withey & Cooper, 1989).Paradoxically, at the
same time as the job characteristics seem to become more and more disadvantageous

from the perspective of the employees, another trend has emerged that focuses on
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maintaining and attracting talent employer branding. Employer branding is a strategy
and a critical tool for “talent acquisition, development, and retention” (Biswas &
Suar, 2014).The growing interest for employer branding can be explained by the
‘war for talent’ in the labour market and it may concern “functional, economic, and
psychosocial benefits of employment and identification with the company”. These
two trends are seemingly opposed on the one hand, the psychosocial working
condition becomes alarmingly worse, but on the other hand companies are working
harder than ever before to offer (seemingly) beneficial working conditions with the

potential to attract and retain talent.

Fogarty et al. (2004) results that the employee turnover increases due to individuals
in offices were mostly at fault, making errors because they failed to follow
procedures and were ineffectually supervised the circumstances; put the employees
of the organization in, such a pressure created by poor planning and results in
increase in turnover and organizational performance decrease. Bloom at al. (2001)
concluded that the organizational analysis of turnover is due to organizational and
ecological variables like the crime rate in the area may increase nursing turnover.
The study strongly argued that the base of increase in turnover is only conditional
basis. Beverly & Philip (2006) recognize that the extant research on employee
engagement demonstrates its relationship to outcome variables important to every
organization, such as productivity, safety, and employee retention and customer
service. They further explore that the Increases in knowledge as to how to create high
performance workplaces are always welcome by practitioners and academics. What
the field does not need, however, is another fad term. We call for continued research
into employee engagement in order better to understand and to capture its

contribution to organizational and individual performance.

According to Bakoti¢ (2016), the organizational commitment found to be a
significant predictor of organizationally relevant behavior, in his case, turnover. This
certainly lends support to the position of organizational commitment. Conversely,
Bakoti¢ further justify that there was no evidence from this study of workers in one

public sector agency that job satisfaction has any effect on voluntary turnover (Koys,
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2001). The correct in that even when combined with the other relevant control
variables, the explanatory power of the models containing organizational
commitment is fairly low. It should be kept in mind that organizational commitment
was typically measured months before the respondents actually quit work. Even so,
the results of this and related studies suggest that even though we have additional
insight about the theoretical relevance of organizational commitment, we still do not

seem to understand much about the processes that generate turnover (Bakotic, 2016).

In the same vein, Maertez and Campion (2004) suggested that the first, quitting is a
salient, major life event, and people remember the details surrounding such events
relatively easily. Second, quitting tends to be associated with affective arousal, be it
negative or positive; such events are more easily remembered than those with little
accompanying affective arousal. Also, Maertez et al, (2004) added that another
possibility is that the relationships discovered could be partially due to employee
schemata or implicit theories of turnover. However, if such schemata reflect reality
or are widely held by employees, they may not threaten the validity of our finding

that working conditions impact academic staff and general employee retention.

Similarly, Nwagbara, Smart, Ugorji, and Ennsra, (2013) concluded that the employee
turnover in schools and universities are due partly to the low morale of the teachers,
which in turn has increased the rate of labor turnover from the system. Nwagbara, et
al, (2013) further analyze that it is fair to say that lecturers will put in their best when
the work condition is conducive; when there are good welfare packages like good
houses, adequate health and medical insurance, training and development
opportunities and other relevant fringe benefits. In the absence of these, it can only
be expected that frustration and eventually quits will result. Given their role in
society, Folorunso, Adewale, and Abodunde (2014) observed that, there is a strong
case to pay special attention to university academics while not constituting them into
a special class. However, it is important to further explore opportunities to provide
more incentives to enable lecturers maximize their role in the development process.
In doing this, Folorunso, et al, (2014) asserted that it has been shown that economic

incentives on their own do not provide sufficient motivation for university teachers.
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Harris et al. (2002) theory asserts that high turnover lowers firms* incentives to

provide staff training programs and, therefore, reduces productivity.

On the other hand, Pastorino (2013) stated that job matching theory postulates that
turnover can help employers and employees to avoid being locked in sub-optimal
matches permanently, subsequently increases productivity. The conflict between
retaining workforce stability on the one hand, and flexibility on the other, gives rise
to the quest of an optimal turnover rate. Klasen (2009) uses multinational cross panel
regressions to explore the extent of employee turnover in the organization which may
trim down growth and development of any organization and the overall economy.
Klasen’s paper finds a substantial impact of employee turnover on economic growth
based on data from East Asia, Africa, South Asia and the Middle East. The results of
another study by Michael & Steiner (2007) suggest that employee turnover in
education and management has a direct impact on economic growth through
throbbing change in management lowering the average quality of human capital
produced by the higher education institutions. It could be argued therefore, that
insufficient work conditions can trigger desire for attrition or turnover among

academic staff in higher education institutions in Dar es salaam, Tanzania.

2.11 Review of Related Literature

As people are the most valuable resource of an organization, and that the
management of people makes a difference to retention of academic staff (Bakotic,
2016). To achieve high levels of employee retention, Bakoti¢ argued, organizations
must ensure that the physical condition is conducive to organizational needs
facilitating interaction and privacy, formality and informality and functionality.
Perspective assumes that education is highly critical and pivotal in the process of
enhancing the production capacity of a population (Beatriz, Deborah, & Hunter,
2008). Accordingly, if this perspective is transposed into a managerial context, the
hierarchical structure of the level of income over a lifetime is represented by
incremental salary increases, to reflect the degree of job experience and training
courses in a specific job and not on work conditions (Pierce-Brown, 1998). Beatriz,et

al, (2008) added that the salary of an employee decreases once the employee is
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perceived to be slowing down in their levels productivity which affects job
satisfaction component in turn. Beatriz,et al, (2008) further argued that these factors

can lead an employee to subsequently intend to leave their post.

In another development, Court (2003) in a study on Links between the quality of
working life and employee retention revealed that creating better work conditions
and preventing harm from work are key means of improving staff retention. The
evidence that is presented was based on national data for UK work-related injuries,
diseases, and their impact on absenteeism and the costs for society and companies.
Similarly, Ryan, and Kossek (2008) in a study on work-life policy implementation:

Breaking down or creating barriers to inclusiveness

Similarly, Sierra and McLeavety (2005) claimed that turnover intentions emerge
from the belief that social relationships develop over time into trusting, loyal, and
mutual commitments, between both an organization and its employees. The
Exchange Theory posits that social relationships are characterized by the distinct
emotional effects of different exchange structures, in that the investment of money
and time in human capital actually create positive attitudes and an aura of honor
towards the organization Sierra, et al, (2005). In other words, a healthy work
condition in an organization is reflected positively in the feelings and emotions of the
staff as a whole, and, in turn, their intent to leave or stay. Its practice can involve
giving compliments to acquaintances, showing support to co-workers, maintaining a
good flow of information within the company, possessing international
merchandising, and fostering relationships between organizations and their

customers Sierra, et al, (2005).

The Job Embeddedness Theory has been incorporated to argue that job
embeddedness can modify the influence of organizational justice in regards to
turnover intentions (Tanova, & Holtom, 2008). Specifically, job embeddedness can
be seen to have various influential effects on the decision of an employee to stay in
their job or not (Tanova, et al, 2008). In short, highly embedded employees would be
less likely to intend on leaving their organization if they were to hold perceptions of
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organizational justice within their comprehension (Tanova, et al, 2008). Thus, highly
embedded employees who possess a perception of fairness in the overall outcomes
would be less likely to display turnover intentions, especially if this related to respect
of pay and reward allocation or the quality of interpersonal treatment from managers
(Tanova, et al, 2008). This has also help to explain the role of sufficient work

condition of academic staff retention and turnover or attrition.

The low level of turnover intention also refers to the factor that highly embedded
employees are increasingly involved in various projects and with a variety of
individuals, which means that they will not sacrifice a multitude of opportunities, as
well as benefits, by leaving their company (Karatepe and Shahriari, 2014). Greaves,
Parker, Zacher, & Jimmieson, 2015) conducted a study on a large, UK-based,
publicly funded organization in the media sector. Greaves, et al, (2015) studied
employees' turnover intention based on the components of the Theory of Planned
Behavior (TPB), to identify whether these explain the causes of behavioral intentions
in particular individuals. The findings indicates that examining the antecedents of
any behavior, together with the overall context, helps researchers to understand the
processes by which TPB components are linked to turnover intentions. It concluded
that if TPB is brought in to explore conditional behavior in the workplace, it will
represent a successful tool for predicting intentional behaviors such s the intention to

leave an organization.

Accordingly, Arnold, Loan-Clarke, Coombs, Wilkinson, Park, & Preston, (2006)
carried out research on 25,000 employees at 80 sites across the UK, based on TPB,
and examined the proximal predictors of behaviors that stimulate individuals who
intend to perform that behavior, the extent to which that behavior is controlled, and
the extent to which one has confidence in the benefits gained from that perceived
behavior. The study was of the view that there are three major components of TPB
that predict intentional behavior: attitude, subjective norm, and perceived behavioral
control. As a result, TPB has undoubtedly been duly effective in accounting for
intentional behavior, and has also made predictions about the personal gains and

social pressures that are taken from individuals that the researchers of studies are
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familiar with. Can this help to explain academic staff behavioural intentions for

turnover due to insufficient work conditions?

In addition, social and psychological antecedents are useful when taken into
consideration in the field of turnover intention Arnold et al. (2006). De Moura,
Abrams, Retter, Gunnarsdottir, & Ando,. (2009) demonstrated that there is a
relationship between job satisfaction and organizational identification with turnover
intention. The study shows that, job satisfaction has frequently been used as a key

predictor of turnover intention.

Ahmad & Adnan (2011) investigated the voluntary turnover of doctors in Public
sector medical colleges and hospitals. In Pakistan, the public sector doctors are
considered as backbone in provision of health facilities to public. They are main
source of providing medical education. This is the reason the major concern for the
government is deployment of doctors and other medical staff in public sector
hospitals and colleges of medical education. Their turnover intention is a real loss for
government. The study used a sample of 231 doctors for analysis. Availability of
better job opportunities, lack of distributive justice, management problems, less
salary, nature of work, and behavior of higher ups are major sources of job

dissatisfaction and doctors’ turnover.

O’Connor, J. (2018) examine the relationship between job satisfaction and turnover
intent of executive level central office administrators in Texas public school districts.
For the intent of this study, executive level central office administrators were defined
as staff members who serve in one of the following roles in a school district:
assistant, associate, area, or deputy superintendent. The data were collected from a
random sample of 234 participants in which survey instruments of job satisfaction
and turnover intent were used. It was concluded that a moderate inverse relationship
exists between job satisfaction and turnover intent and job satisfaction explained
41.3% of an executive level central office administrator’s intent for turnover.
Research related to this employee group is lacking. Therefore, not much is known

regarding how it relates to their attitude towards work condition factors. Learning
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more about work condition and turnover intention of academic staff could have long
term implications since it relates to mitigating the shortage of quality graduates
available to fill the growing number of vacancies as well as recruitment, retention,

and increased work productivity of employees.

In the same track, Yicel (2012) examined the relationships among job satisfaction,
organizational commitment, and turnover intention: An empirical study. A model of
job satisfaction, organizational commitment, and turnover intention is developed and
tested in one field study. In this study, using a 250 employees of a Turkish
manufacturing company, were given questionnaires to complete during regular
working hours; 188 completed questionnaires were returned.. Job satisfaction,
organizational commitment, and turnover intention are popular topics in the study of
work related attitudes. The main objective of this article is to test the relationships
among job satisfaction, organizational commitment and turnover intention. Structural
equation modeling to test research hypotheses is used and the model that has high
reliability and validity is developed. The results indicate that job
satisfaction is one of the most antecedents of organizational commitment and
turnover intention and suggest that high levels of job satisfaction results in higher
commitment and lower turnover intention so job satisfaction positively influences on
affective commitment, continuance commitment, and normative commitment while

it is negatively impact on turnover intention.

Adenguga, Adenuga, and Ayodele, (2013), investigated the various aspects of
organizational commitment and turnover intentions in private sector universities in
Nigeria. The study used survey technique for data collection. A sample of 600
employees was drawn from private sector universities of the study area. Analytical
techniques correlation and multiple regressions were used for deriving results. The
results showed a significant association various dimensions of explanatory variables
over turnover intentions. Interestingly the variables like sex, marital status,
education, nature of job and job duration are important determinants of turnover.
These factors also predict organizational commitment. The study also found that

politics in organizations, and job satisfactions as factors significantly affect turnover
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intentions of employees (Adenguga, et al, 2013). This may include does of academic

staff in higher education institutions.

Ahmed, Shad, Mumtaz, and Tanveer, (2012), designed a study to unveil the
relationship ethics prevailed in organizations and job satisfaction. Data was collected
from a sample of 2303 bank employees’ belonged to both public as well as private
sector. The results obtained from the data analysis show that egoistic approach to
ethics and job satisfaction are related but in opposite direction. Mehboob and Niaz
(2012) studied the existence of any possible relationship between the job satisfaction
of employees and organizational citizenship behavior (OCB). The aim was to explore
whether or not job satisfaction of employs is a predictor of organizational citizenship
behavior in the study area. A sample of 84 faculty members was drawn from three
business education institutes. Job satisfaction was found to determined by both
Extrinsic & Intrinsic factor of faculty members and the of the organization work

conditions and pay.

2.12  Research gap

Ologunde, Monday, & James-Unam (2015) in a study on labour turnover among
university teachers in southwestern Nigeria: issues, solutions and lessons. The study
examined the phenomenon of labour turnover among university teachers in
southwestern Nigeria. Subject for the study were four hundred and forty-two teachers
drawn from two federal and two state universities in the southwestern zone of
Nigeria. The stratified random sampling technique was used in the selection of
subjects. The findings showed that the motivation strategies available for university
teachers in Nigeria are inadequate for their continued stay in the university system.
Economic incentives were found to be grossly inadequate for the retention of
lecturers in the university system. It is therefore recommended that both economic
and non-economic forms of motivation be employed to keep the university teachers
on their job. It did not explore the impact of work condition on academic staff
turnover intentions in the university. Most of these studies used single institution as a
case study, low sample size derived from low population. This study used multiple

case study and fairly large smple.
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The study carried out by Amutuhaire (2010) on terms of Service and Job Retention
among Academic Staff in Makerere University examined the effect of terms of
service on job retention for academic staff. The conclusion was that, Satisfaction
with employment contract affects lecturers™ intentions to retain jobs. The study
employed quantitative cross sectional survey design as against the use of descriptive

survey design and quantitative approach which this study utilized.

Similarly, Azumah, & Mohammed, (2017) did an empirical study to examine Job
satisfaction of university staff and her findings indicated that elements of job
satisfaction such as Satisfaction with work autonomy, Satisfaction with social
recognition, and Satisfaction with self-worth influence overall job satisfaction.
Another study by Albagami (2016), had investigated on the determinants of turnover
intention among faculty members at Saudi public universities. His findings revealed
that the most imperative determinants to affect turnover intention were interpersonal
relationships, job satisfaction, organizational commitment, and the payment justice.
However, these researchers have not covered several important elements of work
condition that are also powerful in influencing staff turnover. These include work
load, job security, salary, career development opportunities and promotion Policy. To
fill this gap in the existing literature, the current study will incorporate these left over
elements in its scope of work condition. Again, it will assess the factors that
influence working condition on academic staff turnover in public and private higher

learning institutions. This study was an effort to fill this gap.
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CHAPTER THREE
METHODOLOGY

3.0 Introduction

This chapter describes the methodology that used to carry out the study. The chapter
covers the following: the research design, research population, sample size and
sampling procedures, research instruments, validity and reliability of data, data
gathering procedures, data analysis, ethical considerations and limitations of the
study.

3.1  Research Design

This study used descriptive survey design because of its considerable ability to
generate answers to the question what and how? as well as why questions. Survey is
a method of collecting information by interviewing or administering a questionnaire
to sample of individuals. survey is used during collection of information about
people’s attitudes, opinions, or feelings or any of the variety of education or social
issues (Kombo &Tromp, 2006).This study used survey design due to its suitability in
social research that can be done in the subjects natural setting like Dar es SIm Data
was collected from employees at four selected higher learning institutions. This
design was preferred because of its strengths and interpreting conditions, practices,
beliefs, views, perceptions and effects that exist in the real world (Silverman, 2010).

In addition the design suits both qualitative and quantitative approach.

3.2  Research Approach

This study used mixed methods approach because of the need to explore both
quantitative or numerical and qualitative data to provide more valid and reliable
insight into the problem being investigated ( Amin, & Mohamadi, 2018; Amin,
2015). Quntitative approach tries to discover answers to the questions who, what,
when, where, and sometimes how by collecting numerical data about the problem
(Cooper & Schinder, 2000). Quantitative data was explored to provide more detail
insight into the problem of work conditions and academic staff turnover in higher

education institutions in Dae es salaam, Tanzania. The justification for the adoption
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and use of quantitative method lies in its perceived benefits and ability to help in
determining the attitudes, behaviours, perspectives of the research subjects, and in

understanding the environment of the study using numerical data.

3.3  Target Population

According to Gay (2006), population is the group of interest to the researcher, the
group to which the researcher would like the results of the study to be generalized.
The target population for the study comprised of 200 participants from which 50 will
be gotten from each institution. These were selected purposively in order to enable

the researcher to collect enough data so as to measure study variables.

3.3  Sample Size and Sampling Procedure

3.3.1 Sample Size

A Sample is a part of targeted population under which a researcher determines to
conduct the study (Adam and Kamuzora, 2008). The study purposively selected Dar
es Slaam municipal based on the fact that it is one of the over concentrated area with
higher education institutions in the country and it has high academic staff turnover.
The sample was selected according to the parameter suggested by Taro Yameni in a

bid to avoid biasness.

Table3.1  Sample Size Distributions

SIN Higher learning institution Target population ~ Sample size

1 KIUT 50 44
MWALIMU NYERERE 50 40
UNIVERSITY

3 UDSM 50 25

4 CBM 50 24
TOTAL 200 133

In the study, the sample size calculated from the target population of 200 employees

by using Slovene’s formula.
N

2
Slovene’s formula is presented as n = 1+ N(e)
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Where n = Sample size, N = Population; e = Degree of error for research (0.05)
n =200 /1 +200(0.05)2
n =133

3.5  Sampling Procedures

According to Amin (2005), sampling procedure involves choice made about studying
some people, object, situation or event rather than all. The study employed simple
random sampling techniques to sample the academic staff. The process was
conducted s follows:

The study used simple random sampling, purposive and snowballing technique in the
selection of schools and participants.

i.  Sampling of KIUT Academic staff: sampling was done using simple
random sampling. A total of 44 academic staff’were selected for being the
most experienced

ii. Sampling of Mwalimu Nyerere University: sampling was done using simple
random sampling. A total of 40 academic staff’were selected for being the
most experienced

iii. Sampling of Academic Staff of UDSM: : sampling was done using simple
random sampling. A total of 25 academic staff’were selected for being the
most experienced Sampling of Senior Accountants and Senior Auditors:
Two Senior Accountants and two Senior Auditors were sampled through
simple random sampling.

iv. Sampling of Academic Staff of CBM: A total of 24 academic staff were
sampled

3.6 Research instruments

The study employed closed-ended questionnaires and interviews in which closed-
ended questionnaire was used to collect data with four likert scale so as to describe
the study variables quantitatively. Generally this method helped to mitigate weakness
likely to be met in personal interviews because respondents might not be able to

respond immediately as sometimes they are busy with their official activities while
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interviews and observation was employed to respondents to gain detailed information

about the study variables.

Interview: This method was employed in order to find information necessary from
the group more quickly just to allow individual self expression. Senior lecturers used
this method of interview. The interview data were coded and quantified for the

quantitative approach.

3.7  Validity of the instruments

Mugenda and Mugenda (2003) state that content validity is the measure of the degree
to which data collected using a particular instrument represents a specific domain of
indicators or content of a particular concept and that, in designing an instrument that
Yielded content valid data, the researcher must first specify the domain of indicators
which are relevant to the concept being measured. Theoretically, the concept of
validity measure should contain all possible items that should be used in measuring
items and that should be used in measuring the concept. Validity is the degree to
which an instrument measures what it purports to measure (Sekaran, 2007). As noted
by Aiken and West (1991) as cited in Odo (2014) it concerns the accuracy and
meaningfulness of inferences. According to Creswell (2014) instruments used to
evaluate research data must be valid and precise. If they are not, the information
collected from a study is likely to be biased or factually flawed, doing more harm
than good. He outlined the following as types of validity that researchers should

guide against:-

Construct validity: A construct is the behavior or outcome a researcher seeks to
measure within a study, often revealed by the independent variable. To achieve that
researcher operationalized and define the construct precisely as suggested by
Creswell (2014). Internal validity: Internal validity refers to how well your
experiment is free of outside influence that could taint its results.

External validity: External validity refers to how well your study reflects the real

world and not just an artificial situation. Research instrument could achieve high
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external validity by being applicable to a diverse group of people in a wide array of

natural environments.

However, for this study, two types of validity were tested. First, to ascertain content
validity, the researcher went through a review of literature and identified items
required to measure the concepts, and also questions were double checked to ensure
they covered all areas of the study. This enabled the research instruments to capture
accurate data from all areas of the study. Second, face validity was established by
requesting three experts in the field of financial management and academic staff
from Kampala International University to give their opinions on the validity of the

instruments.

They reviewed the items for their clarity relevance, content coverage and
appropriateness. Some of the suggestions were inclusion of probing and negative
questions in the instrument. This was considered to be appropriate in capturing data
from respondents which were then incorporate into the final version of the
instrument for use in the study. The group of experts was given the questionnaires

with the questions and the returns for the questions per group were as follows;

Table 3.2:  Returns on items of questionnaire

Group of experts No of items received No of items returned
KIU experts 30 24
Statistics experts 30 27
Management experts 30 28
Total 90 79

Table 6 shows that out of the 75 items that were given to the experts, only 68 items
were returned as well or correctly stated in accordance with the research objectives
and research questions. Therefore, the Internal Validity Coefficient Value (IVCV) of

the instrument was calculated using the formula below:-

V =CVI/TI
Where:-
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CVI = number of items declared valid,

TI = total number of items,

IV = validity coefficient of instrument.

24 + 27 +28/90

IV =0.8777 or 88%

Since the 1V = 0.88 is above 0.5 is a clear indication that instrument were valid. That
means items were well or correctly stated consistent with the research objectives and

research questions.

3.8  Reliability of the Instrument

To test the reliability of the instrument, a pilot study was conducted in one higher
education institution randomly selected from Dar es Salaam from which 30 subjects
or samples were randomly selected consisting of 15 management department staff
and other academic staff 15.The pilot study was carried out through a test retest
method of reliability within an interval of two weeks between the first test and the
second test administration. The two weeks interval was given to ensure that
respondents did hardly remember exactly their previous response. The two scores
obtained were then be subjected to regression analysis and correlation methods using
Cranach’s alpha. The rating scale instrument quality criteria were used to measure

the items reliability.

Table 3. 3:  Item measurement reliability

Cronbach’s Alpha Coefficients Value criteria
<.6 Poor

.65 - .80 Fair

.81-.90 Good

91-.94 Very good

.95 and above Excellent

Source: - Fisher (2007) in Mohammad, Suleiman, Sern and Salleh (2015 : 166)

Table 3. 4:  Showing Overall Reliability Statistics

Cronbach's Alpha Number of Items
.79 50
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Cronbach’s alpha coefficient of 0.79 was obtained and this indicated high significant

relationship among the items and also significant reliability.

3.9  Data Collection Procedures
The researchers first obtain a clearance from the University to introduce the
researcher to selected higher learning institutes. This was followed by securing

permission to conduct the study.

During data gathering, the researcher together with research assistant distributed the
research questionnaires to the respondents. The respondents were requested to
answer completely and not leave any part of the questionnaires unanswered. The
research team (researcher and research assistant) checked the returned questionnaires

if were fully answered.

After the data collection, the completed self-administered questionnaires was coded,
edited, categorized and entered into computerized and programmed Statistical

Package for Social Science (SPSS) for data processing and analysis

3.10 Method of Data Analysis

Descriptive statistics was used to analyze data, whereby frequencies, percentage, and
means were used. Frequency distribution was used to analyze demographic
characteristics of respondents while standard deviation and percentage was used to
measure the level of academic staff turnover at selected higher learning institutes.
Correlation Coefficient was used to establish the relationship between work
condition and academic staff turnover with the help of Statistical Package for Social
Science (SPSS). Key

Table 3.5:  Rating scale

Mean Range Response Mode Interpretation
1.00-1.75 Strongly Disagree Very low

1.76 - 2.50 Disagree Low
251-3.25 Agree Moderate

3.26 - 4.00 Strong Agree High
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3.10 Ethical Consideration

To ensure research ethics, both the researcher and research assistant introduced
themselves to the respondents using a copy of research clearance that was given by
the department of Development studies and Management of Kampala International
University. The researcher also explained the purpose of the study to each of the
respondents. The researcher taught the respondents not to write names on the
questionnaires so as to maintain confidentiality. Confidentiality was emphasized to
protect the privacy of respondents. Lastly those who answered questionnaires did so
without force and for those who were involved through interview, their names were

not used in coding and writing the report instead pseudo names were employed.

3.11 Limitation of the study

Some respondents were not able to fill the questionnaire on the sport as required so
they were given additional time which led to delay in data gathering. This was
minimized by researcher adopting an alternative way where by respondents are
assisted by the research assistant who helped them fill and also collect the completed
questionnaire on the spot.

Another potential limitation is time constraint. Due to unforeseen bureaucracies in
getting the research permit and availability of respondents caused to spend more time
in the field than expected in the research time frame.
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CHAPTER FOUR
DATA PRESENTATION AND ANALYSIS

4.0 Introduction

This study examined the impact of work condition on academic staff turnover in
selected higher learning institutions in Dar es salaam, Tanzania. Data was collected
from 4 selected Universities using questionnaires and interview. The researcher

grouped the data in accordance to the research objectives.

4.1 Response Rate

The study targeted 133 respondents from the total population 200 academic staff in
the selected universities. However, when the questionnaires were distributed to the
133 respondents, 130 questionnaires were filled completely meeting the threshold put
by the researcher. A response rate of 98 percent was considered adequate for wider
generalization of research findings. The distribution of thr response rate are provided
on Table 4,1 below as follows

Table 4. 1: Response Rate

Questionnaire Private Public Frequency Percentage
Universities  Universities

Completely filled 64 66 130 97.7

Not Completely 2 1 3 2.3

filled

Total 66 67 133 100

Source: Researcher, (2018)

4.2  Background Information

The background information considered the issues such as category by gender, sex
and age of respondents and teaching experience. The purpose of the background
information was to enable the researcher describe the features or characteristics of
the target population and capture every aspect of the universities, considered useful
for a later elaborate discussion of the findings.
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421 Sex
Sex was analyzed to make sure there was no bias in gender and that to ascertain if the
problem of academic staff turnover was known to both sexes. Table 4.2 shows the

summary of results.

Table4.2  Sex of Respondents

Sex Frequency Percentage
Male 70 53.8
Female 60 46.2
Total 130 100

Source: Researcher (2018)

Table 4.2 shows that, the respondents of this study were both male and female, where
the female were 46.2% and males were 53.8%. This data was important in order to
get responses from both sexes to avoid bias. Mugenda and Mugenda (2003) argued
that for results dealing with satisfaction of people their gender parity must be

observed to avoid bias in the results.

422 Age

Age of the respondents was also important to the study as different age groups have
different opinion as observed by Wario and Wako (2015), the study of the opinion
that all ages should be represented. Table 4.3 shows the summary of results.

Table 4.3:  Age of respondents

Age (years) Frequency Percentage
25- 36 12 9.2
36-45 48 37

46 — 55 52 40

55 and above 18 13.8
Total 130 100

Source: Researcher (2018)

In Table 4.3, the biggest percentage of the respondents were aged 46 55 (40%),
those between age bracket 36— 45 made 37%, while 25-36 constituted 9.2% and
those 50 and above years made only 13.8%. This implies that, all ages were catered
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for in the study. O’Brien (2002) argued that it is meaningful to include all ages in a
study because different ages may give varying opinions. However, respondents aged

46-55 were more in number who may likely retire in few years to come.
4.2.3 Marital Status

The study also investigated marital status of respondents. Table 4.4, give the

summary of results.

Table 4. 4:  Marital status

Marital status Frequency Percentage
Single 10 7.7
Married 105 80.8
Divorced 5 3.8
Widowed 10 7.7
Total 130 100

Source: Researcher (2018)

In investigating the marital status of the respondents the Table 4.4 shows that, 105
staff equal to 80.8% was married, 10 equal to 7.7 were single, 5 equal to 3.8 were
divorced and 10 equal to 7.7 were widowed. This data was important to the study
because marital status may have some weight in responsibilities such as paternal or
maternal and hence they might affect their mobility. Emiroglua, Akovab, &
Tanriverdi, ( 2015) in study determined the relation between the demographic factors
(eg. age, gender, marital status, education) and the factors such as tenure, wage,
position, working department and the turnover intention of employees working in
hospitality industry. The result of the study indicates that the demographic factors
such as age, gender, marital status, education, as well as the factors such as tenure,

wage, position, and working department are determinants for turnover intention.
4.2.3 Education Level of Respondents.

The study had an interest of education level of respondents to really establish which

category of qualification of academic staff is more likely to leave their work.
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Table 4.5:  Respondents Level of education

Level of Education Frequency Percentage
Degree 8 6.2
Masters 70 53.8
Doctorate 50 38.5
Other (specify) 2 15
Total 130 100

Source: Researcher (2018)

Table 4.5 shows that, 8 respondents equal to 6.2% were degree holders, 70
respondents equal to 53.8% had master’s degree, 50 respondents equal to 38.5% had
doctorate degree and two respondent equal to 1.5% indicated other which the study
found was CPA and CPS. Education was important to the study such that the study
can gauge the understanding of the respondents and also try to investigate which
level of education was highly to leave their jobs. Grace and Khalsa (2003) opines
that different levels of education may have different rates of leaving jobs. Also they
agreed that people who are well trained are highly to leave their jobs to other jobs in

search of better work conditions since they are highly qualified.

In support of that, Emiroglua, Akovab, & Tanriverdi, (2015) revealed that the
reasons of employee turnover can generally be divided into three categories as work-
related factors (e.g. job satisfaction, wage, performance, organizational
commitment), individual factors (e.g. age, education, gender, tenure) and external
factors (e.g. unemployment rate, perceptions of employment, presence of trade
union. Therefore, education level or qualification is a predictor variable for turnover
intentions since people who are more qualified are more likely to leave their jobs to
other jobs in search of better work conditions than those that are less qualified.

4.3  Objective One: To assess the level of academic staff turnover in selected
Universities in Dar es salaam Tanzania.

This was the first objective of the study and was set to determine the level of

academic staff turnover in the selected universities. The study tested the academic

staff commitment to the universities.
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4.3.1 Staff Commitment to Universities

The analysis was divided into two; private universities and public universities. This
data was important to the study because it informed the researcher on the staff
commitment since the level of commitment may lead to staff turnover for those

employees who are not highly committed.

4.3.1.1 Private Universities response
Table 4. 6:  Staff commitment to University (Private Universities)

Staff Commitment Statement N Mean Std. Deviation
| talk up this university to my friends as a 64 1.58 0.727
great institution to work for.

| do not feel any obligation to remain with 64 1.81 0.961

my current employer.

Even if it was to my advantage, | do not 64 1.89 0.584

feel it would be right to leave the

university now.

| feel very little loyalty to this university. 64 3.91 0.712
| would accept almost any type of 64 1.93 1.233
job/assignment in order to keep working

for this university.

It would take very little change in my 64 1.02 0.535
present circumstances to lead me to leave

this university.

For me, this is the best of all possible 64 1.13 1.089
universities to work for.
One of the few negative consequences of 64 3.03 0.771

leaving this university would be the

scarcity of available alternatives.

I am willing to put in a great deal of effort 64 321 0.844
beyond that which is normally expected in

order to help this university to be

successful.

This university really inspires the very 64 1.81 0.961
best in me in terms of job performance.

Too much of my life would be disrupted if 64 1.83 1.233

| decided that | wanted to leave the
university now.

In comparison with other institutions, this 64 1.02 0.535
is the best university | have ever worked
for

Source: Researcher (2018)

45



Table 4.6 above shows the responses of respondents on Staff Commitment Statement
to University and the breakdown are as follows: On item one; | talk up this university
to my friends as a great institution to work for. Most of the respondents agree with
high men score of 1.58 and standard deviation of 0.727 respectively. In other words,
the respondents feel that their university is a great institution to work for, although no
obligation is felt by them to remain with their current employer with high mean score

of 3.41and standard deviation of 0.861 respectively.

On item three; Even if it was to my advantage, | do not feel it would be right to
leave the university now. Most of the respondents agreed with high men score of
3.59 well above the average mean score of 2.50 and standard deviation of 0.580.
Similarly, on item four; | feel very little loyalty to this university was also agreed
with high mean score of 3.41 and standard deviation of 0.722. Again, on item five;
most of the respondents agreed with mean score of 3.43 which is higher than the
average mean score of 2.50 and standard deviation of 1.333 respectively. Also, item
six; it would take very little change in my present circumstances to lead me to leave
this university was agreed with high mean score of 3.02 and a standard deviation of
0.435 respectively. It seven; for me, this is the best of all possible universities to
work for was also agreed with high mean score of 3.13 and standard deviation of

1.189 respectively.

Furthermore, item eight; one of the few negative consequences of leaving this
university would be the scarcity of available alternatives was agreed with high mean
score of 3.21 and standard deviation of 0.844 respectively. Item nine; | am willing to
put in a great deal of effort beyond that which is normally expected in order to help
this university to be successful was also agreed with high mean score of 3.31 and
standard deviation of 0.744 respectively. Item ten; This University really inspires the
very best in me in terms of job performance was also agreed with high mean score of
1.81 and standard deviation of 0.961 respectively. Similarly, item eleven; too much
of my life would be disrupted if I decided that | wanted to leave the university now
was also agreed with high mean score of 1.83 and standard deviation of 1.233

respectively. While, item twelve; in comparison with other institutions, this is the
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best university | have ever worked for was again agreed with high mean score of
1.02 and standard deviation of 0.535 respectively. Therefore, most of the respondents
explained that by leaving the university at present would result in a greater disruption
in their life, and that their university is the best university they have ever worked for
in comparison with other institutions.

4.3.1.2 Public Universities Response

Also the public universities were investigated about staff commitment. Table 4.7
shows summary of results.

Table 4. 7:  Staff commitment (Public Universities)

Staff Commitment Statement N Mean Std. Deviation
| talk up this university to my friends as 66 3.58 0.717

a great institution to work for.

| do not feel any obligation to remain 66 341 0.861
with my current employer.

Even if it was to my advantage, | do not 66 3.59 0.580

feel it would be right to leave the
university now.

| feel wvery little loyalty to this 66 3.41 0.722
university.
| would accept almost any type of 66 3.43 1.333

job/assignment in order to keep

working for this university.

It would take very little change in my 66 3.02 0.435
present circumstances to lead me to

leave this university.

For me, this is the best of all possible 66 3.13 1.189
universities to work for.
One of the few negative consequences 66 343 0.671

of leaving this university would be the

scarcity of available alternatives.

| am willing to put in a great deal of 66 331 0.744
effort beyond that which is normally

expected in order to help this university

to be successful.

This university really inspires the very 66 351 0.861
best in me in terms of job performance.
Too much of my life would be 66 3.43 1.283

disrupted if | decided that | wanted to
leave the university now.

In comparison with other institutions, 66 3.32 2.545
this is the best university | have ever
worked for
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Source: Researcher (2018)

Table 4.7 shows the responses of respondents on Staff Commitment Statement and
the breakdown are as follows: On item one; | talk up this university to my friends as
a great institution to work for. Most of the respondents agree with high men score of
3.58 and standard deviation of 0.717. In other words, the respondents feel that their
university is a great institution to work for, although no obligation is felt by them to
remain with their current employer with high mean score of 3.41and standard
deviation of 0.861 respectively.

On item three; Even if it was to my advantage, | do not feel it would be right to
leave the university now. Most of the respondents agreed with high men score of
3.59 well above the average mean score of 2.50 and standard deviation of 0.580.
Similarly, on item four; | feel very little loyalty to this university was also agreed
with high mean score of 3.41 and standard deviation of 0.722. Again, on item five;
most of the respondents agreed with mean score of 3.43 which is higher than the
average mean score of 2.50 and standard deviation of 1.333 respectively. Also, item
six; it would take very little change in my present circumstances to lead me to leave
this university was agreed with high mean score of 3.02 and a standard deviation of
0.435 respectively. It seven; for me, this is the best of all possible universities to
work for was also agreed with high mean score of 3.13 and standard deviation of

1.189 respectively.

Furthermore, item eight; one of the few negative consequences of leaving this
university would be the scarcity of available alternatives was agreed with high mean
score of 3.43 and standard deviation of 0.671 respectively. Item nine; I am willing to
put in a great deal of effort beyond that which is normally expected in order to help
this university to be successful was also agreed with high mean score of 3.31 and
standard deviation of 0.744 respectively. Item ten; This University really inspires the
very best in me in terms of job performance was also agreed with high mean score of
3.51 and standard deviation of 0.861 respectively. Similarly, item eleven; too much
of my life would be disrupted if I decided that | wanted to leave the university now
was also agreed with high mean score of 3.43 and standard deviation of 1.283

respectively. While, item twelve; in comparison with other institutions, this is the
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best university | have ever worked for was again agreed with high mean score of
3.32 and standard deviation of 2.545 respectively. Therefore, most of the respondents
explained that by leaving the university at present would result in a greater disruption
in their life, and that their university is the best university they have ever worked for

in comparison with other institutions.

4.3.2 Rating of Academic staff turnover
The study wanted to establish the rate of staff turnover in the selected universities in
Dar es Salaam. The respondents were asked to rate the academic staff turnover in

their institutions.

4.3.2.1 Private Universities

Table 4.8 Response on rate of academic staff turnover (private universities)

Variable Frequency Percentage
Very High 9 14.1
High 40 62.5
Moderate 15 23.4
Low 0 0
Total 64 100

Source: Researcher (2018)

Table 4.8 shows that, 40 respondents equal to 62.5% observed high rate of academic
staff turnover in their university. 15 respondents equal to 23.4% observed moderate
and 9 respondents equal to 14.1% observed very high. This suggests that higher

institutions experience high academic staff turnover in the area under study.

4.3.2.2 Public Universities

Table 4.9:  Response on rate of academic staff turnover (Public Universities)

Variable Frequency Percentage
Very High 1 15
High 1 15
Moderate 10 15.2
Low 54 81.8
Total 66 100

Source: Researcher (2018)
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Table 4.9 shows that, 54 respondents equal to 81.8% indicated low academic staff
turnover in their university, 10 respondents equal to 15.2% observed moderate, 1
respondent equal to 1.5% indicate high turnover while | respondents equal to 1.5%
indicated very high.

The results show different results from those academic staff from private and those
from public institutions. The staff commitment in private universities seems to be
low compared to the commitment of academic staff in public universities. According
to the analysis of the current study's results, it is apparent that the general average
mean for commitment is very low for academic staff from private institution. The
rate of academic staff turnover is also high with 62.5% observing high while in
public universities it academic staff turnover is low with 81.8 observing low. The
results are similar to those of Ssesanga, (2005) who found out that private institutions
have high turnover over public institution due to high government salaries and
benefits. The study also put job security in the centre of low staff turnover in public
institutions.

To this end, employee turnover is the rate at which employees or people leave or
enter employment. It can be disruptive and costly for an organisation (Nwagbara,
2011).

Mathematically, employee turnover can be surmised as employee turnover index,

which can be represented as thus:

Number of employees leaving in a given period (usually within a year)

Average number of employees during the same given period x 1000

Thus, given the rate at which people leave and enter organizations, which impacts
organisations’ productivity and growth as a consequence, it is crucial to assess this in
relation to organizations making forecast on losses and gains. Employee turnover can
be low or high; it is low when few people leave an organisation and high when many

employees leave. However, no matter the positions: low or high, calculating
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employee turnover is essential for positioning an organization on the right path of

growth and organisational success (Nwagbara, 2012).

There are a range of factors that cause employee turnover. These factors include job
satisfaction, demographics, organisational structure and culture, work load, pay, and
communication. These predictors of employee turnover vary from industry to

industry; they are also based on individual’s preferences (Gustafson, 2002).

4.4  Objective Two: To determine the work condition aspects that influence
academic staff turnover in selected Universities in Dar es Salaam
Tanzania

The study investigated work condition aspects which included remuneration, job

security, interrelations with other workers, career development and job satisfaction.

This analysis was divided into two categories private universities and public

universities.

4.4.1 Remuneration
The study analyzed the remuneration offered in both the selected private and public

universities.

4.4.1.1 Private Universities

Table 4.10 Response remuneration Private Universities

Statement N Mean Std. Deviation
This University gives me a good 64 1.16 0.516
benefits package.

University gives me  good 64 2.00 0.601
opportunities for promotion.

My experience matches with my 64 1.66 0.534
remuneration package.

My monthly salary from University 64 1.62 0.751

is enough for my basic needs.

With the current remuneration 64 1.67 0.722

package for my job | cannot quit.

Source: Researcher (2018)
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Table 4.10 shows that the response from respondents from private universities were
very low for: This University gives me a good benefits package, My experience
matches with my remuneration package, My experience matches with my
remuneration package, My monthly salary from University is enough for my basic
needs and response on With the current remuneration package for my job | cannot
quit. This is shown by their very low means; 1.16, 1.66, 1.62 and 1.67 respectively.
Only response on University gives me good opportunities for promotion, respondents
observed low with mean 1.67. This data implies that, the academic staff in the private
universities who participated in the study were not comfortable with the
remuneration offered by their university and thus they were willing or had intention

to quit their jobs to other jobs whose remuneration was better.

4.4.1.2 Public Universities

Table 4.11 Response remuneration Public Universities

Statement N Mean Std. Deviation
This University gives me a good 66 4.16 0.916
benefits package.

University  gives me  good 66 4.00 0.900
opportunities for promotion.

My experience matches with my 66 3.66 0.938
remuneration package.

My monthly salary from University 66 3.82 0.955

is enough for my basic needs.

With the current remuneration 66 3.97 0.753

package for my job | cannot quit.

Source: Researcher (2018)

On the other hand, the response from respondents from public schools on asking
them on statement on remuneration the respondents observed high which is depicted
with high means; This University gives me a good benefits package with high mean
score of 4.16 and standard deviation of 0.916 respectively. University gives me good
opportunities for promotion with high mean score of 4.00 and standard deviation of
0.900 respectively. My experience matches with my remuneration package with high
mean score of 3.66 and standard deviation of 0.938 respectively. My monthly salary

from University is enough for my basic needs with high mean score of 3.82 and
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standard deviation of 0.955 respectively. And With the current remuneration package
for my job I cannot quit with high mean score of 3.97 and standard deviation of
0.753 respectively. This data implies that, academic in public universities are
comfortable with their remuneration and they have no alarming intention to quit their

jobs.

4.4.2 Job security
Job security was also of concern to the study.

4.4.2.1 Private Universities

Table 4. 12: Response Job Security Private Universities

Statement N Mean Std. Deviation
| have high chances of keeping my job 64 2.06 0.57

in University

| have never thought of being 64 1.14 0.66
dismissed from my job in University

My job is very secure in University 64 1.49 0.58
Technological advancement in 64 1.74 0.88

University can not affect my job

retention.

My job security cannot be affected by 64 2.12 0.80
institutional restructuring in

University.

Job security on this institute is the 64 1.04 0.62

organization culture

Source: Researcher (2018)

The study also investigated on the job security, the respondents from private
universities had low observation on their job security this is depicted by low very
low and low means in Table 4.12. The Table shows the response from respondents
from private universities on job security: | have high chances of keeping my job in

University was disagreed with a low mean score of 2.06 which less than the average
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mean score of 2.50 respectively. Similarly, second item; | have never thought of
being dismissed from my job in University was also disagreed with low mean score
of 1.14 and standard deviation of 0.66 respectively. Similarly, the remaining items
disagreed with very low means scores of 1.49, 1.74, 2.11 and 1.04 respectively.
Only response on University gives me good opportunities for promotion, respondents
observed low with mean 1.67. This data implies that, the academic staff in the private
universities who participated in the study was not comfortable with the remuneration
offered by their university and thus they were willing or had intention to quit their

jobs to other jobs whose remuneration was better.
4.4.2.2 Public Universities
Also, the respondents from the public universities were asked about their job

security. Table 4.13 shows the summary of results.

Table 4. 13:  Response Job Security Public Universities

Statement N Mean Std. Deviation
| have high chances of keeping my job 66 4.06 0.56
in University

| have never thought of being dismissed 66 4.14 0.64
from my job in University

My job is very secure in University 66 3.49 0.68
Technological advancement in 66 3.74 0.97
University can not affect my job

retention.

My job security cannot be affected by 66 412 0.60
institutional restructuring in University.

Job security on this institute is the 66 4.04 0.71

organization culture

Source: Researcher (2018)

Table 4.13, show that the respondents who were from public universities strongly
agreed that their jobs are secure. This was confirmed by the high means of the
statements depicting their job security; | have high chances of keeping my job in
University was agreed with a mean score of 4.06 and standard deviation of 0.56
respectively. | have never thought of being dismissed from my job in University

4.14, My job is very secure in University 3.49, Technological advancement in
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University can not affect my job retention with high mean score of 3.74 and standard
deviation of 0.97. My job security cannot be affected by institutional restructuring in
University 4.12 and Job security on this institute is the organization culture with
mean of 4.04. The data implied that, academic staff in are certain of security of their
jobs.

4.4.3 Supervisor and subordinate relation

The study also wanted to know whether interpersonal relation between supervisors
and other workers could have lead to academic staff turnover in universities in Dar es
Salaam. The analysis was done in categories private universities and public

universities.

4.4.3.1 Private Universities
To know the interrelations statements were given to the respondents in private

universities. Table 4.14 shows the summary of results.

Table 4. 14  Response employee Interrelations Private Universities

Statement on  Supervisor and N Mean Std. Deviation
subordinate relation

| have a good working relationship with 64 3.40 0.87
my colleagues.

There is a clear channel of communication 64 1.43 0.66
at my workplace.

Upper management does involve the staff 64 2.04 0.67
in decision-making processes.

| enjoy working with my co-workers. 64 2.66 1.27
Colleagues usually support me at work. 64 241 151
Uncaring Leadership for employees affects 64 4.06 0.74

the retention rate

Source: Researcher (2018)

Through the above table 4.14, it appears that the general mean value are low except
the mean of “I have a good working relationship with my colleagues which was high
mean score of 3.40 and standard deviation of 0.87 was agreed. Similarly, uncaring
Leadership for employees affects the retention rate which was 4.06 and standard
deviation of 0.74 was agreed. The remaining items were rejected or disagreed as
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indicated by the low mean scores. The data implied that inter relationship between
superiors and workmate was low and this could have enhanced academic staff

turnover in private universities.

b) Public Universities
The same statements were also given to respondents from public universities and the

responses are shown in Table 4.15.

Table 4. 15: Response employee Interrelation Public Universities

Statement on  Supervisor and N Mean Std. Deviation
subordinate relation

| have a good working relationship with 66 241 0.86
my colleagues.

There is a clear channel of communication 66 3.93 0.86
at my workplace.

Upper management does involve the staff 66 2.44 0.66
in decision-making processes.

| enjoy working with my co-workers. 66 2.46 1.17
Colleagues usually support me at work. 66 251 1.01
Uncaring Leadership for employees affects 66 1.06 0.72

the retention rate

Source: Researcher (2018)

Through the above table 4.15, it appears that most of the respondents indicated low
mean scores. The highest mean score of 3.93 which indicate agreement was for item
two; there is a clear channel of communication at my workplace. Surprising was the
low mean score for “I have a good working relationship with my colleagues” which
as a mean score of 2.41. Upper management does involve the staff in decision-
making processes also had a low mean score of 2.44. “I enjoy working with my co-
workers 2.46” “Colleagues usually support me at work as mean score of 2.51”and”
Uncaring Leadership for employees affects the retention rate which was very low
mean score of 1.06 respectively. The results shows that employee inter relationships
in public Universities is not supportive of good academic environment contrary with

what is obtained in private institutions.
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4.4.4 Academic Staff Motivation
Academic Staff Motivation was also analyzed to find out if it was a factor

influencing academic staff turnover in Universities in Dar es Salaam.
a) Private Universities
Statements depicting Academic Staff Motivation were given to the respondents from

private universities. The Table 4.16 shows the summary of results.

Table 4. 16: Response on Academic Staff Motivation Private Universities

Statement on Academic Staff Motivation N Mean Std. Deviation
There is always refresher courses offered 64 2.19 0.69

by the university

Opportunities arise to further academic 64 141 0.67
credentials

There is a clear plan of career progression 64 1.04 1.23

The university encourages academic staff 64 1.19 0.77

to further their education

Scholarship are often give to academic 64 1.54 0.82
staff

Source: Researcher (2018)

From the above table (4.16) it appears that the mean of participants’ answers ranged
from (1.04) to (2.19), which depict very low academic staff motivation in private
universities. The highest mean was for statement. “There are always refresher
courses offered by the university” which was 2.19 depicting moderate refresher
courses are available in private universities. All the other statement the respondents
strongly agreed (very low) in terms of academic staff motivation present in private

universities.

b) Public Universities
Also using the same statement given to private universities respondents, the
respondents from public universities were also given and Table 4.17 shows the

summary of results.
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Table 4. 17: Response on Academic Staff Motivation Public Universities

Statement on Academic Staff Motivation N Mean Std. Deviation
There are always refresher courses offered 66 4.19 0.68

by the university

Opportunities arise to further academic 66 2.40 0.68
credentials

There is a clear plan of career progression 66 3.54 1.03

The university encourages academic staff 66 3.19 0.97

to further their education

Scholarships are often give to academic 66 2.01 0.84
staff

Source: Researcher (2018)

From the above table (4.17) it appears that the mean of participants’ answers ranged
as follows: one item one; There are always refresher courses offered by the
university were agreed with high mean score of 4.19 and standard deviation of 0.68
respectively. The highest mean was for statement: “There are always refresher
courses offered by the university”, which indicates a strong agreement from the
participants for that statement. On item two; Opportunities arise to further academic
credentials was disagreed with a low mean score of 2.40 which is lower than the
average mean score of 2.50. Item three; there is a clear plan of career progression
was agreed with high men score of 3.54 and standard deviation of 1.03 respectively.
Item four; the university encourages academic staff to further their education was
also agreed with high mean score of 3.19 and standard deviation of 0.97 respectively.
Whereas, statement: “Scholarships are often given to academic staff”, indicated the
lowest mean value of 2.01 and standard deviation of 0.84 demonstrated the
participants’ disagreed to this statement.

445 Job Satisfaction

Job satisfaction was also investigated with both respondents from private and public

universities.
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a) Private Universities
Statements were given depicting job satisfaction and Table 4.18 shows the summary

of the results.

Table 4. 18: Response Job Satisfaction Private Universities

Job satisfaction N Mean Std. Deviation

| feel accomplishment in my job. 64 1.58 0.727
Overall, | am satisfied with my job. 64 1.81 0.961

My career actually gives me satisfaction. 64 1.89 0.584

My job is enjoyable. 64 1.91 0.712

| feel satisfied with my chances to receive 64 1.93 1.233

a salary increase.

The benefits we receive are as good as 64 1.02 0.635
those offered by most other institutions.

Those who do well on the job stand a fair 64 1.13 1.089

chance of being promoted.

Source: Researcher (2018)

From the Table 4.18 the results show that the response mean were very low or low
depicted by the indicated means. | feel accomplishment in my job mean was 1.58,
Overall, I am satisfied with my job mean was 1.81, my career actually gives me
satisfaction, mean was 1.89. The other statements were disagreed with by
respondents as indicated by their low mean scores. For instance; My job is enjoyable
with mean of 1.91, | feel satisfied with my chances to receive a salary increase with
mean of 1.93, The benefits we receive are as good as those offered by most other
institutions with mean of 1.02 while Those who do well on the job stand a fair
chance of being promoted had mean of 1.13 respectively..

b) Public Universities

On the other hand, public universities respondents were examined on job security.

Table 4.18 shows the summary of results.
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Table 4. 19: Response Job Security in Public Universities

Job satisfaction N Mean Std. Deviation

| feel accomplishment in my job. 66 2.59 0.722
Overall, | am satisfied with my job. 66 3.82 0.951

My career actually gives me satisfaction. 66 3.99 0.684

My job is enjoyable. 66 291 0.713

| feel satisfied with my chances to 66 2.93 1.234
receive a salary increase.

The benefits we receive are as good as 66 4.02 0.655
those offered by most other institutions.

Those who do well on the job stand a fair 66 3.13 1.099

chance of being promoted.

Source: Researcher (2018)

Those who do well on the job stand a fair chance of being promoted. The highest
mean was for the statement “The benefits we receive are as good as those offered by
most other institutions” was agreed with high mean score of 4.02 and standard
deviation of 0.655 respectively. The lowest mean was 2.59 for the statement “I feel
accomplishment in my job”. Overall the results depicts that in public universities

academic staff have job security.

45  Objective Three: To determine the relationship between work condition
and academic staff turnover in the selected Universities in Dar es salaam
Tanzania

This was the third objective of the study. Its main aim was to test the two hypothesis

given in chapter one.

1. H, (null hypothesis) - there is no positive relationship between work condition

and academic staff turnover in the selected universities in Dar es Salaam Tanzania.
2. H, (alternative hypothesis) - there is a significant relationship between work

condition and academic staff turnover in the selected Universities in Dar es Salaam

Tanzania.
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A Pearson Correlation was run between the work condition and academic staff
turnover and the following results were obtained.

Table 4. 20: Correlation between work condition and academic staff turnover

work condition Academic staff turnover

work Pearson 1 714™
condition Correlation

Sig. (2-tailed) .000

N 130 130
Marketing Pearson 7147 1
Performance  Correlation

Sig. (2-tailed) .000

N 130 130

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

From Table 4.19 above, the relationship between work condition and academic staff
turnover was tested. From the test, the Pearson Correlation result was 0.714 which
meant the relationship between work condition and academic staff turnover was
strong, and any change that would be made in work condition would strongly change
academic staff turnover. From these results the study rejected the null hypothesis and
accepted the alternative hypothesis there is a significant relationship between work
condition and academic staff turnover in the selected Universities in Dar es Salaam

Tanzania.

Secondly, apart from the Pearson Correlation in Table 4.19 to be close to one but
also shown in positive (0.714) which meant any increase in value of work condition
would lead to the decrease of the same value to the academic staff turnover. Online
to that, the result of Sig (2-tailed) value was 0.000 which was less than 0.05 (<0.05),
hence concluded that there was a statistically significant correlation between work
condition and academic staff turnover which meant any increase or decrease in work

condition would significant decrease or increase academic staff turnover.

Therefore, from the results above simply indicated that there was strong relationship
between work condition and academic staff turnover. In addition, the results

indicated that work condition had an impact on academic staff turnover to the extent
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the increase or decreases of work condition would consequently decrease or increase

academic staff turnover.
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CHAPTER FIVE
SUMMARY CONCLUSION AND RECOMMENDATION

51 Introduction
This chapter presents the summary, conclusions and recommendations emanating

from the major findings of the study.

5.2 Summary

The objectives of the study were; to assess the level of academic staff turnover in
selected Universities in Dar es Salaam Tanzania, to determine the work condition
aspect that influence academic staff turnover and to determine the relationship
between work condition and academic staff turnover in the selected Universities in

Dar es salaam Tanzania.

The results show different results from those academic staff from private and those
from public institutions. The staff commitment in private universities seems to be
low compared to the commitment of academic staff in public universities. According
to the analysis of the current study's results, it is apparent that the general average
mean for commitment is very low for academic staff from private institution. The
rate of academic staff turnover is also high with 62.5% observing high while in

public universities it academic staff turnover is low with 81.8 observing low.

On the remuneration the response from respondents from private universities were
very low depicted by their low mean responses of 1.16, 1.66, 1.62 and 1.67
respectively. on public universities the respondents observed high which is depicted
with high means; This University gives me a good benefits package 4.16, University
gives me good opportunities for promotion 4.00, My experience matches with my
remuneration package 3.66, My monthly salary from University is enough for my
basic needs was agreed with high mean score of 3.82 and With the current
remuneration package for my job | cannot quit 3.97. Job security was ranked by
respondents from private universities while respondents from public institutions

ranked job security in their institution high.
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Finding on interrelationship shows that it appears that the general for private
universities mean value were low except the mean of “I have a good working
relationship with my colleagues which was 3.40” and mean of Uncaring Leadership
for employees affects the retention rate which was 4.06”. The data implied that
interrelationship between superiors and workmate was low and this could have
enhanced academic staff turnover in private universities. For public universities it
appears that the respondents which indicated moderate means The highest mean
(3.93) was for “There is a clear channel of communication at my workplace.”
Surprising was the moderate mean for “I have a good working relationship with my
colleagues 2.41”, Upper management does involve the staff in decision-making
processes 2.44”, “I enjoy working with my co-workers 2.46” “Colleagues usually
support me at work 2.51” and ” Uncaring Leadership for employees affects the

retention rate which was very low (1.06).

Academic staff motivation in private universities was observed to be low while in
public universities was ranked high. The findings further show that low means for
job satisfaction in private institutions and moderate or high means in public
institutions.

The study found that there was a significant or strong relationship between work
condition and academic staff turnover, the Pearson Correlation result was 0.714
which meant the relationship between work condition and academic staff turnover
was strong, and any change that would be made in work condition would strongly
change academic staff turnover. From these results the study rejected the null
hypothesis and accepted the alternative hypothesis there is a significant relationship
between work condition and academic staff turnover in the selected Universities in

Dar es Salaam Tanzania.

53  Conclusion

The study analyzes the effect of work condition on academic staff turnover in
selected universities in Dar es Salaam region, Tanzania. Academic staff motivation
in private universities was observed to be low while in public universities was ranked

high. The findings further show that low means for job satisfaction in private
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institutions and moderate or high means in public institutions. The study also found
that there was a significant or strong relationship between work condition and
academic staff turnover, the Pearson Correlation result was 0.714 which meant the
relationship between work condition and academic staff turnover was strong, and any
change that would be made in work condition would strongly change academic staff

turnover.

Conclusively, there was high academic staff turnover in private universities than in
public universities and these high academic staff turnover was due to remuneration,
job security, interrelations, career development and job satisfaction. Furthermore,
there was significant relationship between work condition and academic staff

turnover in the selected Universities in Dar es Salaam Tanzania.

The study concluded that, there was high academic staff turnover in private
universities than in public universities. These high academic staff turnover was due
to remuneration, job security, interrelations, career development and job satisfaction.
Further the study concluded that there was significant relationship between work
condition and academic staff turnover in the selected Universities in Dar es Salaam
Tanzania.

54 Recommendations

Based on the findings and conclusions of this study on work condition and academic
staff turnover in selected higher learning institutions in Dar es Salaam, Tanzania the

study put forward the following recommendations:

i.  That the management institutions in Tanzania should as much as possible
provide attractive working conditions for employees to boost their
decisions to stay within the institutions. Create a supportive culture in the
workplace by offering, competitive remuneration, providing reward,
training, recognition, good communication between academic staff and
employers and good relations among colleagues.

ii.  There is a need for institutions leadership to adopt some of the creative

ideas to mobilize resources from the public, private sectors, other

65



stakeholders, as well as international partners, to help them improve
remuneration.

Managers and administrators of the higher institutions should treat
academic staff and all employees with respect and trust; they should
provide feedback on performance and recognize achievement done by the
academic staff. It is recommended that employees be given fair treatment
and high appraisal regarding promotion.

The government and other stakeholders need be to involve in the funding
operations of higher education by giving grants and scholarships to the
students to boost the economic situation and good work conditions to the

academic staff of such institutions.

66



REFERENCES

Adenguga, R. A., Adenuga, F. T. &. Ayodele, K. O (2013). Organizational
Commitment and Turnover Intention among Private Universities’
Employees in Ogun State, Nigeria. Open Journal of Education, 1(2), 31-
36.

Ahmed, B., Shad, I., Mumtaz, R., & Tanveer, Z. (2012). Organizational ethics and
job satisfaction: Evidence from Pakistan. African Journal of Business
Management, 6(8), 2966-2973.

Akhtar, I., Muniruddin, G., & Sogra K (2008). A trend analysis of faculty turnover at
the private universities in Bangladesh: a business school perspective. J
Bus Stud 4: 25-32.

Alil, A. Y. S, Ali2, A. A, & Adan A. A. (2013). Working conditions and
employees’ productivity in manufacturing companies in sub-Saharan

African context: case of Somalia. Educational Research International, 2
(2), 64-67.

Amutuhaire, T. (2010). Terms of service and job retention among academic staff in
Makerere University (Doctoral dissertation, Makerere University).

Anik L, Aknin LB, Norton MI, Dunn EW, Quoidbach, J. (2013). Prosocial bonuses
increase employee satisfaction and team performance. PLoS One 8:
e75509. doi: 10.1371/journal.pone.0075509 PMID: 24058691

Armstrong, M. (2001). A handbook of Human Resource Management and Practice,
8thEdition. Bath Press Ltd. London.

Arnold, J., Loan-Clarke, J., Coombs, C., Wilkinson, A., Park, J., & Preston, D.
(2006). How well can the theory of planned behavior account for
occupational intentions?. Journal of Vocational Behavior, 69(3), 374-390.

Azumah, A. A., & Mohammed, S. R. (2017). An empirical study of Job satisfaction
of university staff. Sunyani Technical University journal, 1(1), 1-12.

Bakoti¢, D. (2016). Relationship between job satisfaction and organisational
performance. Economic research-Ekonomska istrazivanja, 29(1), 118-130.

Beatriz, P., Deborah, N., & Hunter, M. (2008). Improving School Leadership,
Volume 1 Policy and Practice: Policy and Practice (Vol. 1). OECD
publishing.

Boerebach, B. C., Lombarts, K. M., & Arah, O. A. (2016). Confirmatory factor
analysis of the system for evaluation of teaching qualities (SETQ) in

67



graduate medical training.Evaluation & the health professions, 39(1), 21-
32.

Boerebach, B. C., Lombarts, K. M., Keijzer, C., Heineman, M. J., & Arah, O. A.
(2012). The teacher, the physician and the person: how faculty's teaching
performance influences their role modelling. PLoS One 7: €32089. doi:
10.1371/journal.pone.0032089 PMID: 22427818

Butali, . D., Wesang’ula, P. M., & Mamuli, L. C. (2013). Factors Causing Staff
Turnover at Masinde Muliro University of Science and Technology.
Greener Journal of Social Sciences, 3 (1), 067-074.

Chang, S. C., & Lee, M. S. (2007). A study on relationship among leadership,
organizational culture, the operation of learning organization and
employees' job satisfaction. Learn Org 14: 155-185.

Chen, S. H., Yang, C. C., Shiau, J.Y., & Wang, H. H. (2006). The development of an
employee satisfaction model for higher education. TQM Journal 18: 484—
500.

Chew, J.,, & Chan, C. C. (2008). Human resource practices, organizational
commitment and intention to stay. International Journal of Manpower, 29
(1), 503-522.
commitment, and turnover intention: An empirical study. International
Journal of Business and Management, 7(20), 44.

Creswell, J. W. (2014). Research design: qualitative, quantitative, and mixed
methods Approaches 3rd Edition. SAGE Publications, Inc.

De Moura, G. R., Abrams, D., Retter, C., Gunnarsdottir, S., & Ando, K. (2009).
Identification as an organizational anchor: How identification and job
satisfaction combine to predict turnover intention. European Journal of
Social Psychology, 39(4), 540-557.

Ehrenberg, R., Kasper, H., Rees, D. (2001). Faculty turnover at American colleges
and universities: analyses of AAUP data. Econ Educ Rev 10: 99-110.

Emiroglua, B. D., Akovab, O., & Tanriverdi, H. (2015). The relationship between
turnover intention and demographic factors in hotel businesses: A study at
five star hotels in Istanbul. Procedia - Social and Behavioral Sciences 207
385 — 397

Folorunso, O. O., Adewale, A. J., & Abodunde, S. M. (2014). Exploring the effect of

Gibson KR, Gibson KR, Ingold T (2004). Tools, language and cognition in human
evolution. UK: Cambridge University Press. PMID: 25144107

68



Grace, D., & Khalsa, S. (2003). Re-recruiting faculty and staff: the antidote to
today’s high attrition. Independent school 62 (1), 20-27.

Greaves, C. E., Parker, S. L., Zacher, H., & Jimmieson, N. L. (2015). Turnover
intentions of employees with informal eldercare responsibilities: The role
of core self-evaluations and supervisor support. The International Journal
of Aging and Human Development, 82(1), 79-115.

Greenberg, J., & Baron, R. A. (2011). Behavior in organizations. New Jersey:
Pearson. doi: 10.1080/

Gustafson, C. M. (2002). Employee turnover: a study of private clubs in the USA.
International Journal of Contemporary Hospitality Management, 14(3),
106-113.

Houghton, E. (2017). Human capital theory: Assessing the evidence for the value
and importance of people to organizational success. CIPD Technical
Report: Ulster University Business School.

Ishengoma, M. J. (2010). ‘International brain drain and its impact on higher
education institutions ‘capacity building and human resources
development in Sub Saharan Africa: the case of Tanzania’ in association of
African universities. Journal of higher education in Africa, 2(2), 1 — 10.

Jalil, M. (2009). Improving human resource management in private universities.
Bangladesh: The New Nations. PMID: 25506961

Joarder, M. H., & Sharif, M. Y. (2011). Faculty turnover in private universities in
Bangladesh: The tripartite investigation. International Journal of Social
Sciences, Economics & Art, 1 (1), 118-123.

Kabungaidze, A., & Nomakholwa, M. (2013). The effect of work satisfaction on
employee turnover. International Journal of Business Administration 4(1),
53.

Karatepe, O. M., & Shabhriari, S. (2014). Job embeddedness as a moderator of the
impact of organisational justice on turnover intentions: A study in Iran.
International Journal of Tourism Research, 16(1), 22-32.

Khan, A. H. & Aleem, M. (2014). Impact of job satisfaction on employee turnover:
An empirical study of Autonomous Medical Institutions of Pakistan.
Journal of International Studies, 7(1), 122-132. DOI: 10.14254/2071-
8330.2014/7-1/11

Klassen, R. M., Usher, E. L, & Bong, M. (2010). Teachers’ collective efficacy, job

satisfaction, and job stress in cross-cultural context. Journal of Exp Educ
78(1), 464-486.

69



Koys, D. J. (2001). The effect of employee satisfaction, organizational citizenship
behavior, and turnover on organizational effectiveness: a unit-level,
longitudinal study. Personnel Psychology, 54, 101-114.

Lee, W., Eberly, M., & Terence, R. (2008) Turnover and retention: A Glance at the
past, a closer review of present, and a venture into the future. University
of Washington USA; Routledge Taylor & Francis group.

Maertz, C. P, Griffeth, R. W. (2004). Eight motivational forces and voluntary
turnover: a theoretical synthesiswith implications for research. J Manage
30: 667-683.17437200.2011.587961 PMID: 25473706

Manogharan, M. W., Thivaharan, T., & Rahman, R. A. (2018). Academic Staff
Retention in Private Higher in Education Institute: Case Study of Private
Colleges in Kuala Lumpur. International Journal of Higher Education,
7(3), 52-78.

Mansor, M., & Tayib, M. (2010). An empirical examination of organisational
culture, job stress and job satisfaction within the indirect tax
administration in Malaysia. Int J Bus Soc Sci 1 (1), 81-95.

Mehboob, F., & Niaz.A. B. (2012). Job Satisfaction as a Predictor of Organizational
Citizenship Behavior: AStudy of Faculty Members at Business Institutes.
Interdisciplinary Journal of Contemporary Research in Business, Institute
of Interdisciplinary Business Research, 3(9), 153-165.

Mitrovic, D. V., & Brown, J. (2009). Poker mania and problem gambling: A study of
distorted cognitions, motivation and alexithymia. Journal of Gambling
Studies, 25(4), 489-502.

Mkulu, D. G. (2018). Academic staff retention in private universities in southern
highland zone Tanzania as a strategy of attaining sustainable development.
International Journal of Humanities and Social Science, 8 (5), 148.

Murphy, B. (2004).Nursing Home Administrators™ Level of Job satisfaction. Journal
of Healthcare Management; Sep/Oct; 49(5), 344-352

Nwagbara, U. (2011). Leading by interaction in educational organisations: The
imperatives of leadership communication. Lumina, 22(2), 1-20.

N waghbara, U (2012). Encountering Corrupt leadership and Poor corporate
Governance in the Nigeria banking Sector : Towards a Model of Ethical
leadership. Indian Journal of Corporate Governance, 5(2), 133-140.

Namasaka, D. Poipoi, M. Wesangula, L., & Mamuli, C. (2013). Factors causing staff
turnover at Masinde Muliro. University of science and technology.
Nairobi: Kenya.

70



Nderitu, S. (2014). Turnover of lecturers in Private Universities in Kenya: A case of
Daystar and Pan Africa Christian Universities. International Journal of
Management Sciences 2(5), 435- 449.

Ng'ethe, J. M., Namusonge, G. S., & Iravo, M. A. (2012). Influence of leadership
style on academic staff retention in public universities in Kenya.
International journal of business and social science, 3(21). 297-302.

Nombo, S. S. (2013). Factors that contribute to employees turnover at private
education institutions in Tanzania: a case of Eckernforde education
institute. (Unpublished masters dissertations),  Open University of
Tanzania.

Noordin, F., & Jusoff, K. (2009). Levels of job satisfaction amongst Malaysian
academic staff. Asian Soc Sci 5 (1), 122-135.

Nwagbara, U., Smart Oruh, E., Ugorji, C., & Ennsra, M. (2013). The Impact of
Effective Communication on Employee Turnover Intension at First Bank
of Nigeria. Economic Insights-Trends & Challenges, 65(4).

O’Connor, J. (2018). The Impact of Job Satisfaction on the Turnover Intent of
Executive Level Central Office Administrators in Texas Public School
Districts: A Quantitative Study of Work Related Constructs. Journal of
Education Science, 8(69), 1-13. Do0i:10.3390/educsci8020069

Ologunde, A. O., Monday, J. U., & James-Unam, F. C. (2015). The Impact of
Strategic Human Resource Management on Competitiveness of Small and
Medium-scale Enterprises in the Nigerian Hospitality Industry. African
Research Review, 9(4), 264-276.organizational commitment dimensions
on employees performance: An empirical evidence from Academic Staff
of Oyo State Owned Tertiary Institutions, Nigeria. International Journal of
Academic Research in Business and Social Sciences, 4(8), 275.

Ovadje, F. (2010). Exploring turnover among middle managers in a non-western
context. Int J Bus Res 10(1), 64-80.

Oyagi, N. B., & Kembu, S. A. (2014). To assess the relationship between motivation
and retention of academic staff in selected public higher institutions of
learning in Dar es-salaam. International Journal of Advancement in
engineering technology, management and applied sciences, 1 (40), 53-61.

Pastorino, E. (2013). Careers in firms: estimating a model of job assignment,
learning, and human capital acquisition. Mimeo, University of Minnesota.

71



Ravenswood, K., Markey, R., & Webber, J. D. (2012). Impact of quality of
workplace environment on employees’ intention to quit. University of the
west of England: Bristol United Kingdom.

Ryan, A. M., & Kossek, E. E. (2008). Work-life policy implementation: Breaking
down or creating barriers to inclusiveness? Human Resource Management,
47(2), 295-310.

Samuel, M. O., & Chipunza, C. (2013). Attrition and retention of senior academics at
institutions ~ of higher learning in South Africa: The strategies,
complexities and realities. Journal of Social Sciences, 35(2), 97-1009.

Selesho, M. J., & Naile 1. (2014). Academic staff retention as a human resource
factor: university perspective. Vaal University South Africa. International
business & economicsresearch Journal 13(2), 295- 304.

Ssesanga, K., & Garrett, R.M. (2005). Job satisfaction of university academics:
perspectives from Uganda. High Education 50 (1), 33-56.

Syptak, J. M., Marsland, D. W., & Ulmer, D. (2009). Job satisfaction: putting theory
into practice. Farm Pract Manag 6 (1), 26-31.

Taiwo, A. S. (2010). The influence of work environment on workers productivity: A
case of selected oil and gas industry in Lagos, Nigeria. African Journal of
Business Management, 4(3), 299-307.

Tanova, C., & Holtom, B. C. (2008). Using job embeddedness factors to explain
voluntary turnover in four European countries. The International Journal
of Human Resource Management, 19(9), 1553-1568.

Weiler, W. C. (1985). Why do faculty members leave a university? Res High Educ
23(3), 270-278.

Yiicel, I. (2012). Examining the relationships among job satisfaction, organizational

72



APPENDIXICES

APPENDIX I: RESEARCH QUESTIONNAIRE

Dear respondent,

I Emmanuel William a student Of Kampala International University Tanzania, | am
carrying out a research on working condition and academic staff turnover at
selected higher learning institutions in a fulfillment of the requirements for the

award of a Masters Degree in Business Administration in Human Resources

Management.

This is purely an academic research and therefore the information provided in this
questionnaire will be used for academic purposes only and shall be accorded utmost

confidentiality. Your contribution towards filling in this questionnaire will be of a

great contribution to this academic endeavor.

Thank you.

SECTION A: Background Information

Instructions:

Please Fill in or tick as appropriate.

1. Sex of the Respondent

(i) Male

[]

(i1) Female

2 . Age brackets of Respondents

(i) 25-35 years

[ B6-45 years

(iv) Above 55 years

3. Marital Status of Respondents

i) Single

ii) Married

iii) Divorced

4. Education Level of Respondents.

(i) Degree

(iii) Doctorate (PhD)

(ii) Masters
(iv) Others

(i T ]55vyears

[]

1]

iv) Widowed

=

5. How long have you been working with Higher Learning Institution

(i)  6months-twoyears [ | (i) Between3 &5 years
(iii) Between 6 & 8 years |:| (iv) Above 8 years
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6. In which Faculty do you work?

Q) Business and management (i) Education
(iii) Computer Science E| (iv) Law E|
(v)Social Science I:l (vii) Health Science I:l

(vi) Any other (please specify)............

7. Which of the following categories of employees do you belong?

i. Top management I:l
ii. Middle level managers |:|
iii. Operational staff |:|
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SECTION: B

Questioner/Interview guides on working condition and academic staff turnover
SD = Strongly disagree, D= Disagree, NS= Not sure, A=Agree, SA = Strongly

agree

WORKING CONDITION

Statement: remuneration

SA

NS

SD

| get positive recognition from the University when |
produce quality work

This University gives me a good benefits package.

University gives me good opportunities for promotion.

My experience matches with my remuneration package.

My monthly salary from University is enough for my
basic needs.

With the current remuneration package for my job |
cannot quit.

Rewards that | get in addition to my salary satisfy me.

| am sure of getting pension from this University when |
retire.

I consider my workload to be fair.

Statement: Job security

I have high chances of keeping my job in University

| have never thought of being dismissed from my job in
University

My job is very secure in University

Technological advancement in University can not affect
my job retention.

| am happy about my employment growth in this
University

My job security cannot be affected by institutional
restructuring in University.

Job security on this institute is the organization culture

Statement :Job satisfaction

| am capable of acting in a way that does not work
contrary to my conscience.

The money | receive is relevant to the work that | do.

| feel accomplishment in my job.

Overall, | am satisfied with my job.

My career actually gives me satisfaction.

My job is enjoyable.

| feel satisfied with my chances to receive a salary
increase.

The benefits we receive are as good as those offered by
most other institutions.

Those who do well on the job stand a fair chance of
being promoted.
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| have the chance to do different things from time to
time.

Organizational Commitment Statement

| talk up this university to my friends as a great
institution to work for.

| do not feel any obligation to remain with my current
employer.

Even if it was to my advantage, | do not feel it would be
right to leave the university now.

| feel very little loyalty to this university.

| would accept almost any type of job/assignment in
order to keep working for this university.

It would take very little change in my present
circumstances to lead me to leave this university.

For me, this is the best of all possible universities to
work for.

One of the few negative consequences of leaving this
university would be the scarcity of available
alternatives.

I am willing to put in a great deal of effort beyond that
which is normally expected in order to help this
university to be successful.

This university really inspires the very best in me in
terms of job performance.

Too much of my life would be disrupted if | decided
that | wanted to leave the university now.

In comparison with other institutions, this is the best
university | have ever worked for

Statement : Interpersonal relation

| have a good working relationship with my colleagues.

There is a clear channel of communication at my
workplace.

Upper management does involve the staff in decision-
making processes.

| enjoy working with my co-workers.

Colleagues usually support me at work.

Do you agree that uncaring Leadership for employees
affects the retention rate?

If you are not allowed to do the job by your own, you
feel bore and intend to leave the job?

Do you think Career Change is an important reason for
Job Hopping?
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ACADEMIC STAFF TURNOVER

Statement: Motivation

My employer Rewards me for performance

Reward for performance given to me has helped
improve my job performance

The compensation package offered by my company is
competitive compared to other companies in the
industry

The reward system used by my company is equitable.

I like the content of my job

| Like my Job title

1 am able to plan my work.

My job has clear objectives and targets.

1 am able to measure the objectives and targets of my
job.

Statement: Absenteeism

| rarely absent myself from duties during work days.

\I communicate to my bosses incase of my absence

Do you agree that insufficient Challenges in a Job
makes you think for changing the company?

If Job responsibility is not given do you feel like leaving
the Job?

My teaching job in University is psychologically
satisfying to me

| am very much committed to my job

Do you agree that if there is no social connectedness
and harmony among employees, they tend to turnover?

Does Poor Team Works affect the work life which leads
to turnover?

Statement: Turnover

Does Unfair pay increase affects
turnover decision?

I’m not thinking of leaving this University

Does hostile condition for both the genders have great
effect on Turnover?

Does Job Elimination have affect on Turnover?

If Job responsibility is not given do you feel like leaving
the Job?

Does unfair performance appraisal process have great
affect on Employee turnover?

Do you agree that uncaring Leadership for employees
affects the retention rate?

Do you agree that Organizational Politics affects the
employee retention?
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APPENDIX II: BUDGET

THANK YOU.

S/No Cost Category No. of Units | Cost Break Down | Total Cost
(Tsh)
1 Pilot studies and | 4 Times Transport to | 200,000
pre-test tools selected higher
learning institutions
2 Stationary and | 8 Times Lump sum 200,000
Typing services
3 Distribution Cost 2 Distributors | Distributors for | 100,000
Questioner and
Interview
4 Biding of report 4 Books &1 | Cover book & soft | 200,000
CD copy
TOTAL 700,000
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APPENDIX I1I: TIME FRAME

NUMBER OF MONTHS

ACTIVITIES

10 | 11 |12 |13

1 | Problems
identification

2 | Proposal writing

3 | Proposal submission

4 | Data collection

5 | Data analysis

6 | Presentation of
research

7 | Report writing&
Submission of final
copy of research
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