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Abstract 

The main purpose of this study was to identify the main factors that caused academic 
staff turnover in Jimma University (JU) from 2003 to 2007. The study used self 
administered questionnaires to gather data. The main sources of the data were the ex­
academic staff of J u. The sample size was 42 respondents and snowball sampling was 
used to get the sample size. The major tool used to analyze the data was descriptive 
statistics and the data entry was done using SPPS version 11. The study showed that 
absence of graduate study opporlunity was the l1Iain cause of turnover in the University. 
This is followed by poor salmy. These factors are both form 'compensation and other 
benefits' section. On the other hand almost all respondents were satisfied with their 
jobs in the University. In addition to Ihis, job dissatisfaction found to be not among the 
factors that caused turnover. Work environment was also among factors that caused 
turnover in the University. Geographic location of Jimma, family responsibility, and 
relationships with the University administration were among factors Ihal caused Ihe 
academicians to leave the University. To solve these problems, it is better to consider 
the following remedies. Creating more opportunities of further studies, increasing 
income of the academicians using different means, acknowledging the stafl for their 
peljormances. 
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CHAPTER ONE 

1.1 Introduction 

This is a survey type research undertaken under the title 'The jactors causing academic 

staff turnover in Jimma University. ' The central question of the research is "What are the 

major factors causing academic staff turnover?" Having served in Jimma University for 

more than two years, the student researcher has had experiences and observations on 

academic staff turnover which is perhaps one of and of course the leading chronic 

problems that seek immediate but well studied solution in the university. This is mainly 

because without having experienced and talented personnel (core resource of an 

organization) it is hill-run for the university to achieve its missions. 

In fact, Jimma University is not the only higher learning institution experiencing the 

academic staff turnover, but the available time is not long enough to analyze other 

insti tutions cases. 

A high rate of labor turnover in an organization means increased recruiting, selection, and 

training costs. It can also mean a di sruption in the efficient running of an organization 

when knowledgeable and experienced personnel leave and replacements must be found 

and prepared to assume positions of responsibility (Robins et. a!. , 1994). 

Labor turnover refers to the inflow and outflow (described by the author as influx and 

efflux) of the working force (Jucius, 1963). The definition clearly indicates the dynamic 

nature of personnel in an organization and it also points out that people come-in and go-

out (separate) from organization. 



Labor turnover can be voluntary or involuntary. Voluntary turnover refers to 

terminations initiated by employees. Leaving one's current employer for a higher-paying 

job is one example. Involuntary turnover alternatively, is initiated by the employer. 

Major examples include layoffs (when organization no longer needs the employee) and 

dismissals (when the employee is discharged for incompetence, rule violation and so fo r 

the) . (Heneman et. aI. , 2000). 

All organizations, of course, have some turnover. If the right people are leaving the 

organization-the marginal and sub marginal employees turnover can be positive. It may 

create the opportunity to replace an employee with higher skills or motivation, open-up 

increased opportunities for promotions and add new and fresh ideas to the organization. 

But turnover often means the loss. So when a turnover is excessive, or when it involves 

valuable performers, it can be a disruptive factor, hindering the organization'S 

effectiveness. (Robbins et. aI., 1994). 

Not only academic staff but also other employees seek to improve their employment 
" 

conditions when they change jobs. (Heneman et.aI. 2000). This indicates that there are 

some organizations in a given industry or even other industries that pay higher than the 

ex-organization, that also have better conditions than the previous organization (s). 

Separations and their consequent replacements can be surprisingly expensive. The cost 

of labor turnover increases when employees are more specialized, more difficult to find 

and require more training. 
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It is made up of some or all of the following: 

• Lower production during learning period 

• Lost production while the employee is being replaced 

• Overtime payment to other employees while waiting for a replacement 

• Cost of recruitment, selection and medical examination 

• Investment in training 

• Errors and wastage by new staff (particularly if less skilled). (Graham and Roger, 

1998; Pratt and S.G. Bennet 1990) 

Many of the above costs, if not all, apply for the both the service sector such as 

universities and manufacturing industries. 

Therefore, turnover cost should not be undermined by management of an organization as 

it results in financial loss and other practical difficulties such as negative public image. 

Universities in Ethiopia loose their skill labor force through brain drain. After long years 

of investment many young professionals and future leaders leave the country. (Teshome, 

2004). In fact, this tells that universities in Ethiopia are suffering from skilled labor 

turnover which need, if possible, immediate solution. To solve a problem, however, it is 

mandatory to identify the main causes of the problem. Likewise, causes of turnover in 

higher education should be identified clearly so that solutions will be provided. 

Different authors defined labor turnover as voluntary and involuntary permanent 

withdrawal from the organization. (E.g. Robbins et.a!. , 1994). But in this particular 
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