Chapter One
Introduction
1.1 Background to the Study

Retaining talent has become an essential plan for organizations looking to acquire a
competitive edge in the intensely competitive business climate of today. OrganiQ%ks must
ensure that they recruit and retain the right people in addition to the finest @/Dats in order
to achieve their set goals. "Remove my factories, plants, money, Q{g&erything else, but
leave me with my key personnel and in two or three years, I \@Ve everything back™!.
These quotations highlight the importance of human res a business's operation, and

in particular, how vital they are to accomplishing the ’%Q& and objectives of the enterprise?.

Employees are always regarded as an orgarﬁ% most valuable resource as they make up
the bulk of any workforce. Organisa}t@annot satisfy their financial targets, accomplish
organisational goals, or generate lﬂ@ss results without their workforce. The majority of
companies understand how’@ial human resources are to their company's success. A
profitable business may\%e the greatest advantage in terms of technology, level of funding,
market positior{cﬁ@t it cannot advance to achieve any of its organisational or business
goals witho%strong workforce to carry out its various roles and responsibilities. In the past,
empl@would spend their whole lives working for one or two businesses, rising up the
ranks within them?. Nevertheless, the conventional long-term career has abruptly vanished®.
Instead of offering lifetime paid employment and rewards for commitment and loyalty, the
traditional psychological contract now places more of a focus on employees' professional

development?.



One of the largest and most expensive business issues that an organisation may have is
unwanted staff turnover. When an employee departs, the company not only loses the
expensive knowledge base but also needs to reallocate its resources to ensure that business
objectives and plans are carried out. Any team or organisation, no matter how staffed, would
suffer greatly from the loss of a team member or staff member. Work pressure would rise,
employee morale would decline, and in the worst situations, the team or orga 'Q&would
not be able to achieve the intended outcomes. Prior research has indicate@ e contacts
between employers and employees show that people are leaving co@%&s more frequently

in search of higher salaries and opportunities for professi %ncemenﬂ’. One of the

biggest problems that many firms have is retaining k rsonnel. A company's human
resources become increasingly important to its.s al in the knowledge-based global
economy. Higher education institutions arou world are in a similar predicament.

Previous research indicates that a considerable number of highly skilled personnel departed
.
both public and private institutio&és& a result of these important employees' physical
departure and loss of devotio, g(e organisation, there was a drop in their participation in
their core tasks. This i@ﬁcant obstacle that many colleges face in accomplishing their
goals. Nigerian 4 @HS are not exempt from the global dilemma that academic retention
poses to ac%mc administrations’. Based on the increasing number of academics in Nigeria
who%®erring between universities, lecturers frequently move during an academic session?. It
usually takes time to find or hire a substitute employee. In addition, the work that must be
done prior to hiring new staff or obtaining a replacement involves a significant amount of
expenses and labour. Scholars studying human resource management are currently concerned

about the difficult job market and the difficulties in attracting and retaining qualified



candidates. Human resource is currently inundated with resumes even though they are not
hiring or are only hiring for entry-level positions due to the significant shift in the economy,
record-breaking layoffs, and business closures. However, a lot of workers nowadays have
completely different aspirations and anxieties for their careers. Many employees live in
continual anxiety of being the next person laid off or dismissed. In addition, an employee
who is facing challenges at work can be inclined to stick with their currentQQio even

though, a few months prior, they would have aggressively sought emplﬁ nt clsewhere.

Studies observed that the expectations of Senior Members befor: ting employment in
the selected institutions include getting a high salary, b rking conditions, more
training opportunities, career development opportunities,@vourable working environment
as well as obtaining some form of recognition a@preciaﬁon in the institutions. Again,
several factors such as better remuneration‘\gg%d concern from employers, more training
and development opportunities, betteg&notion system, conducive working environment,
and increased employee enga ga\inﬂuenced retention of Senior Members in the

institutions’. Research has nstrated that scholars, on average, transfer universities

annually. Given the @stances, management must determine the cause or reasons for
[ ]
academics' frecﬁﬁ}l\b

Most rela@dies focused on employees’ turnover from the hotel and hospitality industry,

Q

pharmiaceutical industry, as well as health and hospital institutions!!

hanges!©.

12, Taking this into

consideration, it is noteworthy that very few studies have examined the impact of HRM practices
on faculty involvement in Nigerian universities. This context guides the investigation of the
function of HR practices, including pay, career development, and work environment, and their

implications on academic retention in a subset of private colleges in Southwest Nigeria.



1.2 Statement of the Problem

One of the biggest issues facing many organizations today, not to mention academic
institutions in the modern day, is employee retention strategies'®. Staff retention measures in
universities are being undermined by the global turnover of university personnel.
Furthermore, "one of the issues facing many public and commercial enterprises is staff
retention, which is brought on by globalization, which has increased mobi Q)f ighly
trained individuals and exacerbated competition'4. Also, there appeared to @ch of works
on Human resource management practices as related to acaden@lgetention. There is
insufficient existing research or which is outdated and nee &updated. Most related

studies on human resource management were conducte@s ¢ academic domain and not

many studies of this nature have been done in the Ni %context.

In a similar vein, most firms' current grea,\@culty is keeping essential capabilities in-

house. The survey indicates that gifted@cants have a wide range of options because they
are competing not only with for%(a}mpanies but also with one another. Presumably, the
most likely employees to le;@eir employment are the ones with low satisfaction with their
job levels. The key to k g employees on board is to provide them with competitive pay,
recognition, p@d chances for professional growth!'>. Any worker that believes the
promotion s@dards are usually applied unfairly may not give their best, even if they are
physﬁ&availablem. Similarly, it has been discovered that academics find it challenging to
satisfy their retention criteria due to unfavorable working circumstances and a severe
workload!”. This background demonstrates the retention crisis that higher education is
currently facing, and it appears that few research have particularly examined the relationship

between HRM practices and academic retention at Nigeria's private universities.



Academic staff departures, especially of highly wanted individuals, will impact not just the
replacement cost scenario but also the retention of the remaining staff members.
Notwithstanding these advancements, research on academic retention among Nigerian
academics is still not conducted, which is why this empirical study is necessary'®. In addition,
compensation has been found to be a reliable indicator of workers' intentions for remaining
or departing from the company. Workers who want more money might be bi Q%er time
until they find another position with a higher salary. Although this ass@ciation has been
demonstrated by numerous studies, the majority of these investi@ were carried out
S
O

The job analysis procedure, which is essential for both hi@and choosing. This justifies the

outside of Nigeria'®.

requirement for careful hiring and selection. 6®)OHS the creation of successful
performance interventions and process e ents. Training and development are also
said to be important factors in determi@hether or not employees want to stay with their
companies. Employee knowled%érﬁxskill upgrades are made possible by training and
development, which is Wh@ important to look at how it affects academic engagement
because it increases kb commitment. Work-life balance is also crucial for raising
employee prod@ecause employee relationships have a significant impact on output.
Work—life%e affects both skilled worker retention and academic work engagement. It is
agaift{/g& background that this study will examine the role of human resource management

practices on academics’ retention in selected private universities in Southwest, Nigeria.



1.3 Aim and Objectives of the Study
The aim of this study is to examine the role of human resource management practices on

academics’ retention. However, the specific objectives are to:

i. determine the role of human resource management practices on academics’ intention

to stay. \

ii. examine the perceived influence of human resource manageme tices on

academics’ loyalty. ’\

iil. investigate the effects of human resource management

commitment. 0

iv. examine the role of human resource manag@ant practices on academics’

engagement bbe
1.4 Research Questions ®%

Drawing from the research objecti\?® study will provide answers to the following

research questions: @

1. what role do hu%@vurce management practices play in academics’ intention to

stay?
[ ]

2. Wha, aQ}e perceived influence of human resource management practices on
ac cs’ loyalty?

3.\vhat effect do human resource management practices have on academics’
commitment?

4. what are the roles of human resource management practices on academics’

engagement?



1.5 Hypotheses

The following null hypotheses will provide answers to the research objectives:

Hol: Human resource management practices have no significant relationship with
academics’ intention to stay.

Ho2: There is no significant relationship between human resource managemenxlctices

and academics’ loyalty. Q

Ho3: There is no significant relationship between human resource man(ge t practices
and academics’ commitment. Q

Ho4: Human resource management practices have no si@ant relationship with

academics’ engagement. Q

1.6 Scope of the Study b

The study focused on Human Resource m@an‘[ Practices and Academics’ Retention.
The aim was to understand the role of @1 resource management practices on academics’
Retention in selected private univ(&pc\s in Southwest, Nigeria. The HR practices that
influence the retention of em'p&es in organizations are many and varied. As such, the study
focused on the role of r%%ation, recruitment and selection, training and development and

work-life balan@ces, as affecting academics’ retention. Also, the study focused on

only acadeni f in the selected private universities in Southwest, Nigeria. Information
was sm@from the academics with respect of the availability of the retention strategies
being\(ed by their universities to influence their stay. The choice of Southwest is because
the zone is currently the hub of university education in Nigeria. The population of the study

comprises of one thousand, four hundred and twenty (1,420) staff out of which a sample size

of four hundred and fifty-eight was selected for the research.



1.7 Significance of the Study
The findings from this study will be significant in that, will contribute to the body of
knowledge and the gap identified. The study will provide a reference point for future
researchers. The government and the private sector employers can also use the research
findings to formulate policies that will help improve employee retention. The shortage of
X

academic staff and the failure of universities to retain quality academic staff fQﬂ to be

crucial to the changing prospects and potentials of knowledge formation and | !ing. There
are lots of factors which lead to individuals entering and leavinic employment.
Employee retention posits one of the greatest challenges i@ organisations, let alone,

academic institutions world-wide, in contemporary timesQ

The study aims at providing information and gui@ﬁb& the proprietors of universities on
the effect of human resource management @ on the retention of academics. As a result,
the proprietors will understand the ro sk;emuneration, recruitment and selection, training
and development and work-life b@%\as affecting the retention of academics. Similarly, the
study will be of great bene.&%luman resource management practitioners. This is because

the outcome of the @ll help them have a better understanding about the reasons why

employees lea\Q)‘:\Sm
strategies @est such intentions.

to leave their universities and help them to formulate policies and

1.8 IMation of the Study
This study may restrict the results' ability to be broadly applied to other universities because
it is restricted to just four (4) private universities in Southwest Nigeria. Future researchers

should therefore, get more respondents from wider geographical locations, including public



universities. Also, the study's exclusive focus on the academic staff of the chosen private

universities restricted the applicability of its conclusions to other staff levels.

Furthermore, in data collection, it is recommended that future researchers use other intensive
methods apart from the quantitative method, such as personal or telephone interviews.
Meanwhile, in the course of this study, the researcher may have made assum%ls and

conclusions about what should be considered significant or not relevant, Wk@%uld have

S
S

1.9 Operationalisation of the Research Variables %

resulted in the researcher missing out something crucial.

The study will focus on two major constructs, namely hu urce management practices

and academics’ retention, that is: Y= f (x), where Y = Academics’ Retention as a dependent

variable, and X = Human Resource Management &es as independent variable.

Therefore, Academics Retention as @e;dent variable is operationalised with the

following indicators: \(9

Y=1(x, z)

Y =y, y2, Y3 g
Where ﬁ—)ﬁéntlon to stay

y@alw
\%= commitment to work

ya= Work engagement



Similarly, human resource management practices will be measured with the following

indicators:

X = X1, X2 X3, X4
X1 = remuneration packages

X2 = recruitment and selection
x3 = training and development Q\
x4 = work-life balance practices < |:

1.10 Operational Definition of Terms %Q

Key terms used in this study are defined as follow: 0

1il.

Academic Staff Retention: the process or th@&y of an institution to not only
recruit staff, but also to retain competent @rough human resource management
practices.

Career Advancement: Care@sancement is the lifelong process of managing
progression in learmng an@iﬂ(

Private Umve%@enote universities that are founded and owned by private

proprletors such asteligious or faith-based universities

. Retent1< \I Retention is a voluntary move by an organization to create an

enpib ent which engages employees for long term.

\Ny%muneration: Reward for employment in the form of pay, salary or wage

including allowances, benefits like cars, bonuses cash Incentives and monetary value

of the noncash incentives. Used synonymously/interchangeably with word reward.

10



vi. Role: Function or position that something is expected to have in a situation or the
degree in which something is involved in a situation or activity and the effect that
they have on it.

vii. Work Environment- Surrounding conditions in which employees operate including
physical conditions like office, equipment, ventilations as well as psy@i‘(’)gical

conditions like the nature of social interaction with peers, managers and er ates.

C
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Chapter Two
Literature Review
The chapter focuses on a review of relevant literature which are related t Qr&earch
review. The following concerns have been examined in regards tolhufidn resource
management practices, academic retention and its components inn to the selected
private universities. The review will entail an evaluation of e 's@ool of knowledge with
the intention of identifying and filling existing gaps. Thi@) r will explain the theoretical
background of the various variables and concepts %% study including highlighting the
conceptual framework. The chapter is made u e main sections: the conceptual review,

the theoretical review, the empirical @V, summary and gap in the literature and

researcher’s conceptual framework @e study.

2.1 Conceptual Re@@ %

2.1.1 Concept of I%Qn on

'.\
Retention is defined as the process by which a company ensures that its employees don't quit
their jobs. Every company and industry have a varying retention rate, which indicates the
percentage of employees who remained with the organization during a fixed period'.
Employee retention is a phenomenon where employees choose to stay on with their current

company and don’t actively seek other job prospects. The opposite of retention is turnover,

where employees leave the company for a variety of reasons.
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Retention is also considered as all-around module of an organization ‘s human resource
management practices. It is a voluntary move by an organization to create an environment
that engages employees for long term. A positive work environment had the power to
improve employee performance. Similarly, a positive work environment also improved the
employee commitment level and achievement-striving ability significantly. Both yloyee
commitment and achievement-striving ability also improved employee perfor e."While
in the case of mediation, it had also been observed that workplace envitonnient triggered

employee commitment and employee achievement-striving abi@ further improves

The main purpose of retention is to prevent the lo@ompetent employees from the

employee performance?.

organization as this could have adverse effect@%oductivity and service delivery. It
commences with the recruiting of right pﬁ@ d continues with practicing programs to
keep them engaged and committed -tc)\& organization. This can lead to a positive social
change and also establishing em@q and employer relationships, clear communication, and
professional developm%,é\{g implications for positive social change include increasing

employee retention &at ould lead to increased employment, which may improve the

prosperity of el@ees and the local community?.

Knowle@% always embodied in a person; carried by a person; created, augmented, or
improved by a person; applied by a person; taught and passed on by a person; used or
misused by a person. The shift to the knowledge society therefore puts the person in the
center. In the knowledge society, competence is the most important factor in competition on
the global market. That means learning and learning methods now attract great attention in

all branches of the industry, in addition to the learning institutions. The knowledge society
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has brought new expectations, ideas and demands to both teachers and students in a school
system*. Retaining employees whose knowledge has high competitive value is becoming a
critical and well-recognized challenge. Meanwhile, employees’ retention strategy helps the
organization retain its employees, and as a consequence, maintaining organizational memory>.
Such employees are known as knowledge workers in that they have high degrees of expertise,
education, or experience, and the primary purpose of their jobs involves &ation,
distribution or application of knowledge. P. Drucker, who is frequently reférred 0 by present
authors, was probably the first to use the term, in an article entitl agement and the
professional employee”. The scholar described knowledge wotkers further in the book
“Landmarks of Tomorrow”. Drucker’s knowledge wor chose, who possess, utilise
and create valuable knowledge. P. Drucker did nat @18%‘[, however, to precisely define the
group and not being an economist, he did not estimates of their numbers in the U. S.
economy. The most frequently cited deﬁ&%n comes from T. H. Davenport, according to
.

whom knowledge workers posses&(a}igh level of professional knowledge, education or

experience and creation, tran@%’d practical use of knowledge are among the core tasks of

their work®. QQ

.
However, rete@ high performing employees has become more challenging for
managers ,a&és category of employees frequently move from one job to another as they are
bein?\&cted by more than one organization at a time. For instance, research has shown
that medical and information technology (IT) professionals have a strong tendency to leave
the organizations for which they work and the country where they live. Nigeria suffers from a
huge brain drain issue across different sectors, particularly in the healthcare sector. The

WHO assessed that there is a current shortage of 2.8 million physicians in the world’. Nurses'
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intention to leave their job is a worldwide concern. Internal and external brain drain factors
are the main reason for nurses' intention to leave their job. So far, in Sub Sahara Africa,
several observational studies have been done on nurses' intention to leave their job. Nurses'
intention to leave their job also varied from region to region. Therefore, health managers and
stakeholders focus on design sufficient development and career opportunltles positive
working atmosphere, and secure their autonomy?®. High turnover has been a ue in
information technology (IT) organizations. A conceptual model to exp 6mover was
developed and tested in two national samples of IT and IT manufa@n work. The model
postulates that quality of working life mediates the relati tween job/organizational
characteristics and turnover intention’. Migration of Qans has become a global
phenomenon with significant implications for care delivery systems worldwide.
The motivations and factors driving phy5101a igration are complex and continuously
evolving!®. Professionals such as these are re arded as intellectual capital and are necessary

in the knowledge economy; theref ﬁ)\nderstandmg and managing their turnover can have

significant consequences fom@%amzatlon s competitive advantage.

The retention challen ese workers is the result of increasing job mobility in the global
knowledge ec %%tere workers average six employers over the course of a career,
coupled wi e baby boomer retirement, brain drain and a smaller generation of workers
enter\;&(eir prime working age during this time. It is occurring in all types of organization
across all management levels. Voluntary and involuntary turnover would have a linear

negative and an inverted U-shaped relationship with organizational performance, respectively

and that an absolute turnover measure can prevent us from revealing the distinct effects of
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different types of turnover. Absolute turnover rates can mask the complex and dissimilar

impact that various types of turnover have on organizational performance!!.

Employees with scarce skills are in great demand by the South African government and are
becoming difficult to source!?. When these categories of employees are eventually sourced,
they become even more difficult for government to retain. It is not only govemms&that is
finding it difficult retaining highly skilled employees. The private sector ma so admit
that one of the most difficult aspects of their jobs is the retention of eniployees in their
Organization'®>. Most of the time when these employees move, t igrate to competing
Organization with the knowledge and trade secrets acqu@from their former thereby

creating an even more critical situation for the latter'. Q D
Employee retention is the most imperative t or the organization because hiring of
qualified candidate is essential for orge@ but their retention is more important than

on the orientation and training of potential

hiring, because a huge amount {(_%g&ﬁ

employees!®. When employae“gé the job, Organization loose not only the employees, but

also lose customers an@ who were loyal with the employee, knowledge of production,

current projects, e(&)'&;’tors and past history of the organization'®.

Previous ;tb@s indicates that several factors are considered influencing in a well-
funcﬁql/gg of employee retention!’. The determinants considered to have a direct effect are
career opportunities, work environment and work-life balance. The reasons to stay are work
environment, rewards, growth and development and work-life balance'8. Studies have shown
that why long-serving staff had remained in their jobs was as a result of some key factors that

served to retain them, some of which are training and development and supervisor’s support!®.
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2.1.2 Importance of Retention
A common misconception is that an organisation only needs to implement a retention
strategy in times of high voluntary employee turnover. However, many successful companies

go to great lengths to keep their staff, despite having a low turnover rate.

Employee retention strategies have a halo effect. They not only make employees stay\in your

company, but also boost productivity and promote higher levels of en t which

O

The main goal of any retention strategy is to keep turnover a o%osmble In order to do

ultimately increases revenue.

this, it has to improve the employee experience. Our @ ofm helps improve important

elements of employee experience, such as wellbei 18% and recognition.

Take Celebration hub, for example. It incler 35 different rewards, including big brand
store cards and subscription boxes. W, %tter way is there to show your appreciation than
rewarding an employee with a s@se gift voucher for their favourite restaurant? Plus, you
also have the option o !®ogether a custom reward, for that personal touch. High staff
turnover over rates a ﬁ:redlbly disruptive to business growth, so it is important your
organisation caﬁ.}bp hold of its staff, of course, new hires are good as it means you are
growing ey can introduce fresh ideas and different ways of working that drive your
busirkﬁy%orward. In most cases, companies want to hold onto their employees to prevent
these five detrimental factors from occurring: High employee turnover costs, Low

engagement, Poor customer service, Low efficiency, Negative cultural changes.
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Now, the causes of high turnover between organisations can differ. So, regardless of industry,
we’ve listed the most common reasons employees give for resigning. We then discuss why
employee retention is important and the negative factors it can prevent. To conclude, we’ll
explain why training is an effective retention tool and offer five useful retention strategies for

your business.

They not only make employees stay in your company, but also boost productivity and
promote higher levels of engagement, which ultimately increases revenue. The main goal of
any retention strategy is to keep turnover as low as possible. In order to do this, it has to
improve the employee experience. Recognition and rewards, training and career
advancement opportunities, effective communication, and pay, compensation, and benefits

are effective in helping to reduce employee turnover?.

2.1.3 Concept of Human Resource Management

The term human resource was first ugeduft the early 1900s and then more widely in the 1960s,
to describe the people who work ot the organization, in aggregate?!. As expected, different
scholars had workeds oh “human resource management. Of a fact, human resource
management means “different things to different people, but there will be a common

denomination in‘all the definitions. Some of the definitions shall be examined here:

Hunian “Resource Management is the “planning, organizing, directing, controlling of
procurement, development, compensation, integration, maintenance and separation of human

resources to the end that individual, organizational and social objectives are achieved”??.

Human Resources — personal management is “that part of management which is concerned
with people at work and with their relationship within an enterprise. Its aim is to bring
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together and develop into an effective organization of the men and women who make up
enterprise and having regard for the well-being of the individuals and of working groups, to

enable them to make their best contribution to its success”%.

“Human Resource Management is concerned with the people’s dimension” in management.
Since every organization is made up of people, acquiring their services, develap&g their
skills, motivating them to higher levels of performance and ensuring that tntinue to
maintain their commitment to the organization is essential to a&glorganisational

objectives. This is true, regardless of the type of organizati@emment, business,

education, health or social action”?*. 0

Q

From the different definitions, one can easily dedu%t t human resource management is

basically about the people and their relationship=to work environment. This was much

espoused by some of the scholars stated @;:

Also, Human resource managen@@RM) is defined as the practice of recruiting, hiring,
deploying and managing an %ization's employees. It is often referred to simply as Human
Resources (HR). The Q\ed further that a company or organization's HR department is

usually respo 1bk\ creating, putting into effect and overseeing policies governing

workers a@ relationship of the organization with its employees?>.

@

Human resource management is a process utilized by companies to improve the efficiency
and effectiveness of their employees. It helps them gain a competitive advantage by
developing and implementing strategies and procedures designed to enhance their
performance.

Human resource management is a process that involves the management of employees. It
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involves overseeing various aspects of an organization's operations, such as hiring, training,
and development. The HR department is also responsible for overseeing the design and
implementation of employee-benefits programs and systems. Human resources (HR) is also
concerned with the various aspects of industrial relations and organizational change. These
include the development and implementation of policies and procedures that are geared
toward addressing the needs of employees. The goal of HR is to ensure that an organization
can achieve its goals by attracting and retaining the best possible talent. This process can be
carried out through the recruitment and training of employees, as well as the establishment of

policies and procedures designed to improve the organization's operations?®.

The HR department is responsible for overseeing the development and implementation of
policies and practices that help organizations achieve their goals. It also ensures that the
company's policies and procedures are in compliance with the laws in different jurisdictions.
Since different laws apply to different geographic areas, HR managers must be familiar with
the laws in their local jurisdictions. In the US, there are various federal laws and regulations
that regulate the hiring and firing of workers. One of these is the Fair Labor Standards Act
of 1937, which provides workers with the right to earn overtime. The 1964 Civil Rights Act
of the US prohibits employers from discriminating against employees based on their race, sex,

and age?’.

The Remuneration Act's compliance is one of the most crucial aspects that HR professionals
take into account when putting policies and procedures into place. When putting rules and
processes into place within an organisation, HR professionals must take compliance with the
Remuneration Act into account. The Remuneration Act generally sets forth the legal rules

and regulations that employers must follow with regard to wages, salaries, and benefits. It
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also regulates how employees are compensated®®. By doing this, the company may make sure
it complies with the law and safeguard itself against any legal repercussions. When
employees are authorised to form a labour union, an HR representative usually serves as the
company's liason®.

Through its representatives, the HR department regularly engages in lobbying efforts on

behalf of the company. These efforts are usually focused on improving the policies and

practices of government agencies.

The HR department is responsible for various functions, such as hiring and training new
employees. One of the most important factors that the department considers when it comes to
implementing policies and procedures is the availability of qualified candidates. This ensures
that the company is able to attract and retain the best talent. Before starting a recruitment
process, HR managers must create a detailed recruitment strategy that includes a plan of
action and a list of potential candidates. They can then use the company's hiring resources to
find the ideal candidates. Since every company has its own requirements when it comes to

hiring, the process is very competitive™.

Mass media and social media are some of the tactics that HR professionals use to attract and
retain potential employees. The next step is to develop and implement effective training and
development programs. This process involves continuously improving the skills and abilities
of employees. Aside from regular benefits, such as performance appraisals, motivation is also

important to keep employees motivated®!.

Rewarding, appraisals, and employee benefits are some of the factors that HR professionals

consider when it comes to attracting and retaining the best talent.
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As a company grows, it becomes more important that its HR department is able to
accommodate its employees' diverse backgrounds. This department is also responsible for
developing and implementing policies and procedures that will help employees communicate
with their international colleagues. In start-up companies, the HR department is typically led
by a dedicated group that focuses on the various tasks and responsibilities of the position. In
larger organizations, the entire department is dedicated to the discipline, with the members
working on strategic decisions and implementing policies and procedures. To further develop
the skills of the HR professionals, various organizations have established programs that are

dedicated to the subject??.

Organizations that are involved in the field of HR may produce publications that are focused
on specific areas. This discipline is commonly used in studies related to industrial and
management psychology. Several research articles related to this field have appeared in
academic journals. One of the most common challenges that HR professionals face is the
concept of unitarism, which refers to a company's unity. This concept involves working

together with both the employees and the employers to achieve a common good*.

Around half a million HR professionals are in the US, and millions more around the world.
The chief HR officer or director is regarded as the most prominent HR executive in an
organization. He or she is usually responsible for overseeing the day-to-day operations of the
department and working with the board of directors. The HR department is generally
categorized into two main categories: generalists and specialists. Generalists are usually
responsible for providing administrative support to employees, while specialists are usually

focused on the development and implementation of policies and procedures’*.
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Human resources generalists are expected to perform various duties depending on the needs
of their employer. On the other hand, specialists are usually responsible for the day-to-day
operations of the department and working with the board of directors. Some practitioners will
spend their entire career as a generalist while others will choose a path that is more related to
the discipline. The HR department has been regarded as one of the best jobs in the US for
several years. According to various organizations, such as CNN Money, the position is

highly desirable due to its pay, benefits, and personal satisfaction?>.

In addition to being responsible for the day-to-day operations of the department, HR
professionals can also perform various tasks and activities related to the outsourcing of tasks.
In 2007, there were over a thousand HR consultancies globally. The top five companies that
generated the most revenue in the industry were: Deloitte, Ernst & Young, PwC, Watson
Wyatt, and Aon. In 2010, CNN Money ranked the HR department as one of the best jobs in
America. Some individuals with PhDs in the HR field are professors who are known to teach
various HR principles at universities and colleges. These individuals are usually found in the
departments of management or HR. Aside from teaching, these professors also conduct

research on topics related to the HR domain?®.

Development and training professionals are responsible for ensuring that employees are
equipped with the necessary skills and knowledge to perform at their best. This can be done
through various programs and initiatives, such as performance evaluations and training.
Employee relations are also concerned with issues related to discrimination and
harassment. The development and implementation of employee benefits programs is a

process that involves the management of multiple aspects of an organization's operations.
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This can be done through the recruitment and training of employees, as well as the

establishment of policies and procedures designed to improve the organization's operations?”.

The concept of HR was first introduced during the early 20th century as researchers started
documenting the various ways in which businesses can improve their performance through
the management of their workforce. Initially, human resources was mainly focused on
transactional work, such as the development and implementation of employee benefits
programs. Due to the various technological advancements and globalization, HR has shifted
its focus to more strategic initiatives. These include the establishment of talent management,
diversity and inclusion, and industrial relations. Due to the increasing number of companies
globally, they are now focusing on the recruitment and training of employees to ensure that
they are equipped with the necessary skills and knowledge to perform at their best. New
hiring can also be very expensive, as it can increase the risk that a new employee will not be

able to adequately replace the previous one’®,

The goal of the HR department is to provide employees with the best possible benefits, which
can help them maintain their psychological ownership and commitment. Chai, Stutter and
Barney further provided four broad categories for human resource management objectives as

follows>:

1. Societal Objectives: Measures put into place that responds to the ethical and social
needs or challenges of the company and its employees. This includes legal issues such as

equal opportunity and equal pay for equal work.
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2. Organizational Objectives: Actions taken that help to ensure the efficiency of the
organization. This includes providing training, hiring the right number of employees for a

given task or maintaining high employee retention rates.

3. Functional Objectives: Guidelines used to keep HR functioning properly within the
organization as a whole. This includes making sure that all of HR's resources are being

allocated to their full potential.

4. Personal Objectives: Resources used to support the personal goals of each employee.
This includes offering the opportunity for education or career development as well as

maintaining employee satisfaction.

5. Evolution of Human Resource Management

An online resource material, What is Human Resources.com observed that Human
resource management evolved from the Personnel management which was erstwhile
management system which used to manage employees. According to the site, to know
evolution of personnel management one needs to see the history of centuries of research

by great psychologists on human behaviour and their response at particular situations.

Accordingly, the source mentioned Elton Mayo who was a psychologists from the
Australia, who did many experiments on human behaviour at different situations in 1924.
He strongly believed in work life balance for improving productivity of workers and did
emphasis on human relations influence the productivity of workers and finally he has

been regarded as father of Human resources management®,

-Human Resource Management Practices
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The Human Resource Practices that influence retention of employees in organization are
many and varied. Such include remuneration, recruitment and selection, training and
development, work-life balance, supervisor support, recognition, feedback and support,
communication, leadership, job design, career advancement, organizational climate, nature of
work among others. However, this study will only focus on the role of remu&eration,

recruitment and selection, training and development and work-life balance pracle.

-Human Resource Management System /\Q/

A human resource management system is a type of software that ¢ $ various processes
and systems to provide a more efficient and effective rnannt of employees. It can be
used by both small and large businesses. A human re&@software is a type of software
that is used by businesses to manage various H@ctions. These include recruiting and
hiring, training and development, and e performance management. A human
resource management system can b@ to make sure that the various processes and
procedures related to the mana%ge t of employees are easy to access*’. This type of
software is commonly a@ed into two categories: software for data processing and
software for enterpri%re rce planning. The origin of an ERP system can be traced back to

software that c‘nnz\% arious applications into a single database. This allows for the linkage

of humaw&éhrce and financial modules. This distinction separates an HRMS from a
genex&ution“.

-Human Resource Information Systems
In addition to being responsible for the day-to-day operations of the department, HR
professionals also handle various tasks and activities related to the outsourcing of tasks.

Usually, they handle large amounts of paperwork, such as department transfer requests and
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confidential employee tax forms. With the use of technology, HR professionals can now
store and retrieve documents in an electronic format, which eliminates the need for physical
files and allows them to work more efficiently. The use of technology has also allowed HR
professionals to access and store documents in a more streamlined manner. This eliminates
the need for them to manually enter information and helps them keep track of all of their
candidates. Having all of the necessary information in one place allows thebQAnaiyze it
quickly and easily**. Q/

The use of technology has greatly impacted the HR practices of or @ns. It has allowed
them to improve their efficiency and reduce their costs. In a iﬁ% being able to provide
more effective and personalized services, technology ha@%owed companies to operate
more efficiently. The use of technology has als gﬁ% impacted the recruiting process.
Before, HR professionals relied on traditional s such as word of mouth and printing in
publications to fill positions. However, d e\b the lack of access to millions of people, the
lead time for new hires was often @nd tedious*. One of the most important advantages

of using e-recruiting tools S{;mgfﬁey allow HR professionals to post and track all of the

details of their job openi%g one place. This eliminates the need for them to manually enter

information ant@em keep track of all of their candidates.

- Career @cement

Careh\gcancement opportunities refer to the degree an employee perceives his or her
chances to grow and be promoted within the organisation. Employees expect to work in jobs
that provide them with opportunities to be promoted to new and challenging positions. Career

growth opportunities are key ingredients that shape employee motivation, development, and
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commitment to organisations. Lack of career progress can exert pressure on employees’

perception of the value of their career prospects within an organisation.

Career advancement opportunity provides employees’ psychological safety that makes them
more motivated towards their work. Also, a lack of personal growth in organisations results
in career plateau, which in turn leads to increased employees’ intentions to quit*®. EARIOYGGS
who find themselves in jobs that offer fewer career advancement opport@ , tend to
develop job-hopping intention 4’. Career plateau is thus seen as a majo@&ﬂﬁting factor to
employees’ intention to quit organisations. Employees who per@areer stagnation are

likely to have a higher turnover intention. 0

Q

It was opined that where there is an open policy@romotion within an organisation,
workers would see less need to seek career @pment or remuneration improvements
elsewhere, provided the policy is seen tOX(}(;EG in an openly and fairly manner*. Internal

lates to employees’ engagement and negatively

career development opportunity p@

relates to employees’ intenti% leave®. Employees that are enthusiastic and actively
looking for the opport@ career advancement tend to change jobs more often, as they

search for every al@ve and available opportunity to improve their job*’.

Similarly, ’S tion for academic staff is dependent on teaching, research and publications.
Prorh\ti}zﬁl procedures in African Universities were long, stressful and cumbersome, while
the requirements were unreasonable®!. There is evidence that promotion opportunity
determines academics’ intention to either stay or leave2. They tend to be dissatisfied with the
University; whose promotion criterion is considered tedious. Hence, some academics will

leave their current University to pursue a career at another institution. Building on this
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evidence, this study intends to further establish a relationship between remuneration and job-

hopping intention.)

- Work Environment Management

Work environment is one of the factors that affect employees’ decision to stay with the
organization. Work environment includes a friendly, well designed, safe physical e, good
equipment and effective communication which will improve productivity>:. designed
and organized offices and work areas make significant differences to Q&dple feel about
their work. People enjoy to work in those organizations tha @Vide positive work
environment where they feel they are making a contributo the achievement of the

organization‘s objectives and moving the organization @54.

(o)

Working conditions refers to a work environme:b promotes the efficient performance of
job tasks by employees and touches on aspecéts'such as space, tools and equipment, hours of
work, internal customer support fro\é;\}é dministration departments, nature and tenure of
contract, safety in the workp.l\a%gd requisite support from supervisors>. All these make job
performance easier. In%@al perspective, work environment focuses on physical aspects
such as, heavy lif&\\’ ise and exposure to toxic substances®®. However, characteristics of
work envirohment#vary in services sector as compared to production sector because it has to
interact%% the clients/consumers. The interaction between employees and clients or
custc&s move from physical to psychological dimension®’. They assert that the

physiological environment consists of workload, decision, support, stressors, and attitude

among others.
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Working environment that is comfortable, relatively low in physical and psychological stress
and facilities attainment of work goals will tend to produce high levels of satisfaction among
employees. In contrast, stressful working environment result to low levels of satisfaction.
Heavy workloads, including assignments to teach large classes may generate hostility

towards the organization and diminish levels of faculty commitment to the institutxls and

A real-life job preview is a tool that an organization uses to ¢ % ate the positive and

mostly affects employees ‘retention negatively>®.

-Realistic Job Preview

negative characteristics of a job. It can also help employees areas of their potential
work that they can improve. This type of descrlptloﬁgd also provide a well-rounded
picture of the individual's obligations. A descripti (ba type of document that describes an
organization's operations and policies. Its\\@fgcludes various details such as the work
environment and company rules. The ﬂ!{' ommon type of job preview is the psychological
contract between an employer ar%q mployee. This document provides an overview of the

various aspects of the o ia@&ons operations and policies and helps employees determine

what they should exp the company.

A realistic j% ew is a type of contract that an employee and an employer can negotiate.
It allowg%ntial employees to know the details of the job that they're applying for, such as
the hours and pay, as well as the company's culture and work environment. The goal of a job
preview is to make sure that the candidate is aware of the job's requirements. The positive
effects of a realistic job preview can be seen in the lower turnover rate. It can also help build
a strong relationship between the candidate and the organization. However, it can be very

unsettling for new employees when they are suddenly surprised by the details of their job.
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If a new employee accepts a job without a psychological contract, it undermines their trust

and the agreement>’

Also, if they're not informed about the job's requirements, they might end up applying for a
position that isn't right for them. Having a good understanding of the job's requirements can
help an individual make an informed decision when it comes to choosing a cc%ny. A
realistic job preview can help an organization reduce its turnover rate by abouOOO over
a five-year period. It can also help build a strong relationship betweerv%g(didate and the
organization. Having a detailed job preview is very important fo Qemployees as it can
help them make an informed decision when it comes to appl)@for a job. The importance of
a realistic job preview can also be seen in the attitudes @ aviors of new employees when

they start working for a new company®. gb

A good job preview can help an organ@q:guild a strong relationship with its potential
[ ]

employees. However, if the promis@ﬁ“e pectations of the company aren't met, it can lead

to dissatisfaction and createa@ve impact on the organization's operations. For instance,

if an organization conti Q’y overemphasizes the benefits of its products and services, it

will not be able to\?%he expectations that it had previously set.

- Domest@uiry

Hunﬁ@&ource management is a process that involves conducting a domestic inquiry
against an employee for alleged misconduct. This type of investigation is usually carried out
after the management has issued a show cause letter to the employee. The purpose of this
process is to find out what happened to the employee and how it affected the company's

operations. After the show cause letter has been sent, the domestic inquiry can then start®!.
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The concept of objectivity is also demonstrated in the way that an employee is allowed to
present his or her case. This is because the investigation process is conducted according to
the rules set by the law. Some countries have laws that cover domestic inquiries. For instance,
Section 75 of the Indian Industrial Relations Bill provides that domestic inquiries can only be

The domestic inquiry is a fact-finding exercise that is only conducted Eine the
n

conducted for 90 days.

reasons behind an employee's actions. It does not determine whethewr the employee
should be disciplined. Moreover, it can be questioned on all the ava facts and arguments.

The management can also use the findings to defend its deci

- Employment Agencies ; be

An employment agency is a type of organizatio matches employees with employers. In
developed countries, various private b %es also operate as employment agencies.
In 1650, Henry Robinson proposed\@bi\&'r tion of an employment agency that would link

employers with workers. H()ng, the British Parliament rejected his proposal. He then

opened a different busi@is type of agency lasted only a short time®?,

The concept c(é:@shing public employment agencies was first used in developed
countries %@g the twentieth century to fight the unemployment rate. The first organized
labot%g&nge in the UK was established in 1871 by Alsager Hay Hill in London. This was
followed by the establishment of the Labour Bureau Act 1902. This movement was prompted
by the Liberal government's 1909 Labour Exchanges Act. Today, the country's public service
provider for job searching is Job Centre Plus. In the US, a federal program for job services

was launched during the New Deal. The Wagner-Peyser Act of 1933 was the initial
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legislation for this type of program®. Today, job services are provided through a variety of

one-stop centers.

2.1.4 Remuneration

Remuneration is an attribute that cannot be ignored when referring to employees’ intention to
leave or stay. It involves all financial rewards such as salary received at the\end of
performing a job, bonuses on workload, promotion allowances as well as fri eﬁts64’ 63,
Prior scholars have investigated the influence of remuneration on tugdover™titention. They
have agreed on the fact that financial incentive systems serve a Qotivating factor for
employees’ purpose and basis upon which employees assess ay they are valued by their
N

To job-hopping intention, a higher salary is o ited as the main reason for employees

employers®®

changing jobs frequently. Employees ma $ way to higher levels in their career ladder,
as each job change brings with it@}hﬂ% in pay and position®’. Payment inequality or
unfairness between employee@ have the same qualifications and experiences, increase
turnover intention and act Qb‘nover“. Employees whose salaries fall short of the prevailing

salaries in the labaéfrket may feel undervalued by their current employers and may end

up looking agaﬁployer with better remuneration.

O

This bgWation further reveals a negative relationship between high rewards and turnover
intention®. Internal rewards equity has also been identified as a push factor in employee
turnover intentions’. As puts it “When two or more employees perform similar work and
have similar responsibilities, differences in pay rate can drive lower paid employees to quit”.

This is supported by the Expectancy Theory as discussed in the theoretical framework of the
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study. Employee engagement is characterised by how the employees think or view the
remuneration they receive’!. When equity is lacking in terms of remuneration satisfaction,
turnover intention among lecturers will increase’>. Thus, the need to further examine
remuneration as a predictor of job-hopping intention among academic staff in Nigerian

Q@\

nly basic

Universities.

Remuneration is the total compensation received by an employee. It includ

salary but any bonuses, commission payments, overtime pay, or otheu%gﬁ benefits that
an employee receives from an employer. She explained furthe Remuneration may
include direct payment of money or taxable fringe bene@uch as personal use of a
company car. She however said, perks of offices, s holiday trip abroad cannot be

categorised under Remuneration because they areé%oney that ended up in an employee's

pocket. ®%

Defined differently, remuneration is@%@e of compensation or payment that an individual
or employee receives as pa)\qgl for their services or the work that they do for an
organization or compa%%ey expanded the definition further by saying that it includes
whatever base sala\& employee receives, along with other forms of payment that accrue
during the ceurse=6f their work, which includes expense account funds, bonuses, and stock
options@%on the meaning of remuneration, it refers to overall monetary and non-monetary
compensation that employees or independent contractors receive for providing services to an

organization or company. The employment contract breaks it down into the base salary,

bonuses, incentives, overtime payments, commissions, vacations’*,
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Remuneration is clearly central to employment relationships. How much employees are paid
and in what form is an issue that matters hugely to them’®. For commercial organizations, it
is a major determinant of both profitability and competitive advantage. The aim is to design
competitive reward packages which serve to attract, retain and motivate staff, while at the

same time keeping a lid on the costs so as to ensure the organization‘s comm&mll and

R
SMO

Four categories of rewards were identified, each of which has equal po% ignificance as

financial viability.

a source of reward from the employees' perspective’®. The categor , Individual rewards
such as base pay, contingent pay, bonuses, incentives, shares@proﬁt sharing often referred
to as compensation. Transactional rewards include pen%@olidays, healthcare, other perks
and flexibility. Relational rewards include care@elopment while communal rewards
comprise leadership, organizational Valuess\\@ and recognition, and achievement among

other, both monetary and non-momf@ewards and incentives can enhance employees

‘motivation and attachment to &@g(a?\ization”.

Another factor discuss% \t the effect that remuneration can vary depending on how an
individual is ty ic&\(y’%aid, meaning, whether they are a salaried worker, if they get paid
based on C(%HQOH, and if they regularly receive tips as a part of the work they do’®.
Remun rb‘t is also used as a bait. This the team explained by saying that by some
instanﬁ’s, lot of companies may try to attract or hire desirable employees off of another
company by offering them better remuneration, meaning, higher pay, more benefits, and
better perks. This business tactic is known as a “golden hello.” When such situation occurs,

it sometimes leads to discontentment among the other employees, as the situation often leads

to unequal treatment of equals. This invariably mean that employers sometimes do treat
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employees on the same salary scale, same educational qualification and same experience
differently by placing them on a different salary scale. On the factors that determine
remuneration in an organization, the remuneration policy for a worker depends on the value
they add to the organization. In short, employee productivity is an essential consideration

X

2.1.5 Recruitment and Selection 0

before finalizing the recompense.

The process of hiring and training individuals for various positions wiﬁ%ag{rganization is
known as recruitment. It involves identifying and sourcing candida nducting interviews,
screening and selecting them. Human resource generali@nanagers, and recruitment
specialists are some of the individuals who are respor& or carrying out the recruitment
process. However, in some cases, commercial r ent agencies, as well as specialist
search consultancies, are also involved®, A@g intelligence (Al) has become a prevalent

tool for recruiting in the past few yeﬁ(& can be used to support various aspects of the

&
. $Q

Keys Areas You Need@w About Recruitment and Selection:-

recruitment process.

1. Job analysis - A\Qk)analysis is a process that involves analyzing the content of a job to
determine tagqﬁirements and attributes that a candidate should have in order to be
success‘%rbt the position. This type of analysis helps organizations identify the ideal
individuals for their job. The process of a job analysis begins with gathering information
about the position, such as the nature of the work, the duties, and the basic qualifications.
After collecting these details, the analyst then creates a job psychograph, which shows the

candidate's mental requirements. A good job analysis should include a list of the various

tasks and responsibilities that a position has. This list should also include the training
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recommendations and the functional requirements. After collecting all of this information,

the relevant individuals and supervisors should then validate the job analysis.

The process of job analysis is very important for both the development of individuals and the
organizations that hire and train them. It can help them design effective performance
interventions and improve processes. The techniques used in this process make an&nplicit
assumption that the information about a job will be used to develop progr@wﬂl help
employees get the job they want and improve their skills. In&m forganizational
psychologists, also known as I-O psychologists, are respon @ for analyzing the
requirements of a job. They are usually hired and traineduman resource officers or
managers. In 1922, Morris Viteles introduced the conceptvof job analysis to a trolley car
company. His methods can be used to identify the@@‘ individuals for any job. The concept
of job analysis was conceptualized by tw@ I-O psychologists, Frederick Taylor and
Lillian Gilbreth, during the early 20&15\‘& ry. Over the years, different methods have been

presented to improve the job ar@é? process. However, it has been shown that the main

purpose of the process reg' e same.

2. Sourcing - One\ most common strategies used by organizations to attract and identify
candidates %tgeﬁ job vacancies is through a variety of strategies. These include online
recruitn@%ocial media, and traditional media. In addition to these, other methods such as
recmﬁlent advertising can also be used. In addition to analyzing the requirements of a job, a
recruitment firm or agency can also find candidates who are not actively looking for a new
position. This process, also known as name generation, involves gathering information about

potential candidates.
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3 Screening and Selection - Various types of psychological tests are also available to be used
by recruitment firms and agencies to evaluate the skills and abilities of candidates. They can
also use software tools that are designed to help them filter the applications. In most
countries, employers are required to ensure that the screening and selection process meets

R\

as team

ethical and equal standards.

Most companies recognize the importance of candidates with soft skill

leadership and interpersonal abilities. However, they are still reluctan&g(workers with
these skills due to their degree requirements. Many companies, e ly those that recruit
from a wide range of nationalities, are also concerned ab@e candidate's compatibility
with the company culture and organization. Due to thgncreasing popularity of video
o)

screening, many recruitment firms and agencies w using this method to evaluate the

skills of candidates. ®%

4. Candidates with disabilities - T\I"é_i(%'r disability has a negative connotation for most
employers. According to studj%%kposure to the discrimination and prejudice experienced
by disabled workers cq@@mprove the biases of both the employer and the employee
when it comes to-l'\K and training new employees. Job stability and money are some of the
factors that %&ﬁte to the productivity of disabled employees. One of the most important
factors %rbmployers consider when it comes to hiring disabled workers is their ability to

adapt to their environment. This ensures that they can perform at their best.

5. Diversity - Despite the importance of diversity, many companies still struggle to hire and

retain a diverse workforce. This is because they tend to hire people who are in the image of
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their existing employees. To avoid this, they need to develop effective strategies and

programs that promote inclusion.

6. Safer Recruitment - The National Society for the Prevention of Cruelty to Children
(NSPCC) defines a safe recruitment program as a process that involves the supervision and
oversight of workers who are involved in the care of children and vulnerable a,%ts. To
ensure that their staff and volunteers are able to perform their duti y, many
organizations have adopted various practices. These include training tb&si((members and

volunteers on how to interact with children. In England and the Department for

Education has issued statutory guidance that explains how sa @ ruitment can be carried out

within an educational setting. QQ

7. Dismissal - A dismissal is a decision m%&an employer to end an employee's
employment, typically against the employee's, Will. Although it can be made due to various
factors, such as poor performanc@_is%' economic downturn, firing has a negative
connotation in some cultures. Q%r than being laid off or quitting, being dismissed is often
regarded as the employe@. It can be hard to find a new job after being let go, especially
if the reason for th&\\’ g was due to a serious infraction or if the employee had not kept the
position for&gﬁime. Job seekers will typically avoid mentioning the details of their past
employ@%bn their resumes, and unexplained gaps in their employment can also be a red

A

flag.

2.1.6 Training and Development
Internationally diverse organizations provide their staff training and development programs

to enhance their skills and capacities. Sears Credit launched a major restructuring at the
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beginning of the 1990s and responded with career-development initiatives. This program was
designed to help employees align their talents with new roles and make sure the program was
contributing to the expansion of their company. Businesses also believe that they were not
providing career possibilities to staff members who have the contacts and skills necessary to
take advantage of them. An effective employee training program's foundation is built on the
orientation, management, and operational abilities of the workforce. These th Q%we as
the foundation for all staff development initiatives®!. Employee development programs need
to include fundamental skills and a suitable framework that help@ anies grow their
corporate businesses®?. Delivering the organization's mission s1st1ng staff in becoming
familiar with the culture of the company are the two m@ ectives of many employees’

development programs®’. By promoting learnin @umtles and supporting corporate

culture, these objectives aid in achieving the str goals of company®*.

N\

The technical training program requrr&% s improved employees' job happiness and aided
in their understanding of the org@;@(?m s culture, both of which contributed to the success
of the business. We hav @&mmdful of these aspects, such as providing employees with
up-to-date job 1nfo § Workers will be more productive if employers train them
according to de of the position. The majority of businesses nowadays have
establlsheﬂbgous programs for the education and training of its staff members. Typically,
emprb;&prowde their staff with a tuition reimbursement plan so they can further their
education and knowledge. The Corporate University discovered that over 10% of workers
qualify for this benefit®>. Moreover, tuition reimbursement is primarily available to top-level
employees and senior management®®. As a result, many businesses provide their staff with

more cost-effective and beneficial internal training programs. While the corporate
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department is proactive and takes a more strategic approach, the organization's training
section aims to focus on specific job proficiency. A training and development program is an
organized educational component that is a great way to share the organizational culture. It
progresses from job skills to workplace knowledge, fostering the growth of leadership,
creative thinking, and problem-solving abilities®’. Employee development programs offer a

&n‘[s to

range of instructional methods, flexible scheduling, and supportive learning e

guarantee that employees advance their abilities and subsequently ut‘ize em in the

workplace®s. §

Components of Training and Development Program 0

Although specific important procedures that would be ea@ed exist, there is no one way to
develop staff training. The ideal employee tr%@ and development program should
combine goal-setting, career developments\\@fgowledge. By using these strategies, the
program will be more beneficial to ﬂ@rkers and the company. Information technology
systems are being used by en%((i?es widely these days for their learning initiatives.
Information and knowle @ms are developing quickly, and businesses who do not give
their staff members a é‘[o current IT information will not be able to thrive. Employees
must receive t@ for a new duty in order for them to handle it with ease. Ensuring that
personnel;@the necessary knowledge, skills, and abilities to perform their jobs to the
acce@&standard should be the organization's responsibility. Additionally, it is imperative
that employees receive the necessary skills and information at the appropriate time without
any delays. Businesses must ensure that employees have access to learning resources

whenever needed®. Organizations needed the internet and computer-based learning segment

to accomplish this goal.
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The primary goal of career planning as part of an employee training program is not only to
encourage staff members to believe that their employers are investing in their professional
development, but also to remember that career planning also helps staff members manage
different aspects of their lives and have a clear path to promotion. Employers are unable to
guarantee workers a job, but they can offer them chances to advance their education and
experience in order to stay competitive in the labor market”. Employees' profe Qal rowth

eéEmployees

should be set up on a clear career path that they can readily identify and V<1u

must categorize their tasks, priorities, and existing skill set in orderé%omplish this goal.
Employees can therefore begin to identify the occupations t $emand a certain set of
talents in the future to manage those jobs®?>. The pri Qe facing companies is this
behavior, which may force some workers to hu %%ployment openings outside of the
company and quit the organization®. Further ; sometimes employees feel the risk of
right sized of employee in the organizaghetting goals is a crucial component of career
.
planning and employee developm@s a result, rather than only improving workers' job

competencies, learning progr ve been said to assist staff members in improving their

performance®. QQ

Individual sho@e their knowledge so that organizations get them hand to hand and
pay them salary. Employers have a primary duty to offer their staff possibilities, but
indi%@;% also have a personal responsibility to seize those opportunities in order to
advance their careers®. Programs for employee training and development should be designed
to not only achieve their objectives but also to positively impact both the corporation and its
workforce. Employers who use employee development programs see improvements in their

employees as a result of these initiatives.
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Individual Benefits from Training and Development Program

Career Competencies - The employee training and development program offers numerous
advantages to the workforce. They pick up the technical and soft skills needed for their
careers. The unemployment rate has decreased over the past 30 years, but less prospects for
growth mean that it may not be a good time for workers to start a new job%S. Most, recently
graduated college students are looking to work for companies that provide thei fo tense
training programs, however it is risky for companies to lose newly traian f members
after only a few years”’. Professionals working in the inform@echnology sector
understand that expertise is power and that they must continu o%op their skills in order

to meet the demands of the market. The majority of want to see a pay raise and

is ill-prepared for the dynamic commercial wor

\®)

entrepreneurship are aware of their lack of expertise and financial resources, therefore they

understand the value of training programs®®. It is lspé%ipated of the recent graduate who
@oung professionals with an eye toward

try to work for organizations that o@almng programs to get their staff members ready for
the future!”. Employee dew&ﬁt programs aid in employees' future survival and assist

them hone their techno@daptability. Many organizations have prepared a modification

for demanding te@ software and programmed systems, as the requirements for blue-
n

101

collar profegsionS have been stable for many years'”'. This requirement is compelling

wor@%praise their profession capabilities to sustain their employment. Owing to this
circumstance, a great deal of workers has changed their mindset in order to advance within
their companies and work toward leaving!?2. As a result, employees used to create 10-year
plans for the future and then regularly revise them every two years to account for changes in

information and technology!'®.
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Employee Satisfaction
Workers who believe their employers don't care about them are emotionally detached from

their workplaces!*

. Businesses that are prepared to invest in their staff members are valuable
to work with, even if those investments ultimately pay off for the company!'®. Businesses
that offer their staff members training and development opportunities report high employee
satisfaction and low staff turnover!°. Employees who understand that thei {pny is

investing in their future careers thanks to training boost an organization's dependability'?’.

Although it cannot be measured, employee loyalty to the company™ ortant since it is an
inherent incentive. When employees believe their work anities are contributing to the
success of their company, they feel at ease and want @“’8. Workers that are happy in
their positions feel that their labor matters to the &%ny and serves a purpose!®”. The top
workers typically stay in their positions aving for financial gain. While pay and
benefits play a significant role in hk\)&d retaining staff, workers are constantly on the

lookout for opportunities to lea@ia skills, experience a variety of responsibilities, and

advance both personall@ssionallyl 10,
Employee Perfor\l&“&f

Employee beha and working abilities were improved as a result of training, and this led

to more@ive changes and improved employee performance'!!. In contrast to no-training

or %ﬁaining situations, training had a generally beneficial effect on job-related

112

performance, according to an analysis conducted by''“using 1152 sample sizes from 165

resources. With the aid of behavior-model training, two studies with roughly 300 participants

and were still able to greatly improve computer abilities'!?

. Psychological practice enabled
trainees to develop acquired knowledge, skills, and task performance. Positive effects of
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training are seen in employee performance. Qualitative investigation on mechanics in India.
first suggests that greater novelty and implicit abilities are the result of on-the-job training''4.
For employees to carry out their jobs effectively, technical and professional skills are crucial.

Offering employees, the chance to receive training can improve their performance.

Relationship Between Organizational Strategy and Training Activities *

A number of important organizational factors, such as top management suppo egree of
integration between the company's units or businesses, global presenc@g'n{ss conditions,
HRM practices (i.e., management activities related to investme Qafﬁng performance
management, training, and compensation and benefits), g strategy (i.e., decisions
regarding recruitment and selection strategies and the 6& employee skills and statuses),
HR planning (i.e., identification, analysis, forecas@(bhd planning of changes needed in the
HR area to help the company meet chang@gness conditions), degree of unionization,
and staff involvement in training and c@pmen‘[ 115 Every company has, or ought to have,
a strategy that unifies its obj&@é? policies, and activities. The decisions taken about

strategy will impact %@ness's assessment and utilization of its human, financial,
si

capital. strategy affects the following in terms of staff training

technological, and phﬁ
and developmeﬁt a%}f'it es' implementation, content, and support!!®:

The am@f training allocated to future or current job skills; the degree to which training is
developed based on the needs of a team, unit, or division; whether training is available to all
employees or restricted to particular groups; whether training is developed systematically and
planned; whether it is given only in response to problems or developed ad hoc in response to
competitors' actions; and the relative importance of training in relation to other HRM

practices like selection and compensation. A strategic training and development process that
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started with defining the company's overall business strategy using a variety of tools, such as
"SWOT analysis" (an examination of the company's Opportunities, Weaknesses, and
Threats)!'”. The process then moved on to choosing strategic initiatives for training and
development, which are the learned-related actions that the company must take to achieve its
business strategy; choosing and implementing particular initiatives for trai 1ng and
development; and creating and monitoring metrics to identify trainees' conten th the
training course, whether or not program participation resulted in chang e trainees'
knowledge, skill, ability, or attitudes, and whether the program pr@e outcomes for the
company's business. Metrics related to "learning" have eme e crucial component of
the "balanced scorecard" methodology, which is used t@a re the performance of both
entire organizations and specific divisions. Noe a%% critical that businesses take into
account the following queries when formul their strategic plans for training and
development: What are the company's g *Ald objectives, and what are the strategic forces

behind its business plan? \(—)\

i. What skill set does t:e 1zat10n require to carry out its business plan and face and
stry?

conquer obstacles i 1n i

ii. What klnéﬂf tiatives and activities related to training and development will work best

to drawéarture, and develop the talent that the business needs to succeed?

v

iii. Which competencies are essential to the company's and its business plan's success?

iv. Does the organization have a strategy in place to ensure that executives, managers, staff
members, and clients understand and embrace the connection between training and
development and the business strategy?
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v. Will the senior management group openly endorse and support the efforts for development

and training?

A list of possible strategic training and development projects was also supplied by Noe,
along with a synopsis of how each would affect the business, its leaders, managers, workers,
and clients. Expand the Learning Portfolio: Provide more individualize%aming

opportunities; encourage informal learning; and use relatively new technfll, such the

Internet, for training. /\

vi. Increase the Trainee Pool: Increase the number of non-manag%taff members' learning

opportunities and train clients and suppliers. Q

vii. Quicken the Employee Learning Pace: Deter@%needs quickly, deliver a high-caliber

learning solution, shorten the time needed l@b training curricula, and enable "as-needed"

access to learning materials. . &
o

Provide Development Oppogﬂ@md Communicate to Employees: Ensure that employees
have access to and un@ng of opportunities for personal and professional growth, as

well as training ap@&elopment programs that meet their needs both now and in the future.

C

Enhance C%{ner Service: Ensure that employees possess the knowledge of products and
servi es%he interpersonal skills necessary to interact with customers, and an awareness of

their roles and decision-making authority in the customer relationship.

Implications of Business Strategy for Training Activities
Noe noted that a company's overall business strategy influences its training demands and

activities, and that they should be in line with one another. He used the identification and
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description of four widely used business strategies, together with the predicted implications

for each strategy's training efforts, to demonstrate this finding.

1. Increased market share, lower operational costs, and the development and/or preservation
of a market niche are the major goals of a concentration strategy. The objectives are
accomplished by developing specialized goods or services, using cutting-edga%hnical
procedures, and/or increasing production and/or product quality. The com @ WO main
concerns are the development of the current workforce and the currenq@gms. To address
these, training initiatives that emphasize team building, cross-train ecialized programs,

interpersonal skill training, and "on-the-job" training should plemented.

ii. The focus of an external expansion (acquisition) ;@gy is on concentric diversification
and/or horizontal and/or vertical integration. T ctives are accomplished by purchasing
companies that are at the same level of th p&ct market chain as the acquiring company in
order to get access to new marketsé%s&%uchasing companies that can supply or purchase
products, or by purchasing. c@es that are unrelated to the acquiring company. The
company's main conca%%\integration, redundancy, and restructuring; these should be
addressed thrm@%buﬂding exercises, the creation of a common culture, integration of

training pra%’ce ith other practices and procedures of the combined firms, and training

activiti %concentrate on assessing the capabilities of employees in acquired firms.
g p ploy q

v

iii. Joint ventures, innovation, and market and/or product development are the main focuses
of an internal growth strategy. The objectives are met by marketing current products through
the addition of new distribution channels, the development of international markets, the

modification of current products, the creation of new or distinct products, and/or the
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expansion through joint ownership. The development of an organizational culture that values
creative thinking and analysis, the creation of new jobs and tasks, and innovation are key
issues for the company that should be addressed through training activities that emphasize

high-quality communication of product value, cultural training, technical competency in jobs,

3

iv. The focus of a divestment plan is on turnaround, liquidation, divestiture, ac@ nchment.

manager training in feedback and communication, and conflict negotiation skills

The objectives are accomplished by lowering expenses and/or asseu(\pgd{cing income,
redefining the objectives, or liquidating all of the company's . Efficiency is the
company's main concern in this scenario, and it should dressed through leadership
development, interpersonal communication skill . dew€lopment, goal-setting, time
management, stress management, and cross-trair@iadditionally, outplacement assistance

and job-search skills training should be pros\‘R‘éb
Staffing Strategies \(';\\'\

An organization's decisions g%ere to locate workers, how to choose them, and the
combination'8, Stafﬁn@%gy will have an impact on initiatives and activities related to
training and de\ie\ nt: "assignment flow" refers to the criteria that the organization
prefers to u wge( making decisions about promotions and assignments, and "supply flow"
refers t %process by which the organization looks for talent to fill open positions of
worker “talents and statuses (temporary, full-time, etc.) create its staffing strategy!''’.
Businesses can be divided into two categories: those that focus on supply flow differ based
on how much a company relies on its own labor markets, while those that focus on
assignment flow differentiate themselves based on how much they base promotions and

assignments on the performance of their business units or groups rather than on the
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performance of individuals'?’. He created a model of four different organizational kinds
using these two dimensions—supply and assignment flow—each of which placed a distinct

focus on training initiatives as a function of its staffing strategy:

Club: Employed by businesses that rely on their own labor markets and respect the
contributions of groups, this method of development involves unique tasks that leadkcareer
routes and employment rotation. The monopoly and highly regulated naturi Qbusiness

tactics employed by corporations utilizing this staffing model make itfideal*for sectors like

the public sector, utilities, and nursing homes. EQ

Fortress: Employed by businesses that depend on Q labor markets and value
contributions from groups, this sort of development ;8@% on preventing obsolescence and
typically lacks a formal development procesgyBusinesses that use this hiring strategy

typically focus on resource competition h;urvival; enterprises in the natural resources

[ ]
sector are the greatest candidates f@b roach.

Academy: Employed by bl&%&:s that rely on internal labor markets and respect individual
contributions, this @)f development involves sponsorship, assessment, and the
application of QP&SM’

Dominanc;—,} market is a crucial component of the business strategy employed by

lateral, and downward moves both inside and between functions.

orgabiia/%ns that use this staffing method, and it works well for sectors like medicines and

consumer goods.

Academy: Employed by businesses that rely on internal labor markets and respect individual
contributions, this style of development involves sponsorship, assessment, and the
application of upward, lateral, and downward moves both inside and between functions.
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Dominance in a market is a crucial component of the business strategy employed by
organizations that use this staffing method, and it works well for sectors like medicines and

consumer goods.

Baseball Team: Employed by organizations that depend on outside labor markets and respect
individual contributions, this sort of development activity focuses on using work exp&ences;
succession planning is typically not addressed. Businesses that use thi f strategy

typically emphasize innovation and creativity in their business plans proach works

best in sectors like biomedical research, consulting, and advert1s1%®

Training and Development as an Internal Recruiting 'QO

For startups to become and stay competitive, tp@mst be able to hire and retain
management and staff who have the necessary . Unfortunately, because of the growing
global demand for talent and the shortage of\Generation X workers to replace retiring baby
boomers, corporations are finding Qﬁand more difficult to access pools of suitable
individuals from outside. As{%&ult businesses are looking within and trying to find
workers who have the @I to become leaders and who can be groomed for positions of
greater respons1b-11 ompanies are investing more in management and staff development
initiatives a% S what are essentially human capital investment projects in order for this
strategy, effective. Like with any other kind of investment, businesses need to set clear
goal&d objectives. This includes projecting the company's future HR needs, setting
priorities for the allocation of available funds to particular development initiatives, and
developing instruments to assess the efficacy of decisions made regarding the investments in

development initiatives. Companies that want to give their managers and staff members

opportunity for professional and career development have a lot of options at their disposal.
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For instance, a lot of businesses provide their staff with courses on a variety of subjects, and
the growing accessibility of online learning has made it simpler for businesses to take
advantage of specialized courses offered by universities and for-profit education firms.
Universities are also gearing up to offer a tailored curriculum that would be accessible
through online and in-person courses, including made-to-order degree programs for a
particular corporation. But even businesses with significant financial resources Q%nning
to doubt the effectiveness of trying to develop and provide learning opportufiities for all
employees, and there's a growing realization that these programs' sa d objectives need

to be closely matched with the organization's long-telgoﬁkives. Companies are

specifically urged to focus their efforts on the jobs that anization has determined are
most crucial to the success of the business five t te@s from now rather than increasing
the amount of money dedicated to training for zand-file personnel. But for this strategy

N

to be effective, the business needs to kn(%x ctly where it wants to go and what new goods,
markets, and technology will be @al o its operations in the future. Additionally, HR
specialists should be able t@ managers identify individuals who have the greatest

potential to become 16@ the future, and the organization should be ready to support

those who are CEO@ development.

Framew a Training and Development Program

Whe\&ning training and development initiatives, strategic thinking calls for taking the
needs of the business into account on three separate levels. First, an assessment needs to be
done at the organizational level to see if training is necessary and, if so, what kind of training
is needed. Second, the business needs to decide what the training curriculum's acceptable

content is at the operational level.
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1. It 1s important to determine the precise knowledge and skill requirements for the job or
assignment, as well as the sequence in which they must be completed. Tasks requiring

analytical skills as opposed to motor skills may call for different kinds of training.

ii. The particular jobs or tasks involved should be taken into consideration when defining the
learning objectives and performance standards. Tools for testing and assessing icipant

performance and the training program's efficacy ought to be created. 0

iii. It is important to create instructional methodologies and the e@&nal resources that

will best convey the required knowledge and information. $

iv. To ascertain whether the content is appropriate an(@ective, tests involving smaller
groups should be conducted prior to the prograr% icial launch. Program modifications

that are required can be implemented w'\ﬂ\é&curﬂng significant costs in light of the

diagnostic results. . *
)

The major duty of the busige@le employer is to train staff members to perform their

daily job duties. Ma@ht and each employee share responsibility for employee

development, whiq&uses on meeting each person's long-term growth and development

needs. The @g@s primary duty is to offer the necessary resources and a supportive work

environ@

best practices on labor force challenges, advises businesses to take the following actions to

he HR Council for the Nonprofit Sector in Canada, which shares research and

ensure the success of their staff training and development programs.

A well-written job description should be given to every employee, as it can and should serve

as the basis for training and development activities;
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i. Employees should receive the training necessary to meet the basic competencies for the

duties of their current position on a daily basis;

ii. Supervisors should be made aware of their obligation to see that all subordinates
successfully complete this level of training; Gain a thorough understanding of the
competencies that the organization will require in the future to meet its long-term @bjectives,
ascertain how those objectives will affect employee development, and inate this

o)

iii. Seek out opportunities to learn from everyday events and @ies (such as customer

knowledge to the workforce;

service issues that ought to be shared with all staff me a teaching moment or the

publication of a government report that will affect bu%% operations); and

iv. Describe the objectives and procedub\@he employee development process, and

encourage staff members to create .pq&;al development plans and recommend learning

activities that will further their pr@(sﬂnal development and add value to the organization.

Ideally, the business v%@}the initiative to foresee and meet training needs before it
becomes imperati\ﬁ*andle pressing concerns or problems. To prevent obsolescence, HR
should, for 4 sgngb, routinely assess each employee's individual educational and training
backgro@n order to pinpoint any areas in which updating their knowledge and abilities
may&equired. Businesses should think about including personal growth and training into
their performance review process. Following this, management and staff assess the worker's
performance-based strengths and determine potential career pathways as well as the training
and development required for the worker to take on more duties and responsibilities. One of
the main responsibilities of managers in high-performance work environments is to promote

56



ongoing learning. Managers should take an active role in assisting the team in identifying
training needs, helping them become proficient in "on-the-job" training, and fostering a

learning environment'?!

Managers and supervisors shouldn't be the only ones who make training and development
investments. In fact, it has long been understood that, in order to prevent being ov%elmed

by the usual quick rate of change, all workers in technology-based bus:'r@ must get
t

ongoing training in order to achieve and maintain a minimal level of COAQ e with respect
to the relevant technology. This is especially relevant given that h hnology companies
typically have relatively short product life cycles and that \@talents are typically needed
every two to three years. Under certain circumstances@@y even be desirable to allocate
resources towards the training of employees of %%mpany’s principal business partners,
specifically those suppliers who will eith@fgy the company with necessary parts and
components or handle the full produ@process for the company's products. Provisions

pertaining to training and teachir@m d specify this kind of assistance.

Subjects of Employee@g Programs

There is an alm@sb(n’%ite list of possible topics for staff training programs; choosing the

curriculum ge‘@vill be one of the issues facing businesses.

Whew)géloping and executing their training programs, firms should take into consideration
the following topics:
Communication: Although it is obvious that being able to communicate effectively is a vital

life and professional skill, the topic has grown even more significant and difficult as the
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workforce has grown to include an increasing number of people from many backgrounds and
languages'?2.

i. Computer skills: To perform administrative and office tasks, nearly all employees must
possess the most basic computer skills. Training in this area has expanded to cover word
processing, spreadsheets, and effective Internet navigation to find information pertinent to
X

ii. Customer service: Regardless of their positions within the organiza&a taff members

the employee's job duties.

must comprehend and satisfy the needs of customers in light of rcer competition in
today's global marketplace. In order for everyone to know l‘@o redirect customers whose
queries they are unable to answer, training should not only include customer engagement

techniques but also the company's overall custome@ce approach.

O

iii. Diversity: As the workforce and cu % base grow increasingly diverse, businesses
must educate employees with divers'@?:b(&n ng to help them understand how and why people

hold various opinions and to.eg@\em with useful skills to value diversity.

iv. Ethics: Over the Q of the last ten years or so, a number of corporate scandals, a rise
0

in the interest <n %ﬁ

regulation E@all made ethics a hot topic. As a result, businesses have been investing more

ate social responsibility, and an ongoing increase in governmental

time\@lnoney in providing their staff with ethical job training and compliance-related
training. Because it becomes vital to take into account different beliefs and morals, the
complexity of the challenges involved in this training field increases as the workforce grows

more diverse and organizations expand into foreign markets.
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v. Human relations: As individuals get busier and the workplace gets more stressful, there is
a greater likelihood of misunderstandings and disputes. As a result, businesses have started to
train managers, supervisors, and employees on how to get along with one another. Training
should cover how grievance procedures are supposed to operate as well as how all parties can

constructively confront and resolve issues that develop at work, among other things.

vi. Quality initiatives: Most companies have embraced “quality” as a key ?« of their
strategy; however, in order for all this to be effective it is necessaq&gﬂ/employees to
received basic training about quality concepts, guidelines and sta for quality in order

for them to under more sophisticated initiatives such as Tot@:ahty Management, Quality

Circles and benchmarking. QQ
vii. Safety: Safety training is essential, and ofte dated by law, for businesses engaged in

activities that involve working with heav Q)ment and hazardous materials. In addition,
[ ]
companies often provide instruction(_t%s&n loyees engaged in repetitive activities to reduce

the likelihood of injuries. Fi afety training should also extend to providing practical

advice to employees or@g workplace violence including assaults.

[ ]
viii. Sexual ha@Sexual harassment training is frequently required as a matter of law
and should, inchude careful description of the organization's policies about sexual harassment,
espe&@about what are inappropriate behaviors, and information on how to report

incidents that violate those policies.

Training programs that focus on supervisory skills (i.e., delegation, coaching and counseling,
employee discipline and documentation, interview skills, and conducting performance
reviews) and leadership development (i.e., managing change, conflict resolution and
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management, positive communication skills, time management and delegation skills,
conducting effective meetings, and tools for enhancing employee motivation) may be
attended by staff members involved in leadership and supervisory activities as well as "up
and coming" employees identified as targets for managerial development. Other subjects that
cut across different topics include corporate wellness training, employee orientation training
and employee wellness training. A needs and knowledge assessment should b Q%ted to
identify the subjects that should be given immediate attention given the résoufces available

for training and the requirements for execution of the company’s bu rategy.

Individual Development Planning Process 0

As mentioned elsewhere in this chapter, employee developmatnt is best carried out as a joint
undertaking by employer and employee. In ordﬁ%this partnership to be effective and
productive for both parties, it is necessa@ art with an individual development plan
prepared by the employee with input & his or her supervisor and other members of the
organization including represent%sc’of the HR department. Employee development, which

goes beyond training in h@%cal skills necessary for the employee to perform his or her

employee and @

organizatip&bgoals and objectives. While companies Training and Development 13 are

current job proﬁciet% ould be focused on the long term needs and aspirations of the
I

les that he or she might play in the company’s pursuit of its own

obviﬁg&keenly interested in developing employees in ways that are likely to be most
valuable during their careers with the company, they must also understand that the process
must also include learning that will enhance the individual’s long-term employability in the
broader marketplace and perhaps lead to the employee taking a position with another

employer.
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The HR Council for the Nonprofit Sector in Canada noted that an effective personal
development plan should be engaging, doable, useful, and realistic. The council also
recommended that plans be developed and carried out by adhering to five fundamental

steps!?3

Conduct a Self-Assessment: The first step is for the employee to identify his or her<dndividual
skills, abilities, values, strengths and weaknesses. Employees should use @%sessment
tools available on the Internet; compare their knowledge, skills and against those
identified in their current job description and in job description ther positions they
might be interested in pursuing; review past performance asents; and ask for feedback

from their supervisors and others with actual experienc&@g them perform “on the job”.

i. Conduct a Position Assessment: The next st Qﬂdmg on the comparison of skills and
abilities against the current job descriptio r the employee to assess the job requirements
and performance expectations of \ﬁr position at the present time and how those
requirements and expectatmns{@dr the organization may change in the future. At this point
the employee should Qng on identifying the knowledge, skills and abilities that will
enhance his or .lﬁ@?ility to perform in the employee’s current position; however,
consideratio also be given to how that position, and the requirements associated with

that pos@ may be impact by likely changes taking place in the work environment (e.g.,

chang§’n clients, programs, services and technology).

ii. Identify New Career Goals: The employee should use the information gathered in the
individual self-assessment and position assessment steps, particularly the information on

likely changes, to set priorities for his or her career development and identify two or three
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personal goals that will be mutually beneficial to the employee and the organization. The
employee should set a time frame for accomplishing each of these goals and identify the
specific knowledge, skills and abilities that will need to be developed or learned in order to

achieve each of the goals

iii. Identify Development Activities: Once the employee has identified and fleshed.his or her
most important career goals and the timetable for achieving those goals, atte uld turn
to identifying the best ways to achieve those goals. The employee oucﬁ/catalogue the
resources that will be needed (i.e., time, funds and assistance fro @ in the organization)
and the most efficient learning methods and other activities @create an initial draft of his
or her individual development plan that includes deve{g tal goals for the coming year;
the relationship of the employee’s individual goalﬁ% organization’s goals; the knowledge,
skills and abilities to be developed; the dew@ntal activities and resources required; and

dates for completion of each of the goe{&

&

Implementation: Once the exq@ée has created an initial draft of his or her individual
development plan he Qis\ould share it with his or her supervisor and other involved
parties within the @zation to obtain input and approval. Once the plan has been approved,
the employea d begin implementation, evaluate progress on a regular basis, and make
necessa%%ustments along the way. It is important to elicit the participation of the
empb{e’s supervisor and other involved parties in the implementation process to provide

support and encouragement.

While there is no hard and fast rule, individual development plans generally cover a one-year

period; however, plans may sometimes include goals that will require longer than one year,

62



such as completing the course requirements to earn a degree or other certification in a field
related to the employee’s development goals. When goals extend beyond one year the plan
should include specific details on the incremental steps that will be taken, and hopefully
completed, in the next twelve months. As noted above, progress on plans should be measured
regularly during the course of the year (i.e., monthly or quarterly). As the end of the one-year
period approaches the employee should begin working on an updated plan for tQﬁo’fowing
year using the steps outlined above and factoring in the progress that has already been made
up until that time. When updating the plan, it is important to@\lose attention to
organizational changes that may have occurred during the ye@ ell to new developments
in the external environment related to the employee’s@s and career interests. It goes
without saying that the skills and competences re i@ the business to succeed as well as
the instructional and training techniques best le for the organization determine the
efficiency of employee training and devel }ent programs. Trainers can choose from among
.
a wide range of instructional an{(ﬁ%&ning methods, including lectures, demonstrations,
discussions, case studies, rd\&ying, presentations, and exercises. Instructional aides
include audio and Videm@taﬁons, “pre-packaged” training programs, and online courses.
Outside consul % well as instructors from local colleges and universities, can be
brought into& raining programs, or the company can set up in-house training programs
with pe@ent trainers on the payroll. Some elements on the instructional and training
program can also be carried while employees are actually performing their jobs. For example,
on-the-job training techniques can include orientations, job instruction training,
apprenticeships, internships, job rotation programs and informal coaching and mentoring by

others working closely with the employee.
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Companies may also encourage and support “off-the-job” learning including attending
courses offered by colleges, universities and professional associations. Reading groups, or
learning circles, involve meetings of staff members to discuss articles or books relating to the
workplace that they have all chosen to read. Employees can also take advantage of self-paced
independent reading and e-learning courses available online. Key decision points for these
activities include how much financial support the company will provide fo Q&ming
method (e.g., will the company pay for college courses and/or memberships i*professional
associations) and whether time spent by the employee will be includ@ rt of their regular
work time. The company and employee should also determing how,_completion of a learning

activity will be recorded and whether or not a formal ass@ of what was learned will be

required. b(bQ

The following are elements of a fruitful ee learning experience, per Canada's HR
Council for the Nonprofit Sector: @

The goals of the employee trainh@f?evelopment program are clear:

i. The employees are inv 1@0 determining the knowledge, skills and abilities to be learned;
ii. The employees are Qipating in activities during the learning process;

iii. The work eéf}:k\n'c s and knowledge that employees bring to each learning situation are
used as a v@ce;

iv. A\&cal and problem-centered approach based on real examples is used;

v. New material is connected to the employee's past learning and work experience;

vi. The employees are given an opportunity to reinforce what they learn by practicing;

vii. The learning environment is informal, safe and supportive;

viii. The individual employee is shown respect; and
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ix. The learning opportunity promotes positive self-esteem.

Before selecting the precise approaches and strategies to be employed for a certain learning

project, businesses should think about a few fundamental issues:

i. What are the company training goals for the program or event? Possibilities include

educating participants about new skills, new techniques for old skills, better a&kplace

behavior and/or creating and maintaining a safer workplace or ensurin @%ﬂployees
Ca

understand rules and expectations with regard to preventing discriminatiQn arassment in

the workplace'?*. @
ii. Who is being trained? Different techniques and cont@aay be used depending on
whether the audience consists of new employees, se&& employees or executives and
other members of the upper management group. %(Qraphics and language are also factors
that should be considered. ®%
iii. What is the company’s training bu& d how much time has the company allocated for
training activities? The amount o%a cial resources that is available for training is certainly
an important considerati n@ver, companies can take advantage of cost-effective training
methods such as e-lea Qand “on the job” coaching and mentoring. Time allocation issues
.

include how m@}s}&% regular.

O
workda@be set aside for training activities and internal/external deadlines for completing

the tra\ﬁng project (e.g., new laws and regulations may require that training on a certain

topic be completed on or before a specified date).

i. What training resources and materials does the company have at its disposal? Each of the

training methods has its own resources and materials and their ready availability is a factor in
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the selection process at least during the early stages of the program. As time goes by and
requirements change it may be necessary to allocate a portion of the training budget to new
resources in order to expand the available training methods. Companies need to consider

availability and size of classrooms and ease of access to computers for computer-based

3

The following are examples of fundamental training approaches and strategie@ eaders in

training and e-learning.

the training and development department should be familiar with: /\

Classroom or Instructor-Led Training: In spite of the technologic kthroughs that have
impact training and development initiatives, most companiesinue to rely, at least in part,
on traditional classroom or instructor-led training. Th @ and resources for this type of
training are familiar and include blackboards and@boards, overhead projectors, videos,
PowerPoint® presentations and storytelling}\@ trate the right and wrong ways to perform
certain skills or behave in the work 25, Instructor-led classroom training remains an
efficient method for presenting %@ body of material in a consistent fashion to large or
small groups of employ egé(k alented speakers can engage and entertain trainees through
the stories. However st the speakers are properly trained, this method often lacks
.

N

interactivity a success and value of a particular program depends heavily on the

presenter.,%éduling can also be an issue when a large number of employees need to be
preséb&

ii. Interactive Methods: Interactive methods are recommended to break up training sessions
and keep trainees engaged with the content. Examples include quizzes, which are often used
for lengthy training sessions to ensure that trainees are keeping up with the information that

has been presented up to the point where the quiz is given; small group discussions; case
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studies; active summaries, which involves splitting up the trainees into small groups that
choose a leader and create summaries of the main points of the program and then having the
leaders present their summaries to the entire training class; question and answer sessions;
role-playing; “participant control”, which allows participants to choose the subjects they
want to know more about from a menu of all the subjects to be covered in the program;
demonstrations; and debates over issues arising from the subject matters Q&ourse.
Interactive methods increase participating engagement and generally make programs more
enjoyable. Many of the methods are a good way for veteran e@ es to share their
experiences and also make it easier for the trainers to gather in-class feedback on how well
attendees are learning. Disadvantages are that some of th@ ods are unstructured and this

the flow of the sessions and makes the

means that trainers must be sure that all of the nece 1hformation is covered. In addition,
breaking up into groups and taking quizzes dlsf®

training go longer. \

iii. Hands-On Training: Hands- o%u(?mg, sometimes referred to as “experimental” training,
can be extremely valu teachlng and reinforcing certain skills and techniques.

Examples include c s-training, which allows employees to gain experience doing other
jobs; demonstr@ coaching, which is helpful because it focuses on the individual needs of
trainees ows coaches to suggest more effective strategies, correct errors and give
suppb&l encouragement; apprenticeships and drills (e.g. evacuation drills to test how well
employees have absorbed information in safety training programs). Hands-on training offers
immediate applicability to the trainee’s jobs and provide quick feedback on the effectiveness

of the learning experience; however, it may be difficult to provide hands-on training to all
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members of big groups and several of the methods, such as coaching, are time-consuming

and may disrupt the productivity of the persons in the training role.

iv. Computer-Based Training: Use of computer-based training has increased as technology
has developed and programs have become easier and cheaper to use; however, it is likely that
computer-based training will not replace all the other methods but rather will be\used as
enhancements and supplements to existing programs. Examples include self- @’c omputer
programs in text-only format that incorporate text in the same way ;er materials and
interactive features; programs on CD-ROM that provide ge coverage of many
workplace subjects; multimedia products that include gra@, audio, animation, and/or
video; and virtual reality training programs that use si@@on as a means for training and
applying knowledge (e.g., flight simulators fo@%s). Advantages of computer-based
training include ease of use, customized d@%t uniform in content to ensure everyone
receives the same information, utility @resher training, flexibility in allowing trainees to
work at their own pace and on th@p‘r ferred schedule, potential for interactivity and capable
of providing ways to m a@e training experience. Disadvantages include the need for
trainees to be comput Qrate and have access to computers, lack of access to live trainers
.
in the event thQr;}}'iee have questions about the material, ineffectiveness at training “soft

skills” s customer service or sales and for training new skills that require

demo\Q%{ions and other hands-on learning techniques.

v. Online or E-Learning: As Web access has increased and more and more vendors have
jumped into the online learning market, e-learning has become more and more popular as an
element of the training and development toolkit. Popular e-learning techniques include web-

based training, which places computer-based training modules onto the Web for easy access;

68



tele- or videoconferencing, which allows a trainer in one location to simultaneously provide
training to trainees distributed over several locations; audio conferencing; web meetings or
webinars, which contain both audio and visual components; online colleges or universities,
sometimes referred to as “distance learning:, which can be used to allow trainees to complete
the coursework required for certificates and degrees that will be value in theirl&ng-term
career development; collaborative document preparation, which involves usi eb*based
tools for group members to meet virtually and collaborate on preparation 'of biiSiness plans,
sales presentations, product specifications and the like; and e-mail, @p and popular tool
that can also be used to distribute information on subjects h@ related to workplace
behavior, such as new governmental guidelines. M $the same advantages and
disadvantages of computer-based training apply to p&ﬂng and several of the e-learning
techniques offer companies opportunities f nificant savings on travel expenses.
Companies relying on e-learning can als }n access to expert industry professionals and
.
consultants outside of the comp@o have produced a large volume of e-learning
materials; however, compari s to be sure that the information is timely and preview
the materials before th%?used to check the quality of the presentations. E-learning also

places new de @the company’s Web access and the most interactive and interesting

e-learning rials may require bandwidth that the company does not have.

vi. Bﬁ&d Learning Approach: As the descriptive name implies, a blended learning
approach incorporate more than one of the training methods described above to teach a
particular subject. Evidence indicates that a blended learning approach can significantly

reduce the time and cost of training, improve training outcomes, provide trainees with an
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experience that is closer to how they actually learn on the job and keep trainers and trainees

more engage in the learning process.

“On-the-Job” Training and Development Activities

Companies and employees should take advantage of the numerous "on the job" chances for
training and development in addition to formal training. Among the concepts that @4&‘( to be
taken into account are the following: OQ

i. Committees: Committees are usually a part of day-to-day activitie orgﬂdst companies.
While committees are often criticized as a waste of time, effectivel ted committees can
be valuable learning experiences for members and allow rns to interact with and learn
from colleagues in other parts of the company. A port&g[he worktime of the committee
should be set aside to exchange practical tips 0@%erformance and discuss anticipated

future changes in the company’s business e@entm.

ii. Conferences and Forums: Emplcé%:%ﬁ attend conferences and forums on issues that are
relevant to their current posj@the long-term career development and the goals and
objectives of the com%%\ce the meeting is over employees can give presentations to
their colleagues -caq’% subject matter of the meeting to reinforce their own learning

experience a&gie the information with the company.

iii. S% Incident Notes: Critical incident notes, which are written records of notable day-
to-day events, can be valuable learning tools for the persons involved and for others in the
organization. For example, notes may be compiled on a customer complaint and how it was
resolved. These notes can be analyzed to determine why the problem arose in the first place

and whether or not attempts to resolve the matter were successful or badly handled. Good
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experiences can be shared throughout the organization while bad experiences can become the

foundation for coaching employees on areas that they can improve upon.

iv. Field Trips: If the company operates from multiple sites a field trip that allows employees
to visit other sites can be a good way to give those employees a better understanding of the
full range of the company activities and see how colleagues doing similar jobs_ in other
locations carry out their day-to-day duties. Employees should be given a li @?estions to
answer and things to look for before going on the trip and should be @gdto meet after

the trip to compare notes and brainstorm about ways that they ca knowledge gained

from the trip in their own activities. 0

Q

v. Job Aids: Job aids are tools that can be created ar’@‘ributed to employees to help them
improve the performance of their jobs. Exam clude manuals, checklists, phone lists,
procedural guidelines and decision gu@e;. Job aids are particularly useful for new

[ ]
employees, veteran employees takil&' w responsibilities and decisions and situations

S
that do not come up frequently,{
N\

vi. Job Expanding: A @ew responsibilities to an employee’s position after he or she has
mastered the mﬁ.&}\e irements is a good way to create interesting challenges and facilitate
the devel%élt of new skills. The new duties should be mutually determined by the
emp%&nd his or her supervisor and the change in assignment should be supported by

appropriate training and mentoring.

vii. Job Rotation: Job rotation, which allows employees to work in different areas of the
organization on a temporary basis while retaining his or her current position, is another way
to expose employees to new challenges and built new skills and competencies. Job rotation
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can also build ties with colleagues within the organization that may be valuable in future

collaborative activities.

viii. Job Shadowing: When an employee “job shadows” he or she follows another employee
for a specified period of time and observes how the shadowed employee does his or her job
and how he or she contributes to the company. An employee who is job shadowi%(&lerally
does not assist with the work being done; however, it is expected that que Q/ and will

be asked. Job shadowing provides employees with ideas about ski

develop and builds connections within the organization. EQ

may wish to

ix. Learning Alerts: Managers may create “learning Q s/ from newspaper articles,
government announcements and reports that can be @ted to employees and discussed at

staff meetings. The materials should be acco by one or two questions to focus the

attention of employees on the lessons to eXaged and/or the issues that are raised from the

materials. (_)

x. Peer-Assisted Learning: @ll group of employees, generally just two, collaborate on a
project and help eac &\ earn the different tasks associated with the project by sharing the
knowledge an t ey already have. This not only helps complete the project more

quickly it ﬂ@‘lows the employees to learn more about an area of expertise that may benefit

rﬁ*&g&he specific project is done.

xi. “Stretch” Assignments: Employees may be given assignments that provide them with the
opportunity to “stretch” past their current abilities and do something completely new that

might eventually become part of the future job responsibilities. For example, employees
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looking to move into managerial roles may be given a chance to lead a staff meeting. It is

important to give employees support before and after the

Training

Through the use of technology, Human resource professionals can now train new employees
in a more efficient manner. This eliminates the need for them to meet withtheir new
colleagues in person. Having the ability to access training programs from |®gxe is also
beneficial for new employees. Through virtual classrooms, HR professi naéaan now train a
large number of employees in a shorter amount of time. They_c 0 use computerized
testing programs to assess the progress of their new hires. S@ompanies even incorporate
an instructor for virtual training in order to ensure &w hires receive the necessary
training. With the use of technology, employee%%ow control their own learning and
development. This eliminates the need fo@to manually enter information and helps
them keep track of all of their candida@?ving the ability to monitor their training through
the internet can also help reduceéfasts associated with training assignment including the

N

resources necessary to @and post-assignment feedback on what went well and what

can be done to improve p
£

Special Projéts. special project outside of the employee’s current job duties but in an area

ormance.

where l@he has shown interest is a good way to build new skills and keep the employee
motivated and engaged. It is important for the employee to prepare in advance, such as by
doing background research on the project area, and to lay out a plan for the employee to

interact with colleagues who will also be working on the project.
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Training and development can also come in the form of relationships and feedback. For
example, companies often establish “coaching” arrangements between an experienced
manager and an employee that serves as a foundation for the manager to demonstrate new
skills to the employee and provide him or her with guidance, feedback and support as he or
she attempts to put the skills into practice. Providing employees with “mentors” is similar to
coaching; however, the focus of the relationship is not so much of specific Q$ut on
overall career guidance and advise. The best mentorship relationship involves anager and
employee with shared interests and values. Some employees p into informal
professional networks to discuss current issues and share i o%on and resources with
colleagues that have a similar background and who mu ith the same problems and
issues on a day-to-day basis. Finally, a portion of e@pent on providing employees with
feedback during their performance appraisal d be devoted to discussing how the
employee’s individual development plan Ncorporate ideas for addressing weaknesses in

certain skill areas and building on t{(%&ployee’s strengths.

Organizational Models io@‘ raining Department
c

Noe identified and described several different organizational models that companies might
S \’
select for the t@g epartment including the functional model, the customer model, the
matrix the corporate university model and the business-embedded model. Noe
obse}\&hat while some organizations used decentralized training because of a wide
geographic dispersion in the location of operations the growing trend is toward “centralized
training”, which means that programs, resources and professional associated with training
and development are primarily housed in a single location and department and this

department has primary responsibility for decisions about investment in training, design and
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content of training programs and delivery methods. Benefits of the centralized approach
include stronger alignment with business strategy and better integrated programs for
developing leaders and managing talent with training and learning during times of change.
Centralized training also contributes to elimination of course and program variation and
costly duplication in the training system and gives companies a cost advantage in procuring

training products and services from outside vendors due to the number of potenf'Qai ees

The Functional Model /\QJ

A training department organized using the functional model ingl geryone involved in
some aspect of training or development. The department is y a director of training and
he or she oversees a staff of experts with specialized knowledge in a particular topic or skill
area in which they train such as safety training, @y training, technology and computer
systems training, leadership developmev\ sales training. Each of the experts is
responsible for developing, administer\ d updating training programs in their area which

are used across the entire or ion. Advantages of the functional model include
cultivation of concentrat d@ise, which also makes it easier for the department to set its
plans and efficiently proddce a wide array of programs in particular subject matter areas;
.
clear career p@ﬂaining personnel; and minimal internal coordination requirements.
The functj odel is compatible with a relatively stable business environment; however,
it dok%% several disadvantages. For example, the department may create expertise that
falls out of alignment with organizational needs. Another issue in larger organizations is slow
response time and bottlenecks due to sequential task performance. The functional model may

decrease innovation due to narrow perspectives. The director of training may also be

challenged by conflicts over priorities and strong demands for coordination. In order to
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mitigate these potential disadvantages it is important for the director of training and other
staff members to regularly survey training customers to determine whether the curriculum is
meeting their needs and expert trainers must be willing and able to continuously update their
course materials to ensure that they remain meaningful to trainees and address the then-

Q\

reated to

current business needs of the company.

-The customer model- The customer model is decentralized and relies on

assume responsibility for the training needs of one division or othev%siﬂ(ss unit of the
company. A director of training would oversee the group, which wi ically be staffed by
both subject matter experts and HR generalists who not on@ain but also perform other
traditional HR functions (i.e., performance manageme%&iting, benefits etc.), and teams
of functional experts who would offer courses in@(bown areas such as finance, sales and
marketing, production and operations ans\\@’gation systems. While there is value in
having functional experts share their @edge, care must be taken to make sure that they
have the requisite knowledge, @L(s—)and attitude to be effective trainers. For example,
functional experts shou d@ounseled on basic training techniques such as eliciting
feedback from partic'g and integrating practice opportunities into their courses. This

.

approach incre@e;\t\ﬁe likelihood that training programs will be more in line with the
particular of a business group; however, in order to be successful the trainers must be
awar\cgfhose needs and be able to update courses and content to reflect them. Other

potential advantages of the customer model include compatibility with rapid change and

higher likelihood that the training materials will be meaningful to trainees.

The customer model also facilitates full-time concentration on tasks, clearly defines

responsibilities and accountability and permits parallel processing of multiple tasks. On the
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other hand, the customer model requires a significant amount of time to implement and
potential problems include variation in effectiveness from group-to-group, poor design (e.g.,
problem solving may be limited to task needs), conflicts in the allocation of resources and
between tasks and priorities and difficulties in coordinating activities. When using the
customer model, the director of training may struggle to implement and enforce a common
instructional design process and ensure that the company’s overall quality 6QSO hy is

consistently emphasized in each program. <

The Matrix Model Q

Similar to the way that the matrix model of organizational works in other situations,
this model in the training context relies on trainers w sgultaneously act as training and
functional experts (e.g., a marketer would be in@% in marketing projects and conduct
training on marketing-related skills) and rq@%both the director of training and to his or
her functional manager (e.g., marketl\)@sanager). This approach ensures that training is
linked to the needs of the busine@%ﬁ? the day-to-day skills required in order for trainees to
be successful in the sp%@ction; however, trainers will have more time demands and

conflicts because th fll be required to report to two different managers (i.c., their
)
functional man@nd manager in the training department).

O

Trainer@he matrix model must have good interpersonal skills to balance the conflicts
inhere\n(in their dual roles and there is a higher likelihood of tension and bottlenecks due to
power struggles and the need to spend more time on discussions of what the trainer should be

focusing on at any given moment.
The Corporate University Model
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The corporate university model is typically found among larger organizations and involves
establishing a comprehensive corporate training institution that is organized and functions
much like a university. In fact, companies often refer to these units as universities and
notable examples over the years in the US have included Disney University and McDonald’s
Hamburger University. While each initiative is different, they share a common, goal of
striving to ensure that their own particular culture of learning permea \eentire
organization. These universities are responsible for all of the learning fand development
activities within the organization and making sure that their progra he experiences of
managers and employees in their programs are linked to t %any’s overall strategic
goals and objectives. Historical problems with this HQ e included excessive costs,
inconsistent use of common training practices an s%% of training best practices and lack
of integration or coordination. Advantages model include dissemination of best
NQ
practices, alignment of training with bu '>§ objectives, integration of training initiatives
N
and effective use of new trainin&ﬁ%bho s and technology. Corporate universities often
achieve substantial scale ands\b&gﬂows them to leverage exciting technology tools such as

e-learning platforms. S@Qate universities also forge alliances with public and private

educational inst'n?\@ to gain access to their faculty members and courses and may also
1€

offer opport@
be V@ them in their individual careers.

for employees to pursue external qualifications and certifications that will

The Business-embedded Model
Praised the business-embedded model, pointing out that it gives organizations the chance to
better manage their training expenditures and make sure that training is in line with

strategy—all the while keeping the flexibility to promptly respond to customer needs and the
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ability to deliver high-quality services!?’. This model is recommended for its advantages over
traditional training methods in key competencies such as strategic direction, product design
and delivery, structural versatility, accountability for results and customer focus. A standard
training department with a business-embedded training organization, highlighting the

following!'?®

A
Strategic Direction: Difficulties with the traditional training departmen ch with
respect to strategic direction include unstated or vague objectives ssgﬂfng that class
participants are the only customers, limiting offerings to pre ined courses and
continuing to supply products that are no longer useful, org@ltion of offering by courses
and reliance on mandated training to attract internal 6@1&5. In contrast, the business-
embedded training organization broadly diss (étes a clearly articulated mission,
recognizes that its customer base is segme@wides customized solutions to its clients’
needs, understands product life cycles{& izes its offerings by competencies and competes
for internal customers. follow-upé} ¢ job to ensure that learning is taking place, considers
the manager the key pl i@uppoﬁ learning, evaluates the strategic effects of training
N

and it “bottom line” r
]

in order to ‘feap“the advantages of centralizing training and development activities while

nd guarantees that training will improve performance.

maintai@(bhe flexibility to offer programs, content, and delivery methods that are tailored
to the unique requirements of each of the company's businesses, businesses typically
combine the business-embedded model with centralized training. For instance, the
coordination of training, content management, resource and budget management, and the
establishment and upkeep of connections to other personnel management tasks like hiring,

performance evaluation, and remuneration would fall under the purview of the centralized
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training department!?. These activities, taken together, making the training and development
process more efficient and reduce redundancies and inconsistencies. At the same time,
emphasis is placed on appropriate functional design and delivery of learning services, which
means that specific content is created for key functional areas and delivered to those areas

using the most appropriate learning methods.

i. Product Design: The traditional training department uses rigid and cu ‘.Qxe design
methodologies and views suppliers as warechouses of materials; h v”the business-
embedded training organization uses benchmarking and other inno design strategies to
develop products quickly and involves suppliers strategio@during the product design
process. *Structural Versatility: The traditional train%@aﬂment employs trainers who
serve primarily as facilitators and classroom instm@operates with a fixed number of staff
and relies solely on training staff to detenm@ department’s course offerings. In contrast,
the business-embedded training orgmﬁ& n employs professionals who serve as product
managers and internal consultaéf?everages resources from many areas and involves

managers in determining d]{{bon and content.

N\

ii. Product Dehve@ﬂe the traditional training department distributes a list of courses and
offers cour% a fixed schedule at fixed locations, the business embedded training

organiz@)ffers a menu of learning options and delivers training at the worksite.

v

iii. Accountability for Results: The traditional training department believes that the company
manages employee development, ends its involvement with the participants when courses
end, considers the instructor the key player in supporting learning, relies on course critiques

as its primary source of feedback and vaguely describes training outcome.
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Outsourcing training and development activities

As with many other organizational functions and activities, outsourcing is an option for
employee training and development and companies must often decide whether it makes sense
to engage with one or more outside organizations that will assume responsibility and control
over some of the company’s training and development activities or take over all or most of
S

It is advised that firms take the following factors into account wheo%m ihg whether to

outsource training and development activities: EQ

the training including administration, design, delivery and development'°,

i. What are the capabilities of the organization’s in-ho ng function? Does inhouse
staff know enough that projected training skills can y@wn and implemented internally, or

will it be necessary to hire training skills from o

\O

Can the organization’s in-house traini,nKﬂ'\ction take on additional training responsibilities?

S

ii. Is training key to the exec.ut@he organization’s business strategy and/or proprietary?

iii. How much value d@he organization place on its in-house training organization and
capabilities? (. 5\\'
iv. Has t nagement embraced building skills and talent as a core responsibility and

mission®f the organization?
v. Does the content of the training change rapidly?

vi. What is the likely perception of outsourced trainers by organizational members (i.e., will

they be viewed as experts or with cynicism)?
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vii. Has the organization conducted a formal assessment of the strengths and weaknesses of

the current training programs?

vii. Does the organization want to outsource the entire training function or is the best solution

a combination of internal and external training?

Development is a specified state of advancement or growth. It is a process@reates
growth, progress, positive change or the addition of physical, economiC, ronmental,
social and demographic components. Some universities offer progrégﬁ human resources

and related fields, such as industrial and labor relations. Em@es can enroll in such

institutions of learning to develop themselves. For insta Q Yernell University was the first
school in the world to provide a college-level pro ra@uman resources. It currently offers

various programs at the professional, graduate, dergraduate levels.

\O

Various universities and business sc.hg&ave departments and institutes dedicated to the
field of human resources manage%gt?l\/lost of these facilities are located in the departments
of management. Besides b@le to provide a variety of courses, these schools also offer

research programs rel teg the field.

.

\

Universities llg}the world have been taking on the responsibility of providing managers
with Q% necessary  skills to improve their interpersonal relationships.
DueNe technological advancements that have occurred in the HR field, it is now more
important than ever that colleges and universities provide courses that are geared towards the
future. Although, it is an employee's individual responsibility to work towards professional
development, the following strategies can help you create a robust program for developing
your employees:
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1. Train for success from the start - Training is an essential activity for onboarding new
employees and developing existing ones. Training enhances the hard and soft skills,
improves the knowledge and increases the confidence required to complete tasks. When an
employee's confidence is raised, they are likely to perform better at work. Moreover, when
you dedicate time and resources to developing staff, employees feel valued and appreciated

and this motivates them to put more effort into their work.

2. Set a good example and encourage self-development - Leaders who develop themselves
professionally are likely to encourage employees to develop themselves too. When a
manager takes steps to learn and grow, other employees realize that personal development is

an integral part of company culture.

3. Create individual development plans - Work with everyone on your team to help them
identify their professional goals. Each personal development plan should highlight ways of
achieving these goals, challenges facing the employee, interventions to resolve the challenges
and the time frames for attaining the identified goals. This motivates employees and helps

you determine whether your business goals are aligned with the employee goals.

4. Set performance metrics - Develop employees by setting measurable performance metrics.
Establish specific performance objectives so your team has tangible goals to meet. As they
hit each target, the sense of accomplishment motivates them to achieve even higher levels of
performance. If done correctly, performance appraisals can identify areas where further

training is necessary.

5. Simulate situations - Simulating real-life situations in the workplace is an effective way of
developing employees. Simulation entails recreating workplace scenarios, resolving the
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situations and applying the solutions to real-world practices. This prepares employees to

handle challenging workplace situations, such as resolving a customer complaint.

6. Give regular feedback - Develop employees by giving constructive feedback about their
conduct, performance and attitude throughout the year. Congratulate employees for the work

well done and encourage them to improve on specific areas for better results in the future.

7. Delegate responsibilities - Develop employees by enabling them to perform higher-level
duties from time to time. When employees get used to taking up higher responsibilities, they
learn new skills and prepare for future leadership responsibilities. Delegating duties helps
delegators free up time that could be used for more important tasks. It also encourages trust
and communication between managers and employees because it gives them confidence

knowing that you trust them and that you believe in their capabilities.

8. Engage in cross-training — Cross-training prepares employees for roles they may qualify
for in the future. Temporarily shifting them to a new department gives them a chance to
explore a different and possibly challenging area of your business. Finally, cross-training
fosters a spirit of teamwork by eliminating working silos, allowing employees to learn to

appreciate the value of different roles and aspects of the business.

9. Coaching — Coaching is one of the most effective ways of developing employees,
especially new hires. It involves a senior staff member working closely with young or
inexperienced employees, which helps create a continuous stream of future organizational
leaders. Coaching helps employees see things from a different perspective and develop ways

of solving problems on their own.
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10. Take career progression seriously - Every organization has a method to gauge whether an
employee has qualified for a promotion. Career progression guidelines allow employees to
attain the necessary qualifications such as certifications and licenses. Employees need to be
assured that their efforts are likely to enable them to achieve higher levels of responsibility.
Feeling stuck in one position for a long time saps the motivation of employees, who then

might see self-development as a futile effort and begin to look elsewhere for opportunities.

11. Dedicate resources - To realize true returns, your organization must invest resources in
employee development. While some ways of developing employees may not require a
substantial investment, other strategies require budgetary support to implement. To ensure
employee development goes as planned, set aside sufficient resources to implement programs
such as training workshops, learning tours and team-building activities, not to mention

incentives, raises and promotions where appropriate.

12. Retention - If your organization has a high turnover rate, you might be losing your
investment, including the costs of onboarding, training and other employee development
programs. To save valuable resources, establish mechanisms to retain the best employees in
your organization. You might find that the cost of replacing an employee is higher than the
cost of developing one. Retaining also ensures you preserve institutional knowledge as the

company grows.

13. Nurture professional networks - Develop employees by expanding their professional
horizons, giving them the opportunity to network with others in the industry. Introduce
employees to mentors, business leaders and professional associations. Networking broadens

their minds and gives them new angles of perception, both key attributes in solving evolving
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challenges in the workplace. Networking provides your team ways of obtaining extra support,
advice and information to grow their careers. You also create ambassadors for your

organization both in your industry and the community.

14. Eliminate barriers - Some organizations have compartmentalized teams. Develop
employees by eliminating rigidity in organizational structure and processes. Allovk&cross-
functional collaboration, which is essential for learning, sharing and flouris @Q ployees
do not want to feel that their careers are stalled. They want to dedicatev%m ves and make
an effort for an employer that recognizes their skills and acknowle eir successes. That

is why training and development is very important. On th er hand, organisations can

enjoy some benefits from developing their employees. @neﬁts includes:

- Unlocking employee creativity b

- Improving performance &

- Fostering a goal-oriented m1

- Enabling closer collab%gﬁ

2.1.7 Work-life B@f

Work-life b efers to maintaining a harmonious relationship between your work and
persona@rb It involves consciously managing your time and energy to meet both
professional and personal commitments while prioritizing self-care and well-being. When
work demands more of your time or attention, you'll have less time to handle your other
responsibilities or passions. Many people want to achieve a greater balance between their
work life and their personal life so that work does not take up the vast majority of their time.

However, the term itself can be misleading because our careers and personal lives don't always
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exist in separate spheres'3!. There is no one right definition, explanation or understanding of
the concept that is work-life balance, it has multiple overlapping definitions that differ across
organisations and research studies. The authors suggest that “the term was initially
understood by researchers as satisfying low levels of conflict between work and non-work
demands'3?. Many research studies have shown that the idea of a work-life balance started in
the Nineteen Seventies and it represents the balance an individual has betweeréQ worklife

and the demands of their personal life!*. <

N

Work-life integration or the synergistic blending of our and professional
responsibilities has become an increasingly popular concept®m this perspective, work is
simply one aspect of our lives, which needs to be &&red alongside other important
concerns, such as our home and family lives, ou@nunity, and our personal well-being.
Rather than resembling a scale with two con@’gides, work-life integration more resembles
a Venn diagram of overlapping intere@hatever term you prefer to use, the reality is that
both describe attempts to mana%{qca various responsibilities and goals. While work-life
integration might give y u@e holistic framework, work-life balance might emphasize a
much-needed sense { Qon for those who find work creeping into their personal lives.
.

What Workulif \lance Looks Like

The uni@%ture of each of our lives and our fluctuating responsibilities means that work-life
balance and work-life integration look different for everyone. It's a constant negotiation about
how—and where—you spend your time. In striving for greater work-life balance, you get to
determine your priorities, whether they're related to your work or personal life'**. Just like in

our diets, to stay healthy and energized for the long haul, people need variety. When it

comes to work-life balance, people need to engage in a variety of activities and rest. We
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tend to fall into the trap of believing that we can be productive all the time, or that an
eight-hour day at work equates to eight hours of output. However, that is hard, if not
impossible, for many individuals to achieve. Plus, overworking has negative
consequences for both employees and employers. Workaholics and those who struggle to
practice self-care find themselves at higher risk for burnout, fatigue, and stress-related
health issues. Poor work-life balance can also leave employees working mote hours but

being less productive.

An unhealthy work-life balance occurs when work becomes overwhelming and takes
precedence over personal life, leading to negative consequences for an individual's well-

being. Some signs of an unhealthy work-life balance may include:

i. Constant Overwork: Regularly working long hours, including weekends and
holidays, without sufficient time for rest, relaxation, or personal activities.

ii. Neglected Personal Life: Sacrificing personal relationships, hobbies, and leisure
activities due to excessive work demands.

iii. Burnout: Experiencing physical, mental, and emotional exhaustion due
to chronic stress and work-related pressure.

iv. Lack of Self-care: Failing to prioritize self-care activities, such as exercise,
adequate sleep, and leisure time resulting in deteriorating physical and mental
health.

v. Strained Relationships: Experiencing difficulties in maintaining healthy
relationships with family, friends, and loved ones due to work-related

commitments.
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Remember, achieving a healthy work-life balance may vary from person to person,
depending on individual circumstances and preferences. It's important to find a balance

that works for you and promotes your overall well-being!3>.

2.1.8 Academic Retention

The shortage of academic staff and the failure of universities to retain quality Qﬁb staff
continue to be crucial to the changing prospects and potentials of knowledge ation and
learning. Academic employment can be defined as jobs in high@ation institutions
(Universities and Colleges of Higher Education) whose main function was academic teaching
or academic research, irrespective of the contractual te Qe job holder. Thus, lecturing
and research staff are included. There have been i upb%und the retention of academic staff
in higher institutions of learning. There are lots ctors which lead to individuals entering
and leaving academic employment. Th Are many factors that are responsible for the

mobility of academic staff. Emplo@entlon posits one of the greatest challenges in many

organisations, let alone, acad@ istitutions world-wide, in contemporary times.

There is a growing @in‘terest in matters of recruitment and staff retention in higher
[ ]
education insti@ i’ Nigeria. Emphasis on the elements that impact institutional efficacy
and the of education on a global scale is on the increase. Retaining and hiring
comp\{egjpersonnel is essential to upholding standards and improving learning outcomes.
This pattern is not specific to Nigeria; it can be observed in many nations that are working to
enhance their higher education infrastructures. Higher education establishments in Nigeria
deal with unique recruitment and retention issues. Talent competition, a lack of money,

infrastructure constraints, and occasionally societal or political unrest that affects workers’
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stability are some of these difficulties. These elements add to the pressing need to address
staffing and retention-related challenges. Nigeria's economy is expanding, which is driving
up demand for qualified workers in a number of industries, including higher education.
Because the rivalry for skilled workers brought about by this need, organisations must have
effective recruitment and retention strategies in place in order to draw in and keep competent
personnel. Nigeria's higher education system has many schools vying for re Q%n and
accreditation abroad. Achieving and upholding these standards depends héavily on the
caliber and consistency of the staff. As a result, organisations are s@i more money on

techniques to improve hiring procedures and raise employee rg:en n rates.

Invariably all tertiary institutions in Africa are confronte@[h the tremendous challenge of
identifying, recruiting and retaining high caliberé@ particularly lecturers. These trends
have engendered a more strategic approack\tﬂfém resource management across the higher
education sector'*®, The academic rete;&factor automatically affects the research capacity
development orientation in view é&ga\fact that no system can rise above the quality of its
teachers. There has been a " %ovement of some of the best brains of African origin from
the continent to variQu rts of the developed world in search for better conditions of

[ ]
services, but tt@ rtain strategies that can be used to improve employee’s happiness,

motivatiox}@more in order to retain them!?’.

In A}Sa, for long, teaching at university has not only been regarded noble, but a dream
comes true for many individuals. But this does not seem to be true anymore. If any, the
nostalgia for acquiring and settling down in university employment may now only be strong
amongst those who are unsuitable for the jobs. Otherwise, if teaching in university was still

such a revered job, then what would explain the acute shortage of academic staff experienced
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nowadays by many African universities amidst the rising numbers of qualified Africans? In
Africa in particular, public universities have been failing to attract and retain highly qualified
individuals for their teaching jobs. This has resulted into acute shortage of academic staff that
appears to be already hurting the quality of university education in the continent. In this study,
the researchers examined the critical factors that determine academic retention, research

S

Many academics believe that the profession has a heavy workload, mal&{igdﬁﬁcult to meet

capacity and sustainable development in African Universities!3®,

promotion requirements and poor mentoring and capacity develo hich would benefit
from academic support, unambiguous promotion guideline@i clear, homogenous salary

packages. These are some of the factors that determine Qyn of academic staff.

Motivation 6

The motivation behind a behavior is ess that drives individuals and animals to
perform a certain behavior at a glver(%g%hls is referred to as a motivational state, and it is
believed that the strongest. S,lean determine a person's behavior. One of the most
important factors that @an consider when it comes to choosing a career path is their
motivation. This is ?Aijse it can help them achieve their goals without actually doing it. The
concept of r&gmfon is derived from the word "motive." It refers to a person's desire to do
somethl% achieve something. The goal-oriented behavior of people is motivated by the
process of motivating them to take action in order to achieve their goals. The psychological
elements that influence people's actions include their desire for money. Various theories
have been presented that claim to describe the characteristics of a motivational state. These

theories, such as the ERG theory and Abraham Maslow's hierarchy of needs, claim that

people have certain needs that can motivate them.

91



Some of the basic needs that people have are food and water, which are more common than
other needs. According to behavioral theories, the higher needs can only motivate people
once the lower ones are satisfied. These theories do not explain the behavior of people in
terms of conscious states. The goal-oriented behavior of people is motivated by the process
of motivating them to take action in order to achieve their goals. There are two types of
motivation: intrinsic and extrinsic. According to some studies, intrinsic moti Q 1S more
beneficial than extrinsic motivation. The characteristics of a motivatiQaJQate can be
categorized depending on the level of conscious awareness that the s of the reason he

or she does certain actions. This field is related to practica::r:@ity. According to this

theory, people should be motivated to perform certai

should!?°. b’bQ
2.1.9 Intention to Stay ®%

Employees are asset to organization.-H\& ver, in today’s organizations, most organizations

s if they believe that they

are faced with employees’ tur@é? which incurs certain cost to organizations. Most
organizations are aware f@portance of human capital in achieving the success of their
%ective of human capital management, employees are equipped

businesses. From theype
. &%
with skills, ab‘itié; and experiences that have economic value for organizations'“’. Thus,

organizatipbsould face difficulties in meeting its desired goals without human capital
capa%.

Voluntary employee turnover is one of the critical issues in the Malaysian manufacturing
organizations and able to destroy the company competitiveness in the marketplace. Several

factors have been identified to be influencing turnover rate in many manufacturing
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companies in Malaysia!*!. Also, several factors have been identified to determine the

retention of academic staff in universities'*2.

The survey conducted by Malaysian Context carried out an investigation on the relationship

193 There is a significant partial

among organisations and their employees’ intention to stay
mediation role of JS on the relationship between BG and ER. The study est@,%hed a
theoretical and practical base for the future studies, as well as implementatio @Q{en‘[ion in
the Malaysian manufacturing industry'#*. The nature is related to ﬂ&re onsibilities in
executive position in dealing with both operations and manageme @tion. In the study of
fast growth companies’ 47 percent out of 434 chief executi@ﬁcers (CEOs) declared that
lack of valuable employees can limit their companies%@opmentm. Employees will exit
their current employment if they are not satis%%ith factors such as related to their

organization and job according to!“. Ter@@ of employment cannot be taken as the

absolute reason due to the tendency'é& employees to fabricate information for various

N
147 \(9
: $Q

Intention to stay refers@oyees’ willingness to remain in the organization, and they are

motives

aware of their dec@gfter a careful consideration'*. In a similar manner, intention to stay
mirrors em }gsﬁg level of tenure of employment relationship with present employer!.
Employ@taying within their current organizations also demonstrate their interests and
needs to be fulfilled by the employers. The high tenure of one employee continuing his or her
employment relationship reflects the success of the organization in building strong intention
to stay among employees. Studies conducted by different researchers revealed a negative
relationship between salary and employees’ intention to quit'>’. With the growing number of

higher education institutes, dissatisfied lecturers are willing to leave one university for
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another that offers a higher compensation package'!. Lecturers tend to feel dissatisfied when
they perceive they are not being compensated fairly. In support of the literature,

remuneration remains a significant predictor of employees’ intention to stay or leave'2.

2.1.10 Loyalty

Employee loyalty deals with the extent to which employees are committed and involved with
their organization. Employees who are loyal are less likely to quit, look for another job, or
speak negatively about their employer and organization. They usually work harder and are
more enthusiastic about their roles in the organization. The human resource management
department is responsible for maintaining the employees' loyalty and commitment to the
company. This happens to be the last function of this department and it involves
implementing strategies that will help keep them focused and motivated because the lifelong
career that used to be the norm has suddenly disappeared. The usual psychological contract,
promising a lifetime paid employment and benefits for loyalty and dedication, had been
replaced by concern for employees’ career progression'>®. Upon examining this paradigm
shift of employees’ psychological contract, employees now move from one organization to
another in pursuit of better pay and career development and one of the challenges facing
many organizations is the retention of critical employees!**. Society has now become
knowledge based where human capital is considered a key resource and indispensable to the
survival of businesses. This situation is no different in most higher institutions of learning

across the globe.

2.1.11 Commitment
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In the extract literature, several authors use terms such as commitment, loyalty, productivity
and ownership to describe retention!®. These studies suggested that commitment is the
extent to which employees commit to someone or something in their organisation, how hard
they work, and how long they stay as a result of that commitment.'>°stated that engagement is
a “passion, commitment, extra effort, the elusive force that motivates employees tofler (or

S

It has been termed as coveted energy similar to a commitment to,{i anisation, job

lower) levels of performance”.

ownership and pride, more discretionary effort (time and ener ion and excitement,
commitment to execution and the bottom line. It is the ee to which an individual
identifies with an organisation and is committed to its goal$ Hence it can be concluded that
organisational commitment is an important fac@(bthe state of engagement when it is
conceptualized as a positive attachment to @r organisational entity and measured as a
willingness to exert energy in support e organisation, to feel pride as an organisational

member, and to have persona%fe?tiﬁcation with the organisation. In no case does

engagement overlap wit%cm@w’ ment!>7,

The influence of @Ved organisational support and employees’ commitment upon the
degree of er%) s’ turnover intention within telecoms employees in Pakistan. The study
argued %le intention to leave among employees in the telecoms sector largely depends on
perceiveéd organisational support'>®. There is a strong association between academics’
perceptions about management support and their intention to quit from public Universities in
Khyber Pakhtunkhwa, Pakistan'*®. The study further reported that academics’ turnover was

due to poor management support, such as research and conference grants,

95



University/Industry Linkages, University supported journals and research incentive

scheme!¢°.

2.1.12 Academic Engagement

Employee engagement is a human resources (HR) concept that describes the level of
enthusiasm and dedication a worker feels toward their job. Engaged employees care about
their work and about the performance of the company, and feel that their efforts make a
difference. An engaged employee is in it for more than a paycheck and may consider their
well-being linked to their performance and thus instrumental to their company's success!¢!.
Employee engagement is one of the most common areas of HR consulting that involves
analyzing and improving the performance of employees is employee engagement. This
discipline is usually focused on measuring and improving the levels of employee
satisfaction. Although this field is generally broad, most companies have specialized

practices that focus on different aspects of HR management.

Engagement of academic staff“should be a strategic priority for the management of
universities since it is difficult to replace the knowledge, skills and experience of academic
staff!62. Given theYaboye studies, it is logical to anticipate that job-hopping intention is an
indication of\podr'management support, which may likely reduce engagement of academic
staff. However, most of these studies were not empirically tested. Hence, the need to do
empirical research on the relationship between human resource management practices and

academic retention among academic staff.

Understanding Employee Engagement
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Employee engagement can be critical to a company's success, given its clear links to job
satisfaction and employee morale. Communication is a critical part of creating and
maintaining employee engagement. Engaged employees are more likely to be productive
and higher performing. They also often display a greater commitment to a company's values
and goals. Employers can encourage employee engagement in many ways, including
communicating expectations clearly, offering rewards and promotions for excellent work,
keeping employees informed about the company's performance, and providing regular
feedback. Other strategies include making efforts to make employees feel valued and
respected, and feeling that their ideas are being heard and understood. Engaged employees
believe that their work is meaningful, believe that they are appreciated and backed by their

supervisors and that they have been entrusted with the success of their company.

Employee engagement has been a considered part of management theory since the 1990s
and became widely adopted in the 20008™While it has its detractors, mostly based on how
difficult it can be to measure, employce engagement has been found to have direct links to a

company's profitability andsfitancial health.

2.2 Theoretical Réview

Regarding the faetérs associated with human resource management practices and employees’
retentiomy folir theories were adopted for this study. They are: Equity Theory, Expectancy
Theory, Maslow Theory and Social Exchange Theory. All of which are relevant to this study.
There is no perfect or right theory for a dissertation, though certain theories are popular and
the adoption of a theory reflects the understanding of the researcher as regards the study. In

making an appropriate selection of a theoretical context, the researcher considered the
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guiding principles of the study and situate the problem in relation to it. The researcher

therefore, examined the four relevant theories to the research study.

2.2.1 Equity Theory

Adam's equity theory is a representation of how individuals see the efforts they put into a job
and the benefits they get out of it. Adam argued that employee normally intend aintain
equity between inputs (effort) in the job (in form of time, education, @’ ence and
commitment) and the outcomes in turn from the job (promotion, reCQgKiﬁ 7 and pay rise)
compared to perceived inputs and outcomes from other employee Qe same organisation
or in other organisations. The theory further suggests that, if oyees perceive to be under-
rewarded, he or she will be demotivated and develop 11@@ to leave the organization. Also,

if dissatisfied employees remain in the organizatigééy may perform by withholding their

efforts in order to lower the quality or sta@ f that organisation, thereby affecting their

commitment and loyalty!%3. . 5\\'\
&

In relation to this study, E{&@Theory guides in understanding what may influence
academic staff to leaV%QJObS. The theory, therefore, provides an understanding of the
factors that make t&*demic staff leave their university by keeping in comparison to what
academic s%&’other institutions are benefiting to realize the ratio of input-output
equilibr@‘l—[owever, the major weakness in this theory is subjectivity of the comparison
proc@‘. The study observed that there is a tendency in human nature to distort their inputs,
especially in regard to effort, hence it becomes hard when comparing their levels of
commitment to the job. This theory has been largely applied to motivation in the

organisations outside the academic environment. On the basis of this gap, the current study

seeks to enquire how the Equity theory can be used to promote academic staff retention or
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further strengthen existing staff retention strategies in Nigerian higher institution of

learning!'®.

2.2.2 Expectancy Theory

Victor Vroom developed the motivating theory of expectancy in 1964. It analyses the way
individuals make decisions according to what they anticipate will happen. Becausg\it offers
guidance on how to inspire workers and improve their productivity and rete Qhe idea is
especially pertinent to HRM practices. It also suggests that people are ore<lfﬂgely to behave
a certain manner when they anticipate achieving specific goa Q key component of
Expectancy Theory is Expectancy. This is the conviction the’s efforts will result in the
intended degree of achievement. It is the belief that a p &r course of action will result in
a particular consequence. Goal difficulty and self-@(écy—the belief in one's capacity to do

O

tasks—have an impact on this.

N
Another important key component ii@lentality (Performance — Outcome). This is the
conviction that reaching the @ performance level will result in a specific event or
benefit. It expresses th Xat a certain degree of performance will bring about particular
benefits. This can @uenced by three things: transparency (openness in how rewards are
dispersed), ar{y_} expectations (clear grasp of the performance-reward link), and trust in
leaders Q clief that management will fulfil promised rewards).
Ano@flmportant element is valence, or the value that a person assigns to the benefits or
results. It is the expected level of happiness or discontent that a person experiences with a
result. Valence is influenced by: Personal goals and needs (alignment of rewards with
personal aspirations), Preferences (individual differences in the desirability of outcomes) and

Reward types (monetary rewards, recognition, career advancement, etc).
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According to the expectation theory, people might be motivated if they have particular
expectations and have diverse sets of goals. This theory discusses choice and describes the
steps a person takes to arrive at a decision. According to Vroom, motivation is essentially
about deciding how much effort to put in during a given task. This decision is predicated on a
two-phase sequence of expectations (performance leads to a particular outcome/reward, and
effort leads to performance)'®®. Meanwhile, it is always important to app Qpe tancy
Theory in Human Resource Management practices because it invo@lsberformance
Management which has to do with the setting clear, achievable per@’agke goals to ensure
employees understand what is expected of them (enhancing ;%cy) and also feedback
because it is good to provide regular feedback to help e @es understand their progress
and make necessary adjustments. Also, the Rew. r@em which is the different reward
types which includes monetary rewards, rec% , career advancement etc. has to do with

N

linking performance to rewards so emﬂ%y\eés believe that high performance will lead to
desirable outcomes (enhancing ins tality) and also maintaining transparency in reward

processes to build trust and e@ mployees believe in the fairness of the reward system

\

Expectancy theory,_ also~involves Development which has to do with Training and
.
Development @hen properly followed, can help managers understand how individuals
are motiv choose among various behavioral alternatives. There is need to offer training
and }W@opment opportunities in order to boost employees' confidence in their abilities
(enhancing expectancy). To enhance the connection between performance and outcomes,
managers should use systems that tie rewards very closely to performance. They can also use
training to help employees improve their abilities and believe that added effort will, in fact,

167

lead to better performance'®’. Also, there is need for Career Advancement which provides
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clear career paths and opportunities for advancement to increase the perceived value of
staying with the organization (enhancing valence). It is critical to recognise that if managers
apply expectation theory in an overly straightforward manner, it may backfire. Vroom's
theory goes beyond the simple presumption that individuals will exert greater effort if they
believe their efforts will be rewarded. The reward must have significance and take valence

into consideration. There is a big societal and individual component to valence. Q

Compensation and Benefits is also an important part in applying Expecﬁxcy(fﬁeory in HRM
practices because it involves Diverse Rewards which is offeri ety of rewards that
cater to different employee needs and preferences (enhancalence). Also, Recognition
Programs is important because implementing recogniti &grams highlights individual and
team achievements, making rewards more m%@ful. Work Environment is also a
Supportive Culture because it fosters trust &@(Qboration.

Expectancy Theory also involves Aﬁ\ﬁa y. Providing employees with autonomy make

helps them make decisions and @(rol their work, which can increase their belief in their

ability to perform tasks (S@ng expectancy).

Expectancy Theo@rs valuable insights into employee motivation by emphasizing the
importance % T expectations, trust in the reward process and the alignment of rewards
with_in %al values and goals. HR professionals can leverage this theory to design
effective motivation and reward systems that enhance employees’ performance, satisfaction
and retention. Academic institutions can use this theory by clearly linking faculty efforts to
rewards. This might include clear criteria for tenure and promotions, performance-based
bonuses, and recognition programs that highlight the link between effort, performance, and

rewards
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2.2.3 Maslow's Hierarchy of Needs

Maslow's Hierarchy of Needs is a psychological theory proposed by Abraham Maslow in
1943. 1t is often depicted as a pyramid, with five levels of needs which are physiological,
safety, social, esteem, and self-actualization. These needs are arranged in a hierarchy from
the most basic physiological needs at the bottom to the highest need for self-actualization at
the top. The theory suggests that individuals are motivated to fulfill basic Q&aefore
moving on to higher-level needs. It further discusses the hierarchy and it§ impfications for
understanding human behavior and motivation!%® HR professionals @ theory to design
compensation, benefits, and work environment policies th@%s employees' needs at

different levels. For example, ensuring fair wages for p

safety needs, and recognition programs for esteem&@

Maslow’s original work outlines the basic S@Jre and assumptions of his hierarchy'®. The

gical needs, job security for

Theory explains that Physiological are the most basic human needs necessary for
survival, including air, water, fo@&s(%lter, sleep, and clothing. Without these fundamental
needs being met, the h @0 y cannot function properly. Once physiological needs are
satisfied, Safety Need ﬁe next because individuals seek safety and security. These needs
include persor@curlty, financial security, health and well-being and safety against
accidents ness. After ensuring safety, Social Needs becomes important because these
are zﬁown as love and belongingness needs. These involve emotional relationships such
as friendships, romantic attachments, family, and social groups. Humans have a need to
belong and be accepted by others. Esteem Needs are related to the desire for respect, self-
esteem, and self-confidence. This level is divided into two categories which are esteem for

oneself (dignity, achievement, mastery, independence) and the desire for respect or
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reputation from others (status, prestige). Lastly, we have Self-Actualization Needs. This is
the highest level in Maslow’s hierarchy. It refers to the realization of an individual's potential,
self-fulfillment, seeking personal growth and peak experiences. It involves the desire to

become the most that one can be.

Academic institutions can address these needs by providing competitive&&alaries

(physiological), job security (safety), a supportive community (social),;'tion and

opportunities for professional growth (esteem) and also opportuni& of personal and
academic development (self-actualization). Meeting these needs gance job satisfaction
and retention among faculty and staff. Maslow's Hierarc f Needs remains a useful

framework for understanding human motivation, thoug@igssential to consider it as part of

a broader and more dynamic view of human needs@ehaviour.

&)
2.2.4 Social Exchange Theory ®

Social exchange theory was introé%:éd'\'l 1964 by Blau. The theory suggests that a
relationship is determined by its and costs to an individual. According to, exchange
processes evolve beca@le aim to weigh inputs and outputs, and achieve a positive
balance in their vwons The basic tenet of social exchange theory is that relationships
evolve into yalty, and mutual commitments as long as the parties abide by certain
‘rules’ (Q% ange'”. Such rules tend to involve reciprocity or repayment rules, so that the
actions'0f one-party lead to a response or actions by the other party. Reciprocity is a basic

principle of social exchange theory.

Reciprocity defines the relationship between the two parties. In this regard, when one party

receives something of value from the other party, the receiving party feels obligated to return
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something of value in response!”!. Thus, a positive view of human resource management
practices is likely to be reciprocated by favorable job-related behaviors such as lower
intentions to leave and high levels of work commitment!’?. Thus, this theory is relevant in
that it sees employees’ retention (intention to stay, loyalty and commitment) as a result of an
exchange of positive human resource management practices (remuneration, career
advancement and conducive work environment). By application, employe Q%on is
dependent on the level of perceived benefits from the human resource managenient practices.
In other words, trust within a team of employees is developed and red through a fair
workplace environment. Therefore, the theory tends to give qth%ical explanation to the

perceived relationship between human resource rnan practices and academics’

retention. 6(6Q
2.3 Review of Empirical Studies \Q’b
| N\

Employee retention in Private Uni& ies in Ghana is critical challenge that affect
Institutions' success and sustain@g@(? The study sought to examine the effect of Human
Resource Management P a@s on employee retention in Private Universities in Ghana. The
study used quantitati&a roach and adopted descriptive survey design. Questionnaire was
.
used to gather @y data to address the objectives of the study. The sample size of 237
were sele rough simple random sampling. The frequency and percentage, multiple
regre\s& analyse were for data analyses. The study found that career development, training
and development, rewards and compensation and performance appraisal have statistically
significant positive effect on employee retention. The study recommended that Private
Universities in Ghana should give competitive and attractive rewards and compensation,

training and development programme that will motivate employee remain in the Private
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Universities. The study highlighted the effect of human resource management practices on

employee retention in Private institutions in Ghana'”>.

The purpose of this research was to examine the reasons behind employees' intentions to
remain in private higher education institutions (PHEIs) in Malaysia. Specifically, the
relationship between the perceived HRM practices and the intention to remain at &klaysia’s
PHEIs was examined. focusing on the social exchange theory (SET), this E@Qproposed
that the perceived HRM practices at those institutions are uniquely@tgofed to support
employee intention to stay, especially with the intervention of sational citizenship
behaviour (OCB). Data from 323 lecturers working at PF@ in Malaysia were used to
validate this model. The analysis conducted revealed that réeruitment and selection; training
and development; and rewards and recognition %(aﬂ a significant relationship with the
intention of employees to stay at Malax\'&@ Els. In contrast, notably, performance

appraisal did not have any significant rﬁQ%nship with the intention to stay!”4.

S

This study aims to investigat&@ faculty retention intentions are impacted by human
resource practices, ingl I@work environment, salary, training and development, and
organisational sups&n Delhi, India, 150 faculty members who work in higher education
managemen c&p_ges were given questionnaires as part of a convenience sampling survey.
There \Q 2 responses to the completed surveys that could be analysed. Descriptive
stati@ part and partial correlation, and categorical regression were used in the data
analysis process. Pay was shown to have the biggest impact on faculty members' intentions to
remain at the school. Workplace conditions as well as training and development showed a
favourable relationship with the intention to stay. The study emphasises how important it is

for educational institutions to prioritise offering competitive pay, a healthy work environment
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and faculty members' skill development, resulting in improved research and instruction,

which would support institutions' growth and advancement in management education'”>.

The purpose of the study was to determine the connections between employee motivation,
employee loyalty, and human resource procedures. A quantitative study approach was used,
and 595 employees in the hospitality industry in Ho Chi Minh City, Vieth%eived
questionnaires directly. Various statistical techniques were employed, ﬁ@ reliability
analysis, multiple regression analysis, mediation analysis, and ew@ factor analysis.
The empirical findings demonstrated that factors such as wor ironment, management
relationship, team spirit, career growth, pay, and relati ith manager had a direct

impact on employee motivation. As a result, through e@loyee motivation's mediation, these

factors also had an indirect impact on loy urthermore, professional growth, the

workplace, and employee motivation al%w a direct impact on employee loyalty. The

hospitality industry is advised to crett;%(Xg

a welcoming work environme@d cohesive cooperation, as well as a clear plan for career

training and developm@rease employee loyalty!®.
IS A\\

The extent to which human resource systems support organisational effectiveness has drawn

ations for competitive pay and benefits policies,

increasing attention. Yet, their impact on employees' behaviours has received little scientific
scrutiny. In this study, we looked at the mediating impacts of organisational commitment and
human resource management practices (HRMP) on employees' exit, voice, loyalty, and
neglect (EVLN) behaviours. The results showed that comprehensive training was
significantly related to exit; developmental performance appraisal was significantly related to

neglect and loyalty; fair rewards was significantly related to voice and neglect; and selective

106



staffing was not significantly related to any of the employees' EVLN behaviours. A portion
of the association between HRMP and employee behaviours was mediated by organisational

commitment!”’,

Defence Corps (NSCDC), Kwara State Command Headquarters, Ilorin. The study's
population consisted of NSCDC employees from all six departments. For the study, self-
administered questionnaires were employed. The tested hypotheses' outcom: onstrated
that employee commitment is significantly impacted by training and %gpdent (B =713,
t=15.544; p<.05) and that performance appraisal has signifi ffect on employee
commitment (f =.136, t=2.949; p<.05). It was also shown @%pensation management
has a significant effect on employee commitment (3 =—.@t=3.063; p<.05). This suggests
that improvements in HRM procedures lead to an @se in employee commitment and vice

versa. Thus, it can be said that performan\ s, training and career development, and

pay management all have a big impaq&low committed NSCDC Ilorin employees are to

One of the most crucial u@(s in the field of human resource management these days is

their jobs!78.

employee engage.megExamining and better understanding the factors that affect employee
engagement in{g}lting company is the goal of this article. The following were chosen as
independ@%%iables: employee recognition, awards, and development. The study's sample
consN of 151 manufacturing employees. A questionnaire was used to help collect data,
and version 23 of the Statistic Package for Social Science (SPSS) was used to analyse the
results. The results of the statistical analysis indicate that the dependent variable and the two
independent variables have a substantial association. In summary, it has been noted that

HRM procedures affect workers' job satisfaction. This demonstrates that in order to achieve
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high levels of employee work engagement, businesses must create appropriate and well-

structured HRM policies!”.

The main objective of every organization is not only to select the right person for the right
job, but also to fascinate and retain them within the organization. Employee retention has
considerable importance these days. This research has conducted to investigate how human
resource management practices (employee compensation, employee trai@&appraisal
system and employee empowerment) affect retention of banks emplolﬁsﬁl"ﬁe data of the
research was quantitative survey, where questionnaires were di d among 180 bank
employees of different banks in Quetta city, out of which 1f®ere returned back. Data was
analyzed using SPSS version 18.0. The results of th rrent examined that there is
significant positive relationship exists between& n recourse management practices
(empowerment, compensation, training an al system) with employee retention. The
study also discusses the limitations and‘\&mmendation for future research!®’,

This paper aims to analyze th @ca?:t of strategic human resource management (SHRM)
practices on employee @n. This study employed a quantitative research approach.
Senior-level peop.)le J§§ng CEOs, DCEOs, general managers, operation in-charges, HR

NS

managers, aEd @h managers of six commercial banks and six insurance companies were

requested
QO

distrmd; 167 questionnaires (69.58%) were returned and used for analysis. The results

spond to a series of questionnaires to collect data. 240 questionnaires were

suggest that the banks and insurance companies in Nepal might retain their workforces in
part by implementing SHRM practices. Out of five indicators of SHRM practices only three
indicators such as recruitment and selection, compensation and benefits, and career

management practices have a significant and positive impact on employee retention, whereas
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two indicators such as training and performance appraisal practices have a negative impact
on employee retention. In fact, employee retention is the main problem that Nepalese
commercial banks and insurance are facing. This is due to high employee turnover. Therefore,
they need to focus on employee retention through the effective application of SHRM
practices. They also need to create a cohesive set of employment policies to attracta&dretain

S

skilled employees'®!.

This study is aimed at recognizing the relationship between human rﬁql management
practices and retention of core employees in the oil and gas indu Nigeria. To achieve

the objective of this paper, primary and secondary sources@at was used. The primary
data was obtained from a well-structured questionnaire%ed for validity and reliability
using cronbach alpha of 0.74 and the data was tes&b’ng multiple regression analysis. The
results reveal that selection, training ’development, organizational leadership,
organizational culture and structure a %%anizational commitment are significantly related
to the retention of core employee%(ta\oil and gas industry. Hence, the paper concludes that
human resource managem%@ctices affect the retention of core employees. The paper
recommends amongst ot that human resource professionals should increase their strategic
value and ther@alue of human resources management practices by improving their

competencséorganizational design, managing change and organizational performance!®2.

The p\qﬁme of the present paper was to investigate the moderating role of job engagement in
the impact of SHRM practices on the employee retention of Guilan Technical & Vocational
Training Organization, and therefore, to provide an empirical and practical contribution in
order to enhance employee retention through job engagement. The statistical population

consisted of 372 managers and employees, and the optimal sample was determined by

109



Cochran's formula to be 189. The results revealed that SHRM practices and dimensions have
a significant impact on employee retention, and job engagement has a moderating role in the
impact of SHRM and all its dimensions except performance appraisal on employee retention.
The findings also indicate the moderating effect of job engagement in the relationship
between SHRM practices and employee retention for three types of job engagement, namely
vigor, dedication, and absorption. The association between the demographic va Q&nd the
factors also investigated. This study provides an empirical and practical cofitribution to

improving employee retention through job engagement. The theore@zplications, future

O

The purpose of this study is to examine the effects of hl@ resource management (HRM)

directions, and limitations are also discussed'®3.

practices on employee retention mediated by rew compensation. Also, this study has
examined the moderating role of performalo\@isal, and training and development on the
relationship between HRM practices.ag@{lployee retention. METHODOLOGY: A sample
of 250 respondents among the @(Q\rees working in the retail sector in Capital City of
Maldives was selected us'&ﬁe random probability sampling technique. A structured
questionnaire was dis Qd, and data was collected. Structural equation modeling analysis
was carried OLQE\XK ine the causal effect of HRM practices on employee retention.
FINDING @e results showed that reward and compensation (R&C) practices had
signb@ and positive effects on employee retention. However, the study found no
significant effect of career development, training and development, and performance

appraisal on employee retention.

In terms of mediating effects, R&C had significantly positive mediating effects on the

relationship between training and development (T&D) and employee retention as well as on
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the relationship between performance appraisal and employee retention. However, there were
no moderating effects between performance appraisal as well as T&D and employee
retention. Therefore, it was concluded that increasing the positive perception towards HRM
practices, particularly R&C practices in the retail sector of Maldives, causes an increase in
employee retention (ER). Also, it was concluded that HRM practices such as R&C mediate
the relationship between Training and Development (T&D) and Employee R %along
with the relationship between Performance Appraisal (PA) and ER. Thiser , indirectly
PA and T&D can increase ER in the retail sector of Maldives. Sin@y, we conclude that

there is no moderating effect of PA and T&D in the relations@en HRM practices and

ER. The overall conclusion is that R&C has a partial

Currently, research examines how human b@ management affects the effectiveness of

g effect on the relationship

between HRM practices and ER 84,

governmental institutions. The gove institutions continuously work to improve their
performance by reducing costs, @éang products and procedures, and raising quality in
order to compete and su \ %in the rapidly changing economic environment that is
characterized by tren \b globalization, rising investor and customer demands, along with
increasing proQ.ci\Sv etition. The analysis of the present study was conducted using
quantitati\%éearch methods. A sample size of 240 participants was used for this
inve&‘ig/gbn. All of the hypotheses were shown to be false, with the exception of the fifth,
which claimed that "Decentralization is positively associated with organizational
performance." It was discovered that Decentralization has a good relationship with

organizational performance!83,
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Similar research looked at how HRM practices affected worker performance in relation to
small-scale industries. A 30-item questionnaire using a random sampling technique was
given to 328 employees from the manufacturing and service sectors of small-scale enterprises
that were chosen at random. Understanding the relationship between HRM practices and
employee performance required the use of Pearson correlation and regression analysis.
According to the findings, HRM methods like as hiring and selection, training @sation,
performance evaluation, and employee involvement have a favourable effgct off employees'

performance!'®. This particular study aimed at investigating @\tuman resources

management practices affect employee performance. The study iss\completed by speculating

on how employee performance is affected by human reso J‘@ anagement practices.

Additionally, it is hypothesized that job satisfact@ill moderate this impact. Due to the
potential moderating effect, it may have e@edicted model, employee engagement is
also taken into consideration. Strue@equation modeling (SEM), path analysis, and

confirmatory factor analysis (CFQ&EQe used to examine data from 480 questionnaires given

to Jordanian employee @commercial banks. To complete our investigation, the
n§

investigation of Mo&

[ ]
shows that h@resources management practices has a favorable effect on worker

tructures (AMOS) program version 24 was used. The findings

performa@ job satisfaction'®’.

Q
In o&(to determine the impact of employee engagement on employee performance, the
study looked at the relationship between employee engagement and performance in technical
institutions in Kenya. The research uses a regression model to examine how employee
involvement affects productivity. Employee engagement and performance are positively and

significantly correlated, according to the study's findings (=.338; t=6.366; p.05)!83.
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Different elements that affected the employee engagement of customer service staff who
work in a variety of customer service sectors were examined. A sample of 262 participants
from the customer service industries were subjected to a Likert scale survey along with
statistical analysis. The main issue facing businesses is that disengaged workers contribute to
poor performance and goal-setting in the workplace. With a P>.05, statistical ﬁndi&gs were

X

Convenience sampling techniques were used in this study to collect gm‘ﬁ 72% of 150

not significant.

employees, which was then evaluated using SPSS software, which' atlstlcal package for
the social sciences. The results from Multiple Regression A is show that all the variables,

which are leadership, compensation, and organization @Jre, have a positive significant

relationship with each other!®. gb

In Kenya, how employee engagement h\% the training and research output of state
corporations was examined. The@@ goal was to ascertain how characteristics,
psychological states and be&%{al engagements affected how well firms in Kenya
performed in terms o@h and training. Using aggregate mean scores and standard
deviation, descrit;@?tistics were utilized to summarize the characteristics of the variables

for a total %

modera rét: impact of employee engagement on performance, and organizational

employees. Age, tenure, and educational attainment were found to
comm\itéent was found to partially mediate the link. According to the study's findings,

managers should consider personality qualities when choosing staff and delegating tasks to

them!°°.
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A number of 250 academic staff from four private universities—Kampala International
University, Tumain University of Tanzania, St. Joseph University of Tanzania and St. John
University in Tanzania were analyzed regarding employee motivation and retention. It was
discovered that working conditions, recognition, opportunities for growth and promotion,
work-life balance and training and development were the most frequently cited K‘[ivating
S

1

Examined were the moderating effects of work satisfaction and th@gﬁ(ng effects of

factors!®!.

organizational commitment on the links between perceived organi 1 support, perceived
alternative career prospects, and intention to leave. A self-ad@tered survey was done on a
pool of Jordanian small and medium-sized enterprises 6 using the convenience sample
technique. Modern variance-based structural %ﬁ)n modeling (PLS-SEM) software
SmartPLS v3 was used to analyze the a@g data (n=270). Results showed that the
relationship between perceived organib\& al support and intention to leave is mediated by
organizational cornrnitrnen‘[lgz.A 6\%

The main force behind@}usiness is its workforce. The employment and turnover rates
of workers have-sﬁ\&cantly increased recently for a variety of reasons. It indicates that
organization agaﬁll quite concerned about this issue. The varied causes of work-saving and
turnove@%viors at various worker levels in Bangladesh are the main subject of this study.
This study focuses on a number of variables. The main techniques for identifying the
independent variables, such as job satisfaction, job quality, and employee facilities, as well as
employee dependent variables, such as employment and turnover rates, are investigated

through this hypothesis. There is a correlation between the independent and dependent

variables. With the hypothesis-based questioner, a survey of 150 respondents who work at
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various levels in Bangladeshi organizations was conducted. The information gleaned from

the survey and statistical'®>.

Research and training, which are essential economic development drivers, account for the
differences in economic development levels within and between countries. Therefore, it is
believed that the growth of the African continent has lagged behind due to ig&ﬁcient
funding for research and education. According to Kenya's economic strate @%on 2030,
innovation, science, and technology are essential to moving the couhtry “téward middle-
income status. The Kenyan government implements its resear Qd training program
through a range of state companies with both research and ing tasks. However, due to
inconsistent and subpar performance, the public secto%gvhole and state corporations in
particular have come under fire over the years. E%enterprises engaged in research and
training have come under fire for their s@ge of commercialization of their services,
insufficient connections with stakeho@o support demand-driven research and training,
and failure to establish a framex@k(?o connect research programs with national priorities.
Furthermore, despite the a@ there is evidence to suggest that employee involvement has
a substantial impact oﬁorganizational performance, past empirical research on the
.
performance 0@ uSinesses in Kenya have paid little attention to this factor. Therefore,
the purpqz%f this study was to ascertain how employee involvement affected the
perfo\&%e of Kenyan government-run research and training businesses. The study
specifically aimed to: ascertain the moderating effect of demographic characteristics and the
mediating effect of organizational commitment; ascertain the effect of traits, psychological
state, and behavioral engagements on performance of research and training state corporations

in Kenya. Research and training, which are essential economic development drivers, account
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for the differences in economic development levels within and between countries. The
African continent is consequently seen to have lagged behind in terms of development due to
poor financing for research and education. According to Kenya's economic strategy, Vision
2030, innovation, science, and technology are essential to moving the country toward
middle-income status. The Kenyan government implements its research and training agenda
through a number of state firms that are charged with both tasks. However, the Qic ervice
in general and state corporations in particular have come under fire throughout the years due
to inconsistent and inadequate performance. Kenyan state corporat@e aged in research

and training should improve their performance on employee m@ nt!*,

The ability of an organization to keep its employe @(nown as employee retention.
Retaining employees is becoming a significant for most organizations. Because a
high turnover rate raises the cost of hiring @@ﬁng new employees and has an impact on
the organization's profitability, busiﬁ(& adopt a variety of strategies to keep their

A\

productive staff. In order to dete@c@cﬂe elements that affect employees' retention in private
businesses, this research wi ) Arnine the findings of research papers by various authors and
also collect though;s\" rectly from the key employees of the firm through interviews.

This study's“goa '\to determine the most effective employee retention tactics that may be
applied Qréterprises across industries. In this study, the exploratory research approach was
usedM used both primary and secondary data. Key employees of well-known Oman-based
companies like Shell Oman, Zubair LLC, Al-Riyami Group, Saud Bahwan, and Suhail
Bahwan were interviewed on the phone and in person on multiple occasions. Induction,

working conditions, training and development, competitive compensation, defined benefit

plans, and 360-degree appraisals, to name a few, are some of the retention strategies
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identified and examined in this study. These strategies can be used by the organization based

on their usefulness and suitability to retain employees with organizations.

There is no particular set of precise procedures that will affect how long employees stay on
the job, but different organizations place varied emphasis on these procedures according to
how well they affect retention. We have derived recommendations that g&ide a
comprehensive picture of the many approaches that firms should implemer@?haintain a
high level of employee retention based on our comprehension of the.g%egg{tudied by the

researcher and data directly acquired from employees of private or ions in Omani'®.

Similar to other corporate organizations, academic insti ork to establish, preserve,
and perpetuate their competitive advantages. In t?@:dy, we evaluated the impact of
"strategic human resources management (H practices" on achieving "competitive
advantages" that will be long-lasting, s\v 1 as the contribution of "human capital"
development and employee commité%&%an academic setting. Six hundred questionnaires
were delivered at random .to\@@taff members of a few universities in Erbil, Iraq.
N\

Smart Partial Least S 1®PLS was used in the investigation along with structural equation
modeling (SEQ}% ds. The results of our study showed a linear and favorable
relationshi)béween strategic HRM practices and sustainable competitive advantage (SCA).
Stra%gHRM was also found to positively influence human capital development and

employee commitment to the institutions. Finally, management implications and theoretical

implications were proposed!®®.

Exploring the dynamics of strategic human resource management (SHRM) techniques in the
public sector is the aim of this study. More precisely, this article seeks to highlight some key
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elements of SHRM that have a significant impact on employees' decisions to stay. The
empirical study presented here aims to provide deeper understanding of the relationship
between SHRM and retention at the National Bank of Egypt (NBE) and its support. Design,

method, and strategy and cause and effect method is used in this co-relational study.

The study's methodology is both descriptive in its theoretical application and quaatitative in
its practical application. Although an empirical study was conducted to look i%nelations
in actual practice, this work theoretically employed the analytical appfoac describe the
key ideas. Findings - This article comes to the conclusion that us%@iRM practices is an

excellent tactical weapon for keeping core public person

findings show that SHRM helps NBE retain its employ&g

ditionally, the analysis's

Practical Implications - Particularly in Egypt@vemmental companies, the research's
conclusions and suggestions can help m. éegent design efficient strategies to boost staff
retention through proper SHRM @e . Originality/value - This study offers various

contributions to the literatune@ subject of study, as well as the practical contribution,

which has significant c@nces for both theory and practice!®’.

A study done i@ used the Ministry of Trade and Industry as a case study to look at
how hum%éource practices affect employee performance. In order to accomplish the
stud&ggdls, the researcher created, distributed, and then gathered and used the SPSS tool to
analyze the data using both descriptive analysis and inferential statistics. Simple random
approaches were used to choose 275 employee samples from the population of 887; 270

questionnaires were returned, with a response rate of 98.8%.
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The results of the descriptive statistics indicate that employees had low perceptions of the
following: reward management, performance appraisal, training and development, and
recruitment and selection. The correlation results showed a significant and positive

correlation between the employee and recruiting and selection, reward management,

performance appraisal, and training and development!®3,

S

2

The conceptual framework @13 study is informed by retention models and studies by'*.

2.4 Conceptual Model

The study will be based e following conceptual framework.

PR

Human Resource

Management Practices .| Academics’ Retention
(Independent Variable) (Dependent Variable)
\ l
Hol :
Remuneration Intention to stay
. . Ho2
Recruitment & Selection ¢ Loyalty

1 Hy3

Training & Development Commitment




v

Work-life balance Ho4

v

Engagement

Figure 2.1: Researcher’s Conceptual Model, 2023

The independent variables of the study are remuneration, recruitment and sel Q, training
and development and work-life balance, while the dependent variabl o@e study is
retention which is the intention to stay with an organization, level@o Ity, commitment
and engagement to teaching and research output. When ﬁes are provided with
equitable and consistent remuneration, right recruitment ection, necessary training and

development and adequate work-life balance, th @0 develop desire to stay, loyalty,

commitment and right engagement to that o n.

N\

2.5 Summary of Gaps in Literature @wed

The summary identifies researcl%&nd an issue for which there is insufficient existing
research or which is outda : % needs to be updated. From the literature reviewed, there
appeared to be deart gvorks on Human resource management practices as related to
.
academics’ ret@ isting research in the field was scrutinized to find and suggest
missing or insufficient information for further studies. Such studies include
orga?yi{a/%nal climate among academics on job security among university teachers?®.
Factors’ affecting scholarly research output was examined and also work environments and
retention outcomes among academics''’. A study was also conducted on bolstering human
capital management and engagement in the health sectors?'. Recent studies have shown that

many organisations are faced with the problem of employee retention. The usual
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psychological contract, promising a lifetime paid employment and benefits for loyalty and
dedication, had been replaced by concern for employees’ career progression. Universities
around the world, both public and private have lost significant numbers of their key faculty,

not only in terms of their physical removal but in their work engagement and loyalty.

Although related studies also focused on employee labour turnover, but this study gused on
human resource management practices and how such practices affect acade@letention.
Also, most related studies on human resource management were condu;ﬁdg.wﬁide academic

domain and not many studies of this nature have been done in the Nj n context.

Theories that are relevant for explaining the interacti een the independent and
dependent variables for this study were adequately @e ed. The theories reviewed are
equity theory and social exchange theory. The rev f the theories reveals how each of the
theories relates to the interaction between@dependent and dependent variables of this
study. Existing empirical studies on'@nbined independent and dependent variables in
this study were reviewed also&@&view was carried out objective by objective. One of the
reasons for this review examine the findings of previous studies and build up on
previous ﬁndings.wl%would be relevant for discussing of the findings of this study later.

However, the @atement shows that universities must develop strategies to retain their
employees’ anizations will probably learn how to evaluate their competitive edge and
track\bp effects of their retention strategy. This emphasized the importance of effective
HRM practices in influencing employees' decision to remain with the organization and the
implications for employee retention strategies. Despite the initial progress made by
researchers, development in this area of study has been limited. Research needs to expand by

providing a deeper understanding of the human resource management practices. These

121



findings indicates that more research needs to be done if universities are to improve in their

academics’ retention. Hence, the need to empirically examine this gap.
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QQ Chapter Three

Methodology

A. Osibanjo, A. Adeniji,

This st rao ted descriptive (survey) research design. The descriptive approach was used
P p y g p 1YY

because it enabled the researcher to examine the perceptions of respondents on measuring

variables such as the demographic and Likert-type format as contained in this study. The

study adopted a 5 Likert scale to minimise biases that could result from forcing respondents

into expressing agreement or disagreement. Descriptive research defined the research aspects

viz., who, what, where, when, why and how of the research problem!.
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3.2 Population of the Study

The population of study comprises of one thousand, four hundred and twenty (1,420)
academic staff in selected private universities in Southwest Nigeria out of which four
hundred and fifty-eight (458) was selected as sample size. The study selected the first four
established private universities in Southwest, Nigeria and it focused on only academigc staff in

R
(O

3.3 Sample and Sampling Techniques /\

the selected universities.

The study used stratified random sampling technique for data co n. The method was
considered appropriate because it helped to obtain a satisf@y representation of various
subgroups within the population under study. Stratiﬁec@@n sampling technique was used
for a fair representation of academic staff from t%%sting seven strata: Professors (Prof),
Associate Professors (AP), Senior Lectu@’gq.), Lecturer I (L1), Lecturer II (L11),
Assistant Lecturers (AL), and Gradm@ssistant (G.A.). This was to ensure that every
academic staff in the selected un%;sci?les had an equal chance of being selected. Because of
the likely difficulty in §@g he respondents at one time due to their busy schedule, the

onnaire was done on the basis of respondents’ availability and

administration of thﬁ
willingness to ﬁart}b’i\p'at . Hence, a convenience sampling technique was also employed. The

combina‘up&élhese methods helped to generate robust data for the analysis.

Q

3.3.1 Sample Size Determination

Sampling is a process of selecting a number of individuals or objects from a population such
that the selected group contains elements representative of characteristics in the entire group.

There are several approaches to determining sample size which includes using a census for

140



small populations, imitating a sample size of similar studies, using published tables, and

applying formulas to calculate sample size?.

Table 3.1 Academic Staff Population of Selected Universities

S/N  Selected Institution Staff Strength

\
1 Babcock University 487 Q\
2 Bowen University 331 ( 0

3 Covenant University 6\
4 Pan-Atlantic University %0

Total Academics’ Strength Q 1,420

Source: Researcher’s Field Compilation, 2023 ’bQ

Q
\
Ny

&

For the purpose of this study, Q%bular approach of 0.05 margin error and confidence level

of 95% percent were u@temine the sample size, as shown in Table 3.2.

Table 3.2 (° s\\,%ample Size Determination Table
PN

’b’\} Variance of the Population (P=50%)
Q Confidence Level =95%
N Margin of Error

Population Size 5 3 1
50 46 49 50
75 67 72 75
100 87 95 99
150 122 139 149
200 154 180 198
250 181 220 246
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300 206 258 295

400 249 328 391

500 285 393 485

600 314 452 597

700 340 507 672

800 362 557 763

1000 398 647 943

1500 459 825 1375

2000 497 957 1784 \
3000 541 1138 2539 Q
5000 583 1342 3838 (::>
10000 620 1550 6228

25000 643 1709 4

50000 652 1770

100000 656/ 1802 qiEF, 172
250000 659 1821 15989
500000 660 1828 <::> 15984
1000000 660 1831 <::> 16244

Source: Hamed Taherdoost Ph.D, University Canadz;,\&@t, 2017

From the determinant table, the sample size@sed four hundred and fifty-nine (459), this

was because the total number of acad > strength of the selected universities falls within
[ ]
1500 in the table above. Howeve@etermine the proportion of the questionnaire to be

administered to each Univefs’(\)k%e study adopted Bowler (1996) Proportionate allocation

formula as follow: QQ
Nh = nxnh (@

N
Where; & mber of units to be distributed to each group.
nh = 1 population of respondents in each group.
n= Determined Sample Size.
N= Total Population Size.

Nh= Determined sample size multiply by Total population of respondents in each grou

Total population size
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Babcock University (BU)

Bowen University

Covenant University (C U)

Pan-Atlantic University

487X 459 = 157
1,420

331X459 = 107
1,420

532X459 = 172 Q\
1,420 Q/Q

N

70 X 459 )
1,4@D

g%@L = 458
O
\S
Table 3.3 Sample Size Determinatiog&e
A\

S/N Names of Selected Instit 7‘@ Population of Academic staff Selected sample

o\ Size

1 Babcock Universit @T 487 157
2 Bowen Univers tyé 331 107
1 Covena@%ﬁr ty (CU) 532 172
4 Pa@tic University 70 22
ngl 1,420 458

Source: Researcher’s Compilation, 2023
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34 Description of Research Instruments
This study adopted quantitative methods of data collection that involved the use of
questionnaire research instrument for the collection of the relevant data from the academic

staff in selected universities in Southwest, Nigeria.

3.5  Validity of Research Instrument \

Face and content validity was used to determine the validity of the resei@struments

(questionnaire). The questionnaire was presented to the supervisory/% nd experts in
Human Resources Management (HRM). Items found to be ambi was expunged. The

content validity was done to ensure that the questionnai@wered concepts that were

relevant to the study. QQ

Test-re-test technique was used to ascerta&@reliability of the research instruments. This

3.6  Reliability of Research Instrument

was done by administering the Valid\x&uestionnaire to a group of thirty lecturers from
public university in Ogun State different times at an interval of 10-15 days. The scores

accrued to the different a@ﬂhat made up the questionnaire were calculated and correlated

together to get a relig@ty coefficient.
[ ]

Table 3.4: ligbiﬁty Coefficients of Different Scales in the Questionnaire

Scales N Reliability coefficient Number of items
® o0

Hum esource Management Practices 0.79 5

(Remuneration)

Human Resource Management Practices 0.75 5

(Recruitment and Selection)

Human Resource Management Practices 0.72 5
(Training and Development)

Human Resource Management Practices 0.76 5
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(Work-Life Balance Programmes)
Academic Retention (Intention to stay) 0.70
Academic Retention (related to loyalty) 0.81

Academic Retention (related to commitment)  0.73

hn L W W

Academic Retention (related to Engagement) 0.77

Source: Researcher’s Compilation, 2023 \
3.7 Administration of Research Instrument and Method of Data Co

This study adopted primary sources of data collection, which is quantf&Q/e form and made

use of a structured questionnaire. %

The collection of quantitative data from selected univerwas done through the use of a
structured questionnaire. The questionnaire wa: dg@)ed based on a review of extant
literature emerging from the topic of the rese esearch problem, objectives of the study
and research questions. The questionnaire >used to collect relevant information pertaining
.
to the demographic characteristics @respondents, human resource management practices
and academics’ retention. Thm\q&gﬂonnaire consisted of three major parts on a modified five
(5) point Likert respo@%lg scale, ranging from (1) “strongly agree” (2) “agree” (3)
“undecided” (4 '@ee” to (5) “strongly disagree”. The purpose of five Liker scale
evidently V\%to minimize biases resulting from forcing respondents into expressing
agre m@’g disagreement when they may lack such a clear opinion®. The tendency of

respondents to agree with a statement when in doubt could result to systematic errors that

may affect the validity of research and misguided inference®.

Part A contained background information of the respondents such as age, sex, marital status,

academic status and years of teaching experience. Part B contained questions on human
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resource management practices as the independent variable (ID) with eight items adapted
from the work of Yuen, (2016) and modified to suit the research context>. Part C contained
items regarding academics’ retention as a dependent variable. Similarly, this study adopted a
five (5) items scale. The respondents were asked to state whether they agreed or disagreed

X

3.8  Method of Data Analysis 0

with the statements.

In analysing the quantitative data, descriptive and inferential metb%g?'analysis was
employed. Descriptive statistics, for instance, concerned with or g and summarising
the data at hand, to render it more comprehensible. Wherea@erential statistics deals with
the kinds of inferences that can be made when generali@&om data. The data was collated

and analysed with the use of SPSS software Versi(@with Linear Regression and Multiple

Regression as well. ®%

Descriptive Statistics .Q\A%
This was used to descri e frequency of the respondents’ demographic characteristics as
well as the m(;l./%d tandard deviation values, to provide indications in relation to the
responden itudes, and any agreement on the human resource management practices and

acadbqllgl retention, in order to provide the reader with a much clearer and manageable

picture of the data.

Inferential Statistics
The second major category of statistical analysis is inferential statistics. It involves using data
collected from samples to make inferences about the larger population or populations®. For
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this particular study, the researcher employed Linear Regression to measure the formulated
hypotheses on the perceived relationship between human resource management practices and

academics’ retention in the selected tertiary institution.

Table 3.5 Method of Data Analysis

S/N  Generated Hypotheses Method of Analysisy

1 There 1is no significant relationship between Linear Regressi \\
remuneration packages and academics’ intention to OQ
stay

2 There is no significant relationship between career Linear grgéi()n
advancements and academics’ loyalty.

3 There is no significant relationship between L@gression

conducive work environment and academics’

commitment. Q
4 There is no significant relationship between workglh near Regression

Source: Researcher’s Compilation, 2023

balance and academics’ engagement.
N
3.9  Ethical Approval @

The instrument for data collection Was\ idered valid and was used to measure the variable
intended to measure’. Therefor@f@dity can be regarded as the degree to which the
instrument measures what @posed to measure. Four types of validity for measuring
instruments that are %&ed to collect data quantitatively were identified. These are: (i)

construct valid ty,\ux

study therﬁ@ﬁdopted both content and constructs validity”.

ontent validity, (iii) criterion validity, and (iv) face validity®. The

Q
The Mdity of the instruments was conducted using confirmatory factor analysis. An
estimation of confirmatory factor analysis (CFA) encompasses the assessment of composite
reliability for assessing internal accuracy, reliability of individual measures and average
variance extracted (AVE) for determining convergent validity. As a rule of thumb, all the

outer loadings should be equal or greater than 0.7, however if the research purpose is
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exploratory, 0.4 or greater is also appropriate. To achieve a threshold value and improve the
composite reliability, all factor loadings between 0.4 and 0.7 should be excluded from the

scale of measurement models'®.

To ensure convergent validity, two measurement tests was conducted: (a)composite
reliability and Cronbach's Alpha for the items; and (b)the average variance extract%hus, a
restrictive value of 0.70 was used as the threshold value to minimize errors @surement
scales, and improve the consistency and validity of the instrument d@ . Overall, the
possible functional importance of leading indicators below 0.70 wa ully examined prior
to removal. The composite reliability values of 0.70 to 0.9 @ ufficient for a quantitative
approach'!. It is significant to mention that values aboveMd.95 are not suitable while, the

composite reliability values below 0.6 reflect a lacb%liability for internal consistency.

®%

Q
A Endnotes

1. A. Saihi, M. B an & R. As'ad. A Hierarchical Component Model for Sustainable
Performan asurement of Maintenance Practices: A Fourth-Order PLS-SEM
Approa uters & Industrial Engineering, 185, 2023. 109699.

2. C. mcak & M. Zreiqat. Applied Statistics in Occupational Safety and Health.
n & Littlefield 2023

3\’5. Zhang, J. Luo & J. Li. Moving Beyond Likert and Traditional Forced-Choice
Scales: A  Comprehensive Investigation of the Graded Forced-Choice
Format. Multivariate Behavioural Research, 2023, 1-27.

4. G. S. Sureshchandar. Quality 4.0-A Measurement Model Using the Confirmatory
Factor Analysis (CFA) Approach. International Journal of Quality & Reliability
Management, 40(1), 2023, 280-303.

5. B. K. Miller & M. J. Simmering. Attitude Toward the Color Blue: An Ideal Marker
Variable. Organizational Research Methods, 26(3), 2023, 409-440.

148



10.

11.

J. Tavares, A. Faria, D. Gongalves, D. Mendes, S. Silva & L. Sousa, L. Validation of
the Portuguese Version of the Social Isolation Scale with a Sample of Community-
Dwelling Older Adults. International Journal of Nursing Sciences, 10(2), 2023,
151-157.

N. Laroy. ON Mending the Irreproducibility of Psychological Science. Doctoral
Dissertation, Ghent University. 2023.

P. B. Sharp, 1. Fradkin & E. Eldar. Hierarchical Inference as a Source of Human
Biases. Cognitive, Affective & Behavioral Neuroscience, 23(3), 2023, 476-490.

R. Dalal & M. Akdere. Examining the Relationship Between Talent Mg o?'
Employee Job Related Outcomes: The Case of the India %

Industry. Human Resource Development Quarterly, 34(2), 20%3 2
S. K Sood. Quantum Computing Review. A Decade of Researc@ Transactions on

Engineering Management. 2023. %

T. Yang, F. Yang & J. Men. Recommendation Content ers! Exploring The Impact of
the Recommendation Content on Consumer Decist om the Means-End Chain
Perspective. International Journal of Information agement, 68, 2023, 102589.

gResults and Discussion of Findings

The chapter pr@pirical information concerning the result of the data analysis with

respect to (@ description, interpretation of the result of the hypotheses tested and the

discuﬁi}z)of the study's implications within extant literature. The purpose of this research is

to examine the role of human resource management practices on academics’ retention using
some selected universities Nigeria. This research was carried out via questionnaire in order to
acquire the necessary information for this purpose. The study adopted the SPSS version 16

for the descriptive and inferential statistics to analyze the data.
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4.1 Demographic Data Analysis

A total of four hundred and fifty-eight (458) copies of questionnaire were administered, and
four hundred (400) copies were returned. After sorting the questionnaires only three hundred
and fifty (350) copies were certified as duly filled and considered usable. The useable
questionnaire represented 76.4% response rate. The high response rate was recorded as the
researcher administered the instruments with the help of research assist %0 put

concerted efforts to regularly visit the respondents to request them to fill the in§tfument. The

Table 4.1: Response Rate E
Responses quency Percent

Completed usable copies of questionnaire 76.4%

,§\ 350
Unusable, unreturned and disqualified questionn@ 108 23.6%
Total W 458 100%

Source: Researcher’s Field Survey Re%ﬁ%)
S

This presents the demowl formation of the respondents of this study

response results are presented in Table 4.1.

Table 4.2 Dem @s Characteristic of Respondents

Statement 6\/ Frequency Percentage
Institutio

Babcoc versity (BU) 147 42.0%
Bow versity (BU) 54 15.4%
Covenant University (CU) 129 36.9%
Pan-Atlantic University (PAU) 20 5.7%
Total 350 100
Faculty/College

Sciences 217 62.0%
Social/Management 79 22.6%
Engineering 37 11.1%
Art 15 4.3%
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Total 348 100

Age

20-39 222 66.9%

40-54 68 20.5%

55 and above 42 12.6%

Total 332 100

Marital Status

Single 46 13.2% \
Married 284 81.1% Q

Separated 20 5.7%

Total 350 100 < 0
Years of Teaching 6\

Experience

<4 49 149%
5-9 115 Qg%
10-15 157 Q 4.8%
16 and above 29 Q 8.3%
Total 350 fb 100

Length of Service at

Present University @

<3 36 10.3%
4-6 76 ° % 21.7%
7-9 121 c_,\ 34.6%
10 and above 1 33.4%
Total . \ 100
Present Academics’ St@Q

Cadre ’\%

Professor ° 70 20.0%
Associate prof@ 50 14.3%
Senior Lect 59 16.9%
Lecturer 37 10.6%
Lect reé’)b 71 20.3%
Assi&g& ecturer 53 15.1%
Graduate Assistant 10 2.9%
Total 350 100

Source: Researcher’s Field Survey Results (2023)
This section consists of background and respondents’ information that describes basic

characteristics such as Institution, Faculty/College, Age, Marital Status, Years of Teaching
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Experience, Length of Service at current university, Present Academic Status/Cadre. 4.2.
Accordingly, the profile of institution indicated that 147 respondents representing, 42.0%
were from Babcock University (BU), 54 respondents representing 15.4% were from Bowen
University (BU), 129 respondents representing 36.9% were from covenant university (CU),
while, 20 respondents representing 5.7% were from Pan-Atlantic University, (PAU),
indicating that most of the respondents were from Babcock University (BU). Q

Also, 217 respondents representing 62.0% were from faculty/collegeQJ iences, 79
respondents representing 22.6% were from social/management, 37 ents representing
11.1% were from Engineering, while 15 respondents repre@@j% were from other

faculty/college, indicating that most of the respondent

sciences. b(bQ

Furthermore, 222 respondents representin Yoswere between 20-39 years, 68 respondents

from the faculty/college of

representing 20.5% were between 4Q—§&rs, and 42 respondents representing 12.6% were
between 55 and above years, in&cta\g that most of the respondents were between 20-39
years. Also, 46 respondent.@senting 13.1 % were single, 284 respondents representing
81.1% were married@o respondents representing 5.7% were separated, indicating that

most of the res1<0.n§éh{s

ere married.

On the n\@ of years of teaching experience 49 respondents representing 14.0% were <
4yea§/l 15 respondents representing 32.9% were between 5-9years, 157 respondents
representing 44.9% were between 10-15years, while 29 respondents representing 8.3% were
between 16 and above years, indicating that most of the respondents had between 10-15years
of teaching experience. Also, on the length of service at present university, 36 respondents

representing 10.3% has spent < 3years, 76 respondents representing 21.7% were between 4-
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6years, 121 respondents representing 34.6% were between 7- 9years while 117 respondents
representing 33.4 were between 10 and above years, indicating that most of the respondents
had between 7-9 years length of service at present university.

Likewise, on the bases of present academic status/ cadre, 70 of the respondent representing
20.0% were Professor, 50 of the respondent representing 14.3% were Associate professor, 59
of the respondents representing 16.9% were Senior lecturer, 37 of th on dents
representing 10.6% were Lecturer I, 71 of the respondents representing 20. ‘VQ& Lecturer

II, 53 of the respondents representing 15.1% were assistant lecture@n , 10 respondents

representing 2.9% were Graduate Assistant, indicating that r@r f the respondents were

Lecture II. Q

In Table 4.3, Human Resource Management P%{bs (Remuneration) using descriptive
statistics and computed for each statemen @al the frequencies, percentages and mean
on a Five-point Likert-type scale (Strc@Agree (SA) =1, Agree (A) = 2, Neutral (N) = 3,

- =
Disagree (D) = 4, strongly Agree % 5
S
4.2 Presen 1.21 s\ﬁ)ata

Table 4.3: %rlptive Analysis of Responses on Human Resource Management

Pra@muneraﬁon)

Statement SA A N D SD Mean
I am satisfied with the University 62 243 18 18 9
remuneration package 17.7% 69.4% 510%  5.1%  2.6% 2.05
I feel this University pays well 104 202 18 20 6 L92

29.7% 57.7% 51%  5.7% 1.7%
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This University offers a good 194 120 24 11 1

benefit package compared to 55.4% 34.3% 6.9% 3.1% 0.3% 1.59

other Universities

Dissatisfaction with salaries is

one of the key factors 7 14 221 75 33
undermining my engagement 2.0% 4.0% 63.1% 21.4% 9.4% 3.32
outcomes Q&

The management of this (}0

University regards welfare of 80 234 26 9 1 1.91
academic staff as first priority 22.9% 66.9% 7.4% 6&.6% 0.3%

Grand Mean % 2.16
Source: Researcher’s Field Survey Results (2023) 0

According to results in Table 4.3.17.7% of the respondents’ strongly agree that they were
satisfied with the university remuneration package §A) agree, 5.1% neutral, 5.1%disagree,
and 2.6% strongly disagree. On average\@%spondents’ feedback indicated that the
University remuneration package is \\D'%ately high with a mean of 2.05. Results also
indicated that 29.7% of the respo@ﬁ? strongly agree that they feel the University pays well,

57.7% agree, 5.1% neutra o disagree, and 1.7% strongly disagree. On average, the

respondents indicated &niversity pays well and is moderately high with a mean of 1.92.

Results alsogw&l}lat 55.4% of the respondents strongly agree that University offers a good

benefit a%l

and N strongly disagree. On average, the respondents indicated that University offers a

¢ compared to other Universities, 34.3% agree, 6.9% neutral, 3.1% disagree,

good benefit package compared to other Universities and is moderately high with a mean of
1.59. Results also shows that 2.0% of the respondents strongly agree that dissatisfaction with
salaries is one of the key factors undermining their engagement outcomes, 4.0% agree,

63.1%neutral, 21.4% disagree, and 9.4% strongly disagree. On average, the respondents
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indicated that dissatisfaction with salaries is one of the key factors undermining their

engagement outcomes and is moderately high with a mean of 3.32.

Results also reveal that 22.9% of the respondents strongly agree that the management of this
University regards welfare of academic staff as first priority, 66.9% agree, 7.4% Neutral,
2.6% disagree, and 0.3% strongly disagree. On average, the respondents indicat%at the
management of this University regards welfare of academic staff as first @%y and is

moderately high with a mean of 1.91. ’\

In Table 4.4, Human Resource Management Practices (Recrui nd Selection) using
descriptive statistics and computed for each statement to e frequencies, percentages,
ee:SA) =1, Agree (A) = 2, Neutral

and mean on a Five-point Likert-type scale (Strongly

(N) = 3, Disagree (D) = 4, strongly Agree (SD) = &

Table: 4.4. Desc@se Analysis of Responses on Resource Management Practices

(Recruitme&zg«?selection)

O

Statpm(jto SA A N D SD Mean
I am SagisTied with the 103 211 63 11 2 1.85
recruitment process of my 29.4% 60.3% 6.6% 3.1% 0.6%
University

The recruitment process in 119 193 28 9 1 1.80
my University is 37.0% 55.1% 8.0% 2.6% 0.3%
transparent
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The recruitment process in 95 217 30 6 2 1.87

my University is based on 27.1% 62.0% 8.6% 1.7% 0.6%

merit

The recruitment and 69 243 29 9 0 1.94
selection process of my 19.7% 69.4% 8.3% 2.6 0.0%

University is beneficial to

employees Q\

The selection process in 104 208 30 8 0 0 1.83

my University is 29.7% 59.4% 8.6% 2.3% (/ 0.0%

encouraging

Grand Mean %Q 1.86
o\

Source: Researcher’s Field Survey Results (2023) Q\J

Q

According to results in Table 4.4.29.4% of the &dents strongly agree that they were
satisfied with the recruitment process of tﬁ}@niversity, 60.3% agree, 6.6% neutral, 3.1%
disagree, and 0.6% strongly disagree’%&u verage, the respondents’ feedback indicated that
they were satisfied with the. r&@uent process of my University and is moderately high
with a mean of 1.85. Re @o indicated that 37.0% of the respondents strongly agree that

the recruitment prg&in my University is transparent, 55.1% agree, 8.0% Neutral, 2.6%

recruitme

disagree, agd @ strongly disagree. On average, the respondents indicated that the

cess in their University is based on merit and is moderately high with a mean

of I?N/Q

Furthermore, results also revealed that 19.7% of the respondents strongly agree that the
recruitment and selection process of their University is beneficial to employees, 69.4% agree,
8.3% Neutral, and 2.6% disagree. On average, the respondents indicated that the recruitment

and selection process of their University is beneficial to employees and is moderately high
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with a mean of 1.94. Results also indicated that 29.7% of the respondents strongly agree that
the selection process in their University is encouraging, 59.4% agree, 8.6% Neutral, and
2.3% disagree. On average, the respondents indicated that the recruitment and the selection

process in their university is encouraging and is moderately high with a mean of 1.83.

In Table 4.5, Human Resource Management Practices (Training and Developmeiit) using
descriptive statistics and computed for each statement to reveal the frequenci gcentages,

and mean on a Five-point Likert-type scale (Strongly Agree (SA) =1, QQ = 2, Neutral

(N) = 3, Disagree (D) =4, strongly Agree (SD) =5 EQ
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Table: 4.5. Descriptive Analysis of Responses on Resource Management Practices

(Training and Development)

Statement SA A N D SD Mean
I benefited from the 176 164 4 2 4 1.55
training programme in my 50.3% 46.9% 1.1% 0.6% 1.1%

programmes for lecturers

University

My University provides 105 232 8 5 1.75
necessary training 30.0% 66.3% 2.3% 1.4% 6 0

I have participated in 135 204 6 4 Q/ 1 1.66
training in my University 38.6% 58.3% 1.7% @ 0.3%

The training opportunity is 140 197 7 0 1.65
opened to all lecturers in 40.0% 56.3% 2.0% 1% 0.0%

my University 0

Training acquired has 135 204 Q 2 2 1.66
helped increase my 38.6% 583 .0 0.6 0.6
performance ’b

Grand Mean A§ 1.65

Source: Researcher’s Field Survey Results@’

According to results in Table 4.5& }of the respondents strongly agree that they benefited
from the training program@ heir university, 46.9% agree, 1.1% neutral, 0.6% disagree,
and 1.1% strongly dis ?é On average, the respondents’ feedback indicated that that they
benefited from Q.ei%h g programme in their university and is moderately high with a mean
of 1.55. eéts also indicated that 30.0% of the respondents strongly agree that their
Unix’s&/@provides necessary training programmes for lecturers, 66.3% agree, 2.3% neutral,
and 1.4% disagree. On average, the respondents indicated that their University provides

necessary training programmes for lecturers and is moderately high with a mean of 1.75.

Results also revealed that 38.6% of the respondents strongly agree that they have participated

in training in their university, 58.3% agree, 1.7% neutral, 1.1% disagree and 0.3% strongly
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disagree. On average, the respondents indicated that they have participated in training in their
University and is moderately high with a mean of 1.66. Results also indicated that 40.0% of
the respondents strongly agree the training opportunity is opened to all lecturers in their
University, 66.3% agree, 2.0% neutral, and 1.7% disagree. On average, the respondents
indicated the training opportunity is opened to all lecturers in their Univers&tnd is

S

Results also shows that 38.6% of the respondents strongly agree the Klm cquired have

moderately high with a mean of 1.65.

helped increase my performance, 58.3% agree, 2.0% Neutradisagree and 0.6%
i

strongly disagree. On average, the respondents indicated th@'n g acquired have helped

increase their performance and is moderately high with a @n of 1.66.

In Table 4.5, Human Resource Management Pr& (Work-Life Balance Programmes)

using descriptive statistics and computeﬂ@each statement to reveal the frequencies,

percentages, and mean on a Five-poin sS&t-type scale (Strongly Agree (SA) =1, Agree (A)

= 2, Neutral (N) = 3, Disagree @4, strongly Agree (SD) =5

N
¢

x@b
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Table: 4.6. Descriptive Analysis of Responses on Resource Management Practices

(Work-Life Balance Programmes)

Statement SA A N D SD Mean
My University operates 74 248 17 11 2
flexi work hours 21.1% 70.3% 4.9% 3.1% 0.6% 1.92
My University allows 74 224 28 18 6

lecturers to commerce and 21.1% 64.0% 8.0% 5.1% 2.02
end work daily as desire 0

(flexi-hours) (

My University allows 99 186 24 P\
employee discretion to 28.3% 53.1% 6.9% 9% 2.05

schedule work as

convenient 0
I am satisfied with the 86 234 10 1

current work schedule of 24.6% 67.7% 2.9% 0.3% 1.87

my University 2 ’b

My work does not 95 12 6

interfere with my personal ~ 27.1% 6 3% 3.4% 1.7% 1.87
life and commitments

Grand Mean '\ﬁ 1.95

Source: Researcher’s Field Surve ults (2023)
N

According to results i(@ﬁ.@ 21.1% of the respondents strongly agree that they their
University oper; t@ work hours, 70.3% agree, 4.9% neutral, 3.1% disagree, and 0.6%
strongly dis@ees. On average, the respondents’ feedback indicated that their University
oper; te@ work hours and is moderately high with a mean of 1.92. Results also indicated
that 21.1% of the respondents strongly agree that their University allows lecturers to
commerce and end work daily as desire (flexi-hours), 64.0% agree, 8.0% Neutral, 5.1%

disagree and 1.7% strongly disagree. On average, the respondents indicated that their
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University allows lecturers to commerce and end work daily as desire (flexi-hours) and is

moderately high with a mean of 2.02.

Results also shows that 28.3% of the respondents strongly agree that their University allows
employee discretion to schedule work as convenient, 53.1% agree, 6.9% Neutral, 8.9%
disagree and 2.9% strongly disagree. On average, the respondents indicated that their
University allows employee discretion to schedule work as convenient an Qoderately

high with a mean of 2.05. Results also revealed that 24.6% of the respw&itrongly agree

that they are University satisfied with the current work schedule e % r University, 67.7%
agree, 4.6% Neutral, 2.9% disagree and 0.3% strongly disagn average, the respondents
indicated that they are University satisfied with the currer@rk schedule of their University

and is moderately high with a mean of 1.87. &Q

Results also indicated that 27.1% of the reﬁ@ents strongly agree that their work does not
interfere with my personal life and cb@ents, 65.4% agree, 2.3% Neutral, 3.4% disagree
and 1.7% strongly disagree. Ok%Xage, the respondents indicated that their work does not

interfere with my perso% d commitments and is moderately high with a mean of 1.87.

In Table 4.7, Al\ﬁwc Retention (Intention to stay) using descriptive statistics and
computed fi egl( statement to reveal the frequencies, percentages, and mean on a Five-
point Li@ype scale (Strongly Agree (SA) =1, Agree (A) = 2, Neutral (N) = 3, Disagree (D)

= 4,%gly Agree (SD) =5
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Table: 4.7. Descriptive Analysis of Responses on Academic Retention (Intention to stay)

Statement SA A N D SD Mean
I often think of quitting 4 15 38 234 59 3.94
this University 1.1% 4.3% 10.9% 66.9% 16.9%

As soon as possible, I will 3 12 39 203 93 4.06
leave this University 0.9% 3.4% 11.1% 58.0% 36.6%

I do not intend to stay in 2 15 51 165 1 4.09
this University within the ~ 0.6% 43% 14.6%  47.1% QA)

next three years

I am currently looking for 3 16 39 18 Q} 111 4.09
another job with better 0.9% 4.6% 11.1% 53l 31.7%

about this University to 1.7% 1.7% 31.4% 61.7%
co- workers and potential

employees
S

Grand Mean R

prospects
I hardly speak positively 6 6 12 s 110 216 4.50
O

4.14

Source: Researcher’s Field Survey Results 202%\’

According to results in Table 4.7, 1.1% f\he respondents strongly agree that they often
think of quitting this University, {G% agree, 10.9% neutral, 66.9% disagree, and 16.9%
strongly disagrees. On avera& respondents’ feedback indicated that they often think of
quitting this University@gmoderately high with a mean of 3.94. Results also indicated
that 0.9% of tt@dents strongly agree that As soon as possible, they will leave this
University, &o agree, 11.1% neutral, 58.0% disagree and 36.6% strongly disagree. On
aver. ge@rbrespondents indicated that as soon as possible, they will leave this University

and is moderately high with a mean of 4.06.

Furthermore, results also revealed that 0.6% of the respondents strongly agree that they do
not intend to stay in this university within the next three years, 4.3% agree, 14.6% Neutral,

47.1% disagree and 33.4% strongly disagree. On average, the respondents indicated that as
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that they do not intend to stay in this university within the next three years and is moderately
high with a mean of 4.09. Results also indicate that 0.9% of the respondents strongly agree
that they do currently looking for another job with better prospects, 4.6% agree, 11.1%
Neutral, 51.7% disagree and 37.9% strongly disagree. On average, the respondents indicated
that as that they do currently looking for another job with better prospects and is n&derately

X

Results also shows that 1.7% of the respondents strongly agree that t hardly speak

high with a mean of 4.09.

positively about this University to co- workers and potential e, 1.7% agree, 3.4%
e

Neutral, 31.4% disagree and 61.7% strongly disagree. On av@ , the respondents indicated

that as that they hardly speak positively about this univ@r to co- workers and potential

employees and is moderately high with a mean of @Q

In Table 4.8, Academic Retention (rela@ loyalty) using descriptive statistics and
computed for each statement to reVéM frequencies, percentages, and mean on a Five-

point Likert-type scale (Strongl %&ee (SA) =1, Agree (A) =2, Neutral (N) = 3, Disagree (D)
= 4, strongly Agree (SDGQ\

x@b
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Table: 4.8 Descriptive Analysis of Responses on Academic Retention (Related to loyalty)

Statement SA A N D SD Mean
I feel a strong sense of 73 231 23 19 4 2.0
belonging this University 20.9% 66.0% 6.6% 5.4% 1.1%

I often find it difficult to 13 25 41 192 79 3.85
agree with this 3.7% 7.1% 11.7% 54.9% 22.6%

University’s policies

I believe I can gain much 50 245 33 19 2.09
Q0
0

by remaining in this 14.3% 70.0% 9.4% 5.4%

University Q/

I would be very happy to 60 187 80 5 2.20
spend the rest of my 17.1% 53.4% 22.9% ”W 1.4%

career with this University

I am proud to tell others I 134 203 %0 5 1 1.67
2.

am part of this University 38.3% 58.0% 1.4% 0.3%

Grand Mean \fb 2.34
Source: Researcher’s Field Survey Results (202 0

N

According to results in Table 4.8, 20.9‘@16 respondents strongly agree that they feel a
strong sense of belong to their uni@, 6

.0% agree, 6.6% neutral, and 5.4% disagree, and
1.1% strongly disagrees. On{&gée, the respondents’ feedback indicated that they feel a
strong sense of belong %&university and is moderately high with a mean of 2.0. Results
also shows that \ the respondents strongly agree often find it difficult to agree with
this universifw's policies, 7.1% agree, 11.7% neutral, and 54.9% disagree and 22.6% strongly
disa@/@ average, the respondents indicated that they often find it difficult to agree with

this university’s policies and is moderately high with a mean of 3.85.

Results also indicated that 14.3% of the respondents strongly agree that they believe they can
gain much by remaining in this university, 70.0% agree, 9.4% neutral, 5.4% disagree and

0.9% strongly disagree. On average, the respondents indicated that they believe they can gain
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much by remaining in this University and is moderately high with a mean of 2.09. Results
also indicated that 17.1% of the respondents strongly agree that they would be very happy to
spend the rest of their career with this university, 53.4% agree, 22.9% Neutral, 5.1% disagree
and 1.4% strongly disagree. On average, the respondents indicated they would be very happy
to spend the rest of their career with this university and are moderately high with a mean of

X

Results also shows that 38.3%of the respondents strongly agree that & proud to tell

2.20.

others I am part of this University, 58.0% agree, 2.0% Neutral, @ disagree and 0.3%

strongly disagree. On average, the respondents indicated thaf@r believe that they are proud

to tell others I am part of this University and is moderately with a mean of 1.67.

In Table 4.9, Academic Retention (related to co&ent) using descriptive statistics and

computed for each statement to reveal th@uencies, percentages, and mean on a Five-
point Likert-type scale (Strongly Agr@ =1, Agree (A) =2, Neutral (N) = 3, Disagree (D)

=4, strongly Agree (SD) =5 &
AQ

Qﬁ\
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Table: 4.9 Descriptive Analysis of Responses on Academic Retention (Related to

commitment)
Statement SA A N D SD Mean
I am motivated to perform 105 223 18 o) o)
my duties diligently 30.0%  63.7% 5.1% 0.6% 0.6% 78
I always seek
opportunities to be 125 219 6 0 0\ 1.66
productive 357%  62.6% 1.7% 0.0% OQ,
I am always punctual 150 198 1 0
about coming to work 029%  566%  03% 3%\ 0.0% 18
My role yields positive
results for my 174 176 0 0 1,50
organization. 49.7% 50.3% 0.00/0 0% 0.0% '
I usually adhere to my 213 137 Q 0 0

1.39
work schedule 60.9%  39.1% 0.0%  0.0%

Grand Mean gb 1.59

Source: Researcher’s Field Survey Resultsw

According to results in Table 4.9, 3®f the respondents strongly agree that they are
motivated to perform their dutleéﬁgenﬂy, 63.7% agree, 5.1% neutral, 0.6% disagree, and
0.6% strongly disagree @Verage the respondents’ feedback indicated that they are
motivated to perfor &dutles diligently and is moderately high with a mean of 1.78.
Results also s@hat 35.7% of the respondents strongly agree that they always seek
opportuniti be productive, 62.6% agree, and 1.7%Neutral. On average, the respondents

indic%e@ that they always seek opportunities to be productive and is moderately high with a

mean of 1.66.

Results also indicated that 42.9% of the respondents strongly agree that they always punctual
about coming to work, 56.6% agree, 0.3% neutral and 0.3% disagree. On average, the

respondents indicated that they always punctual about coming to work and is moderately
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high with a mean of 1.58. Results also show that 49.7% of the respondents strongly agree
that their role yields positive results for my organization, 50.3% agree. On average, the
respondents indicated that their role yields positive results for my organization and is

moderately high with a mean of 1.50.

Results also revealed that 60.9% of the respondents strongly agree that they usually 4dhere to

my work schedule, 39.1% agree. On average, the respondents indicated ti@ usually

adhere to my work schedule and is moderately high with a mean of 1.33\@

In Table 4.10, Academic Retention (related to Engagement) usi riptive statistics and

computed for each statement to reveal the frequencies, ges, and mean on a Five-

point Likert-type scale (Strongly Agree (SA) =1, Agre@) =2, Neutral (N) = 3, Disagree (D)
=4, strongly Agree (SD) =5 ’bb’b
Table: 4.10 Descriptive Analysis of &ses on Academic Retention (Related to

Engagement) ) 5\\'
O

Statement . A N D SD Mean

O
I work with intensity Q\Z 8 125 6 1 0 1.40
my teaching engagemeh& 62.3% 35.7% 1.7% 0.3% 0.0%

n
I devote a lot @d 219 123 6 2 0 1.40

energy to my rgsearch  62.6% 35.1% 1.7% 0.6% 0.0%

work

I never@ any of my 150 190 7 3 0 1.61
lect% dule 42.9% 54.3% 2.0% 0.9% 0.0%

I devote a lot of attention 181 166 2 1 0 1.48
to my teaching job 51.7% 47.4% 0.6% 0.3% 0.0

I exert extra to complete 174 168 8 0 0 1.53
my lectures 49.7% 48.0% 2.3% 0.0% 0.0%

Grand Mean 1.48

Source: Researcher’s Field Survey Results (2023)
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According to results in Table 4.10, 62.3% of the respondents strongly agree that work with
intensity on teaching engagement, 35.7% agree, 1.7% neutral, and 0.3% disagree. On average,
the respondents’ feedback indicated that they work with intensity on teaching engagement
and is moderately high with a mean of 1.40. Results also revealed that 62.6%of the
respondents strongly agree that they devote a lot of time and energy to my research work,
35.1% agree, 1.7% neutral, and 0.6% disagree. On average, the respondents 'Q&d that

they devote a lot of time and energy to my research work and is moderatel ith a mean

of 1.40. 6\

Results also revealed that 42.9% of the respondents strongl ﬁat they never miss any
of my lecture schedules, 54.3% agree, 2.0% neutral, ar@9% disagree. On average, the
respondents indicated that they never miss any (@&cture schedules and is moderately
high with a mean of 1.61. Results also indi &Q’at 51.7% of the respondents strongly agree
that they devote a lot of attention to ,rg@:hing job, 47.4% agree, 0.6% Neutral, and 0.3%
disagree. On average, the respo@ca\indicated that they devote a lot of attention to my
teaching job and is modera@h with a mean of 1.48.

Results also indicat Q@ﬂ% of the respondents strongly agree that they exert extra to
complete their @es, 48.0 agree, and 2.3% neutral. On average, the respondents indicated

that they a lot of attention to my teaching job and is moderately high with a mean of

LN

Relating to Tables, 4.3, 4.4, 4.5, 4.6, 4.7, 4.8, 4.9 and 4.10 together, the measures of human
resources which include remuneration, recruitment and selection, training and development,

work-life balance programmes have significant effects on academic retention (intension to
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stay, loyalty, engagement, and commitment) among academic staff in private universities in
southwest Nigeria. Consequent to these findings above, it suggests that competitive and fair
compensation, along with attractive benefits, is a significant factor in retaining academic
talent, as it demonstrates the institution's commitment to recognizing and rewarding their
contributions. It further suggests that regular performance evaluations and constructive
feedback help academic staff understand their contributions, address co \d set
professional goals. This contributes to job satisfaction and can positivel Q retention.
More also, engaged academic staffs are more likely to feel a ‘ f belonging and
commitment to the institution. HRM practices that foster a ork environment and
open communication contribute to higher levels of @ment and retention. Also,
institutions that prioritize work-life balance cont 'br&% the well-being of academic staff,
reducing burnout and turnover rates. This emphagis*on employee welfare enhances academic
retention and lastly, effective conflict re l\ﬂon mechanisms contribute to a healthy work
environment. Resolving issues @,}?y and fairly can prevent dissatisfaction among
academic staff, pos1t1vely mg retention. In conclusion, the relationship between
HRM and academic %%n is integral to the overall success and sustainability of

universities. Th ategic HRM practices, institutions can create a supportive, engaging,

and fulﬁlh environment that fosters the long-term commitment and retention of

acade\jbrgf
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4.2.1 Test of Hypotheses

Table 4.11: Human Resources Management Practices have Significant Relationship

with Academic Intention to stay

Model B Standard Error T p-value I&i ion

Human resources 0.383 0.018 7.724 0.00 ( \J S
management practices

R=0.383

Tool used: Linear Regression %

Note: S= Significant
Decision criteria: Accept null hypothesis if p> 0.05, rej@ogull hypothesis if p<0.05.
The result in Table 4.11 revealed there is signi (p< 0.05) between human resource

management practices (= 0.383) and acadé@ntention to stay.

Table 4.12: Human Resources N&;ha%e ent Practices have Significant Relationship

with Academic Loyalty. Q

Model \\Q Standard Error T p-value Decision
Human resources ~40.426 0.010 8.791 0.00 S
management pry{!@

R=0.426 )

Decmo@e% Accept null hypothesis if p> 0.05, reject of null hypothesis if p<0.05.

Tool\fd. Linear Regression
Note: S= Significant

The result in Table 4.12 revealed that there is significant (p<0.05) between human resource

management practices (f= 0.426) and academic loyalty.
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Human Resources Management Practices have Significant Relationship with Academic
Commitment

Table 4.13: Human Resources Management Practices have Significant Relationship

with Academic Commitment
'\

Model B Standard Error T p-value %;b\qn

Human resources 0.197 0.010 3.749 0.00 0\ S
management practices

R= 0.197 /\
~

Decision criteria: Accept null hypothesis if p> 0.05, reject of null@@sis if p<0.05.

Tool used: Linear Regression 0

Note: S= Significant Q

The result in Table 4.13 revealed that there is sig@%t (p<0.05) between human resource
management practices (= 0.197) and acads@fgnmitment.

Human Resources Management Praﬁ% have Significant Relationship with Academic

Engagement \C)\

Table 4.14: Human Resour@]anagement Practices have Significant Relationship

L

with Academic Engage&e@
B

Model \ Standard Error T p-value Decision
Human resourc .‘\\,‘3 0.154 0.012 2.94 0.04 S
management practiees

R=0.154

O

Decisi gﬁteria: Accept null hypothesis if p> 0.05, reject of null hypothesis if p<0.05.

Tool used: Linear Regression
Note: S= Significant

The result in Table 4.14 revealed that there is significant (p<0.05) between human resource

management practices (f= 0.154) and academic engagement.
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There is no Significant Relationships between Human Resources Management Practices

and Intention to Stay

Hypothesis One: There is no significant relationship between Human resources management

practices and intention to stay was tested using Multiple Regression.

Table 1a: Model summary Q\

Model R R Square Adjusted “Std. Error of
Square the estimate
1 0.503° 0.253 0.237 \) 2.66449

a. Predictors: (Constant), Work-Life Balance programs, s%ﬂng and Development,
Remunerations, Recruitment and Selection Q

As revealed in Table 1a, the R value of 0.503 show,g@at there are moderately significant

relationships (p<0.05) between human resourc intention to stay. The R squared value

of 0.253 indicates that 25.3% of the vari b\b\gm the intention to stay can be explained by

linear relationships with the human r%%u\t

Table 1b: ANOVA @
Model Sum\)f Df Mean Square F Sig.
Regression 3;%?53 110.009 15.495 .000*
Residual 213 1 83 7.100
Total 1739 250 187

%@%rs. (constant); work-life balance programme, training and development,
\émunerations, recruitment and selection

b. Dependent variable: intention
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The result in Table 1b showed that the overall regression model was statistically significant
(F=15.495, p=0.000) suggesting that the human resources collectively contributed to the
prediction of the intention to stay.

Table 1c: Test of relationships between human resources and intention to stay using

multiple regression

Variables B Standard  t-value p-Value (\QAbecision

error P
Remunerations  0.172 0.092 2.068 0040 { ;7 S
Recruitment and 0.345 0.098 3.642 0.0 S
Selection @
Training and 0.173 0.090 2.369 S
Development
Work-Life 0.169 0.085 2.211 0.028 S
Balance Q
programs Q
Constant 1.012 5.5 fb 0.000 S
F-value 15.495 ’b:

p-Value 0.000 ( )
Decision S \
R2 0.253\&

Source: Researcher’s Field Survey@ltvs (2023)

Tools used: multiple regressh@Q

S= Significant, NS = Nb@%ﬁcant

The result in T @howed that there is significant relationship between remunerations
(B=0.172, t®e=2.068, p-value= 0.040) and intention to stay. Also, finding revealed that
therei%@ﬁcant relationship between recruitment and selection (B=0.345, t-value=3.642,
p-value= 0.000) and intention to stay. In addition, result showed that there is significant
relationship between training and development (B=0.173, t-value=2.369, p-value= 0.019)
and intention to stay. More also, result revealed that there is significant relationship between

work life balance programme (B=0.169, t-value=2.211, p-value= 0.028) and intention to stay.

173



It can be deduced from the result that recruitment and selection have a strong contributing
effect on the intention to stay among the academic staff.

There is no Significant Relationships between Human Resources management practices
and Loyalty

Hypothesis Two: There is no significant relationship between Human resources mfement

practices and Loyalty was tested using Multiple Regression

Table 2a: Model summary ‘ 0
A

Model R R Square Adjuste \){ Std. Error of
Square the estimate
1 0.446* 0.199 0.18TN, ° 1.72358

a. Predictors: (Constant), Work-Life Balance pro@iraining and Development,

Remunerations, Recruitment and Selection ,ZQ

As revealed in Table 2a, the R value of O.A@ed that there are weak positive significant
relationships (p<0.05) between humam& urces and loyalty. The R squared value of 0.199

shows that 19.9% of the Variabﬂ@%alty can be explained by linear relationships with the

human resources. .Q\A
Table 2b: ANOV *
N

Model NS Sum of Df Mean F Sig.
,\6 Square Square
1 , Regression 440.037 4 110.009 15.495 .000°
\/ Residual 1299.213 183  7.100
Total 1739.250 187

a. Predictors: (constant); work-life balance programme, training and development,
remunerations, recruitment and selection

b. Dependent variable: loyalty
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The result in Table 2b showed that the overall regression model was statistically significant
(F=11.341, p=0.000) suggesting that the human resources collectively contributed to the
prediction of the loyalty of the academic staff.

Table 2c¢: Test of relationships between human resources and loyalty to stay using

multiple regression

Variables B Standard  t-value p-Value (\QAbecision

error P
Remunerations  0.214 0.060 2.495 0013 { ;7 S
Recruitment and 0.195 0.063 1.989 0.0 S
Selection @

Training and 0.212 0.058 2.807 S
Development

Work-Life 0.136 0.055 1.710 0.028 S
Balance

programs Q

Constant 0.654 13.3 ’b 0.089 NS
F-value 11.341

p-Value 0.000

Decision S

R2 0.199 N

P

Source: Researcher’s Field Survey 1{'@2023)

Tools used: multiple regressmn Q\
S= Significant; NS = No @Scant

The result in Tabl c showed that there is positive significant relationship between
remunerations ﬁ t-value=2.495, p-value=0.013) and loyalty. Also, finding showed
that there sitive significant relationship between recruitment and selection (B=0.195, t-
Valuéw 9, p-value= 0.048) and loyalty. In addition, result showed that there is a positive
significant relationship between training and development (B=0.212, t-value=2.807, p-value=
0.006) and loyalty. More also, result revealed that there is significant relationship between

work life balance programme (B=0.136, t-value=1.710, p-value= 0.028) and loyalty of the

academic staff.
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It can be deduced from the result that remuneration has a strong contributing effect on loyalty

among the academic staff.

There is no Significant Relationships between Human Resources management practices

and Commitment

Table 3a: Model summary Q*
O

Model R R Square Adjusted \Sﬂ Error of
Square =\ the estimate
1 0.220? 0.048 0028 <\ ) 1.65661
a. Predictors: (Constant), Work-Life Balance programs, @ng and Development,
Remunerations, Recruitment and Selection. O
As revealed in Table 3a, the R value of 0.220 showed there are weak positive significant

relationships (p<0.05) between human resourcgsbé commitment. The R squared value of
0.048 shows that 4.8% of the variability ¢ ent can be explained by linear relationships

with the human resources. . 5\\'
&
Q

Table 3b: ANOVA N

\(\\
Model N Sum of Df Mean F Sig.

Square Square

502.219 183 2.744
527.809 187

.\
1 Re ss@\ 25.590 4 6.397 2.331 .0582
1

a. Prédictors: (constant); work-life balance programme, training and development,
\wmunerations, recruitment and selection
b. Dependent variable: Commitment
The result in Table 3b showed that the overall regression model was not statistically
significant (F=2.331, p=0.058) suggesting that the human resources collectively do not

contribute to the prediction of the commitment of the academic staff.
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Table 3c: Test of relationships between human resources and commitment to stay using

multiple regression

Variables B Standard  t-value p-Value Decision
error

Remunerations 0.000 0.057 0.000 1.000 NS

Recruitment and 0.079 0.061 0.743 0.459 NS

Selection

Training and 0.136 0.056 1.657 0.099 NS

Development Q

Work-Life 0.059 0.685 0.494 0 NS
0.053

Balance (/

programs /\

Constant 0.629 10.194 0L008@ S

0
F-value 2.331 %
p-Value 0.058
Decision S 0

R? 0.048

Source: Researcher’s Field Survey Results (2023) Qv

Tools used: multiple regression b
S= Significant; NS = Not significant ®%
)
N

The result in Table 3¢ showgd t %&ere is no significant relationship between remunerations
(B=0.000, t-value=0.00 e=1.000) and commitment. Also, finding showed that there
is no significant .reI@s 1p between recruitment and selection (B=0.079, t-value=0.743, p-
value= 0.459) @commitment. In addition, result showed that there is no significant
relationsh% ween training and development (B=0.136, t-value=1.657, p-value= 0.099)
and ¢ Qitment. More also, result revealed that there is no significant relationship between

work life balance programme (B=0.059, t-value=0.685, p-value= 0.494) and commitment of

the academic staff.
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There is no Significant Relationships between Human Resources management practices
and Engagement

Table 4a: Model summary

Model R R Square Adjusted R Std. Error of
Square the estimate

1 0.2532 0.064 0.044 1.91965

a..Predictors: (Constant), Work-Life Balance programs, Training and ment,

Remunerations, Recruitment and Selection < 0

As revealed in Table 4a, the R value of 0.253 showed that there ar posmve significant
relationships (p<0.05) between human resources and enga t."The R squared value of

0.064 shows that 6.4 % of the variability engagement can@xplamed by linear relationships

with the human resources. b’b
Table 4b: ANOVA \:

o X
Model (_sm I of Df Mean F Sig.
~\ Square Square
1 Regression ‘O 46.117 4 11.529 3.129  0.016
Residual 674.367 183 3.685
Total Q 720.484 187
a. Predictors: (cen work-life balance programme, training and development,
remune tl\sﬁcmltment and selection

b. D@nt variable: Engagement

The }&in Table 4b showed that the overall regression model was statistically significant
(F=3.129, p=0.016) suggesting that the human resources collectively contributed to the

prediction of the engagement of the academic staff.
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Table 4c: Test of relationships between human resources and engagement to stay using

multiple regression

Variables B Standard  t-value p-Value Decision
error

Remunerations 0.118 0.066 1.276 0.204 NS

Recruitment and 0.205 0.070 1.929 0.055 NS

Selection

Training and 0.090 0.065 1.100 NS

0.273

Development OQ

Work-Life 0.240 2.802 0.006 (/ S
0.061

Balance /\

programs @

Constant 0.729 7.802 S

F-value 3.129

p-Value 0.016 0
Decision S Q
R? 0.064

Na N
Source: Researcher’s Field Survey Results (ZOZgb N

RQ%

The result in Table 4c showed tha&@& is a weak positive significant relationship between

Tools used: multiple regression

S= Significant; NS = Not significant

work life balance program 0$0240, t-value=2.802, p-value=0.006) and engagement.
While it was reveale(}@t there was no significant relationship between remuneration
(B=0.118, t-v @6, p-value= 0.204); recruitment and selection (B=0.205, t-
Value=0.070§Va ue= 0.055); training and development (B=0.090, t-value=1.100, p-value=
0.273) @’angement of the academic staff.

It can be deduced from the result that work life balance programme encourages academic

staff to be more engaged with the school work.
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4.3 Discussion of Findings

The results in table 1 show the demographic characteristics of the respondents that take part
in the study. The results revealed that about half of the respondents were from Babcock
University. This indicates that Babcock University had the largest representation of
participants in the study. Babcock University's strong HRM practices were ass001 ted with
high levels of employee satisfaction, motivation, commitment, staff dey, @v t and
ewelfare'2. Also the findings indicate that majority of the respondents science
faulty/college. Science faculty members have a higher turnover o pared to faculty
members in other fields; this is due to the highly competit'@n ure of the science field,

which can lead to burnout and dissatisfaction among facu@embers“ﬁ.

Furthermore, the findings reveal that the majority 6?&)ondents were within their active and
productive age brackets. This indicates th@niﬁcan‘[ proportion of participants in the
study were in the early to mid- career@s of their professional lives. It suggests that the
study focused on understandln@&(?ian resource management practices and academic
retention from the pers e@e f younger adults who are likely to be pursuing higher
education or starting %‘ areers. The findings of the study may be particularly relevant to

the younger ul%ﬁ

managem: éectlces and strategies for academic retention within this age group. Human

lation and may provide insights into effective human resource

resoh‘{egfactices such as employee engagement, job satisfaction, and career development
opportunities play a significant role in retaining talented individuals in academia®’. The
majority of respondents were married. This suggests that a significant proportion of
participants in the study were in committed relationships or married. The insights derived

from the study may help in understanding human resource management practices and
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academic retention strategies that consider the unique needs and challenges faced by

individuals balancing their married life and academic pursuits or career development.

Likewise, about one third of the respondents had an average teaching experience of 10 years.
The distribution of teaching experience among the respondents provides insights into the
experience levels of the participants in academics. This indicates a significant repre§entation
of individuals who have gained a moderate level of experience in the field. T dividuals
have extensive experience, potentially bringing a wealth of knowledg angdpertise to the
study. Relationship between teaching experience and student ac@m was strongest for

teachers with 10-15 years of experience?®. 0

This study shows that 20.0% of the respondents \Q&e ;rofessors. Their expertise and

experience as professors can contribute valuable &ts into human resource management
practices and academic retention. @

The responses of the respondentsé%\\ﬂu an resource management practices based on
remuneration were ranked us\%%b mean score. Dissatisfaction with salaries is one of the
key factors underminiq@engagement outcomes. This suggests that the remuneration
package, particu].a\ e salary component, is perceived as inadequate or not meeting the
expectation ogﬂfc respondents. The high mean score for dissatisfaction with salaries
highlig rbte importance of addressing compensation-related concerns in the human
resource management practices. It suggests that improving the remuneration structure,
including salary levels, may be crucial for enhancing employee engagement and overall
satisfaction with their work. Dissatisfaction with salaries is a major factor contributing to
employee disengagement and turnover’. The second-ranked response indicates that

respondents expressed satisfaction with the overall remuneration package provided by the
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university. This suggests that apart from salary, other components of the remuneration
package, such as benefits and incentives, are perceived positively by the respondents.
Employees reported the highest levels of job satisfaction and engagement in the past decade,
with benefits and incentives playing a significant role in their overall satisfaction!®.
Respondents expressed satisfaction with the overall remuneration package, it is important to
consider the specific concerns raise regarding salary dissatisfaction, th Qd- anked
response indicates that respondents perceive the university to have a @Qle benefit
package compared to other universities the non-monetary aspects O@Xmuneration, such
as health benefits, retirement plans, or other perks, are @%d satisfactory by the

respondents. The fourth-ranked response indicates that r nts perceive the university's

management as prioritizing the welfare of acaderg&%his implies that the perception of

management prioritizing employee welfare ifb

commitment to its academic staff. Facu y\v

ositive indication of the university's
o perceive their university management as
.

prioritizing employee welfare tl{&&%& benefits and job security reported higher job
satisfaction and organizat'ro@%mmitmentl1.The fifth-ranked response reiterates the

perception that the Lﬂ@%y offers a favorable benefit package compared to other
universities, th'(;}ﬁ&s that the repeated mention of the university's favorable benefit
package rei@c

retai@en‘[ed employees. Benefits reinforced their importance for faculty and

the importance of competitive non-monetary benefits in attracting and

incentivized retention it highlights the need to continue providing attractive benefits to

maintain a competitive edge in the job market'?.

The responses of the respondents on human resource management practices based

recruitment and selection were ranked using the mean score. The recruitment and selection
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process of my university is beneficial to employees. The highest-ranked response indicates
that respondents perceive the recruitment and selection process of their university as
beneficial to employees. This suggests that the university's practices in recruiting and
selecting employees are designed to provide advantages or positive outcomes for the
individuals being hired. The high mean score for the perception of the recruitment and
selection process as beneficial to employees indicates the importance of a wel -an d and
employee-centric process. It suggests that the university's recruitment and §election practices
align with the needs and goals of the employees, which can co@ to attracting and
retaining top talent. Effective recruitment and selection pragctices, are positively related to
employee engagement and performance'’. The seco@n ed response indicates that
respondents perceive the recruitment process in t ir@rsity as being based on merit. This
suggests that the university has a fair and objéctive approach to evaluating candidates and
selecting the most qualified individuals. %erception of a merit-based recruitment process
.
is positive as it indicates that the @sity values qualifications, skills, and abilities when
making hiring decisions. Th&%contribute to maintaining a high-quality workforce and
fostering a culture of l‘s@ and transparency in recruitment practices'. The third-ranked
response indica@i@sespondents express satisfaction with the recruitment process of their
university. %suggests that the overall experience and outcomes of the recruitment process
mee\ﬂ/@rgpectations and needs of the respondents. The satisfaction expressed by
respondents indicates that the recruitment process of the university is perceived as effective
and successful in attracting suitable candidates. It suggests that the university's recruitment

practices align with the expectations and preferences of the respondents, contributing to

positive experiences and outcomes for both the university and the employees. University's
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recruitment practices were perceived as effective and successful in attracting suitable
candidates, as indicated by the high levels of satisfaction expressed by respondents15.The
fourth-ranked response indicates that respondents perceive the selection process in their
university as encouraging. This suggests that the university's practices in evaluating and
selecting candidates create a positive and supportive environment for applicants. The
perception of the selection process as encouraging indicates that the universi &ws and
supports candidates throughout the selection process. This can enharice candidate
experience, promote a positive employer brand, and contribute to @{\t]g top talent. The
role of recruitment and selection in attracting and retaining to te@n higher education and

Q can contribute to attracting

positive candidate experience and a supportive selection

process in their university as transparent. Th gests that the university's practices in

top talent'®. The fifth-ranked response indicates ;h?b%)ondents perceive the recruitment

\S

sharing information and providing clarit &h’ng the recruitment process are valued by the
.

respondents. This implies that tra@n‘[ recruitment process is important as it promotes

trust and confidence amo@ didates. It indicates that the university effectively

communicates expectat@,Qriteria, and decision-making processes, which can lead to a

positive candid ience. This indicated the role of transparency in building trust and

confidence i ruitment process!’.

O

The‘% ses of the respondents on human resource management practices based training
and development were ranked using the mean score. My university provides necessary
training programmes for lecturers ranked first. The highest-ranked response indicates that
respondents perceive their university as providing necessary training programs for lecturers.

This suggests that the university recognizes the importance of ongoing professional
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development and invests in training initiatives for lecturers. This implies that the university
values continuous learning and aims to support lecturers in their professional growth, which
can contribute to improved teaching quality and overall academic performance. Impact of
continuous professional development on lecturers' teaching competence and student
satisfaction in higher education can lead to improved teaching competence and increased
student satisfaction. The second-ranked response indicates that responde Q% have
participated in training programs at their university perceive the acquired®training as
beneficial in improving their performance. This suggests that the tra@itiatives provided
by the university have a positive impact on the lecturers' abilities and effectiveness; this
implies that training has helped increase performanQ cates the effectiveness and
relevance of the training programs offered by the n% ity. It emphasizes the importance of
aligning training content and delivery methods the needs of the lecturers to maximize
their professional development and con&hons. Professional development programs that
.
focused on content-specific knowlq{@s\nd skills were more effective than those that focused

on general teaching strategie&&gfhird-ranked response indicates that respondents perceive

the training opportunitkéQheir university as accessible to all lecturers. This suggests that

the university

implies that&iv

cont ibl@ fostering a supportive and learning-oriented culture among the faculty.

\és equal access to training programs for all faculty members. This

rsity values providing equitable access to training resources, which can

Providing equitable access to training resources can contribute to fostering a supportive and
learning-oriented culture among faculty, which in turn can improve student outcomes. The
fourth-ranked response indicates that respondents perceive personal benefits from the

training programs offered by their university. This suggests that the training initiatives have a

185



positive impact on individual development and growth. This implies that the university's
training efforts have the potential to enhance the knowledge, skills, and career prospects of
lecturers, resulting in mutual benefits for both the individuals and the institution. Training
programs can improve lecturers' teaching practices, leading to increased student engagement,

motivation, and learning outcomes'®.

QA
The responses of the respondents on human resource management practices b@' ork-Life
Balance Programmes were ranked using the mean score. My univer,%gldws employee
discretion to schedule work as convenient ranked first. The highes d response indicates
that respondents perceive their university as allowing e to have discretion in
scheduling their work according to their convenience.%s suggests that the university
provides a level of flexibility in managing work h is implies that university values the
autonomy and well-being of its employee@%ng them to have control over their work
schedules, which can contribute to j@ed job satisfaction and productivity. Employee
who had more control over the%((a(\ schedules and tasks reported higher levels of job
satisfaction, lower levels of ; %, and improved performance'. The second-ranked response
indicates that respond&&erceive their university as offering flexi-hours, allowing lecturers

[ ]
to determine t(ei?Qw

supports i}@dual preferences and needs in terms of work hours. It implies that the

start and end times for work. This suggests that the university

univ&{i%ralues work-life integration by providing the flexibility to accommodate personal
commitments and preferences, which can contribute to improved work-life balance and job
satisfaction. Flexible work arrangements, such as telecommuting and flexible scheduling, are
associated with improved employee well-being, including lower levels of stress and higher

levels of job satisfaction?®. The third-ranked response indicates that respondents perceive their
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university as operating with flexi work hours. This suggests that the university has
established policies or practices that allow for flexible work arrangements. It implies that the
university acknowledges the importance of adapting work schedules to meet the needs of
employees, which can enhance work-life balance, job satisfaction, and employee well-being.
Flexible work arrangements, such as telecommuting and flexible scheduling, were associated
with better work-life balance?!. The fourth-ranked response indicates th on dents
expressed satisfaction with the current work schedule at their university land, perceive that
their work does not interfere with their personal life and commitmer@h suggests that the
work schedule provided by the university allows for a healt @Life balance. It implies
that the university's practices align with the needs and pre%l s of employees, contributing
to improved job satisfaction and overall well- ei%Qutonomy and control over work

schedules were important factors in achievir% sfaction and performance??.

N\

The responses of the respondents on h resource management practices based Academic
Retention (Intention to stay) we@(an}ed using the mean score. I hardly speak positively
about this University to c@kers and potential employees ranked first. It implies that
there might be factors “within the university that lead to a negative perception among
employees, wh@.\}}! ntribute to a decrease in employee retention and potentially affect
the univer: '@reputaﬁon. Employees may feel that they are not being fairly compensated
for ﬁi}{i/g#ork, leading to feelings of resentment and disengagement?’.The second-ranked
response indicates that respondents do not intend to stay in the university within the next
three years and are actively seeking better job prospects elsewhere. This suggests a lack of
commitment or satisfaction with their current employment situation. It implies that there may

be factors within the university that contribute to a lack of job satisfaction, growth
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opportunities, or a sense of fulfillment, which can result in increased turnover rates and
challenges in retaining talented employees. Universities with inflexible work schedules and
high expectations for work hours can lead to burnout and turnover among employees. The
third-ranked response indicates that respondents express the intention to leave the university
as soon as possible?*. This suggests a high level of dissatisfaction or a strong desi&to seek

-

alternative employment opportunities. It implies that there may be systemic issues or

V o
concerns within the university that contribute to a negative work environment or lack of

)
employee satisfaction, which can lead to increased turnover and difficulties in retaining
valuable talent. Two-thirds of university faculty and staff reportedi\experiencing burnout, and
over half reported feeling unvalued and underappreciate@ ¢ir jobs?®. The fourth-ranked

suggests a level of discontent or dissatisfactio ong employees. This implies that there

response indicates that respondents frequently ghiab%out quitting the university. This

may be factors within the university tha@iaute to a negative work atmosphere or a lack
[ ]

of fulfillment, which can impact er@te retention and productivity,

The responses of the respo%%%l human resource management practices based Academic
Retention (related to lo ) were ranked using the mean score. I often find it difficult to
agree with thi(U}{\'Er ity’s policies ranked first. It implies that there may be areas of
disagreem concerns regarding the policies, which could impact their loyalty and
comm{/&lt to the institution. Employees who perceive their organization's policies and
procedures as unfair or biased are more likely to experience decreased job satisfaction,
commitment, and loyalty?®. The second-ranked response indicates that respondents would be
very happy to spend the rest of their career with the university. This suggests a positive

inclination towards long-term commitment. It implies that despite potential disagreements
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with policies, the respondents still hold a positive sentiment towards the institution and are
willing to commit their professional life to it, which can contribute to long-term retention and
dedication. The third-ranked response indicates that respondents believe they can gain much
by remaining in the university. This suggests an expectation of personal and professional
growth and development. It implies that the respondents see value in their continued
association with the university, which can contribute to their loyalty and co ert. The
fourth-ranked response indicates that respondents feel a strong sense ofibeldfiging to the
university. This suggests a feeling of connection and identiﬁcatio@the institution. It
implies that the respondents perceive the institution as a pla v% they fit in and share a
common identity, which can foster loyalty and com Q The fifth-ranked response
indicates that respondents are proud to tell ot rr@ are part of the university. This
suggests a positive perception and willingne associate them with the institution. It

implies that the respondents view their affiliation with the university as a source of pride and

[ ]
may actively promote and support &\niversity’s values and achievements, contributing to

loyalty and positive word-oﬁ@%

O

The responses of the esgdents on human resource management practices based Academic
Retention (rela@d:\g\t mitment) were ranked using the mean score. I am motivated to
perform ies diligently ranked first. This suggests a strong sense of dedication and
enthh\ia/gd towards their work. It implies that the respondents are driven to excel in their
work, which can lead to increased productivity, quality outcomes, and overall organizational
success. The second-ranked response indicates that respondents actively seek opportunities to
be productive. This suggests a proactive and goal-oriented approach towards their work. It

implies that the respondents are eager to contribute positively to the organization and make
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the most of their time and efforts, which can lead to improved outcomes and organizational
performance. Punctuality as a professional attribute, which can contribute to a positive work
culture and organizational efficiency?’. The third-ranked response indicates that respondents
are consistently punctual about coming to work and adherence to timeliness and
professionalism. It implies that the respondents value punctuality as a professional attribute,
which can contribute to a positive work culture and organizational efficienc .Q&ourth-
ranked response indicates that respondents believe their role yields positiye reSults for the

organization. It implies that the respondents recognize the im c& of their role in
organizational success, which can enhance their job satisfacti $ motivation. The fifth-
ranked response indicates that respondents usually adhe@ eir work schedule and have

moderate level of consistency in following their a:@ work hours. Work schedule and

have moderate level of consistency in follov% assigned work hours?®.

The responses of the respondents on h resource management practices based Academic
Retention (related to engagement%kga\ranked using the mean score. [ never miss any of my
lecture schedules ranked ﬁ@ highest-ranked response indicates that respondents rarely
miss any of their lectﬁgedules. This suggests a high level of commitment and attendance

to fulfill their(te%i’ﬂ

teaching (@lions and are reliable in fulfilling their responsibilities, which can contribute

responsibilities. It implies that the respondents prioritize their

to a}qs/%'e academic environment and student satisfaction. Faculty members who reported
higher levels of teaching efficacy were more likely to have a positive impact on student
satisfaction in online courses?’. The second-ranked response indicates that respondents exert
extra effort to complete their lectures. This suggests a proactive approach towards delivering

high-quality teaching. It implies that the respondents are willing to go beyond the minimum

190



requirements to ensure effective and comprehensive delivery of their lectures, which can
enhance student learning outcomes and engagement. Students who experienced a supportive
teaching style reported higher levels of satisfaction and engagement*®. The third-ranked
response indicates that respondents devote a significant amount of attention to their teaching
job. This suggests a strong focus and dedication towards fulfilling their teaching
responsibilities. It implies that the respondents prioritize their teaching role a Q% effort
in planning, preparation, and delivery, which can positively impact{studeént learning
experiences and academic outcomes. Faculty members who re@ higher levels of

teaching efficacy were more likely to engage in teaching b:hﬁ that enhance student

learning outcomes and engagement?®!. The fourth-ranked se indicates that respondents

devote substantial time and energy to their res a%%rk and exhibit intensity in their

teaching engagement. This suggests a cornm\itQ both research and teaching activities.it

implies that the respondents strive for e &ence in both research and teaching domains,
.

which can contribute to their pg{égsonal growth, institutional reputation, and student

satisfaction. Faculty membe’r@%were productive in both research and teaching activities

contributed positively @ institution's reputation?2.

The result in @@0 revealed there is significant (p< 0.05) between human resource
managem%éactices (B= 0.383) and academic intention to stay. This implies that as human
resoﬁ&e/%anagement practices improve, there is an increase in academic staff's intention to
stay within the organization. Teachers' perceptions of their school's human resource
management practices were a significant predictor of their intention to stay, suggesting that
effective human resource management practices may be an important factor in teacher

retention>>.
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The result in Table 4.11 revealed that there is significant between human resource
management practices and academic loyalty. This means that as human resource
management practices improve, it is associated with higher levels of academic loyalty.
Human resource management practices, such as fair compensation, opportunities for growth
and development, and positive work environment, were associated with higher&els of

S

The result in Table 4.12 revealed that there is significant relatiorw ween human

academic loyalty among faculty members 4.

resource management practices and academic commitment. implies that when
universities or organizations implement effective human @rc management practices,
such as clear communication, support for profession@evelopment, fair performance
evaluation, and positive work environment, ib%more likely to enhance academic
commitment among staff. Improving hu% urce management practices may be an
effective way to increase teacher retenti d reduce turnover?>.

S

The result in Table 4.13 reveal @t there is significant (p<0.05) between human resource

management practices ( @54) and academic engagement. This means that as human

resource manageme%ractices improve, it is associated with higher levels of academic
° &

engagement H@resource management practices, such as effective communication, staff

developméb%ld employee recognition, were significantly related to academic engagement

amo&@culty members in Nigerian public universities®.
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The result in Table 1c showed that there is significant relationship between remunerations
and intention to stay. Higher salaries and benefits can enhance job satisfaction by meeting
employees' financial needs and increasing their sense of being valued by the organization.
This satisfaction typically translates into a stronger intention to remain with the employer.
Compensation is a crucial factor influencing employees' job satisfaction and their decision to
stay with their current employer?’. Also, finding revealed that there is significant relationship
between recruitment and selection and intention to stay. Recruitment and selection processes
that emphasize aligning candidates' values and goals with the organization's culture and
mission can significantly enhance employees' intention to stay. A good person-organization
fit leads to higher job satisfaction and organizational commitment, which are strong
predictors of retention®®. When employees feel their personal values align with those of the
organization, they are more likely to develop a stronger attachment and intention to remain

with the organization.

In addition, result showed that there is significant relationship between training and
development and intention to stay. Training and development enhance job satisfaction,
organizational commitment, employee engagement, and career advancement opportunities.
These factors collectively reduce turnover intentions and increase retention rates.
Organizations that prioritize and effectively implement training and development programs
are likely to see a significant positive impact on employee retention. Employees seek
opportunities for skill enhancement and career advancement. Training programs provide
employees with the necessary skills to perform their current jobs more effectively and
prepare them for future roles within the organization. This potential for career progression is

a significant factor in an employee’s intention to stay. Perceived investment in employee
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development positively correlates with job satisfaction and organizational commitment,
which reduces turnover intentions*®. When employees see a clear path for advancement and
feel prepared for it, they are more likely to stay with their employer. Empirical evidence
supports these theoretical frameworks. For instance, a study by the Organizations that invest
in employee development see lower turnover rates*’. Furthermore, companies like Google
and IBM, which are renowned for their extensive training programs, consistently report

lower employee turnover rates compared to industry averages.

More also, result revealed that there is significant relationship between work life balance
programme and intention to stay. The implications of the relationship between work-life
balance programs and the intention to stay are clear: organizations that prioritize and
implement effective WLB initiatives can expect to see higher job satisfaction, increased
organizational commitment, reduced turnover intentions, and enhanced overall productivity.
These outcomes not only foster a more positive and supportive workplace culture but also
provide a competitive edge in attracting and retaining top talent. Employees who achieve a
satisfactory work-life balance are generally more productive and perform better. When
employees feel supported in managing their personal and professional lives, they are less
likely to experience burnout and more likely to be engaged and focused at work. Positive
impact of WLB programs on employee well-being translates into improved performance and

productivity, which benefits the organization as a whole*!.

The result in Table 2¢ showed that there is positive significant relationship between
remunerations and loyalty. Higher salaries, bonuses, and other direct financial incentives can

significantly enhance employee loyalty. When employees feel they are fairly compensated,
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their job satisfaction increases, reducing the likelihood of them seeking employment
elsewhere. This is grounded in the equity theory, which posits that employees compare their
inputs (work effort) and outputs (rewards) with others. Fair compensation fosters a sense of
equity, leading to greater loyalty. Loyal employees tend to be more engaged and productive.
When employees are satisfied with their compensation, they are more motivated to work
harder and contribute to the organization’s success. This increased productivity can lead to
higher profitability and competitive advantage. Also, 92% of employees consider benefits

important to their overall job satisfaction, which in turn influences their loyalty*.

Finding showed that there is positive significant relationship between recruitment and
selection and loyalty. Loyal employees are more likely to be engaged and productive. They
contribute to a positive workplace atmosphere and can act as brand ambassadors, attracting more
talent*. Engagement, driven by loyalty, results from effective recruitment and selection practices*.
Effective recruitment and selection strategies are critical in hiring employees who fit well with the
organizational culture and possess the required skills and attitudes. A good fit increases job
satisfaction and, consequently, loyalty. When employees' values align with organizational values,
their commitment and loyalty are enhanced®. The recruitment process is often a candidate's first
impression of a company. A transparent, respectful, and engaging recruitment process can
significantly boost an organization's image, fostering early-stage loyalty even before an employee is

hired*®. A positive candidate experiences during recruitment can translate into higher loyalty post-hire.

In addition, result showed that there is a positive significant relationship between training and
development and loyalty. The relationship between training and development and employee
loyalty is multifaceted and profound. Effective T&D programs enhance job satisfaction,

reduce turnover, improve organizational commitment, boost performance, encourage
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innovation, and contribute to a positive organizational culture*’. These factors collectively
foster a loyal workforce dedicated to the organization's success. Comprehensive T&D
programs reduce employee turnover by making employees feel more competent and engaged.
Organizations with robust training programs experience lower turnover rates because

employees are less likely to leave when they feel their skills are continually being developed.

More also, result revealed that there is significant relationship between work life balance
programme and loyalty of the academic staff. When academic staff feel that their institution
supports their personal well-being and work-life balance, their overall job satisfaction
increases. This satisfaction translates to higher loyalty and a greater likelihood of staying
with the institution long-term*%. Academics who benefit from work-life balance initiatives
tend to be more productive®. This increased productivity can lead to a greater sense of
accomplishment and professional fulfillment, which enhances their commitment to the

institution.

The result in Table 3¢ showed that there is no significant relationship between remunerations
and commitment. Remuneration practices significantly influence organizational culture.
Organizations that prioritize fair and competitive pay are likely to foster a culture of high
performance and accountability. Conversely, inadequate or unfair remuneration practices can
lead to low morale and disengagement, negatively impacting overall commitment and
performance which highlighted the role of fair remuneration in shaping a positive

organizational culture®,

Also, finding showed that there is no significant relationship between recruitment and

selection and commitment. The recruitment and selection process shapes the psychological
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contract between the employee and the employer. When organizations meet or exceed the
expectations set during recruitment, it positively influences employees' commitment levels.
Unmet expectations can result in psychological contract breaches, leading to reduced

commitment and increased turnover>’.

In addition, result showed that there is no significant relationship between training and
development and commitment. Training and development influence affective commitment,
which is the emotional attachment an employee has towards their organization. When
employees engage in meaningful training experiences, their emotional connection to their
workplace strengthens. Recent work underscores that well-structured training programs
enhance employees' affective commitment by meeting their career development needs and

expectations.

More also, result revealed that there is no significant relationship between work life balance
programme and commitment of the academic staff. Academics who benefit from WLB
programs tend to be more productive. This increased productivity stems from better mental
and physical health, as well as enhanced job satisfaction. Moreover, when institutions invest
in their well-being, employees often reciprocate with higher levels of loyalty and
commitment. Universities with comprehensive WLB programs reported higher research
outputs and teaching effectiveness, attributed to the increased commitment of their academic

staff.

The result in Table 4c showed that there is a weak positive significant relationship between
work life balance programme and engagement. Work-life balance programs, such as flexible

working hours, remote working options, and comprehensive wellness programs, are pivotal in
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enhancing employee engagement®?. Engagement refers to an employee's emotional commitment to
their organization, which is crucial for productivity and job satisfaction. Recent research indicates a
strong positive correlation between effective WLB programs and high levels of employee

engagement. For instance, companies with robust WLB policies report 25% higher levels of

Q
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Chapter Five QO
c(,,,dusigé\

5.1 Summary of Findings ®%

The aim of this study was to examirl ’9&' le of human resource management practices on
academics’ retention. The stud ﬁbpted descriptive (survey) research design and mixed
methods. The populatio @s were lecturers from Babcock, Bowen, Covenant and Pm-
Atlantic un1vers1tle St at1ﬁed random sampling technique was used to select 350
respondents fle_l}stu y. Data was collected through the aid of questionnaire. Data was
analyzed descriptive statistics (frequency counts, percentages, mean) and inferential
stati&ky%inear Regression Model). The results revealed that majority of the respondents
were from Babcock University (BU), those from Bowen University (BU) ranked 2™,
Covenant University (CU) ranked 3™ and the remaining were from Pan-Atlantic University
(PAU). Also, the findings indicated that more than average of the respondents were from

science faulty/college. Furthermore, the findings revealed that the majority of respondents
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fell within the age range of 20-39 years, 10-15years teaching experience, while majority of

the respondents were professors.

The responses of the respondents on human resource management practices based on
remuneration was dissatisfaction with salaries which is one of the key factors undermining
my engagement outcomes as the 1% and I am satisfied with the University ren&eration
package as the 2™, Also, the recruitment and selection process of my Univers@eneﬁcial
to employees as the 1% and the recruitment process in my University i%& merit as the

2", More also, my university provides necessary training progra§®r lecturers as the 1%
c

and I have participated in training in my university and train@ ired has helped increase
my performance as the 2", Furthermore, my Univer: Qllows employee discretion to
schedule work as convenient as the 1% and my u%%ty allows lecturers to commerce and
end work daily as desire (flexi-hours) as t %e responses of the respondents on human
resource management practices based emic retention (Intention to stay) where I hardly
speak positively about this Univedgéa\@co— workers and potential employees as the 1% and I
do not intend to stay in this.&&rsity within the next three years and I am currently looking

for another job with bett ospects as the 2",

X
The responsges @ respondents on human resource management practices based academic
retention ed to loyalty) were I often find it difficult to agree with this University’s
poliws the 1% and I would be very happy to spend the rest of my career with this
University as the 2™. The responses of the respondents on human resource management
practices based academic retention (related to commitment) where I am motivated to perform
my duties diligently as 1% and I always seek opportunities to be productive as 2", The

responses of the respondents on human resource management practices based academic
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retention (related to engagement) were I never miss any of my lecture schedules as the 1% and

I exert extra to complete my lectures as the 279,

The results of the hypotheses revealed that there is significant (p<0.05) relationships between
human resources management (f= 0.383) and academic intention to stay; human resource
management practices (f= 0.426) and academic loyalty; human resource m%ement

practices (B= 0.197) and academic commitment; human resource manageme@%tices B=

S
N
5.2 Conclusion Q

In conclusion, the role of human resource managen@vactices plays a pivotal role in the

0.154) and academic engagement.

retention of academics within an educational i ion. A strategic and well-implemented

HRM framework can significantly con h(; to creating a positive work environment,
[ ]

fostering job satisfaction, and ultim etaining talented academic professionals. Practices

such as competitive compq@n, professional development opportunities, effective

communication channs@a supportive organizational culture are integral in influencing

academics to stai A\Q\witted to their roles.

Moreoverfbégnizing and addressing individual needs, providing avenues for career
adva\&e%nt, and ensuring a healthy work-life balance are crucial components that
contribute to the overall satisfaction and retention of academics. HRM practices that
prioritize transparent and fair policies, coupled with mechanisms for feedback and

continuous improvement, enhance the overall employee experience.
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As academic staff retention directly impacts institutional stability and academic excellence,
institutions should continually evaluate and adapt their HRM strategies to align with the
evolving needs and expectations of their academic workforce. By doing so, educational

institutions can establish themselves as attractive and supportive workplaces, ultimately

3

Based on the findings of the study, the study concluded that most of the resp s were in

contributing to the long-term success and reputation of the institution.

their active and productive age brackets. Also, most of them were in t r(ny-career level.
Lastly, it was concluded that human resource management % s have significant
d

relationships with academic intention to stay; academic loy emic commitment and

academic engagement. Q
5.3 Recommendations gb

The retention of talented academics is c ; the sustained success of any educational
institution. Human Resource Mana%% (HRM) plays a pivotal role in creating an

environment that fosters acade *g?ntlon This set of recommendations aims to highlight

the key HRM practices %@comﬁbute to the retention of academics:

Competitive Com@ltion and Benefits: Conduct regular market analyses to ensure that
academic staff ries and benefits remain competitive within the industry. Competitive
compeanbq packages not only attract top talent but also motivate academics to stay with
the thion.

Employee Assistance Programs: Implement a structured professional development program
that includes on-going training, workshops, and conferences. Continuous learning
opportunities enhance job satisfaction and provide academics with the tools needed to stay at
the forefront of their fields. Also, offer comprehensive employee assistance programs that
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address the mental, emotional, and physical well-being of academic staff. Supporting
academics in personal challenges fosters loyalty and creates a supportive work environment.
Collaborative Decision-Making: Involve academic staff in decision-making processes
related to their roles and the overall direction of the institution. Collaborative decision-

making promotes a sense of ownership and commitment among academics, enhancing their

retention. Q

Recognition and Appreciation: Establish a system for recognizing nQppreciating
academic achievements and contribution. Acknowledging the e nd successes of
academics fosters a positive workplace culture and reinforce@el ense of value within the

institution.

5.4 Contributions to Knowledge 6(6
N

This study has provided some evidence b@ relationship between HRM practices and
employees’ intention to stay. The resﬁ\& this study have added to the literature on HRM
practices and employee intenti@o stay. The results have also increased the level of
understanding and kno e@about HRM practices and enable organizations to focus on
ways to improve employ€e retention through various HRM practices. This means that by
enhancing a p@ perception towards HRM practices employee retention may increase.
Also, this contributes to developing new knowledge in the theoretical domains of HRM
pracm@%he findings also enable managers to make new organizational and HRM policy
decisions on improving and enhancing employee retention by improving HRM practices as
well as by facilitating and guiding managers to adopt the most appropriate HRM practices.
Importantly, the role of human resource as a strategic partner should also be given serious

attention as this is important to ensure intention to stay is inculcated with employees. This
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study has paved several directions for future studies. Specifically, future research.
Furthermore, the findings from this study emphasis on establishing Remuneration,
Recruitment and Selection, Training and Development and Work-life Balance system as the
key determinants factors. The study’s findings would help in assuming that HRM is more
likely to be viewed as a representation of the genuine goodwill of an ernployer when
employees have more trust in management. As a result, employees should be 1 ing to
stay in the organization. Hence, the results of this study can assist HR rna gerS in gaining a

better understanding of the benefits of employee retention, as well to best use HRM

O

1.  Conceptually: The study offers insights of th@nship between HRM practices

practices as discussed below:

and academics' retention in private univer@%in Southwest Nigeria. It investigates
the extent to which HRM practices @&taff development, performance appraisal,
job satisfaction, and employee& ement influence academics' decision to stay or
leave their jobs. It iné’iates the impact of HRM practices such as fair
compensation, o, ;@hes for growth and development, and positive work
environment o emics' job satisfaction and engagement. It examines the extent to
which Rl&\&ﬁ

an@equate job satisfaction influence academics' intention to leave their jobs.

aCtices such as poor performance appraisal, lack of staff development,

2.\$(pirically: The study found a positive relationship between HRM practices and
academics' retention in private universities in Southwest Nigeria. The findings
suggest that HRM practices such as staff development, performance appraisal, job
satisfaction, and employee engagement contribute to academics' retention in their jobs

and also staff development opportunities have a positive impact on academics'
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retention in private universities in Southwest Nigeria. The findings suggest that
providing opportunities for staff development can increase job satisfaction and reduce
turnover intention among academics. The study found that performance appraisal has
a positive impact on academics' retention in private universities in Southwest Nigeria.
The findings suggest that regular performance appraisal can help academics to
identify areas for improvement, set career goals, and increase their jo Q%s%ction.
The study found that job satisfaction has a positive impact on academic§“retention in
private universities in Southwest Nigeria. The findings sug@’Xm academics who
are satisfied with their jobs are more likely to stay i he current position and less
likely to leave the organization. The study fou@ ositive relationship between
HRM practices and academic performa c% rivate universities in Southwest
Nigeria. The findings suggest that practices such as staff development,
performance appraisal, and e ?&yee engagement can improve academic
performance and productn{ﬁl;\}rus study therefore contributed to knowledge by
filling this gap. A%

Theoretically: %%orles reviewed for this study were Equity Theory, Expectancy
Theory, %s Hierarchy of Needs and Social Exchange Theory, the business-
embedded model, the corporate university model, the matrix model, the functional
@ to explain the human resources management relationships and its effect on

Y

employees. These theories attempt to explain how people motivate themselves to
achieve their goals, the belief that effort will lead to a desired outcome. In other
words, people must believe that their effort will result in a positive outcome in order

to be motivated to perform the task and the outcome of the task will result in a
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desirable reward or goal. Also, people must believe that the outcome of the task will
be worth the efforts they put into it.

4. Comparatively: Comparative analyses of retention strategies was implemented by
comparing universities in Nigeria and other countries. This could involve
benchmarking studies to identify effective practices for retaining academiﬁff and

R
(O

5.5 Suggested Area for Further Studies /\

adapting them to the Nigerian system.

This study focused on the role of human resource practices on ac s’ intention to stay,
perceived influence of human resource practices on academi@)yalty, the effects of human
resource practices on academics’ commitment, the rgle ‘of human resource practices on
academics’ engagement, further studies should co@% investigate the impact of leadership
style and behavior on HRM practices a mics' retention, and how leadership can

influence the implementation of HRM@ces that promote retention.

S

Careful examination on the rela '@ip between HRM practices and academics' performance,

and how HRM practice@@uence academics' productivity and efficiency.

Investigating thﬁ‘f@ﬂRM practices in fostering a positive work environment

Study the i t of HRM practices on diversity and inclusion in academia

Inve}qﬁing the impact of HRM practices on knowledge management and sharing
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Dear Respondent,
I am a Ph.D. student at the Department of Management and Accounting, Faculty of
Management and Social Sciences, Lead City University. I am researching on Human
Resource Management Practices and Academics’ Retention in Selected Private
Universities in Southwest, Nigeria. I would like to request your cooperation in completing
the attached questionnaire. This is solely for academic purpose and all informati &povided
will be kept confidential. The survey will take approximately 10 minutes. Lﬂ

tribution

will be greatly appreciated. If you have any question regarding this projgct, se feel free to

S

<>°$

Rescarcher Q
’bbfb

e-mail me at camillaolubukola@gmail.com.

Thank you.

Part A ®
Background information Eo\s\%

Please tick (V) the appropriase &@1&6 where applicable.

1. Institution of the@dems
(a) ti\f@' University (BU)
B

(b) owen University (BU)

(%rb Covenant University (CU)

EREREAN

(d) Pan-Atlantic University (PAU)

2. Faculty/College

(a) Sciences [ ]
(b) Social/Management Science |:|

[]
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(c) Engineering

(d) Art

(e). Others (Specify) |:|
3. Age: 20-39 years |:| 40-54 years |:| 55 years and above |:|
4. Gender: Female [ ] Male [ ]
5. Marital status:  Single [ ] Married I:l Separated |:| Divorce@
6.  Years of teaching experience: 0

(a) 0-4 years [__| (b)5-9years [ ] (c) 10-15 year [ ] (d)&y%‘é and above [ ]
7. Length of Service at Present University Q

(a) 0-3 years |:| (b) 4-6 years |:| (c) 7-9 year@ (d) 10 years and above |:|
8. Present Academics’ Status/Cadre Q

O\

(a) Prof. [ ] (b) AP [ ] () S L1 []
@Lur  [] (AL [] @x ]

Section B o Q

Please indicate with a @ﬁch number most appropriately captures your response to the

statements. 1= t-r\ Agree (SA), 2 = Agree (A), 3 =Neutral (N), 4 = Disagree (D), 5=
e

Strongly Dis SD).

We are { sted in the number that best shows your intention.

Items on Human Resource Management Practices

Questions related to Remunerations 1 2 3 4 5
SA) A [ (N) | (D) |(SD)

9 I am satisfied with the University remuneration
package.
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10 | I feel this University pays well.
11 | This University offers a good benefit package
compared to other Universities.
12 | Dissatisfaction with salaries is one of the key
factors undermining my engagement outcomes.
13 | The management of this University regards welfare
of academic staff as first priority.
(\
Questions related to Recruitment and Selection | 1 2 3 < ’4\ 5
sa) | |- | sp)
14 | I am satisfied with the recruitment process of my \)
University. Q/
15 | The recruitment process in my University is ( >
transparent. §§
D
16 | The recruitment process in my University is balsed< \)
on merit. 0
17 | The recruitment and selection process 0y
University is beneficial to employees.
AVaN
18 | The selection process in my b\ rsity  is
encouraging. . &
X
)
Questions related to Tl@g\ and Development | 1 2 3 4 5
AN SA) A [N |[D) [(SD)
19 | I have benefited the training programme in
my University.
20 | My Ur:g %3 provides necessary training
progr or lecturers.
21 |1 }évaartlclpated in training in my University.
22 e training opportunity is opened to all lecturers
in my University.
23 | Training acquired has helped increase my
performance.
Questions related to Work-Life Balance |1 2 3 4 5
programmes SA) A (N D) | (SD)
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24 | My University operates flexi work hours.
25 | My University allows lecturers to commence and
end work daily as desire (flexi-hours).
26 | My University allows employee discretion to
schedule work as convenient.
27 | I am satisfied with the current work schedule of my
University. A
28 | My work does not interfere with my personal life S
and commitments. ( Q’
Part C Al ™
Items on Academic Retention O\ D
Questions related to Intention to Stay 1 § 3 4 5
( NA) () | (D) | (SD)
29 | I often think of quitting this University.
Q)
30 | As soon as possible, I will leave this University. A4
31 | I do not intend to stay in this university wi 'F&E
next three years.
e
32 | I am currently looking for another job\Qﬂ)
better prospects. ‘%’
33 | I hardly speak positive about this wniyersity to co-
workers and potential emplo
- - —
N
Questions relate@l‘}{?alty 1 2 3 4 5
. SA) A [N |[(D) [(SD)
34 |Ifeela stropg&e of belonging to this University.
@A\
35 |1 often find it difficult to agree with this
Univgé(’s policies.
36 |1 @r]e@s’e I can gain much by remaining in this
‘% rsity.
37 |1 would be very happy to spend the rest of my
career with this University.
38 | I am proud to tell others I am part of this
University.
Questions related to Commitment 1 2 3 4 5
SA) A [N [(D) [(SD)
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39 | I am motivated to perform my duties diligently.
40 | I always seek opportunities to be more productive.
41 | I am always punctual about coming to work.
42 | My role yields positive results for my organization.
43 | I usually adhere to my work schedule.

Questions related to Engagement 1 2 3 < 5

SA) [ A) | (N~ (SD)

44 | I work with intensity on my teaching engagement ( \‘
45 | I devote a lot of time and energy to my research &\ o

work Q

AN
46 | I never miss any of my lecture schedule 0 N
Va\

47 | I devote a lot of attention to my teaching job N
48

I exert extra effort to complete my lectures E ’b\

AN aN

Thank you for your time and coope@as

. @W
R\4
N
R
x@b
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Appendix 11

List of NUC Approved Private Universities in Southwest Nigeria

S/N  Private Universities in Southwest, Nigeria Year
Established
1 Achievers University, Owo, Ondo State 2007
2 Adeleke University, Ede, Osun State 2011
3 Afe Babalola University, Ado-Ekiti, Ekiti State 009
4 Ajayi Crowther University, Ibadan, Oyo State \%)5
5 Augustine University, [lara-Epe, Lagos State Q20 5
6 Babcock University, [lishan-Remo, Ogun State O 1999
7 Bells University of Technology, Ota, Ogun State QJ 2005
8 Bowen University, Iwo, Osun State 2001
9 Caleb University, Lagos State O 2007
10 Chrisland University, Abeokuta, Ogun State % 2015
11 Covenant University, Ota, Ogun State 2002
12 Crawford University, Igbesa, Ogun State O 2005
13 Crescent University, Abeokuta, Ogun State Q 2005
14 Elizade University, Ilara-Mokin, Ondo State 2012
15 Fountain University, Oshogbo, Osun State (bQ 2007
16 Hallmark University, [jebultele, Ogun Stat 2015
17 Joseph Ayo Babalola University, Ikeji- J1, Osun State 2006
18 Kings University, Osogbo, Osun Staw\ 2015
19 Lead City University, Ibadan, O tat 2005
20 Mcpherson University, SerikiS %Ogun State 2012
21 Mountain Top University, Xtate 2015
22 Oduduwa University, Ipet u — Osun State 2009
23 Pan-Atlantic Universfﬁ%s State 2002
24 Redeemer’s Univ s% owe, Ogun State 2005
25 Southwestern Uniyessity, Okun-Owa, Ogun State 2012
26 Wesley UniverSity. of Science & Technology, Ondo State 2007
27 Christophé %rsity, Mowe, Ogun State 2015
28 Kola Daigi Uhniversity Ibadan, Oyo State 2016
29 AncherUniversity Ayobo, Lagos State 2016
30 Doffintcan University Ibadan, Oyo State 2016
31 I@ us Cornerstone University, Ibadan, Oyo State 2017
32 \Aotlba University, Oyo State 2017
33 Eko University of Medical and Health Sciences [janikin, Lagos State 2017
34 Dominion University Ibadan, Oyo State 2019
35 Trinity University, Lagos State 2019
36 Westland University Iwo, Osun State 2019
37 James Hope University, Lagos, Lagos State 2021
38 Sam Maris University, Akoko, Ondo State 2023
39 Aletheia University, Ago-Iwoye, Ogun State 2023
40 Vision University, Ikogbo, Ogun State 2023
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41
42
43
44
45
46

Gerar University of Medical Science Imope Ijebu, Ogun State.
Hillside University of Science and Technology, Okemisi, Ekiti State
Venite University, Iloro-Ekiti, Ekiti State

Mercy Medical University, Iwo, Osun State

West Midlands Open University, Ibadan, Oyo State

Nigerian University of Technology and Management, Apapa, Lagos State

2023
2023
2023
2023
2023
2023

Source: www.nuc.edu.ng | National Universities Commission : NUC (2023)
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Bio-data

A. Personal Data

1.

2.

Full Names:

Email

Phone no:

Address:

Date and Place of Birth:
Nationality:

Name and Address of Next of Kin:

Camilla Olubukola FATUNMBI
camillaolubukola@gmail.com

08033708826

2, Aradojo Close, Obatoko @ta

26™ June, 1972, Ilalro\,@@ate

Nigerian Q

Educational Background with Dates be
Educational Institutions Attended with
Olabisi Onabanjo University, Ag&%\ge
Crescent University, Abeok{G;\\'

Yewa Central College Qﬂgﬁcaﬁon, Abeokuta

Walsoft Compm%%tute, Abeokuta
Premier @r School, Abeokuta

Acac@ic ualifications Obtained (with dates):

@Qrs of Science (M.Sc) Human Resource Management
Bachelor of Science (B.Sc) Mass Communication
National Certificate in Education (NCE)

Diploma in Desktop Publishing

Senior School Leaving Certificate

241

nd Qualifications

Oluﬁsay@at%bi, Department of
Bios@e, ITA, Ibadan.

2016-2018

2012-2016

2009-2012

1998-1999

2003

2018

2016

2012

1999

2003



Professional Qualifications with Dates:

Working Experience with Dates

Nigerian Wire & Cable Ltd., Ibadan - 1991-1994
Ebudola Secretarial Institute, Abeokuta - 1995-2001
Federal University of Agriculture, Abeokuta - 2001-Date

Awards & Fellowships (if any) - Q\
Member of Academic Professional Bodies ( 0

Chartered Institute of Diplomacy and Management :’\

Nigerian Association of University Women

Chartered Institute of Professional Secretarial Staff o

Publication(s) Q -
O

Major Conferences Attended with Dates 6

Academic and Industry Edge Worksl‘@%ﬁdening - 7th April, 2022

Skill Gap and The Future of Wo 7%

Training in Research Metl@gc?d Academic Writing - 6th-7th, October, 2022
Gender Inclusivity a@ainable Development - 11th-12th October, 2023
Referees

Prof. W@olabi

Depagtm f Nutrition and Dietetics,

Coll%f Food Science and Human Ecology,
niversity of Agriculture,

]éaokuta.
“Email: afolabiwao@funaab.edu.ng

Prof. R. A. Sanusi

Department of Agricultural Economics and Farm Management,
College of Agricultural Management and Rural Development,
Federal University of Agriculture,

Abeokuta.

Email: sanusira@funaab.edu.ng
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Prof. M. A. Atayese

Department of Plant Physiology & Crop Production,
College of Plant Science and Crop Production,
Federal University of Agriculture,

Abeokuta.

Email: atayesema@funaab.edu.ng

Signature < @
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