





























proposal, employee turnover is defined as voluntary termination of performance by

employees. To state specifically, it refers to academic staff who left Jimma University

voluntarily and it includes:

* The academicians who left the university while teaching

* The academicians who did not return to the university after completing different
programs (for example, masters) sponsored by the university.

* The academicians who left for abroad in different ways from the university.

By and large, academic staff turnover in this paper (survey) did not include those who left

involuntarily. For example, because of discipline problems, retirement etc.

Voluntary turnover present different sets of issues for management to consider and it is
caused by many factors such as compensation, job satisfaction, work environment
(organizational context), and some other factors (Heneman et. al., 2000). These variables

are the most focus areas of this study and the correlation between each factor and

turnover (in Jimma University) will be uncovered.

1.2 Statement of the Problem

Ethiopian higher learning institutions are nowadays facing great problem particularly
employee turnover. And this problem needs immediate solution to achieve the objectives
for which the institutions are established. One can easily observe that many faculties and

colleges of state owned higher institutions are staffed with expatriates and this has its



own implication on stability of local instructors in many institutions. The question is

“Why local instructors are not staying?”

It is not always good to choose silence as solution to problems. So, managers are required
to propose ways of solving chronic problems as they occur in their organizations. But
unfortunately, Jimma University has done nothing special (to the student researcher’s

knowledge) toward solving the problem of qualified academic staff turnover which is

without any doubt costly.

It is not uncommon to hear some important statements such as understanding the real

causes of the problem is half way of solving the problem. This is true. It is quite important

for Jimma University to respond to this problem in systematic and feasible manner so that | '

it can at least reduce the problems if not elimination.

The cost of labor turnover is too high particularly for universities, because they are
loosing talented and experienced staff which could contribute a lot in various means
(research, teaching, community service etc) and it is obvious that to replace these

personnel it might take long time and may require huge investment .

The research was designed basically to answer the following major questions. In addition

to this there are many sub questions that would be raised from the major questions.

v Were salary and/or compensations the factors that caused academic staff turnover?
v' Was job dissatisfuction among the factors that caused the turnover?

v' Was work environment a cause for academic staff turnover in JU?




1.3. Significance of the Study

A study of causes of academic staff turnover; defined here as a voluntary termination of

teaching post, in Jimma University is important for various reasons.

Understanding the main causes of employee turnover enables the University to

tackle the problem.

e Itis not only problem of Jimma University but rather it is problem of majority, if
not all, of Ethiopian higher educations. So, others can use it as a base to conduct
further investigations in the field.

e It provides information, though specific, to other organizations such as Ministry
of Education to tack necessary measures to solve the problems.

e It can be used as supplementary reference for further researches in the field.

By and large, the problem of turnover is one of the major problems which seck
immediate solutions in the higher institutions, because it is costly, there might not be
right person for right position, and it is also not easy task nowadays to get back once left
employee because they have many other alternatives (though this might not be true for all

faculties or schools).Because of all these, it was worth studying the topic.



1.4. Objectives of the Study

The general purpose of the study was to identify and clearly show the main causes of

academic staff turnover in Jimma University.

Specifically, the study focused on:

Indicating whether the salary and other compensations caused academic staff

turnover.
o Showing whether Job Dissatisfaction was among factors that caused the turnover.
* Indicating whether work environment was among the reasons or the turnover.
e Providing possible recommendations that will enable the university and other

concerned parties to alleviate the prevailing problems.

1.5. Delimitation

The study confined it self to questioning ex-academic staff of Jimma University who left
the University voluntarily from 2003 to 2007. However, the academic staff who left both
Ambo Agricultural College (Ambo University College) and Jimma University
Agricultural and Veterinary Medicine College were not included in the study. This was
mainly the Colleges do not have the same nature (in such factors as geographic location,
experience or year of establishments etc) with the main campus and it may not be logical

to include the colleges.
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1.6. Limitations
The major problems associated with the study were:

e Inability to generalize the findings to other higher institutions because it dealt
only with one university’s sample respondents.

e Some respondents were not willing to respond to the questionnaires, though the
student researcher tried a lot to let them know the questionnaire was highly
anonymous.

e The questionnaires were not fully returned because some respondents were
changing their addresses or they were not in place where they received the
questionnaires during the collection period. It was risky to wait for these
respondents as the time given was really very short. So, this finding may lack full

information as intended for and the findings should be considered carefully.

1.7 Methodology

This, survey type, study used data collected at a point of time and it was cross-sectional
by its nature. The main purpose of the study was to clearly identify the main causes of

academic staff turnover in Jimma University.



1) Data

i) Sources of Data

The study mainly used primary data. The primary data sources were ex-academic staff of
Jimma University who terminated their job in the university voluntarily. The secondary
data were used to obtain the right number and the names of the academic staff who left
the University. Some academic staff currently working in the university were also

contacted on some issues to gather some important data for the survey. The data were

collected in May 2008.

i) Sampling

The population of the study was all academic staff who left Jimma University voluntarily

from 2003 to 2007. The total population of the study was 182 and the sample size was '

23% of the population i.e. 42 individuals. The student researcher thought this size was
enough to gather the required data given the time limitation. To get the widely scattered
ex-academic staff of Jimma University easily, snowball sampling was used. This sample
helped very much in solving problem of getting the respondents which could be very
difficult to get them otherwise, because there was not much information on the
whereabouts of the respondents. Some of (34) currently teaching staff were also
contacted to gather up-to-date data. To select these étaff, purposive sampling was used.
This method was used because it was easy to include academic staff who had more

experience and those with less experience i.e. staff with different experiences.

[ 7A@k xfe sa¥che

[_
"

8¢ =L@

ANDIB ABARA UNIVERE
BIERABIES

;




iti) Data Collection Methods and Instruments

The study, as mentioned above, was focusing on one time data collection than
longitudinal because the later was too expensive and there were not sufficient sources of
data existed particularly secondary data such as exit interview and other records
concerning the topic. So it was better, for this particular study, to use the former one.

The data was collected using self-administered questionnaires.

Self-administered questionnaires were designed for this particular study with 24 close
ended questions of which 21 close-ended items measuring factors on five point Likert-
type scale. The questionnaires were then distributed to 42 sample respondents where only

4 respondents declined to return. (90% of the questionnaires were returned).

In addition to the above, separate questionnaires were designed for currently working
academicians in Jimma University to gatherrsome important data on factors that caused
them to stay in the University. The questionnaires were distributed to 34 currently
teaching academic staff and 32 (94%) of them gave back the questionnaires. This was
done using ranking of listed 13 with one “others” factors, where the respondents were
asked to rank the factors according their importance in influencing decisions of the
academicians to stay in Jimma University with the 1* ranked factor assigned the highest

weight. Both questionnaires included some common questions such as demographics.

iv)Data Analysis

The collected data were checked for errors and overlaps thoroughly before the analysis

begun. To analyze data descriptive statistics was the major tool used. Specifically,
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measures of average and measures of dispersion were used to come up with results of the
data collected. This was because it is possible to show the central trend and variations of
responses. SPSS version 11.0 was used to enter and compute the data using descriptive
statistics. This tool helped the student researcher to easily find errors and analyze the data

within short period of time, which could have been too difficult otherwise to complete in

the time given.

2) Measurement

This section indicates how the measurement for main points in the research question was

made.

a )Turnover

Turnover- refers to voluntary termination of academic staff in Jimma University.

Table 1.1 Turnover rate of the University’s academic staff (main campus only)

Year No of available academic | No of academicians who left the | Rate of turnover
Staff (a) University voluntarily(b) (b/a)

2003 330 18 5.5%

2004 439 24 5.5%

2005 646 35 5.4%

2006 561 59 10.5%

2007 686 46 6.7%
Average Turnover Rate 6.72%

Source: Secondary Data. (Except the computed rates)
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Labor turnover or academic staff turnover in Jimma University included both those who
left the University while teaching and those who did not return to the University after

completing programs sponsored by the University (For example-Masters program)

b) Compensation

Cqmpensation as defined above (Robbins et al. 1994 and Heneman et al. 2000) refers to
reward employees receive in exchange for their performance. It can be direct or indirect.
The compensation variable was measured using multi facets which were measured in turn
using five-point Likert-type scale ranging from “Strongly Agree” to “Strongly Disagree”.
The respondents were asked to indicate their level of agreement or disagreement on some
factors related to compensations. The impact of recently improved salary scale on

academicians’ decisions was also assessed using the same scale.

¢) Job Satisfaction

Academic Staff attitude toward his/her job and other related factors such as amount of
independence one had in choosing his or her own method of doing work. The
measurement of this variable was done in two main ways. (1) The overall job satisfaction.
“All things considered, how satisfied are you with your job, in general?” and (2) listing
down the job satisfaction facets which were highly related to this particular study. Even
though, early researches advise to use the first method, some authors (such as Heneman,
2000) suggest using the combination of the two because the combination provides
somewhat different information for managers. Accordingly, this survey employed

combination of the methods. This could help in easily pointing out the factors showing
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great dissatisfaction and recommending possible solutions for further actions. These,
(both 1 and 2 above), were measured using five-point Likert-type scale ranging from
“Strongly Satisfied” to “Strongly Dissatisfied”. The respondents were asked to show their

degree of satisfaction or dissatisfaction to overall job and each facet.

d) Work Environment

Academic staff work environment, in this study, included some facets that the student
researcher thought could best describe the work environment. All factors were assessed
on five-point Likert-type scale ranging from “Strongly agree” to “Strongly Disagree.”
The respondents were asked to respond to such questions as ‘Absence of good

relationship with the University administration caused me (was one factors that caused

me) to leave JU.’
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CHAPTER TWO
REVIEW OF LITERATURE

This section reviews various literatures related to the topic under study. It summarizes
different point touched by previous studies; methods used, and identify the gaps remains

uncovered in relation to the current study.

Many researchers have devoted a great deal of study of employee turnover. Much of this

research has focused on turnover as an outcome of a sequential process (Kackmar et. al.,

2006). The proposed study also tries to identify what factors causes academic staff |

turnover in Jimma University.

Turnover, (in this case the voluntary termination made by employees to leave one
organization (Heneman, 2000)), not only erodes performance by depleting organizational
skill banks but, perhaps more dramatically by altering the social structure and fabric of an

organization. (Shaw et.al. 2005). So it is very much important to take due care to control

turnover because it is costly as discussed earlier.

As discussed above, this study dealt with only voluntary turnover-defined as termination
initiated by employees (Heneman et. al., 2000). So far, authors tried to cite out what

main factors result in voluntary turnovers, and the following model indicates some of the

major ones.

Voluntary turnover is caused by many factors. It can be seen from the above model

(Heneman, 2000) that voluntary turnover is function of many factors. One can easily
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observe from the following model that the factors range from personal characteristics to

job satisfaction.

Fig 2.1: Model of voluntary turnover
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Though, the above model expresses the factors or variables that influence voluntary
turnover, it fails to show the degree of influence, to indicate specifically what elements
are more dominant to others, which in turn may confuse others (especially those outside

the field). This study, therefore, tries to show the real factors influencing the turnover in

more specific manner.

There was also a research conducted (Murnane and Olsen, 1990) to indicate the impact of
pay level on stay length in teaching profession. The research concluded that increase in
starting salary significantly reduce turnovers among beginning teachers. But the finding
also noted that a uniform salary scale creates difficulties in retaining teachers in some

fields-the fields that are also needed in other business. The remedy for this, according to
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the study, was to pay salary premiums to teachers in these fields. The data were collected

from a single source (secondary) 1980°s US census of population.

The research indicated clearly the impact of pay level, but its shortcomings are: it did not
consider other social, organizational and other factors; it failed to contact the teachers
(face to face) to get more information on other mediating variables that could have
ché.nged or strengthened more the findings. So, the research to be conducted now will
fill this gap. The researchers in previous study should have used more methods of data

collection such as questionnaires to extract more data.

Performance level is affected by turnover, which in turn is affected by other factors such
as managerial turnover, i.e. the more the managers leave an organization, the less loyal

subordinates to the organization; disruptions, and behavioral commitment. (Kackmar et.

al., 2006).

This research, in fact, indicated the other side of factors that influences turnover, that is, it
focused on non-financial aspects, but it lacks comprehensiveness. Besides this, the data
collection system does not allow for generalization and it remains important only as
reference than applying the findings as generally true finding. Taking this in to

consideration, this paper tried to combine both financial and non-financial factors that

influenced turnover.

Other studies (such as Teshome, 2004) tried to show the main factors behind less
organizational commitment and staff turnover intention particularly the study tried to

relate work environment to the above mentioned variables. The study, beautifully,
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concluded the relationship between these above mentioned variables. Accordingly, less
salary, less favorable staff-officials work relation and the like are negatively tied to
turnover intention and commitment. The data was collected using questionnaires

distributed to all faculty members who were teaching in the University (Debub

University).

Th'e research lies good ground for further studies, but its draw back are that-it cannot be
generalized because only those instructors who were teaching were communicated and
this could not lead to conclusion regarding turnover rate-but in fact it can show intention,
it did not use cross-checking method of data collection i.e. to check for reliability of data

collected from instructors the study should have included data collected from those who

left the University.

On the other hand, this paper disclosed the main factors that caused academic staff
turnover by questioning the ex-academic staff who left the University. In addition to this,
the research used data collected from the currently working academic staff. This helped

the student researcher to identify some of the real factors behind turnover.

Furthermore, some researchers (Farrell, 1979) tried to test hypothesis concerning quits
(turnover in this case) and specific current and previous training, and the study concluded
there is negative relationship between quit rate (turnover rate) and trainings given to the

employee. The study was conducted in manufacturing industry for series periods.

The study showed how training and development influences the turnover rate, but the

study was conducted in manufacturing firm, and it might not be possible to generalize for
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service sectors such as university. This particular study , on the other hand, focused on

pure service industry.

Earnings are strongly related to turnover for both sexes (Ragan, JR et. al., 1981). The
study tested hypothesis of which one is the above stated sentence. The hypothesis is
supported by empirical studies. The study used data collected from different

organizations on both sexes and tried to test some hypothesis.

The study mainly focused on economic-side impact on employees’ turnover, ie. pay
differentials of male and female in determining turnover. So it lacks integrity because it

did not integrate other factors such as social and environment conditions. But this project

tried to integrate both economic and other factors.

The relationships among employees have also impact on employee turnovers
(Mossholder et. al, 2005). This research revealed that nerwork centrality defined here as
the relative number of direct and indirect links and individual has with others comprising
a social network measured through an individual’s relation to other, assistance one offers
the others influences labor turnover significantly. The study also confirmed that those
forming a greater number of ties with coworker become more embedded and more likely

to identify with those around them. This study used the data collected in 5 years interval.

Thought it indicated the social context in organization and its impact on employees’
turnover, the research failed to consider the in-between factors that could have influenced
the findings. It should have used, the data in continuous periods, but it failed to do so. In

addition to this it did not show specifically how other confounding factors influenced the
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turnover. Some authors (Werther and Davis, 1996) describe the impact of pay

dissatisfaction on employees’ decisions to stay or leave an or anization.
ploy y

It is not surprising that the authors are focusing more on pay level because desire for pay
may result in strikes, grievances, absenteeism and so on which are merely beyond

economic factors. The following model describes the relationship or connectivity of pay

dissatisfaction and turnover.
Less performance

More Strikes

Desire for more -
pay High Grievances
Absenteeism
Search for a higher
paying job | Turnover

Pa
Dizsaﬁsfaction Lower attractiveness of—[
the job -

Fig 2.2.Model of the consequences of pay dissatisfaction

As it can be seen from the above model (Werther and Davis, 1996) both desire for more

pay and pay dissatisfaction lead to turnover of employees.

Though the model describes the theoretical relationship among various factors, it fails to
show how frequent the relationship is. It also lacks comprehensiveness in indicating

other causes of turnover. Instead it focused only on one element, that is, payment.

The theoretical framework highly supports the fact that employees who desire for more
pay start to search for a higher-paying jobs, and mostly leave the organization after
getting better paying organization. The employees who are dissatisfied with pay system

are also attracted less by their job(s) which ultimately or gradually lead to turnover.
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By and large, the theoretical frameworks discussed above try to show causes of turnover
in different industries and fields but they are not in integrative manner. Besides this, only

few studies try to show service sector turnover causes. Thus, this study, against the

above theories and empirical works, tried to:

e Show main causes of turnover in Jimma University
e Show whether non-economic factors (job satisfaction, equity of employees or

nepotism) in the University influenced turnover or not.
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CHAPTER THREE
DATA ANALYSIS AND DISCUSSION

3.1 Background of the Organization

Jimma University (JU), Ethiopia's first innovative community oriented education
institution of higher learning, is a public higher educational institution established in
December 1999 by the amalgamation of Jimma College of Agriculture (founded in
1952), and Jimma Institute of Health Sciences (established in 1983).The two campuses
are located in Jimma city 335 km southwest of Addis Ababa with an area of 167 hectares.
Ambo College of Agriculture (1931), located at Ambo town, 125 km west of the capital
Addis Ababa, had been also affiliated to JU as of May 2003 but separated as independent
University College recently. .

Jimma University is organized in eight faculties, a college and School of Graduate
Studies. The Faculties and College of the University are: Business & Economics,
Education, Humanities, Law, Medical Sciences, Natural & Information Sciences, Public
Health, Technology, School of Graduate studies, Jimma University College of
Agriculture and Veterinary.

Currently the University has more than 900 academic staff with different academic ranks.

Table 3.1 The University's Academic Staff Profile (June 2008)

Educational Background Diploma | BA/BSc | MA/MSc | MD* | PhD | Total

Number 92 440 283 78 15 908
* MD (Doctor of Medicine) includes those with specialty and equivalent degrees.

Currently more than 25,000 students are studying in the University in different fields and

programs.
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3.2 Demographic characteristics of the respondents

Table 3.2 Age distribution of respondents.

Age Frequency Percent Cumulative
Percent

25-29 20 52.6 52.6
30-34 12 31.5 84.1
35-39 2 53 89.4
40-44 3 8 97.4
45-49 1 2.6 100
50-54 ) - - _
>=55 _ 5 -
Total 38 100

Source: Questionnaire

As it can be seen from the above table, more than half (52.6%) of the respondents are
aged below 30. Surprisingly, the large percentage (84.1%) of the respondents who left
Jimma University are aged below 40. This implies that the University is loosing its
younger (perhaps not well experienced but with high potential) professionals who could
have done more things if they had been retained.

Table 3.3 Educational Background of the respondents

Responses
Educational Level Frequency | Percent | Valid Percent Cumulative
Percent
Valid
PhD 1 2.6 2.6 2.6
BA/BSc/LLB 9 23.7 23.7 26.3
MBA/MA/MSc¢/MPH 28 3.7 73.7 100.0
Total 38 100.0 100.0

Source: Questionnaire
It is clear from the above table that majorities (73.7%) of the respondents are holders of

Master’s degree and this is without doubt costly to the university.
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3.3 Main Items in the Research Questions

Table 3.4 Description of respondents' age, ex-salary, service span, current salary.

Items N | Minimum | Maximum Mean Std. Deviation
Age of Respondents 38 26 45 31.29 4.472
Salary in JU 38 850 3384 | 1615.37 537.971
Years of Service in JU 38 .50 5.00 2.5263 1.27315
Current Salary 37 2400 6500 | 3873.84 998.554
Valid N (list wise) 37%

* A respondent from the sample has no Jjob currently and current salary cannot be computed for him.

(Source: Questionnaire)

It can be seen from the above table that the average age of the respondents is 31 that is

most respondents are in youth age area; the mean of salary in Jimma University is 1613

Birr compared to the salary mean respondents are getting now 3874 Birr. Though it is not

distributed normally, the mean of the current salary is more than twice of the ex-salary

mean. This indicates that there is huge difference between current salary and ex-salary on

average. In addition to this, JU is loosing young workers according to the sample, the

average service duration or experience in the University is 2.5 years.

Table 3.5 Impact of Salary and Other Benefits (Scale: 1 =strongly disagree to 5= strongly agree)

Items N | Minimum | Maximum | Mean SD
Poor salary. 38 | 50 4.11 .924
Absence of compensation. 38 1 51 3.66 1.122
Inadequate allowances. 38 1 5] 3.66 1.169
Absence of graduate studies scholarship/or | 38 3 5| 4.26 601
opportunity.
Absence of transportation services. 38 | 5| 2.63 1.101

Source: Questionnaire
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