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Abstract

Turnover is a voluntary cessation of membership of an organization by an employee. Employee retention is one of
the challenges facing several organizations in both the developed and developing countries of the world. It is
profitable to proactively react for possible staff turnover intentions. This research was carried out to determine the
prevalence of academic staff turnover intention and the factors contributing for it among Madda Walabu University
academic staff. An institution based cross-sectional study involving both qualitative and quantitative data collection
methods was employed. A structured self-administered questionnaire was used to collect the quantitative data from
the respondents. A semi-structured questionnaire, guided by a trained interviewer was used to collect data from an
in-depth interview. The interview was carried out on six purposively selected faculty members. The data obtained
from both methods were triangulated in the discussion. Binary and multiple logistic regression analysis was used
using SPSS version 16. A total of 217 academicians responded to the questionnaire. One hundred sixty four, (75.6%)
respondents intended to leave Madda Walabu University and 24.4% of academic staff intended to retain their
position or post. A bad work environment (lack of facilities like offices, chairs, internet and toilets) was the most
frequently cited reason for leaving (71.3%) followed by 63.4% due to poor management and leadership and 63.4%
due to inadequate salary. Academic staff who had worked five or more years in Madda Walabu University were 4.5
times more likely to leave their institution [AOR = 4.5, 95% CI. 1.37, 14.9]. The prevalence of academic staff
intending to leave was found to be very high and as a result, Madda Walabu University will be in an alarming state
of staff turnover. Before this happens, there should be staff retention mechanisms in place to improve the work
environment, management and leadership and remuneration methods to retain senior and skilled academicians.
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1. Introduction

Turnover is viewed as a voluntary cessation of membership of an organization by an employee of that organization.
It results from a combination of working conditions, organizational and psychological factors interacting with each
other to affect employee attitudes in and toward the organization (Morrell, K et al., 2001, Bernardo, M et al., 2012).

Employee retention is one of the challenges facing many organizations in both developing and industrialized
countries (Ng’ethe JM, Iravo ME & Namusonge GS, 2012).

As a result of the high employee turnover, managers are facing of shortage skilled manpower for achiving
organizational goals. Retention of academic staff will help universities accomplish their vision and mission and
become centers of excellence. Public Universities are operating in a highly competitive environment which requires
them retain their employees in order to get competitive advantage (Ng’ethe JM, 2012).

The unique nature of universities expects them to be a repository of the most specialized and skilled intellectuals.
They serve as storehouses of knowledge for nurturing the manpower needs of the nation. The number and quality of
academic staff makes the difference in university education. As a result, higher education institutions are more
dependent on the intellectual and creative abilities and commitment of the academic staff than most other
organizations. This makes it critically important to retain this cadre of staff (Ng’ethe JM, 2012, Michael O et al.,
2013).
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Employees are more likely to remain within an organization if they believe that their managers show interest and
concern for them, if they know what is expected of them, if they are given a role that fits their capabilities and if they
receive regular positive feedback and recognition (Ng’ethe JM, 2012).

The most serious consequences of a high academic staff turnover are it diminishes teaching quality and student
achievement (Surbhi Jain, 2013).

A small study conducted in Ethiopia looking at University faculty attrition to be extremely high. Research conducted
in Central and Western Ethiopian Public Universities showed that maintenance of good participation in decision
making, well coworker relationships, better working conditions, fixing an attractive payment system, introducing a
better promotional ladder and making universities more conducive for instructors in order to diminish turnover
intentions (K. John & Zerihun A., 2014).

The purpose of the study was to determine the magnitude of academic staff turnover intention and the factors
contributing for it among Madda Walabu University academic staff. It has shown the various measures to be taken to
alleviate the high prevalence of university academic staff turnover intention in accordance with the identified driving
factors.

2. Methods and Materials

This study was conducted in May and June 2014. Madda Walabu University (MWU) is one of the second generation
Universities located in southeastern Ethiopia. It was established in 2007 and consists of one college (College of
Medicine and Health sciences), one institute and ten schools. According to the 2013/2014 MWU human resource
management report, 621 academic staff were in post excluding expatriate staff and local instructors seconded
elsewhere. An institution based cross-sectional study involving qualitative and quantitative data collection methods
was employed. All health and non-health academic staff of MWU were the source population. Expatriate academic
staff and non-academic staff were excluded from this study. Academic staff turnover intention was the dependent
variable. The number of years in post (service years), marital status, religion, age, monthly income, justice, work
environment, training and development, autonomy, leadership and promotion were the independent variables.

To determine the sample size, a single population proportion formula using a prevalence of academic staff turnover
intention at 50%, aconfidence level (Cl) of 95%, and a 5% degree of precision, totaling a 384 samples. Since the
source population was less than 10,000, a correction formula was used to adjust the sample size appropriate to the
source population and adding a 10% non-response rate, totaling a sample size of 271. Ethical clearance and permission
was obtained from the ethical review committee of MWU. Formal written consent was also obtained from the study
participants and the name of the respondents was not disclosed in anyway.

The study participants were randomly recruited proportionally from each school, an institiute and the college of
medicine and health sciences. This study used a multi-method approach in order to validate the data. A structured
self-administered questionnaire was used to collect the quantitative data from the respondents. A semi-structured
questionnaire, guided by a trained facilitator/interviewer was used to collect data from an interviewee in an in-depth
discussion. The interview was carried out on six purposively selected faculty/administrative members. The data
obtained from both methods were triangulated in the discussion. Data was entered and analyzed using SPSS version
16. Binary and multiple logistic regression was done to determine the effect of independent variables on the
dependent. Adjusted odds ratios (AOR) with 95% confidence interval and P-value <0.05 were considered
statistically significant.

3. Results and Discussion
3.1 Socio-demographic Characteristics of Respondents

A total of 217 academicians responded to the questionnaire making the respose rate of 80%. The majority of study
participants, 204 (94.0%) were males. One hundred fifty six (71.9%) of study participants fall in the age group of
25-29. Twenty three (10.6%) and twenty four (11.1%) fall into the age group of 20-24 and 30-34 respectively. The
mean age of the respondents was 27.8 years (SD+3.91) with the minimum age of 23 years and 47 the maximum. 54.8%
of the respondents were Oromo ethnic group followed by Amhara (27.2%). 154 (71%) of the study participants were
Christians followed by Muslims 51 (23.5%).

Among surveyed respondents, 134 (61.8%) were single and 82 (37.8%) were married. The study has analyzed the
highest qualification of academic staff. The majority, 169 (77.9%) of study participants have a Masters Degree and
48 (22%) have a first degree. Regarding the service experience of academic staff in MWU, 60 (27.6%) had served
for less than two years; 85 (39.2%) for two to four years, while 72 (33.2%) had served for five or more years.
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Table 1. Socio-demographic characteristics of academic staff in Madda Walabu University, 2014

Variables n=217 Frequency Percentage
Age 20-24 23 10.6
25-29 156 719
30-34 24 11.1
>35 14 6.5
Sex Male 204 94.0
Female 13 6.0
Ethnicity Oromo 119 54.8
Amhara 59 27.2
Sidama 21 9.7
Tigre 16 7.4
Others” 2 0.9
Religion Christian 154 71.0
Muslim 51 235
Others ® 12 5.5
Marital status Single 134 61.8
Married 82 37.8
Divorced 1 0.5
Highest academic 1% degree 48 22.1
qualification 2" degree 169 77.9
Service year <2 years 60 27.6
2-4 years 85 39.2
5-8 years 72 33.2
Satisfaction with  Satisfied 37 17.1
current salary Not satisfied 180 82.9

3.2 Descriptive Statistics on Respondents’ Turnover Intention

The majority of the respondents, 164 (75.6%) intended to leave MWU for a variety of reasons and 53 (24.4%) of
academic staff intended to continue in their post (Figure 1).
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Figure 1. Percentage distribution of intention of academic staff to retain or leave their job in MWU

The College of Medicine and Health sciences instructors had the highest rate of intention to leave MWU 26 (89.7%)
(Figure 2).
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Figure 2. Distribution of academic staff who have leaving
intention and remaining at their institution by College and Schools in MWU.
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More than half (52.4%) of the study participants who were intending to leave gave the reason as being distant from
their family. Bad work environment was the most frequently cited reason for leaving (71.3%) followed by 63.4% due
to poor management and leadership at department, school, college and university level and 63.4% due to inadequate
salary.

Lack of autonomy and absence of training & educational opportunities were reported by the study participants as a
causes for leaving in 34 (20.7%) and 39 (23.8%) respectively. Fifty seven (34.8%) and forty six (28%) of
respondents said injustice (unequal distribution of burden and benefits among staff) and absence of recognition for
good achievement were factors which would force them to leave (Figure 3).
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Figure 3. Reasons for leaving intention of academic staff of MWU

This study shows the proportion of the academic staff who have the intention to leave their institution and the
determinants of turnover intention in MWU. The prevalence of academic staff turnover intention was found to be
75.6% (164). This finding is comparable with a similar study conducted in Jimma University in which 65% of
respondents indicated preference to work in other Universities (Workneh. B, 2010). It is also in line with a study
conducted in Australian higher education institutions in which 68% of the academic personnel indicated that they
wished to leave higher education (Sanderson, A., Phua, V. & Herda, D., 2000). The most frequent reason cited by the
respondents in the study was the presence of a bad work environment such as lack of computers, internet, offices and
chairs, toilets and a staff clinic (71.3%). An academic staff member stated in an in-depth interview that .....Good
work environment is available for administrative staff just forgetting the main academic staff..... This finding is
supported by Rosser.V, (2004), who found that the extent to which lecturers feel supported in terms of being
provided with adequate and favorable facilities including technology is critically important to the overall quality of
their work life and may easily influence their intention to stay or leave.

Poor management and leadership was also found to be the second most important reported cause of turnover
intention 104 (63.4%). An academician reported that “Lack of good management and leadership, for example in
terms of non-transparent decisions; presence of double appointment for different positions impacted on turnover
intention. ”’This finding is comparable with a study done in Jimma University in which incompetent university
administration was ranked first (Workneh. B, 2010). This result is also consistent with a study on staff retention in
African Universities which revealed that respondents had grievances about structures and processes of governance
within their institutions. The criticisms were mostly directed at university-level administrators and systems of authority
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and control. Some unit heads were characterized as dictatorial, insensitive and unresponsive to the needs of their
colleagues (W. Tettey, 2006).

Though the salary payment of higher institutions is nationally the same, there is some difference in the current
remuneration (extra payment scheme exists) in other Universities. The majority of instructors (63.4%) claimed that
inadequate salary and other remuneration systems had contributed to their decision to leave.

This finding is parallel with studies which have established that salaries are a very important ingredient inensuring
employee commitment to an organization by fulfiling the financial and material desires (K. John & Zerihun A. 2014,
Wyaswa. F & Katana. G, 2008, Metcalf H, Rolfe P & Weale M, 2005, Shoaib, M et al., 2009, David M et al., 2004).

Twenty eight percent of study participants’ reported that they were not recognized for good achievement. Recognition
as stated by academic staff; “Recognition for any activity you achieve has never been considered as long as | have
worked in this institution.”

This factor was ranked second in contributing for problems of retention in Jimma University staff (Workneh. B, 2010).
This might be due to the absence of a reward and appreciation system in both Universities.

This study revealed that gender has no significant association with turnover intention and is in line with the study by
Byrd, T. et al, (2000). In other studies however, female employees tend to have a higher intention to leave as compared
to male employees (Kim, S., 2005, Yuen-Onn Choong et al., 2013).

Academic staff who have worked five or more years in MWU were 4.5 times more likely to have an intention to leave
their institution [AOR = 4.5, 95% CI: 1.37, 14.9]. This finding is supported with an in-depth interview in this
study... “Regarding promotion, work experience has no value after you hold a second degree. To make it clear, two
academic staff who have a second degree with different work experience have the same promotion regardless of the
variation in work experience.”Introducing a better promotion ladder is implicated as a way of reducing leaving
intentions in central and western Ethiopian public Universities (K. John & Zerihun A., 2014).

This might be due to work experience being given less attention and/or finishing their duty to receive educational
documents so that they can find a post in other Universities or elsewhere (Table 2).

This study revealed single academic staff were three times more likely to leave their post in MWU than married staff
[AOR = 3.04, 95% CI: 1.30, 7.09]. This result is supported by different studies in which married employees are more
likely to stay in an organization compared to single staff (Yuen-Onn Choong et al., 2013, Salami, S, 2008, Akintayo,
D., 2010).
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Table 2. Association of socio-demographic characteristics of academic staff with leaving intention in Madda Walabu
University, 2014.

Variables Leave intention COR (95% CI) AOR (95% CI)
Yes (%) No (%)

Age

20-24 15 (65.2) 8(34.8) 1.875 (0.48, 7.26) 2.41 (0.50, 11.50)
25-29 124 (79.5) 32 (20.5) 3.88(1.278, 11.9) 3.32(0.95, 11.55)
30-34 18 (75.0) 6 (25.0) 3.0(0.74, 12.13) 2.83(0.66, 12.10)
>35 7 (50.0) 7 (50.0) 1 1
Service year
< 2 years 38 (63.3) 22 (36.7) 1 1
2-4 years 65 (76.5) 20 (23.5) 1.88 (0.91, 3.89) 2.45 (0.87, 6.89)
> 5 years 61 (84.7) 11 (15.3) 3.21 (1.40, 7.36) 451 (1.37, 14.91) **
Academic qualification
1st degree 31 (64.6) 17 (35.4) 1 1
2nd degree 133 (78.7) 36 (21.3) 2.03(1.01, 4.07) 1.00 (0.086, 11.61)
Marital status
Single 108 (80.6) 26 (19.4) 1.93 (1.03, 3.63) 3.04 (1.30, 7.09) **
Married 56 (68.3) 26 (31.7) 1 1
Income
2000-3999ETB 28 (63.6) 16 (36.4) 1 1
4000-6000ETB 136 (78.6) 37 (21.4) 2.1 (1.029, 4.288) 1.55 (0.14, 16.65)

** Shows significant association at p-value of <0.05
4. Conclusion and Recomendations

This study revealed that the proportion of academic staff leaving intention was found to be very high. As a result,
MWU is in an alarming state of staff turnover/leaving intention. There should be staff retention mechanisms in place
such as improving the work environment (offices, chairs, computers, internet and toilets), management and
leadership as the problem of university administration is cited as the most prevalent cause; being responsive
to staff questions, decentralizing power) and increasing the remuneration rate to retain senior and skillful instructors
so that MWU will meet its vision (being one of the top five societal problem solving Universities in the country by
2025) is crucial. These factors are useful indicators of actual turnover and provide an opportunity to take actions that
might prevent realization of those intentions. MWU should value and recognize academic staff for their contribution
by using a variety of mechanisms such as providing feedback, social and material recognition. The University should
also take measures that could support academic staff by sharing fruits and burdens in work areas.
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