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Abstract

The study investigated the issue of employee retention across private tertiary institutions in Ghana with a focus on
Senior Members of some selected university colleges in the Ashanti Region. The mixed-method approach was
used in a descriptive survey design. In all, 111 respondents were selected from four university colleges using
purposive and convenience sampling methods. Interview guide and questionnaire were relied upon in collecting
data for the study, with frequencies, percentages, Kruskal-Wallis test and thematic analyses as analytical tools.
The study observed that the expectations of Senior Members before accepting employment in the selected
institutions include getting a high salary, better working conditions, more training opportunities, career
development opportunities, a favourable working environment as well as obtaining some form of recognition and
appreciation in the institutions. Again, several factors such as better remuneration, care and concern from
employers, more training and development opportunities, better promotion system, conducive working
environment, and increased employee engagement influenced retention of Senior Members in the institutions.
However, no significant differences were observed in the views of Senior Members (academic and non-academic)
of the selected institutions on the factors influencing employee retention. The study recommends that HR Units of
the selected universities should effectively collaborate with the HRM experts of the universities to design fair and
proper training and development programs to motivate employees to stay in the organizations.
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1. Introduction

Human resources constitute a very critical ingredient for the attainment of organisational goals. According to Taher
and Arifen (2000), with time the importance of the human factor in the realisation and attainment of organisational
goals has increased considerably because of increasing competition and globalization of management. Robyn
(2012) further states that the strength of an institution lies in its human capital and that it is therefore important to
align human resource policies and procedures to attract and retain skilled employees. In this vein, organizations
around the globe are vigorously competing for the best employees to achieve their organisational goals (Mahmud
& Idrish, 2011). Realizing the critical role that human resources play in organizations, employee retention remains
very critical to the long-term health and success of business organizations (Guest, Michia, Conway & Sheanan,
2003; Rombaut & Guerry, 2019).

Research suggests that employers that fail to retain high-performing employees end up not only understaffed
but also staffed with under-qualified personnel which can truncate their ability to have an urge over competitors
(Mahmud and Idrish, 2011; Subramaniam, Choo & Johari, 2019). In the views of Osei Boakye et al. (2021) and
Malikarjunan (2006), managers of organizations are expected to motivate and retain high performing employees
in an environment of increased uncertainties and global competition. Indeed, globalization and progressive
technological changes leading to organisational downsizing and restructuring, have increased to need to pay
attention to employee commitment and retention issues in organizations (Muah et al., 2021). According to Guthrie,
as cited in Danso (2013), employees now highly believe in the diversification of their talents in the face of various
dynamics in global businesses such as E-commerce-related companies. Danso (2013) adds that the greater business
competition and economic realities have largely exposed the employee to limitless opportunities and options in
the employment market. In essence, these limitless opportunities have caused some employees to terminate their
job appointments in due course whilst others have seen retrenchment for various reasons. Nonetheless, the loss of
skilled and talented employees has a significant effect on organisational performance and ultimate goal
accomplishment. Beyond its effect on decline in productivity, this phenomenon leads to the cost of replacing an
employee, the cost of orientation and training, and assimilating new talent, as well as the loss of investments in
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employees’ development (Danso, 2013; Guest et al., 2003). In effect, employee retention hugely affects
organisational performance and survival.

Particularly, in Ghana, employee retention has been a challenge (Danso, 2013). Dovlo (2002) found that many
professions including the tertiary education sector in Ghana have suffered the problem of retention. While retention
of well-qualified employees for both teaching and non-teaching sections remains a crucial requirement for the
continued relevance of tertiary institutions (NAB, 2008), a key concern, especially the private ones, has been their
inability to hire and retain well-qualified staff to actualize their visions and the overall aim of Ghana’s educational
sector. According to Kwegyir-Aggrey (2016), many private universities in Ghana have become vulnerable to
losing their highly qualified academic and administrative staff to public universities and a few other private
universities. Given the high turnover among the staff of private higher education institutions in Ghana, this study
sought to explore and bring to the fore the factors influencing employee retention in some selected private
university colleges in Kumasi, Ghana. Findings from this study are envisaged to assist human resource managers
across similar tertiary institutions to be equipped with information that can strengthen their employee retentions
initiatives and programmes.

1.2 Research Objectives
This study aimed to explore the factors influencing employee retention in selected private tertiary educational
institutions in Kumasi, Ghana. To achieve this aim, the study specifically:
1. ascertained the expectations of Senior Members which influenced their decision to accept employment
2. explored the factors which would influence Senior Members’ retention in the selected institutions.
3. examined whether a difference exists in the views of Senior Members (academic and non-academic) on
the factors which would influence their retention in the institutions.

1.3 Research Hypotheses

HO: There is no significant difference in the views of Senior Members (academic and non-academic) on the factors
which would influence their retention in the institutions.

H1: There is a significant difference in the views of Senior Members (academic and non-academic) on the factors
which would influence their retention in the institutions.

2. Overview of Literature

2.1. Conceptual review

Employee retention is often regarded as the process in which the employees are encouraged to remain with the
organization for the maximum period or until the completion of the project (Danso, 2013; Phillip & Connell, 2002).
Hughes and Rog (2008, p. 746) define retention as “ways of keeping talent within the organisation”. According to
Phillip and Connell (2002), employee retention is a way of managing and retaining talented employees using
innovative retention programs. It is a vital element of an organization’s approach to talent management. It is the
implementation of integrated strategies or systems designed to increase workplace productivity by developing
improved processes for attracting, developing, retaining, and utilizing people with the requisite skills and aptitude
to meet current and future business needs (Lockwood, 2006).

The importance of putting in place measures to retain highly employees is well understood by the
management of organizations. The payoff of focusing on employee retention, in terms of increased performance,
productivity, employee morale and quality of work, a reduction in turnover and employee-related problems, is
worth the investment of time and financial resources (Danso, 2013; Dhanpat et al., 2018; Naidoo, 2000). Also,
retaining high-performing employees or the ‘best professional talent’ is of great significance to organizations as it
eliminates the recruitment, selection and on-boarding costs that would otherwise be incurred in replacing them
(Tymon, Stumpf and Smith 2011, 293). According to Toracco (2000), when an employee leaves, he takes with
him valuable knowledge about the organization, customers, current projects and history sometimes to the
organization’s competitors. In support, Whitener (2001) opines that knowledge loss is the knowledge that is used
to meet the needs and expectations of the customers.

Several human resource management (HRM) practices affect employee retention (Armstrong, 2007). For
instance, Gopinath and Becker (2000) opined that a culture of open communication instils loyalty among
employees and builds their trust. This is because information sharing helps to keep employees informed on key
issues of which their opinions can be heard by management. Consequently, clear, responsive, open and two-way
communication is key to the success of employee retention. In their views, Taylor and Cosenza (2002) argue that
communicating the values of an organization effectively is crucial to its employees to increase their level of consent,
participation and motivation; strengthen employee identification with the company; and build the trust of the
employee in the organization. Armstrong (2007) asserts that information sharing keeps employees up-to-date on
key issues and enables them to know that their opinions matter and that management is fully interested in their
inputs. This means that every employee’s view should be taken into consideration when formulating company
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policies. With a sense of ownership for an organization, employees may recognize their contribution in tough times
and set out to work more effectively (Danso, 2013).

Again, remuneration and rewards play the biggest role in the process of employee retention. Rewards include
a diverse range of formal and informal, financial and non-financial incentives given to individual employees,
groups of employees or to an entire staff (Armstrong, 2007). They can be extrinsic or intrinsic. Rewards
importantly affect job satisfaction because they fulfil the basic needs as well as help to attain the higher level of
goals. An organization’s reward system can affect the performance of the employee and their desire to remain
employed (Bamberger & Meshoulam, 2000). To ensure the retention of employees, pay needs to be transparent
and salaries must be commensurate with the performance and effort of the employee (George, 2015). Additionally,
recognizing their efforts or appreciating them is another powerful way to intrinsically motivate employees to stay.
Recognizing or showing appreciation to employees for good work done goes a long way in motivating the
employees. This makes employees feel indispensable for the organization. When employees see the team leader
standing up for them, they will have one more reason to stay in the team (Greenburg, 2010).

Furthermore, Nohria, Groysberg and Lee (2008) contend that employees are motivated by jobs they consider
as challenging since such jobs enable them to grow and learn. However, they become demoralized by jobs that
seem to be monotonous or lead to a dead end. Consequently, the nature of one’s job often affects their decision to
stay in an organization. Giving extra responsibility to employees is another way to get them engaged with the
organization. However, just giving the extra responsibility does not help (Robbins et al., 2007). Lawler (2008) and
Osei Boakye et al., (2021) maintains that managers must spend time teaching their employees how to manage
responsibilities given to them in order not to feel overburdened.

Moreover, the work environment is a key factor that affects employees’ decision to stay with an organization
(Bultmann, Huibers, van Amelsvoort, Kant, Kasl & Swaen, 2005). Ramlall (2004) associates the work
environment with an emphasis on physical aspects such as heavy lifts, noise, and exposure to toxic substances. In
their views, Miller, Erickson and Yust (2001) state that employees gain from a positive work environment that
provides a sense of belonging. Emotional and mental wellness is important to good retention and other indicators
of business performance. Thus, employers need to consider employee health by providing an environment that is
free from health hazards, offers a level of privacy, noise control and also takes into account the individual needs
of each employee (Dhanpat et al. 2018; Levi, 2002).

According to Mandviwala (2011), the process of upgrading or promotion of employees in a traditional sense
depended merely on past performances. Mandviwala (2011) further indicates that promoting employees today is
not just a function of previous performances, but it also determines situations and willingness for future endeavours
of employees. She adds that many organisations seem to use without-raise-promotions for employee retention,
maximum productivity and optimum performance. These organizations usually do this either because of a salary-
budget cut or to make an employee leave his job without making him or her realize the termination. If this practice
is adopted for good reasons, according to Mandviwala, it may expand employees’ skills along with eliminating a
financial risk factor for the organization, improve the efficiency of employees, increase productivity and ensure
employee retention.

Besides, employees’ engagement in their work helps to motivate them. Engaging employees in the work they
do motivates them to go an extra mile in the workplace which eventually helps in their retention in the organization.
Employee engagement is seen as the extent to which employees value, enjoy and believe in their jobs and their
employer (Beck, 2003). Achieving engagement is the result of a strong relationship between an employee and
employer. In this way, employees are encouraged to have a passion for their work and identify the organization as
more than a place to earn money (Danso, 2013; Kampt, 2006). Likewise, when management show care and concern
for all the employees for them to feel secure at the workplace, it can incentivize them to stay.

Finally, the provision of timely, adequate and relevant training and development opportunities is necessary
to retain current employees and for new employees to gain experience and knowledge of the products (Vinesh,
2014). According to Dhanpat et al. (2018), the provision of training must match the needs of employees and fill
skills gaps, ensuring that workers remain competitive in the business environment. Training and development
suggest to employees that the organization is investing in their development and growth, values them and is likely
to provide a sense of job security (Kraimer et al., 2011). An advantage of this retention strategy is that it does not
only reduce turnover but also enhances employees’ performances and improve their motivation (Samuel &
Chipunza, 2009).

2.2 Empirical Review

Several studies have been done on staff retention within tertiary education institutions with various results. In a
study conducted by Mercer (2003), it was found that staff positively recognition affects employee retention. The
author further recommended that organisations should provide a great deal of personal and team recognition of
achievements with alternative forms of acknowledgement such as memos, mentions in staff meetings, articles in
the newspapers, dinners, and awards. In a similar study, Silbert (2005) observed that by having good relationships
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and open communication with supervisors, workers are likely to stay in an organization. Likewise, Gaiduk and
Gaiduk (2009) review of previous studies revealed that employee intentions to remain with an organization are
influenced by three major variables which are: employee personal characteristics such as gender, age, position
level; the nature of an employee’s current job; and adequate working arrangements including such aspects as the
quality of current supervision, opportunities for promotion, available training, and quality of communication
within the organization.

In another study involving 139 academics from Jordanian University, Al-Omari, Qablan and Khasawnneh
(2009) established that job satisfaction and organizational commitment had a significant positive effect on the
intention to stay among the academic staff. In a similar study at Makerere University, Amutuhaire (2010) found
that remuneration influenced employee retention in the institution. A related study conducted by Mokoditoa (2011)
in Limpopo University revealed that fringe benefits, promotion opportunities, job satisfaction and
reward/compensation systems are the major determinants of retention of academics in the institution. In his
research at the University of Cape Coast, Danso (2013) found that the best predictor of senior staff retention in the
institution was total remuneration and rewards systems. Danso further found that promotion system, information
sharing and training and development influence employee retention at the university.

In a study in Ghana by Kwaw (2015), it was established that factors including training and development,
reward systems and promotion are vital in retaining staff at Cape Coast Polytechnic. Similarly, a study at Agogo
College of Education by Odoom, Opoku and Ayipah (2016a) observed that promotion is a vital factor in employees
desire to stay in the institution. In another study, Odoom, Opoku and Ayipah (2016b) found that promotion is one
critical factor that motivates employees to stay in organizations. Amegatsey (2017) revealed that Takoradi
Polytechnic’s inability to retain most of its pool of teaching staff as a result of poor remuneration, inadequate
fringe benefits and poor welfare packages as compared to their counterparts in the universities. Similarly,
Amegatsey, Odoom, Arpoh-Baah and Okyere (2018) found that promotion is crucial in employee retention
especially in tertiary educational institutions in Ghana. The preceding literature review has demonstrated the
instrumental role that the retention of employees can have on organizational health and success. In the same vein,
the literature review has elucidated the variant factors which account for employee retention across the globe. It is
however noteworthy that these studies were predominantly conducted in public tertiary institutions. It is therefore
unclear if similar results are likely when the study is replicated in the private tertiary institutions. Moreover, the
plethora of literature reviews on employee retention predominantly adopted the quantitative approach which
frustrates our appreciation of the nuances and deeper meaning surrounding the factors identified. Accordingly, this
present study will fill these literature gaps by conducting the study using the mixed method approach and a private
tertiary institution.

)

3. Research Methodology

The study made use of the mixed methods approach. Specifically, the convergent parallel mixed methods design
was adopted. Plano Clark and Creswell (2015) explained convergent parallel mixed methods design as a set of
procedures that researchers use to concurrently collect both quantitative and qualitative data, analyze the two data
sets separately, compare and/or synthesize the two sets of separate results, and make an overall interpretation as
to the extent to which the separate results confirm and or complement each other. Since the study sought to
investigate factors affecting retention at the selected university colleges, it is considered that findings from the
interviews and the results from the questionnaire will help to make the work more reliable. The rationale for the
convergent parallel design is that the two data forms have strengths and weaknesses, but if combined thoughtfully,
then the strengths of one data form may be able to offset the weaknesses of the other form (Plano Clark & Creswell,
2015).

The target population of the study consisted of all the senior members of the four selected university colleges
namely, Garden City University College (GCUC), Spiritan University College (SUC), University College of
Management Studies (UCMS) and Christ Apostolic University College (CAUC). The convenience and purposive
sampling techniques were employed in drawing respondents for the study. The convenience sampling method was
used on the basis that most of the teaching staff of the selected university colleges did not have offices in the
institutions where the researchers could easily locate them, hence getting them was very difficult. Thus, the
researchers selected 107 senior members made up of 85 teaching staff and 22 non-teaching staff. For the qualitative
aspect, the purposive sampling method was used to select the Registrars of the university colleges. These officers
play a critical role in HRM at the institutions. In essence, the four Registrars constituted the key informants of the
study. In all, a total of 111 respondents were involved in the study.

The questionnaire and interview guide were the instruments for data collection. Given the mixed method
nature of this study, the use of these instruments is deemed appropriate by the researchers (Babbie, 2004;
Sarantakos, 2005). The questionnaire was used to collect data from the respondents other than the key informants.
For the first research objective, there were 10 items in all. The items on the factors affecting employee retention
were also 10 in all. In both cases, a scale of 1 to 5 was used, with 5 representing strongly agreed (SA) and 1
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representing strongly disagreed (SD). The interview guide was used to collect data from the Registrars. The issues
in the interview guide were informed by the items in the questionnaire. The Cronbach alpha coefficients of the
questionnaire to research objectives 1 and 2 were calculated and the reliability was determined to be .80 and .70
respectively. These reliability results are in line with the expectations of George and Mallery (2003).

Data generated through the questionnaire was edited to ensure that there were no inconsistencies before
coding was done. Collected data were processed using the SPSS version 21.0. The researchers relied on frequencies,
percentages and Kruskal-Wallis in analyzing the quantitative data. For the frequencies and percentages, the
responses for strongly agreed (SA) and agreed (A) to each statement were merged into agreed for easy appreciation.
The same approach was adopted for responses for strongly disagreed (SD) and disagreed (D). Data generated from
the interview guide were transcribed verbatim and grouped according to the various themes to satisfy the purpose
of the study. As part of research ethics, the purpose of the study was explained to the respondents before the
collection of data. Also, participants were assured of confidentiality and anonymity of information provided, and
that participation was voluntary. The consent of all respondents was sought before the collection of data.

4. Results

The results and discussion section is presented in two parts. Part one concentrates on the background information
of the respondents whilst part two looks at the results based on the specific objectives. The background
characteristics of respondents were discussed with regard to sex, years of experience and the categories of the staff
of the selected institutions. There were about 79 percent of the respondents were males while about 21 percent
were females as shown in Table 1. This implies that the workforce of the institutions was dominated by males.
Table 1: Sex Distribution of Respondents

Sex of Respondents Frequency Percentage
Male 88 79

Female 23 21

Total 111 100

Source: Field Survey (2018)

The finding on sex distribution is vital because according to Luddy (2005), and Murrary et al. as cited in
Danso (2013), sex influences the employees’ perception of retention. Murrary et al. further observed that men tend
to be influenced by factors such as remuneration, while females tend to perceive higher satisfaction with
relationships with co-workers than males.

The study further explored the respondents’ total number of years spent with the universities. From Table 2,
it is clear that 52.2 percent of the respondents had spent between 1 and 5 years whilst 34.2 percent had spent less
than a year with the institution. This means that the majority (86.4%) of the respondents had spent between one
and 5 years with their institution. This indicates that they had relatively relevant experience in their institutions for
goal accomplishment. The importance of experience in tertiary education has been stressed by Gascard, as cited
in Kwaw (2015). The author submits that experience of personnel is vital in the efforts of tertiary institutions to
improve their staff capacity. Odoom, Kyeremeh and Opoku (2014) subscribe to the argument that employees need
some level of experience to be competent in their organizations.

Table 2: Years of Working Experience of Respondents

Years of experience Frequency Percentage
less than 1 38 342

1-5 58 523
6-10yrs 10 9.0

Above 10 5 4.5

Total 111 100.0

Source: Field Survey (2018)

Lastly, on the background features, the study looked at the categories of the staff at the institutions. The
results are summarized in Table 3. It is clear from Table 3 that while 70.6 percent of the respondents were academic
staff whilst 29.4 percent were within the category of non-academic staff. This shows that there were more academic
staff members at the institutions than non-academic staff. This situation may be a symptom of the fact that the core
mandate of the institutions is teaching and so would employ more teaching staff to help achieve this mandate with
seemingly a little focus on the employment of non-academic staff.

Table 3: Categories of Senior Members

Category of staff Frequency Percentage
Teaching 85 70.6
Non-Teaching 26 29.4
Total 111 100

Source: Field Survey (2018)
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4.1 Expectations of Senior Members which influenced their decision to work at the selected university
colleges
The first research objective sought to explore the expectations Senior Members had which influenced their decision
to accept employment in the selected institutions. The results from the questionnaire have been presented in Table
4. Several revelations were made. Most of the Senior Members stated that high salary, better working conditions,
more training opportunities, career development opportunities, and a favourable working environment were the
expectations that influenced their decision to accept to work at the institutions. Other expectations were increased
participation in decision making, challenging tasks, recognition and appreciation, and more prestige in society.
From Table 4, it can be seen that 85.6 percent of the respondents generally agreed that they chose to accept to
work with the institutions because they had expected to receive salaries higher than they received from their
previous institutions. Similarly, 67.7 percent of the respondents stated that they expected better working conditions
in their institutions upon assuming office whilst 71.5 percent pointed to more training opportunities than what they
had expected to be given to them in the institutions.

Again, 72.5 percent had expected the institutions to offer them opportunities to effectively utilize their talents
and skills, with 73.9 percent who had expected a favorable working environment. Besides, the study revealed 63.7
percent of the respondents expected their institutions to enable them to have increased participation in decision
making and 60.5 percent taught they were going to be given more challenging tasks in the institutions. Other
expectations include more recognition and appreciation (69.9%), and more prestige in society (63.4%). It is
obvious from Table 4 that the most dominant expectation of Senior Members was higher salary.
Table 4: Expectations of Senior Members which influenced their decision to accept to work at the
Universities

Expectation- I expected to have/receive: SA (%) A (%) D (%) SD (%)
Higher salary by joining the institution 46 39.6 5.6 8.2
Better working conditions 37.8 29.9 21.3 11

More training opportunities by joining the institution 39.6 31.9 21.6 6.9
More career development opportunities 36.6 39 9.2 14.6
Talent and skill utilization 31.9 40.6 19.6 7.9
Favorable working environment 42.9 31 21.9 4.2
Increased participation in decision making 33.8 29.9 18.9 17.4
More challenging tasks 31.7 28.8 19.9 19.4
More recognition and appreciation 38.9 31 18.7 11.4
More prestige in society 29.8 33.6 22.8 13.8

Source: Field Survey (2018)

4.2 Factors which would influence Senior Members’ decision to stay in the selected university colleges

The second study objective looked at the factors which would influence Senior Members’ to stay in their
institutions. It could be observed from Table 5 that the majority (65.4%) of the respondents indicated generally
that communication and information sharing is a key factor that would ensure their retention in the selected
institutions. More so, the study found that 61.1 percent of the respondents generally agreed that more training and
development opportunities could cause them to stay with their institution while 38.9 percent generally disagreed.
This means that many (61.1%) of the Senior Members can be retained in the institution provided they have the
opportunity for more training and development.

Again, it is clear from the same table that about 62 percent of the Senior Members believed better promotion
could cause them to stay with their institution while about 38 percent generally disagreed. By implication, most of
the Senior Members believed with better promotion systems in place they are prepared to stay with the institution.
In the same vein, most (61.5%) of the Senior Members were prepared to stay with the institution on the condition
that there would be more chances to utilize their talents and skills.
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Table 5: Factors which would influence Senior Members’ stay in the institutions

Factor that would influence retention SA (%) A%) D(%) SD (%)
Communication and information sharing 29.6 35.8 21.6 13
Training and career development opportunities 28.5 326 225 16.4
Better promotion system 30.5 31.6 20.4 17
More chances to utilize their talents and skills 25.9 35.6 20.5 17
Conducive working environment 34.5 29 20.5 16
Employee engagement 31.6 29.5 18.5 20.4
More challenging tasks 28.9 27.6 19.9 23.6
Better remuneration 46.3 31.9 10.6 11.2
Increased recognition and appreciation 28.6 35.8 21.6 14
Care and concern for employees 36.8 37.6 14.8 10.2

Source: Field Survey (2018)

Furthermore, while about 64 percent identified a conducive working environment as what could influence
their stay in the institution only 42.9 percent disagreed that increased employee engagement could influence their
stay in the institution. Additionally, more than half (61.1%) of the respondents said employee engagement would
influence their retention in the institutions. Other factors affecting include better remuneration (78.2%), increased
recognition and appreciation (64.4%), and care and concern for employees (74.4%). In fact, of all the factors that
can influence Senior Members to stay with the institution, the issue of better remuneration (78.2%) was found to
be the most commanding factor, followed by care and concern for employees (74.4%).

4.3 Differences in the views of Senior Members of the selected institutions about the factors which would
influence their retention

The third and final objective of this study determined the difference between the views of Senior Members of the
selected university colleges on the factors which would influence their retention in the institutions. A Kruskal-
Wallis test analysis was employed in addressing this objective (Table 6). The significance level (p= 0.689) is
greater than the alpha value of 0.05. This shows that there was no statistically significant difference in the views
of Senior Members (academic and non-academic staff) of the selected colleges concerning the factors which would
influence their retention in the institutions. By implication, the views of (academic and non-academic staff on the
factors which would influence their retention were the same regardless of the institutions they belonged. The result
also suggests that factors affecting staff retention should be looked at carefully in all the selected university
colleges to avoid any negative effects on the institutions. Dibble (1999) opines that the retention of employees
needs to be managed effectively in all organizations. The author further identified remuneration, development,
career opportunity, work environment, performance management, etc. as vital in employee retention.

Table 6: A Kruskal-Wallis test analysis of Senior Members of the selected university colleges on the factors
which would influence their retention in the institutions

Institution N Mean Rank X2 Df Sig. (2-tailed)
CAUC 14 56.18 1.432 3 0.698
UCMS 12 55.00
GCUC 42 49.65

SUC 39 57.59
Total 107

(Statistic is significant at 0.05): df = degree of freedom;  X?=chi-square
Source: Field survey (2018)

4.4 Findings from the Interviews

Various findings were made based on the data from the interviews conducted. On the expectations of Senior
Members, one Registrar said, “before I came here, I was receiving very little pay from Ghana Education Service,
so I expected to receive higher salary by coming to work here (Respondent 1).” Another Registrar bemoaned,
“many people are poorly paid here in Ghana. So for many of us when we were coming here we expected to receive
a salary higher than our previous employers offered us” (Respondent 2)”. Still on Senior Members’ before
employment, a different Registrar stated, “many employees expect us to pay them high because of what they hear
concerning salaries in universities generally but there are peculiar situations across all universities especially
private ones (Respondent 3)”.

Other expectations from the Registrar who were interviewed include having better working conditions, more
training opportunities, career development programs, a favorable working environment, increased participation in
decision making, more challenging tasks, increased recognition and appreciation as well as more prestige. One
Registrar indicated, “before I assumed office I spoke with a friend in another university who told me that the
working condition is far better in some of the private universities, so I was expecting to have a better working
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condition (Respondent 4).” Again, in the words of another Registrar, “almost all Senior Members here also expect
that opportunity for training programs and career advancement will be given to them. We also expected to have
more challenging tasks and increased recognition (Respondent 3)”. Thus, the Registrars who constituted the key
informants generally stated that increased participation, more appreciation, and a favourable working environment
as some of the things most staff members had expected to have before assuming office in the institutions.

On the second objective, a number of issues were observed based on the interview results. Themes that
generally emerged include more training and development opportunities, better promotion systems, increased
employee engagement, better remuneration, conducive working environment, among others that could influence
Senior Members to be retained in the institutions. One of the respondents interviewed said that “better
remuneration, training and development opportunities, better promotion systems, increased employee engagement,
and conducive working environment largely determine the rate of retention in the university college (Respondent
2).” Additionally, the researchers observed that employee engagement was an important factor affecting retention
in the institutions. The Registrars believed that when they are involved in decision making in the organizations, it
makes them feel belong and respected in the institutions leading to their willingness to stay. It is an opportunity to
bring out important issues to the attention of the management of the universities.

Moreover, a different respondent revealed that employee engagement helped to promote retention “when staff
members are involved in key decisions of the school it helps them to think positive of the institution, hence their
desire to stay (Respondent 3)”. Another informant also commented that “our senior members want to be involved
in critical decisions. They think management has to open up and allow them to have a say in the school. But they
are also aware that not in all decisions that we can engage them (Respondent 1).” Another Registrar stated, “we
are trying our best to engage them but some of them fail to turn up when we call for meetings. How do we involve
them if they fail to attend meetings? (Respondent 2)”. Other key informants supported the above claim and went
ahead to indicate that all senior members need to be ready to attend meetings when they are called.

5. Discussion

This section looks at the point of integration concerning the quantitative and qualitative findings in line with the
rules of convergent parallel mixed methods design (Plano Clark & Creswell, 2015). Based on the quantitative data,
it was found that respondents had diverse expectations before their engagement by the selected institutions. Their
expectations include higher salaries (85.6%), better working conditions (67.7%), more training and development
opportunities (71.5%), opportunities to effectively utilize their talents and skills (72.5%), a favourable working
environment (73.9%) and increased participation in decision making (63.7%). Other expectations include
challenging tasks in the institutions (60.5%), more recognition and appreciation (69.9%), and more prestige in
society (63.4%). Also, interviews with the Registrars generally supported the findings from the questionnaire. For
instance, one respondent remarked that “before I came here I was receiving very little pay from Ghana Education
Service, so I expected to receive higher salary by coming to work here (Respondent 1)”. Another Registrar
conceded, “many people are poorly paid here in Ghana. So for many of us when we were coming here we expected
to receive a salary higher than our previous employers offered us (Respondent 2)”. These results from the
interviews largely confirm the issues in the questionnaire as both results suggest that Senior Members had different
expectations prior to accepting employment in the selected institutions. It is imperative to note that expectations
are the very elements that influence people’s decisions to accept to work with organizations although these
expectations may sometimes be unrealistic (De Boer et al., 2002). This is since there is a general lack of knowledge
among many job applicants about the job at the time that they receive an offer (De Boer et al., 2002). When
expectations of an employee are not realized, the worker becomes disappointed and dissatisfied which may force
him/her to decide to quit the job (De Boer et al., 2002).

On the factors which would influence Senior Members’ retention in the institutions, the data from the
questionnaire showed that many factors such as communication and information sharing (65.4%), training and
development opportunities (61.1%), better promotion (62%), more chances to utilize their talents and skills
(61.5%), and conducive working environment (64). Other factors revealed through the data obtained using the
questionnaire are employee engagement (61.1%), better remuneration (78.2%), increased recognition and
appreciation (64.4%), and care and concern for employees (74.4%). During the interviews, one Registrar stated,
“better remuneration, training and development opportunities, better promotion systems, increased employee
engagement, and conducive working environment largely determine the rate of retention in the university college
(Respondent 2).” The Registrars generally said that their involvement in decision making in the university colleges
make them feel belonged and respected in the institutions. This tends to encourage them to stay with the institutions.
One of the Registrar mentioned, “when staff members are involved in key decisions of the school it helps them to
think positive of the institution, hence their desire to stay (Respondent 3).”” In short, the results from the interviews
generally coincide with the quantitative results as both results showed that factors such as more training and
development opportunities, better promotion systems, increased employee engagement, better remuneration,
conducive working environment, among others could influence Senior Members to stay in the selected University
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Colleges. The findings on retention factors can be compared with what exists in the literature. For example, the
finding on communication and information sharing mirrors that of Gopinath and Becker (2000) who contended
that communication and information sharing affect employee retention in organizations. The views expressed by
Gopinath and Becker (2000) have been supported by Taylor and Cosenza (2002). To make communication
effective, Taylor and Cosenza (2002) call for two-way communication which tends to make employees feel
comfortable at their workplace. Again, the result on promotion as a key factor of employee retention is similar to
previous studies (Odoom, Opoku & Ayipah, 2016a; Amegatsey, Odoom, Arpoh-Baah & Okyere, 2018; Odoom,
Opoku & Ayipah, 2016b) which found that promotion is vital in employee retention at the tertiary educational
institutions in Ghana. Again, the finding on remuneration coincides with the findings of Amutuhaire (2010) who
opined that remuneration influenced employee retention in the institution.

The importance of involving employees in decision making has been stressed by scholars such as Danso
(2013), Kampt (2006), and Odoom et al. (2016a). Despite the importance of staff involvement, Odoom et al.
(2016a) observed that academic staff members of the Agogo College were not involved in staff development
decisions made in the institution. Opportunity for training and development has been identified as very important
in the retention of employees (Amegatsey et al., 2018; Jepppesen, 2002; Meyer, Topolnytsky, Krajewski and
Gellatly, 2003; Odoom et al., 2014). Jepppesen (2002) further advises organisations to see employee training and
development as an investment, rather than a cost, with planning and budgeting requirements similar to those
dedicated to capital improvements to strengthen the bond between the organisation and its employees. Again, the
findings on the working environment support previous studies (Bultmann et al., 2005; Ramlall, 2004). The authors
found that a favourable working environment is one of the factors that affect employees’ decision to stay with an
organization. Besides, other scholars (Lawler, 2008; Nohria et al., 2008) support a challenging and creative work
environment to ensure that employees enjoy the work they do and to avoid micro-managing which impedes
creativity. The findings of this study generally provide practical relevance to the Two-Factor Theory since the
study identifies intrinsic and extrinsic factors as vital in the retention of employees in any organization (Chiboiwa,
Samuel & Chipunza, 2010).

6. Conclusions and Recommendations

Several conclusions were drawn based on the findings of the study. First, the expectations of Senior Members
including getting a high salary, better working conditions, more training opportunities, career development
opportunities, a favourable working environment as well as obtaining some form of recognition and appreciation
influenced their decision to accept to work at the institutions. Second, retention of Senior Members in the
institutions could be influenced by factors such as better remuneration, care and concern from employers, more
training and development opportunities, a better promotion system, a conducive working environment, and
increased employee engagement. However, no significant differences manifest in the views of Senior Members
(academic and non-academic staff) of the selected institutions on the factors which influence employee retention.
The management of the selected universities should effectively collaborate with their HR Units to put in place
measures to ensure that applicants with unrealistic expectations are identified during recruitment and selection
exercises to avoid undue pressure from such persons upon employment. The human resource (HR) Units of the
selected universities should effectively collaborate with the HRM experts of the universities to design fair and
proper training and development programs to motivate employees to stay in the organizations. This could be done
by first conducting a needs assessment and also by tailoring training and development programs to suit the career
development goals of both teaching and non-teaching senior staff. The managements should team up with the HR
Units to properly provide a clear and competitive link between senior members’ upgrading and promotion. This
will help to enhance retention among both teaching and non-teaching senior staff of the university. The study also
recommends that management of the universities should conduct a periodic appraisal on the factors which
influence retention and put in place measures to address them to enhance senior members’ satisfaction in their
institutions. This will help instil confidence and enhance the retention of Senior Members in the institutions.
Despite the importance of these findings, the researchers believe that the sample size (111) is relatively small
which can affect the generalizability of the results to larger populations. Likewise, the use of the convenience
sampling method did not allow for a more probabilistic design which could help researchers to thoroughly address
the quantitative aspect of the study.
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