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ABSTRACT

Academic staff turnover has not only become a m@joblem in Kenya but also
across many other countries in the world. It comath high cost and other
adverse effects in the provision of quality serside the institutions of higher
learning globally. Turnover of employee in any orgation can have either
positive or negative impact since it comes with dst. The Government of
Kenya is currently pursuing a new development bimegvision 2030) covering
the period 2008 to 2030. This blue print identifieechnical and Vocational
Education Training (TVET) as a major pillar in agshievement. This is because
TVET institutes plays the role of furnishing skilleequired to improve
productivity, raise income levels and improve asdesemployment opportunities
in various sectors. The study aimed at investigatine institutional factors
influencing academic staff turnover in public teah training institutes in Meru
County, Kenya. The study objectives aimed at dateng the extent to which
working environment, manager’s supervisory suppmmmunication system and
compensation influence academic staff turnover ublip technical training
institutes in Meru County. Theoretical backgroundthe study was provided by
the Herzberg's (1959) two factor theory also kncaenHerzberg’'s motivational
hygiene theory and dual factor theory. The reseadtpted descriptive survey
design. The study comprised a sample size of 12#lemic staff members
derived from a target population of 180 membersoAhcluded were 27 heads of
departments. Two different sets of questionnaireseevused as the main research
instruments one for the academic staff and therdtreghe heads of departments.
The collected data was analyzed using both quéimdtanethods. It was the
presented in tables, pie-charts and graphs. Qtiaditdata was analyzed through
narrative summary analysis technique. The findinigthe study revealed that the
academic staff turnover in the investigated ingitvas high and the respondents
concurred that it was influenced to a very and gresent by; working
environment (non-conducive) agreed by a mean oi%Zlacademic staff and
80.6% heads of departments, inappropriate attrsbofemanager’'s supervisory
support with a mean agreement of 70.6% heads oérttepnts and 76.1%
academic staff, communication system with a meaf(grfeat extent) and average
standard deviation of 0.57, and compensation asedgby a mean average of 4
(great extent) with average deviation of 0.475. $tuely concluded that academic
staff turnover was influenced by factors such as ¢ompensation, poor working
environment, poor communication systems and ingp@te manager’s
supervisory support. The study recommended thatBiberds of Management
should liaise with the relevant government mingstrin order to address these
turnover triggers to ensure retention of the teaghstaff in public technical
training institutes. The study suggested the falhmwareas for further study;
similar studies may be done in other counties &ctios country to establish other
institutional factors influencing academic staffrnover, a study on factors
influencing the performance of board of managememt§echnical Training

Xi



Institutes, institutional challenges facing the deraic staff, institutional factors
influencing the academic staff and the institutiof@actors influencing the
turnover of the non-teaching staff in Technicalifiirag Institutes.

Xii



CHAPTER ONE

INTRODUCTION
1.1 Background to the study
Employee turnover has been a major issue and profdethe Human Resource
(HR) practitioners, Board of Managements (BoMs) anghnizations in the 21
century. The human resource manager selects tleatadl and competitive
employee for an organization and has a duty tarrdteat talented workforce.
According to Armstrong (2004), turnover is more tbosbecause of lost
productivity and unnecessary replacement costs.l&me turnover has received

substantial attention from both academic and manage

In the United States of America (USA) smith (200&)gued that institutions
spend over USD 200 billion annually recruiting amgblacing their employees.
Hearbert and Ramsey (2004) reveal that there ameraus reports of high
teacher turnover in developed countries such adJ®A. In Britain academic
staff turnover is reported as highly rising. Thituation is also worsening in
Sweden (Santiago & mankenzie 2005). According tcCentral Bureau of
Investigation survey (2009), the average laborduen in the United Kingdom

(UK) is 15.7%.

The problem of staff turnover in organizations esgéy higher education

institutions is not different in Africa. Kinner &usherland (2001) noted that the



South African labor-market suffers from a dearths&flled manpower and a
continuous brain drain. This suggests that therorgéions have to come up with

retention strategies to minimize staff turnover.

Reports in countries such as South Africa, Zambhiew Guinea, and Malawi

indicated that the problem had almost reached astraphic stage (Xaba, 2003).
Harris (2007) argues that talented job candidatethe global skill market have
the luxury of choice. According to Michael & Crigp€2013), this scenario is
becoming increasingly noticeable in the higher etioa institutions and research
landscape of South Africa where the institutescampeting with one another in
the recruitment of top academics and researchéis.cin be interpreted to mean

that they are facing the challenge of staff turmove

The higher institutions of education in Kenya aot exempted from this global
challenge of staff turnover. Today Kenya like SoAfhica has seen tremendous
expansion of higher education institutions whiclclude technical training
institutes which are part of the Technical, and atmmal Education Training
(TVET). According to Atchoarena and Delluc (2000YET is broadly defined as
“Education which is mainly to lead participants doquire the practical skills,
knowhow and understanding, necessary for employmeparticular occupation,

trade or group of occupations.



The government of Kenya is today pursuing the tgis1new development
blueprint (vision 2030) which covers the period @6 2030. This blueprint aims
at transforming Kenya into a newly industrializechiddle-income country
providing a high quality life to all its citizensylthe year 2030” (GoK, 2007).
Higher education institutions especially the techhtraining institutes are critical
to achieving Kenya vision 2030.This is possibleotlygh provision of quality
services by the institutes’ academic staff. Thisiéeer, is largely affected by the

staff turnover in technical training institutes.

The Governing Boards have responsibilities forrimaé controls and therefore the
Board of Management (BoM) in technical trainingtitiges need to come up with
strategies to address the causes of turnover. DidsBieed to put competitive
compensation mechanisms for their staff. Milkoviestd Newman (2005) note
that compensation and benefits are important aerdoae of the most visible
rewards in the process of reducing turnover. Adogrdo Lockwood (2000), the
BoM have a mission to build and sustain a workimgi®nment that fosters
engagement and is also attractive to potential eyegls to ensure retention and

minimize turnover.

Ulrich (2007) notes that Managers and Managemerdrd®o that have poor
working conditions, aggressive communication, peaopervision support, low

compensation including benefits will negatively emff the realization of



organization and individual goals leading to insexhturnover. Armstong (2004),
argues that managers and leaders (principals) waihdof provide the leadership
support they should or are unfair to their staffdeo poor relationship with end

results being turnover.

According to the Teachers Service Commissionsdueaters in Meru and Embu
counties, there is an increasing shortage of tegchktaff in technical training
institutes a problem which they attribute to tureovihe records show a turnover
of 59 in Meru and 33 in Embu County. Flippo (2008jates that the reasons
given for employee leaving must be analyzed cdsetidl ascertain their truth.
This therefore bring about the gaps in tandem witlat the research will bridge
by focusing on institutional factors that influen@eademic staff turnover which
include; working environment, manager’s supervisempport, communication

system and compensation.

1.2 Statement of the problem

In Kenya, higher education is currently facing sias expansion due to its role
in social economic development, technological cleangnd globalization. This
expansion has created competition for the availamd@power thus leading to
increased academic staff turnover. According to Nheistry of Education and

Ministry of Higher Education Sessional Paper of 201here are 25 public



technical training institutes and 14 institutes tethnology as well as 706

registered private TVET institutes.

Further the government is planning to establishremiinan 60 TTIs to be
distributed in all Counties in line with Vision 203Data from the Teachers
Service Commission headquarters in Meru and Emhuntyosshows that there is
an alarming shortage of academic staff in techrtieahing institutes, a problem
which can be attributed to frequent turnover. Datdhese headquarters shows
that there has been a turnover of 59 and 33 acadstalif in Meru and Embu
county TTIs respectively in a period of 5 yearsheTollowing table shows the
academic staff turnover statistics for a periodieé years in Meru and Embu

Counties.

Table 1.1 Turnover statistics in public Technical Taining Institutes in Meru
and Embu Counties.

MERU COUNTY EMBU COUNTY
Year Meru Nkabune Kiirua  Total Embu Rwika Total
TTI TTI TTI TTI TTI
2009 4 3 3 10 3 2 5
2010 7 4 5 16 4 3 7
2011 3 5 3 11 2 4 6
2012 6 4 2 12 3 3 6
2013 4 3 2 9 5 4 9
Total 24 19 16 59 17 16 33

Source: TSC Records 2013



From the statistics provided above there is higlvademic staff turnover in Meru
County compared to Embu County. This justifiesried to carry out a research
in Meru County to establish the factors behind tigd. My study therefore
focuses on the institutional factors influencing@emic staff turnover in public

technical training institutes in Meru County, Kenya

1.3 Purpose of the study
The purpose of this study was to investigate tls#itirtional factors influencing
academic staff turnover in public Technical Tragimstitutes (TTIs) in Meru

County, Kenya

1.4 Objective of the study
The following objectives guided this study.

I.  To determine ways in which the working environmentvided by the
Board of Management influence academic staff tuenoin public
technical training institutes in Meru County.

ii.  To establish the extent to which manager’s superyisupport influence
academic staff turnover in public technical traghimstitutes in Meru
County.

ili.  To determine the extent to which communicationeysby the Board of
Management influences the academic staff turnomepublic technical

training institutes in Meru County.



iv.  To determine the extent to which compensation leyThachers Service
Commission (TSC) and the Board of Management infleeacademic

staff turnover in public technical training instiés in Meru County.

1.5Research questions

This study aimed at answering the following questio
In which ways does the working environment provided the Board of
Management influence academic staff turnover inlipuiechnical training
institutes in Meru County?
To what extent does the manager’s supervisory stupmtuence turnover of
academic staff in public technical training ingi#siin Meru County?
To what extent does the communication system byBtreed of Management
influence academic staff turnover in public teclhitraining institutes in
Meru County?
To what extent does compensation by Teachers etnmission (TSC)
and the Board of Management influence academid siafiover in public

technical training institutes in Meru County?

1.6 The significance of the study
The study was expected to examine the institutiéaetors that influenced the
academic staff turnover in technical training igtons in Meru County which

are part of higher education in Kenya. The emplaygrover in institutions of



higher learning in Kenya is currently under- resbad. This research is aimed at
providing new data with both practical and theaadtisignificance on the
institutional factors that influence the turnovetr academic staff in public
technical training institutes thus increasing tloelyo of knowledge required by
their boards of managements. This would assisBtteard of Managements and
policy developers to formulate informed strategeseduce staff turnover rate

and thus increase their retention.

1.7 Limitation of the study
There was a dearth in literature on institutioraltdrs influencing academic staff
turnover in Kenya. Another limitation was the unpemative respondents who

would be unwilling to discuss the negatives, esgdcabout their manager’s.

1.8 Delimitation of the study

The study was conducted in the public technicainitng institutes in Meru
County, Kenya. The institutions included; Meru, KRikae and Kiirua technical
training institutes. The variables studied includedorking environment,
manager’s supervisory support, communication sysa@eh compensation. The
respondents involved in the research includedhteds of departments and the

academic staff members.



1.9 Basic assumptions of the study

The research study made the following assumptions:
The respondents would provide truthful informatadrout the questions in the
guestionnaires.

That factors within the institutions lead to acadestaff turnover.

1.10 Definition of significant terms

The following are the definition of significant tas used in the study:
Academic staff refers to a trained professional who is qualifiedteach in
technical training institutes

Academic staff turnover refers to the process of an individual profesdievizo
has undergone training and is teaching in a teehmiaining institute quitting or
exiting from the institute.

Attrition means the reduction of the academic staff thatirscawhen they leave
or exit from their working teaching institutes.

Compensation refers to the salaries and allowances given or paidthe
individual academic staff member for services reede

Employee refers to an individual employed as an acadenaff sind is paid a
salary.

Institution refers to a technical training institute.

Management refers to the process of dealing with or contngllthe technical

training institute and the academic staff workihgre.



Manager refers to the principal responsible for contraliar administering an
institution.
Technical Training Institute refers to a school that gives practical vocational

and technical instruction.

1.11 Organization of the study

The study is organized into five chapters. Chapter included the introduction

consisting of background to the study, statemerthefproblem, purpose of the
study, limitation of the study, delimitation of tiséudy, basic assumptions of the
study and definition of the significant terms. Ctemptwo contained literature

review under the following subtopics: working emrviment, manager’s

supervisory support, communication system and cosgi®n. The chapter also
contained summary of literature review, theoretigatl conceptual framework.
Chapter three contained research methodology tomsg; research design,

target population, sample size and sampling teciasig instruments for data
collection, validity of the research instrument®liability of the research

instruments, data collection procedures, and datdysis techniques. Chapter
four focused on data analysis, interpretation asdudsion of research findings.

Chapter five focused on the summary, conclusiodsracommendations.
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CHAPTER TWO

LITERATURE REVIEW
2.1 Introduction

This chapter reviews related literature which pded some relevant information
required to address the research question in teeiqus chapter. The section
includes institutional factors influencing acadensiaff turnover reviewed as
follows; working environment, managers’ superviseypport, communication

system and compensation.

2.2 The concept of staff turnover

Employee turnover can be defined as when an emplogases to work for an
organization. Armstrong (2004), define employeedwer as the proportion of
employee leaving an organization during a periodtime, usually one year.
Other terms used by authors for turnover are;tiattri quits, exits, mobility,

migration or succession. Labor turnover within agamization is a normal part of
organizational functioning and while a certain leskturnover is to be expected
and be beneficial to the institution, exclusivelygh turnover may be

dysfunctional to the institution.

A minimum level of employee turnover is benefidialthe organization in that, it
reduces the task of retrenchment and also alloamiitment of new employees

from outside thus preventing in-breeding within thrgianization. This ensures

11



introduction of new ideas and innovation from tlesvremployee(s). Tetty (2009),
argues that the problem of academic staff retenica global one and it affects
both developing and industrialized countries. Hentends that the issue of
academic staff attrition (turnover) and retentiordeveloping countries has been

less documented in the literature.

2.3 Working environment and staff turnover.

Bushe (2012), in his study on factors that deteemm@tention and commitment in
private tertiary institutions in Botswana, argukattworking environment refers
to aspects that promotes the efficient performarigeb tasks by employees and
this touches on aspects such as physical workingitons (buildings, furniture

and employee rooms), availability of office spategls and equipments that
makes job performance easier, hours of work, iadecastomer support, service
from administration department, nature and tendreoatract and safety in the
workplace. He found that a poor work environmeny mause discomfort to some
employees who may end up being attracted to othganizations with better

working environments. To avoid attrition (turnoveBoMs should work towards

improving the working environments in their instieuns.

Handelsman (2009) carried a research on undersigiadid remedying employee
turnover and found that employees would like tokniarcomfortable work places

where there are adequate facilities such as bggdifurniture, work instruments

12



and also where health and safety measures areveldsérhey further note that
adverse work environment will lead to increasediduer. In his study, Pettrilose
(2002) found that lack of proper facilities and eypiate services such as
adequate employee rooms, dining areas, child cenpalr care, selective health
benefits and safety provisions are major causésrobver and absenteeism. Tetty
(2006) in his study titled Staff Retention in Afit Universities: Elements of a
Sustainable Strategy notes that the institutes gemants (BoMs) should work

towards a reasonable improvement in the workingrenmnent to avoid turnover.

2.4 Manager’s supervisory support and staff turnove

The relationship of manager’s supervisory supps known as leadership is a
paramount concern of several studies. Rivelin (2063his study ‘Retention
Reflects Leadership Style’ noted that a leader,this case the manager
(Principal), has to provide support or show consitien for employees concerns,
otherwise a negative leader employee interacti@ms result in lower pleasure
with work, reduced productivity and motivation abs®ism or turnovenn his
study ‘Reflection on the Determinants of Voluntafyrnover’. According to
Butcher & kritsonis (2007), appreciation is partleddership. He further noted
that support, encouragement, respect and opporttmibe heard by the direct

supervisor reduce employee turnover thus enhanbbaigretention.

13



Brox (2012) noted that leadership is one of thécali factors that can lead to
increased staff turnover. Armstrong (2004) arghes & feeling that management
in general, or individual managers and team leadergarticular, are not
providing the leadership support they should or wr&air or are bullying their
staff can lead to a high rate of employee turnovde. further notes that
inadequate or poor supervision is a frequent catisgrnover. Brox (2012), noted
the aspects of leadership that may also requirestigation as; relationship with
supervisors, recognition of employees’ effortsatienship with peers, systems

and structures that foster knowledge creation aff ahd supervision.

2.5 Communication system and staff turnover

According to Hart & Miller (2003), effective commigation has emerged as an
essential facet of people management be it commatioic of the
institutions/organizations goals, vision, strategend business policies or the
communication of facts and information and data mication structure. Janet
(2004) argues that a two way communication, pddity face to face with
employees is an important factor in establishingsttrand a feeling of being
valued. It is regarded as a core and governing etengy and as a key
management responsibility of the BoM. The boarthahagement responsibilities
include: putting in place structures and methodscaimunication, ensuring
people are briefed on key issues, communicatings$tbnand as fully as possible

on all issues affecting the people, encouragingntaaembers to discuss

14



institutions issues and give upward feedback arsuramg issues from team

members are fed back to senior management andytmeydies given.

Ongori (2007) states that to have lower employeeotter, organizations should
make sure they have good lines of communicationngnsbaff. It has been noted
in Khan and Ullah (2010) that, a lack of communaatis the main barrier to
employee motivation and may affect the intentiorewiployees to stay with their
organization. This has been emphasized by Branhz005] who states that
inadequate communication between management antbysep, and between
departments is the prime reason a worker quitsganazation. He concludes that
lack of communication between management and wertesults to low morale

among employee and increases turnover.

2.6 Compensation and staff turnover

Compensation by the management is an importanturieaif human resource

management. It includes payments offered to an @yepl for services rendered
and comprise of both monetary (salary, wage) ahdrdienefits (Branham 2005).
As De Cieri & kramar (2008) state, the pay systems hn important role in

implementing strategies. They state that a higlelleé compensation may it be
pay and or benefit relative to that of competitoas ensure that an institution or
company attract and retain its employees. Thisetbez means that they are in a

state of reducing staff turnover.

15



Metcalf and Amar (2005), ‘Motivating Knowledge Weils to Work’ argues that
pay tends to loom larger for recruitment than reoen Moreover, the expected
and the actual package may differ, leading to twenoMwangi and Mwai (2002)
argue that in Kenya, there has been a growing cornaeout teacher retention.

Teachers have increasingly expressed dissatisfewiib the pay they receive.

According to Fisher & Shaw (2009), employees wilitgheir work if they feel
that they are not well compensated by their emploged the board of
management. This is by being paid an adequateysatar availing to them other
benefits such as house allowance, commuter allosvamc insurance services.
Starters will only stay in organizations that pagrm a low salary because they
are desperate to get a job. After a little whilegyt will start looking for better

paying jobs in other organizations and this widluk to increased turnover.

2.7 Summary of literature review

The literature reviewed shows that a number ofdsstoncerning the institution
factors influencing staff turnover in various orgations and institutions. As
reviewed above, Tetty (2009) in his study ‘Retemtia African Universities’
concluded that institutes should work towards asw@eable improvement in
working environment since this may be one of thgomeause of turnover. Bushe
(2012), ‘Factors that Determine Staff Retention @ommitment in Private

Tertiary Institutes in Botswana’, Hendelsman, (2088d Pettrilose, (2002) agree
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that lack of better working environment cause emypdoto exit and look for

organizations with better working environment.

According to Rivelin (2003), in his study ‘RetemtioReflects Leadership
Support’, leadership support is important in emgyineduced staff turnover. Brox
(2012), Armstrong (2004), Butcher & Kritsonis (20@ree that appreciation is
part of leadership support. Lack of encouragemesspect and openness from
managers lead to employee/staff dissatisfactionchvhiesults to increased
turnover rates in organizations or institutions.eTbhomprehensive literature
reviewed on principal’'s supervisory support concinat the leadership should

create cordial relationship with their staff if yheish to reduce staff turnover.

From the reviewed literature communication systemsden as one of the major
factors that contribute to staff turnover or staffention. Hart and Miller (2003),
Janet (2004), concur that communication systemmpptace by the management
of an institution is a core governing competencyd am key management
responsibility of the BOM. It plays a major role idetermining whether
employees leave or stay in the institution. Ong2007), Khan and Ullah (2010)
and Branham (2005) agree that poor or inadequatencmication between the
BoM, departments and employees is a prime reasgnstaff or employees may

quit.
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The comprehensive literature reviewed from De Cimnd Kramer (2008),
Branham (2005), Metcalf et al (2005), Fisher andwsi{2009), Mwangi and
Mwai (2002), has concurred that employee will qiitthey feel that the
compensation and benefits they receive do not miuehservices offered. The
reviewed literature makes it clear that there isthéor further investigation to
ascertain the real factors behind turnover sinch study was carried in different
countries (having different social-economic anduwg), in different settings and

for different organizations.

2.8 Theoretical framework

Herzberg (1959) two factor theory as cited by Baase Lloyd (2005) provided
theoretical background for this study. The two dadheory is also known as
Herzberg’'s motivation-hygiene theory and dual-fadteeory. It states that there
are certain factors in the workplace that causesg@ilsfaction, while a separate set

of factors cause dissatisfaction (Sungmin 2009).

According to psychologist Fredrick Herzberg, jobtidfaction and job
dissatisfaction act independently of each otherrzblerg noted that job
characteristics related to what an individual doest is, to the nature of the work
one performs, apparently have the capacity tofgratich needs as achievement,
competency, status, personal growth, and selfzaadn thus making him happy

and satisfied. He referred to these factors amsitr variables or motivators. He
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further notes that absence of such gratifying jloaracteristics does not appear to
lead to unhappiness and dissatisfaction. Inste@katisfaction results from
unfavorable assessment of such job-related factwscompany policies,
supervision, technical problems, salary, interpeatoelations on the job, and

working conditions. He referred to these extringdables as ‘hygiene’ factors.

Empirical studies have revealed that extrinsicdiecsuch as competitive salary,
good interpersonal relationships, friendly workiegvironment, and job security
were cited by employees as key motivational vaesbihat influenced their
retention in the organizations. The implication ufis therefore is that
management should not rely only on intrinsic vadeahto influence employee
retention, rather, a combination of both intringid extrinsic variables should be
considered as an effective retention strategy (&iréa Sutherland 2001; Meudell

& Rodham 1998; Maertz & Griffeth 2004).

While Herzberg’'s model may have garnered wide @d#eand stimulated much
research it has not escaped the scrutiny’s eyevated Hackman & Oldham
(1976) claim that while the formulation of model yneave a methodological
artifact. Researchers are unable to empiricallw@rthe model reliably. The
theory makes a blanket assumption while failing donsider individual

differences, conversely predicting all employed wahct in an identical manner

to changes in motivating/hygiene factors.
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The theory does not also specify how motivatingibge factors are to be
measured. This theory is relevant to this studyat it recognizes that employees
have needs that should be satisfied in order toceedr avoid turnover rate in the
organization. The hygiene factors/extrinsic factars far much related to the

institutional factors an aspect which this reseaetks to study.

2.9 Conceptual framework

Fig 2.1 Conceptual framework of the institutional fctors influencing
academic staff turnover in public Technical Training Institutes in Meru

County.

Working
environment

A 4

Managers
supervisory > . .
support Academic staff ,i\cf?demlc
sta
management turnover
Compensation ~

Communication
system >

The conceptual framework shown above consists aépandent and dependent

variables. Independent variables are the presunaes of change in the
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dependent variable. On the other hand dependeiaible(s) is the variable that is

to be explained by the researcher.

This study considers academic staff turnover asdépendent variable and the
factors independent variables. Thus it is expet¢ted some behavior on the
independent variables such as poor or non-condugiogking environment,
inappropriate  manager’s supervisory support, poompensation and poor
communication system will cause academic staff afisiction. The

dissatisfaction finally leads to the academic diaffiover.
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CHAPTER THREE
RESEARCH METHODOLOGY
3.1 Introduction
This chapter explained the methods used in thidystit starts with the research
design, target population, sample size and samgingedures, instruments for
data collection, validity of instruments, reliabjliof instruments, data collection

procedures and data analysis technique.

3.2 Research design

A research design is a plan or a blueprint of haw yntend to conduct the
research (Babbie & Mouton, 2001). This study adookescriptive survey design.
This is because the design attempts to describeersgically, a situation,
problem, phenomenon, or provides information abamtissue, or describes
attitudes towards an issue (Kumar, 2005). The desgcapable of presenting
detailed information about a given social systenms hppropriate for studies that
use questionnaires and interview schedules. Theréfie design helped to collect
data in order to answer questions on the instialiéactors influencing academic

staff turnover in public technical training instis.

3.3 Target population
Mugenda and Mugenda (2003) define population as eatire group of

individuals, events or objects having common obeales characteristics. The
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target population for this study comprised threebligu technical training

institutes. It targeted 27 heads of departmentsl&ddacademic staff members.

3.4 Sample size and sampling procedure

Mugenda and Mugenda (2003) define a sample as W groap obtained from
accessible population. Sampling means selectinyenghumber of subjects to
represent the population. The researcher used €ansthod on the 27 heads of
departments. The target population on academitwséa put into strata as per the
institutes, thereafter sample size determined bylyapy Cooper & schindler
(2003) formula N=N/1+N(&)

Where: n=sample size, N=population size, e=levgretision.

At 95% level of confidence and p=5%, n=180/1+1808).=124. Simple random

method was used to distribute questionnaires.

Table 3.4: Sampling design

Technical Training Academic Sample Head of Sample

Institute staff size departments size
population

Meru 80 55 12 12

Nkabune 75 55 10 10

Kiirua 25 17 5 5

Total 180 124 27 27
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3.5 Research instruments

The researcher used questionnaires with open asédclended questions as the
main tools for collecting data. The researcher had questionnaires. One
guestionnaire for the academic staff members bgayirestions on their personal
data and the influence of the following aspects amademic staff turnover:
working environment, manager (principal) superwsorsupport, their
compensation and staff turnover and communicatigstesn provided by the
management and how it influences staff turnovere ®ther questionnaire for
heads of departments had questions about theiomarslata, the departments
they head and the extent to which working enviromimprincipal’s supervisory
support, compensation and communication systenuenfie academic staff

turnover in their departments.

3.6 Validity of instruments

Orodho (2004) notes that, validity relates broattlythe extent to which the
instruments measures what it claims to measurtests what it is intended to test.
Mugenda and Mugenda (2003) advocates that, théeptesample should be 1%
to 10% depending on the sample size. To ensureetidity the researcher carried
two pretests which involved 8 respondents (acadestadf) who were not
included in the actual study. After they had filldge questionnaires, | collected
and went through them to ascertain whether thefuoagh answers to my research

guestions. Secondly the researcher liaised wittstipervisors who are experts to
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make judgment on whether they captured informatteat answered the study
guestions. Research supervisors also assessedcwinadpt the instrument was

trying to measure (content validity).

3.7 Reliability of instruments

Reliability refers to the matters such as the &eacy of a measure-for example,
the likelihood of the same results being obtairfétle procedures were repeated.
According to Mugenda and Mugenda (2003), a resaasttument is reliable if it
yields consistent results after repeated trialdiaB#ity of the questionnaire was
achieved by use of test-retest method administareah interval of two weeks in
a pilot institution. | then collected the filled egtionnaires after few weeks and
later returned them to the respondents to checktheheghe information was

corresponding.

3.8 Data collection procedures

The researcher first obtained an introductory idttam the University of Nairobi
detailing his intention to carry out the study e tarea of his interest. A research
permit was then sought from the National Counail $zience, Technology and
Innovation (NACOSTI) which is a requirement in thesearch process. The
researcher presented the introductory letter asdareh permit to all relevant

offices during the field study exercise.
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The researcher then administered the questiontwathe respondents upon giving
an explanation and agreed on the time limits foing§ them. The researcher gave
consistent explanation in all the technical tragninstitutes. Once the time limit

reached, the researcher collected the questiosairelata analysis.

3.9 Data analysis techniques

The collected data was analyzed in terms of bothligtive and quantitative

techniques. The filled questionnaires were firstupled manually according to the
institutions and categories of respondents. Thea daas then organized,

simplified and put into reduced form.

Tables were used to analyze respondents’ demograjaita. Quantitative data
was analyzed by use of tables, graphs, pie-chadsdascussions. The factors to
be described included: the extent to which workimgvironment influence

academic staff turnover, the influence of managetgervisory support on
academic staff turnover, the influence of compearain academic staff turnover
and the extent to which communication system imfb@eacademic staff turnover
in public technical training institutes under thtedy. The qualitative data was

analyzed through narrative summary analysis teclengdso called threading.
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CHAPTER FOUR

DATA ANALYSIS, INTERPRETATION AND DISCUSSIONS

4.1 Introduction

This chapter presented the analysis of the findimigthe study. The analysis
were carried out with the guidance of the resealfgectives. The objectives of
the study were: to determine ways in which the waylenvironment provided by
the Board of Management influence academic staffover in public technical

training institutes in Meru County; to establigte textent to which manager’s
supervisory support influence academic staff tuemom public technical training

institutes in Meru County; to determine the extémtwhich communication

system by the Board of Management influence acadetaif turnover in Meru

County; and to determine the extent to which corspan by the TSC and the

Board of Management influence academic staff tuenav Meru County.

The results were mainly presented in the form dliprinary analysis, the
respondents’ bio data and background informatidloied by analysis of the
findings as per the objectives. The study adoptsttaified sample of 27 heads
of departments and 124 academic staff membersnauotgiroportionately from
three public technical training institutes in Mefounty. A total of 117
respondents participated in the study, thus thporese rate was 77.5 % which

was satisfactory to represent the views of theetaid)population.
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4.2 Respondents response rate.

The study sampled all the three public technicalning institutes in Meru
County, Kenya. The study involved 27 heads of depemts and 124 academic
staff members who were obtained through stratifiedmpling applied
proportionately making a total of 151. A total df7lrespondent responded in this
study. This gave a response rate of 77.5 percemthwivas satisfactory to
represent the views of the targeted population.lelabl below shows the

respondents’ response rate.

Table 4.1 Respondents response rate

Respondents by category Expected Actual Percent
Heads of departments 27 27 100
Academic staff 124 90 72.6
Total 151 117 75.5

Table 4.1 shows the respondents’ response ratetmgtctual response of heads
of departments being all the 27 expected resporadértte actual response rate of
the academic staff was 90 out of the expected T@®. made the response rate to
be 75.5%. This was acceptable to the researchat ass enough to give

satisfactory information on the objectives undeestigation.
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4.3 Preliminary analysis
This sub-chapter presented the demographic datahef respondents and
background information of the institutions with aed to the subject under study.

The information obtained is used to familiarizemtihe study population.

4.3.1 Age of the respondents
The age of the academic staff members and the hehdkepartment were
obtained in an attempt to comprehend the study lptipa structure. The age of

the respondents was as presented by table 4.2.

Table 4.2: The age of heads of departments

Age (years) Frequency Percent
41-50 6 22.2
51-60 16 59.3
Above 60 5 18.5
Total 27 100.0

From table 4.2 most of the departmental heads aged between 51 and 60 with
59.3 percent. This may be explained by the taat the staff in this age bracket
are not likely to move as they have approacheddtieement age .The younger
ones who were 22.2% were in 41 to 50 years ag&ét.athis may be explained

by the fact that the turnover rates are high antbeg/oung heads of departments.
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From the table only 18.5% were above the age ofeg0s, this therefore shows
that despite the civil servant retirement age b&@ryears there were some who

were still engaged even after reaching the retiaige.

Table 4.3 The age of academic staff members

Age Frequency Percent Cumulative Percent
(years)

30-35 25 27.8 27.8

36-40 13 14.4 42.2

41-45 26 28.9 71.1

46-50 26 28.9 100.0

Total 90 100.0

Table 4.3 shows that the age of academic staff mesnvas evenly distributed
from 30 to 50 years. 14.4% of the academic stadimers were in the age
bracket of 36-40. This means that at this particatge the newly employed staff
starts comparing their job satisfaction level vilik outside jobs resulting to their
turnover. An equal percentage of 28.9% was repddednembers aged 41-45
and those aged 46-50. Majority of the academid stambers (57.8%) were thus

in the age bracket of 41-50 years.
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4.3.2 Gender of the respondents

The gender of the respondents was obtained andriegsin table as follows:

Table 4.4 Gender of respondents

Frequency Percent

Head of departments

Male 16 59.3
Female 11 40.7
Total 27 100.0

Academic staff members

Male 064 71.1

Female 26 28.9

Total 90 100

From table 4.4 it is clear to see that most of tbgpondents were male. The

academic staff members were mostly dominated by niEh1%). The
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departmental heads had lesser gender disparity pgtbhentage of male being

59.3% and that of female being 40.7%.

4.3.3 Academic qualification
In a bid to obtain further information of the resplents the researcher evaluated
the academic qualification of both the departmeht&dhds and academic staff

members which was presented as follows:

The academic qualification of the respondent

W Masters
B Graduate

= PhD

Figure 4.1 Academic qualifications of the heads afepartments

Figure 4.1 shows that majority of the departmeh&ads (51.85%) had acquired
Masters Education level. This was followed by 4@/#ho had attained their

PhD. Only 7.41% had acquired education up to delgres.
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QUALIFICATION OF THE RESPONDENT

507

Percent

DIPLOMA DEGREE MASTERS
QUALIFICATION OF THE RESPONDENT

Figure 4.2 Academic qualifications of academic sthimnembers

As illustrated by figure 4.2 majority of the acaderstaff members (42.22%) had
attained Masters Education level. 28.89% had athaegree level of education.

An equal percentage of 14.44% had attained PhD diptbma levels of

education.

4.3.4 The rate of academic staff turnover

The study sought to find out the rate of staff awer among the sampled
institutions, cases of staff turnover were alsolwtad and the results were as

follows:

33



Table 4.5The staff turnover rate

Rate Frequency Percent
Very High 25 27.8
High 39 43.3
Moderate 26 28.9
Total 90 100.0

From table 4.5majority of the academic staff members sampled3®3.ratec
staff turnover as ‘high in the technical training institutes. 28.9% ratedas
moderate whil27.8% ratedstaff turnover as ‘very high’. The researcher fari
evaluated the cases of staff turnover that the riiepatal heads were aware

and tre results were as shown by figure.

Awareness on cases of staff turnover within the departme

HYes

m No

Figure 4.3 Awareness of staff turnover cases withia period of one yea
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Figure 4.3 shows that majority of the departmehéads (81.48%) were aware of
staff turnover cases within their department. Ci8y52% were not aware of any
turnover case within their department in the lase o/ear. This is a clear
indication of how high the rate of academic stafhbver in the technical training

institutes is.

4.4 Influence of working environment on staff turnoer
The researcher sought to find out the influencethef working environment
offered by board of management on staff turnovdre Tnfluence of various

working environment factors was thus rated by #spondents.
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Table 4.6: Rating of working environment-factors irfluencing staff turnover

by the head of departments

Aspects of Very Great Great extent moderate Little extent Not at all
working extent

environment Freq % Freq % Freq % Freq % Freq %
Poor physical 5 185 17 63 5 185 0 0 0 0
working

conditions  e.g.
offices, furniture,

classrooms etc.

Inadequate work 11 40.7 16 503 O 0 0 0 0 0
instruments.
Workload and 0 0 15 55.6 6 222 6 222 0 0

hours of work.
Poor safety and11l 40.7 11 40.7 5 185 0 0 0 0

health measures.

Mean 7 259 15 546 4 148 1 467 O 0
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Table 4.7: Rating of working environment-factors irfluencing staff turnover

by the academic staff.

Aspects of Very Great Great moderate Little Not at all
working extent extent extent

environment Freq % Freq % Freq % Freq % Freq %

Poor physical 13 14.4 38 422 39 433 O 0O O 0
working

conditions

e.g. offices,

furniture,

classrooms

etc.

Inadequate 13 144 64 711 13 144 O 0O O 0

work

instruments

Workload 26 289 51 56.7 13 144 O 0 0 0
and hours of

work

Poor safety 13 144 38 42.2 39 433 O 0 0 0
and  health

measure

Mean 16 17.8 48 53.3 26 288 0 0O O 0
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The findings in table 4.6 and 4.7 aimed at answgetire research question one
which sought to determine ways in which the workamyironment provided by
BOMs influenced academic staff turnover. Variouspeamss of working
environment were therefore investigated. These caspeere found to have
influenced turnover as follows; poor physical woikiconditions which includes
provision of offices, office furniture, and classmos for the students among
others were found to have influenced turnover aidaenic staff by heads of
department and academic staff members respectgetgllows; to a great extent
at 63% and 42.2%, 18.5% and 14.4% very great exedtanother 18.5% and

43.3% to moderate extent.

A percent of 59.3 and 71.1 identified inadequatekwmstruments to have
contributed to the exit of their colleagues at @agiextent while 40.7% and 14.4%
agreed on this aspect as having influenced at gergt extent. 14.4% felt that it
had moderate influence. The workload and hours @kwere found as having
28.9% very great influence. 55.6% and 56.7% cowecutinat they influenced to a
great extent while 22.2% and 14.2% felt that it hadderate influence and
another 22.2% of heads of department concurred tthat aspect had only

influenced turnover to a little extent.

The last aspect of working environment investigated poor safety and health

measures provided by Board of Management. It wasrcthat this aspect
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influenced academic staff turnover to very gredeeixat 25.9% and 14.45%, to a
great extent at 54.63% and 42.2%, moderate extdrt.8% and 28.8%. 4.67% of

HODs were found to agree that it had little inflaen

From the findings above, it is clear that more ti@fo of the respondents agreed
to a very and great extent that non-conducive vmgrlenvironment as reflected
by the above rated aspects or ways make the acadsmff uncomfortable
leading to high turnover. This result is supporgda similar finding by Bushe
(2012), who in his study in tertiary institutions Botswana found that a poor
working environment cause discomfort to some enmg#sywho may end up being
attracted to other organizations with better wogkenvironments. Metcalf et al
(2005), in another study concur that the workingiremment has an important
influence on employee turnover and retention. Theidy noted that the balance
of the positive and negative factors that determamgking environment will
impact upon the ability of the higher educatiorrétain current and attract new
staff. Handelsman (2009), found institutions wittomfortable working
environment where there are adequate facilitieeawe low employee turnover

compared to high turnover rates found in those widldequate facilities.
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4.5 Influence of Manager's Supervisory Support on Aademic Staff
Turnover.
The study sought to evaluate the effect of leddprsctics on staff turnover and

the influence of various factors of management raged by the respondents.

Table 4.8: Effect of manager's supervisory supporton academic staff

turnover as ranked by head of departments

Aspects of Very Great Great moderate Little Not at
managers extent extent extent all
supervisory Freq % Freq % Freq % Freq % Freq %
support

Poor  supervision5 185 16 59.3 6 222 0 0 0
methods.

Lack of recognition 10 37 11 40.7 6 222 0 0 0
and appreciation of

individuals efforts.

Poor relationship 6 222 6 22.2 10 37 5 18.0 0
with managers and 5

staff.

Failure to provide 6 22.2 16 503 5 185 0 0 0
solutions to

challenges facing

staff.

Mean 6.75 25 123 456 6.75 25 1.2 44 O
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Table 4.9: Effect of manager's supervisory supporton academic staff

turnover as ranked by academic staff members

Aspects of
managers
supervisory

support

Very Great Great

extent extent

Freq % Freq

%

Moderate

Freq

%

Little
extent

Freq

Not at all

% Freq

%

Poor relationship
with staff

Poor supervision
methods.

Lack of
recognition and
appreciation.
Absence of
systems and
structures
fostering staff
knowledge
creation.

Failure to provide
solutions to staff
challenges.

Lack of fairness
and opportunity to
be heard.

38 42.2 39

25 27.8 52

26 289 51

38 42.2 39

13 144 38

13 144 38

43.3

57.8

56.7

43.3

42.2

42.2

13

13

13

13

39

39

14.4

14.4

14.4

14.4

43.3

43.3

Mean

25 28.3 43

47.8

22

24.4
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The ratings in tables 4.8 by heads of departmemis4a9 by the academic staff
shown above provide answers to the research quettad sought to determine
the extent to which manager’'s supervisory suppofiuence academic staff
turnover. The respondents were asked to rate \arampects of manager’s
supervisory support and the findings analysis ftbetables respectively were as
follows: Poor supervision methods were found tduierice turnover to a very
great extent of 18.5% and 27.8%, 59.3% and 57.8%dreat extent, 22.2% and
14.4% moderate extent. Lack of recognition and egption of individual efforts

was found to have influenced turnover to a veryagextent at 37% and 28.9%,
great extent at 40.7% and 56.7%, moderate exteB2.2% and 14.4%, while

18.5% of HODs and none of the academic staff ttla &xtent of influence.

Poor relationship with managers and staff ratea very great extent by 18.5% of
HODs, 42.2% of academic staff, 22.2% and 43.3% tpeat extent, 37% and
14.4% moderate extent, 18.5% and 0% little extdite big difference in

percentage revealed by the two categories of relgas when rating these
aspects was an expected one because the HODsongetarge extent involved in
managing academic staff in their departments hémeecademic staff included
the way they relate with them in their rating whitee HODs could not want to
rate themselves. The fourth aspect which was faikor provide solutions to
challenges facing staff was found to have 22.2% bhd% very great extent,

59.3% and 42.2% great extent, 18.5% and 43.3% rateleand 18.5% by heads
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of department to a little extent. The academicfstedfre further investigated on
two more aspects which produced the following fingdi; absence of systems and
structures fostering staff knowledge creation poooiy 42.2% very great extent,
43.3% great extent and 14.4% moderate influence.sikth aspect on academic
staff which was lack of fairness and opportunitylde heard yielded 14.4%

influence to a very great extent, 42.2% great exdad 43.3% moderate extent.

The mean analysis on these aspects reveals thatZ8386 very great extent and
45.6%, 47.8% great extent of the HODs and acadsiait respectively agreed
that the manager’s supervisory support has highuente on determining

turnover rates. The study findings in tables 4.8 49 concur that inappropriate
or poor manager’s supervisory support is one ofnttagor causes of academic
staff turnover in public TTIs compared to those hwijood or appropriate

supervisory support which experience low turnoates. The study concur with
the findings in a similar study by Armstrong (200&ho found that failure by

managers (leaders) to provide appropriate suppdtidir staff led to a high rate
of employee turnover. He further noted inadequatgaor supervision as a
frequent cause of turnover. In another study, Bert@nd Kritsonis (2007) found
appropriate supervisory support by managers to geeat influence in reducing

employee turnover thus enhancing their retention.
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4.6 Influence of Board of Management’s Communicatio System on the

Academic Staff Turnover

The study evaluated the impact of BOM's communaratisystem on the

academic staff turnover though ranking the inflee€ various communication

aspects on academic staff turnover.

Table 4.10 Rating of contribution of BOM’s communi@tion system on staff

turnover

N Minimum Maximum Mean Std. Deviation

Inadequate briefing on

key issues. 90 > a4z
Inefficiency of feedbacl
from top management 4 5 4.42
bottom and vice versa.
Lack of discussion on
institution matters 3 5 3.86
affecting the staff. %0
Poor communication

5 4.13

structures and method:90

Scale
5- Very great extent  2-Little extent
4- Great extent 1-Not at all

3- Moderate

44
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Table 4.10 sought to determine the extent to whsommunication system
influence academic staff turnover. The findingsi¢ates that on average the
respondents suggested that BoM’s communicatioibatés such as: inadequate
briefing (M=4.42, SD .497), inefficiency of feedlkarom top management to
bottom and vice versa (M=4.42, SD .497), lack dafcdssion on institutional
matters affecting staff (M=3.86, SD=.646) and peommunication structures
and methods (M=4.13, SD=.640) had a great influeocestaff turnover as
indicated by means 4.42, 4.42, 3.86 and 4.13 réspBc The standard deviation
of all means was less than one thus indicating alatesponses were clustered

around the mean response.

The respondents agreed that these aspects of caocaton influenced staff
turnover to a great extent as indicated by theamgeemean of 4. This concurs
with the findings by Branham (2005), who in theiudy found that inadequate
communication between management and employeeseangen departments to
be the prime reason why a worker quits an orgaoizal he study further found
poor or unclear systems of communication as cdtaligg low morale among
employees thus increasing their turnover. In alamstudy, server et al (2007)
identified efficient feedback as one of the craahat reduced turnover intentions
among employees. This makes institutions with csatems to experience low

turnover rates than those with poor communicaty@tesns.
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4.7 Influence of Compensation by the Teachers Secd Commission (TSC)
and the Board of Management on Academic Staff Turneer

The impact of compensation by TSC and BOM on dtafiover was sought by
the study in an attempt to establish the relatigndbetween compensation

motivation and staff turnover.

Table 4.11: Influence of compensation on staff turover

A N Minimum Maximum MeanStd.Deviation

Low salaries compared to the ot

90 3 5 4.00 .540
equitable jobs
Your house allowance 90 3 5 3.86 .646
Your commuter allowance 9C 3 5 3.70 .694
Health services 9C 4 4 4.00 .000
Insurance services 90 4 5 4.58 .497
Scale
5- Very great extent 2- Little emt
4- Great extent 1- Noabt
3- Moderate
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Table 4.11 shows the analysis on the aspects opeosation that influence
academic staff turnover. The findings were as fedlp insurance services
(M=4.58, SD=.497), health services (M=4.00, SD=)0Ghd low salaries
(M=4.00, SD=.540) relatively to other same levddgoAll respondents agreed
health services affected staff turnover to ‘a geedent’ since the minimum and
maximum rates were all 4. The standard deviatioasevall minimal except for
commuter allowance (M=3.70, SD=.694) and house waiwe (M=3.86,
SD=.540) where responses ranged from ‘moderaté/gxy great extent’. From
the table all the means were approximately 4 and #il the respondents with
minimum response been 3 therefore all the respdadgmneed that compensation

factors influenced staff turnover at least moddyate

The study findings show that the academic staff beEmsiwere dissatisfied by the
compensations’ rates offered by TSC with major@idving that they were lowly
paid comparing to other jobs requiring the sameellexf qualification. The

academic staff members were further dissatisfiedh whouse allowance,
commuter allowance, health and insurance coverssd lfindings are supported
by a similar study by Fisher and Show (2009) whanfb that many employees
quit their job if they are not well compensatedtbgir employer and the board of
management. Njoka (2002) in her study on factoed taused dissatisfaction

among heads of departments in Embu district rankedissue of poor pay
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(compensation) as being the most impo job factor towards motivating ar

retaining the HOD:

The likelihood of the respondents to be influenbgdcompensation to quit jc

was further analyzed and was as presented by f&yd

Influence of compensation on quiting jol

M Great Extent

W Very Great Extent

Figure 4.4: The influence of compensation on quittig job

From figure 4.4, 57.78% suggested that compensationld be considered |
making a decision to qujob by a very great extent.h€ rest agreed that th
would consider compensation to a ‘great ext This means that compensatior

one of the majocortributors to turnover of academic staff in thesdtitntes
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4.8 Intentions of Quitting Job in Future
To determine the level of job dissatisfaction oh@&emic staff the researc!

evaluated respondents intentions to quit job iargis

HYes

" No

Figure 4.5: The ecademic staff members intetions to quit job due t@urrent

situation

From figure 4.5when asked their future intentions to quit dueuorent situatior
in their institutes the responses reflected as @b71.11% of academic ste
members wersvilling to quit their job given an pportunity. Only 28.89% we

satisfied with the prevailing job conditic
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According to the study findings 71.11% of acadestaff members were willing
to quit their job given an alternative and thushhigvels of dissatisfaction were
evident. This implies that majority of the headsdefpartments and academic
staffs in TTls under research were dissatisfiechwiteir current jobs. This is
made clear by the findings in this research wheeesdause of dissatisfaction is
revealed by factors such as non-conducive workimgrenment, unsupportive
supervision by managers and management, inadegoatpensation and poor
communication systems. This concur with the stugyKhren and Myers (2005)
who in their study found lack of job satisfactionedto working environment and
poor compensation as one of the major reason fachers exit from the

profession.
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CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATIONS

5.1 Introduction

This chapter included summary, conclusion and resendations based on the
research findings and analysis done in previougpteina The summary and

conclusion including brief explanation on certalbservations and results of the
study, while the recommendation will give suggesti@and advice based on the

research findings.

5.2 Summary of the study

This study was carried to investigate the instingil factors influencing academic
staff turnover in Technical Training Institutes (§Y in Meru County. The
researcher specifically sought to investigate thdluence of working
environment, managers’ supervisory support, BOMshmunication system and
compensation by TSC on academic staff turnover. ddta that facilitated this
study was thus collected from a sample of 27 hedHddepartment and 124

academic staff members.

The data collected was later analyzed and preseoyedirst discussing the
background information of the sample then the me$edindings on preset

objectives. It was discovered that most of depantaieheads were aged between
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51 and 60 while the academic staff members’ ageewanly distributed from 30
to 50 years. The gender of the respondents reveétdhere were more male
than female academic staff members. This may bibwtd to the provision of
technical courses such as engineering, plumbing rmagonry courses among
others, fields in which females are believed toehhad negative attitudes in the

past years.

The academic qualification was further found tosbey high with most academic
staff members having attained master's educatiorel.leThe study also
investigated the rate of staff turnover and it veagdent that there were high
levels of staff turnover with most departmentaldeebeing aware of such cases
which occurred in the last one year. The studystigated the factors cited as the
institutional causes of staff turnover which inctdg the working environment,

the manager’s supervisory support, communicatictesys and compensation.

It was found that academic staff turnover was eraged largely by working

environment factors. It was found that inadequatekwinstruments were the
leading aspect within the working environment tinfitienced the turnover of the
academic staff in the institutes under study. Taufe by the management to
provide work instruments in various departmentsugriced turnover by 59.3%
and 71.1% to a great extent and 40.7% and 14.4%\ery great extent. This

means that this is a key aspect of working enviremmthat the Board of
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Management need to prioritize to retain their ssifice the staff cannot provide
guality services without them. The BoMs should nibi&t job satisfaction comes

with quality service and performance hence retenpiostaff.

Poor physical conditions such as failure by therBad# Management to provide
good offices enough for all the staff, lack of egbuwffice furniture and modern
classrooms for students were found to cause dismorid staff leading to their
turnover. Poor safety and health measures in theepbf work were found to
influence academic staff turnover to a great exféné safety of the working staff
should therefore be considered in each and evegpartteent by providing the
necessary safety measures. This thus calls forBtteed of Management to

provide these services to a satisfactory levdialtwish to retain their staff.

It was also evident that aspect of workload andkwgrhours had much influence
with 56.7% of the heads of departments and 85.6%caflemic staff feeling that
this was one of the contributors to the staff twaroin public technical training
institutes. This can only be prevented if the goweent through the Ministry of
Education and the teachers’ employer (TSC) emptmugh qualified staff in the
TTIs. The hours of work need to be agreed uponllotha stake holders in order

to reduce conflict between them.
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From the findings of the study it is evident theamager’s supervisory support is
another factor that strongly influences academadf stirnover. The investigated
aspects under this factor were poor supervisiorhoast, lack of recognition and
appreciation of individual efforts, poor relationshvith managers and staff and
failure to provide solutions to challenges facimgffs The aspects were found to
have a mean of 25% and 28.3% very great extentflofeince, 45.6% and 47.8%
great extent, 25% and 24.8% moderate extent anéb 4dittle extent as
investigated from head of departments and acadstaitrespectively. Failure to
provide solution to challenges facing staff wasiidtio have encouraged turnover

to an extent of 22.2% and 59.3%.

Majority of the academic staff agreed that reladlup with managers and
supervisors lead to turnover. The respondentstifigit constant work conflicts
with the top management bruised the cordial ratgtigp expected in the
institutions. Due to this the academic staff merabsgek transfers from their

work stations to other stations where they finddysopport.

Findings on the third objective of the study revibat communication system put
in place by the board of management influence tsdemic staff turnover in
technical training institutes. Inadequate brieforgkey issues by the management
is a major cause of dissatisfaction among the &affing to their turnover. This

was equally followed by inefficiency of feedbaclorn top to bottom and vice
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versa. The management need to ensure that infemadtross all the departments

is properly disseminated and feedback given effeltiand efficiently.

Poor communication structure and methods in theagg@ment and supervision of
the institutes has been found to have led to acedstaff turnover as both the
heads of departments and academic staff concuittised major aspect that if not
improved will lead to confusion and dissatisfactitvence turnover. The

management also has a role to ensure that institutatters affecting the staff are
effectively and efficiently addressed. The studgatoded that lack of discussions

on such matters affecting staff is a contributisgext of staff turnover.

The respondents expressed their dissatisfactiom whieir current salaries
provided by the TSC and termed this as a majorecadistaff turnover. They
concurred that they would exit if they found grgeasture (better pay) in other
fields or institutions. The allowances which inaidhouse allowance and
commuter allowance were termed as not pleasing acedpto other same level
jobs in different institutions. The boards of mamagnts were found not
providing satisfactory health services in the tositbns while insurance services
were also not pleasing. This inadequacy in compemsaherefore provided a

push for the staff to find better offer elsewhere.
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Most of these factors were highly agreed upon bjontg of the respondents to
be leading contributors of staff turnover espegiabmpensation and working
environment. The other factors agreed as equallpencing academic staff
turnover included; communication systems and marmgepervisory support.
The study further discovered that almost three tgumarof the academic staff
members were willing to quit their job if offereti@her opportunity. This was
because the management structures as stipulatedtitnde of majority of the
staff members were not geared towards establidhatigr working relations and

environment.

5.3 Conclusions of the study

The study topic was based on institutional faciafkiencing staff turnover in
public Technical Training Institutes in Meru Countyhe study objectives
included the influence of; working environment, theanager's supervisory
support, communication systems and compensatioacademic staff turnover.
These objectives were evaluated individually. Tineye evaluated with opinions

concerning attributes of each objective been sofight the study sample.

Given the findings, the study concluded that acadestaff turnover in the
investigated TTIs was influenced by the followingon-conducive working
environment which comprises inadequate work instmisy poor physical

conditions, poor safety and health services, wadklcand working hours,
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inadequate compensation which includes salary atidwances, poor
communication systems and in-appropriate manageipgrvisory support under
the attributes; lack of recognition and apprecrataf individual efforts, poor
relationship with managers and staff and failur@ravide solution to challenges
facing the staff among others. The study also ecmled that the Technical
Training Institutes board of managements and th€ Which is the teachers’
employer together with other stake holders in theistry of education should
liaise in order to improve the general conditionsthese institutes. This will
ensure future retention of the academic staff mesilibus reducing turnover

rates.

5.4 Recommendations

From the literature reviewed and research finditlgs study recommends the
following; an evaluation of academic staff workiegvironment which will set
the structures to regulate conditions under whinghdtaff members operate. The
board of management together with the help of theegiment should work to
ensure that physical working conditions such agedf classrooms, laboratories
among others are adequately provided and well eedipvith furniture and other
apparatus. The BoMs should also source for funagssure that the departments
are well equipped with instruments and tools ofkvdihis, if done will raise the
satisfaction of the academic staff leading to tiheiention and reduce turnover in

the TVET institutes. Quality TVET which a key pilleo Kenya Vision 2030 can
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only be achieved through fully equipping the departs in technical training

institutes.

The study recommends the employment of enough adadgaff in the technical

training institutes in order to reduce their wodadl. The hours of work though
not found to be a major cause of turnover needetgléarly agreed upon by the
managements and the academic staff. The boardsaofgements therefore

should liaise with the relevant government minéstrio make this a success.

The safety of academic staff needs to be put uscletiny to ensure they are safe
especially those handling machines and chemicalsoime departments for
example; engineering, electronics and masonry. IBquéhe institutes’
managements should put in place health measurebleapf addressing health
issues arising within the institutes. Based ondhuly, if the health and safety
measures are addressed properly, the rate of tetafbver will be expected to

reduce.

Majority of the academic staff expressed dissatigda with the salaries paid by
TSC and the incentives given by the Board of Manages. The study therefore
recommends an improvement of TTls academic staffpgmsation to ensure that
it matches up with their qualification. The salarreeed to be improved in order to

put the staff at par with other workers in outsidganizations.
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The TSC also should improve the current schemelloWances given to the
teachers in these institutes. The house and commalitevances for example,
should be reviewed to match the rising cost ohliviThe employer also should
improve the insurance services offered to the staff liaise with the Board of

Management to improve health services in the t@ahmiaining institutes.

Communication being a major department in any deggion is the means
through which information is passed from one leteelanother. It ensures that
each and every individual understands their roheksfael as part and parcel of the
institution and department. This study thereforeoremends that the TVET
institutes should review there communication systeand structures and make

them match with the current technological developisie

The study recommends modernization of communicativannels between the
managements, departments and academic staff. Tlhiselp to ensure effective

and efficient delivery of information and feedbatke departments should come
up with structures to ensure that the academi¢ istddriefed on those particular

issues within their departments without delay.

The study also recommends that the managemenltdsfaymulate policies that
address the methods to be used to discuss andsadtiee matters affecting the

academic staff. The institutes’ as well as the depent should develop strong
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welfare associations to help address individualllehges. This will boost
interpersonal relationship among the staff anddgoahout the sense of belonging

thus increase commitment to their station of work.

The study further recommends that the managementigliset up structures to
ensure self accountability and limit intimidatingpgrvision tactics. The managers
should also set structures to help identify, recayrand appreciate individual
staff efforts so as to motivate and retain themeyl$hould also give room for the
academic staff to be innovative and to developrtteieer to ensure job mobility.

This will increase their commitment and retentibng reducing turnover rates.

5.5 Suggestions for further research

This study recommends further studies on someeatbas that it wasn'’t able to

cover. Other studies can be done to ascertain Ghtrs that influence academic

staff turnover in technical training institutes.ersuggested areas include:

1. Similar study may be done in other counties actbescountry to establish
other institutional factors influencing staff tures in technical training
institutes.

2. A study on factors influencing the performance @@aBl of Management in
technical training institutions.

3. Institutional challenges facing the academic staffthe technical training

institutes.
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Institutional factors influencing the retention tife academic staff in the

technical training institutes.

. The institutional factors influencing turnover aimteaching staff in technical

training institutes.
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APPENDICES

Appendix A: Letter of introduction

University of Nairobi

Department of educational administration and plagni
P.O. Box 30197

Nairobi

Dear siryfmadam.

RE: PERMISSION TO CARRY OUT RESEARCH

| am here by writing to request permission to caatasearch in your institution.
| am a University of Nairobi student pursuing a k#a's Degree in Education. |
am currently doing a research project entitledtitumsonal factors influencing
academic staff turnover in public Technical Tragimstitutes (TTIs) in Meru

County, Kenya.

The study will observe strict ethical considerataond the information given will
be for research purpose only and respondents. Mamtity will be treated as

confidential.

Thank you in advance.
Yours sincerely

Koome Robert Japhet
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Appendix B: Questionnaire for academic staff
The aim of this research questionnaire is to getr weews on what institutional
factors influence academic staff turnover in puldichnical training institutes in
Meru County. | am pleased to work with you in thiercise. Please answer the

following questions freely and accurately. Write imswers as guided.

Please tick or write your answer in the provided spces.
Section A: Personal data.

1. What is your age in years?

Below 30 ()
30-35 ()
36-40 ()
41-45 ()
46-50 ()

Above 50 ( )
2. What is your gender?
Male ( )
Female ()

3.  What is your academic qualification?

Diploma ( ) Degree ( )
Masters () PhD ( )
4. For how long have been in this INStIULION?.eeeeeeecccieiieeeeeeeeee years.
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. What IS YOUr OCCUPALIONT?.....eivieiiiiiiii ittt e e

In which department are YOU?............uuuucemmmmmniiiiiiee e eeeeeeeeeeieeens

Section B: Institutional factors influencing acadenc staff turnover.

How would you rate academic staff turnover in ydapartment?..............
(1-negligible, 2-low, 3-moderate, 4-high, 5-veigt)

How would you rate the extent to which the follogimspects of working

environment provided by the management influenegel@wmic staff turnover?

1-not at all, 2-little extent, 3-moderate extengréat extent, 5-very great extent.

Aspects of working environment 1 2 3| 4] 5

1 Poor physical working conditions elg.

offices, furniture, classrooms etc.

2 Inadequate work instruments

3 Workload and hours of work

4 Presence of good Internal customer support

5 Poor safety and health measures
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. How would you rate the following aspects of yourmager’'s supervisory support

as the factors influencing academic staff turnover?

ol

Aspects of manager’s supervisory support 1 20 3 4

1 | Poor relationship with staff

2 | poor supervision methods

3 | Lack of recognition and appreciation of individyal

efforts

4 | Absence of systems and structures that fgster

knowledge creation by staff

5| Failure to provide solutions to challenges facing

staff

6 | Lack of fairness and opportunity to be heard
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10.To what extent would you rate the following aspeasft€ompensation offered to
you by the TSC and the Board of Management as raatdluencing academic

staff turnover?

Aspects of compensation 1 2 3 4 5

1 | Low salary compared to other equitable jolbs

2 | Your house allowance

3 | Your commuter allowance

4 | Health services

5 | Insurance services

11.Considering the above aspects, how would you mratepensation as a factor that

would make you quit?............ (rate as above).
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12. Rate the extent to which provision of the follogiaspects of communication

system by the Board of Management influence acaxstaff turnover.

A wl
o

Aspects of communication system 1 22 3 4

1 | Inadequate briefing on key issues.

2 | Inefficiency of feedback from top management| to

bottom and vice versa.

3| Lack of discussion on institution matters affectihg

staff.

4 | Poor communication structures and methods.

13. Given the current situation in your institutia@®o you have any intention to

leave in the near future? Yes( ) No( )

14. If your answer in 13 above is yes, what reasaitisin the institution and

management would influence you want to exit? lnghie order of importance.
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15. In your opinion, list the factor(s) you woultbpose the board of management

to implement to reduce staff turnover.

Thank you very much for your participation.
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Appendix C: Heads of Departments questionnaire.
The aim of this research questionnaire is to gathfrmation related to the
institutional factors that influence academic staffnover in public technical
training institutes in Meru County. | am pleasedvirk with you in this exercise.
Please answer the following questions freely amtirately. Write the answers as

guided.

Please tick or write your answer in the provided spces.
Section A: Personal data.
1. What is your age?
Below 30 years ()
30-40 years ()
41-50 years ()
51-60years ( )
above 60 years ( )
2. What is your gender?
Male ( )
Female ( )
3. What is your academic qualification?
Diploma ( ) Graduate ( )

Masters ( ) PhD ( )
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Section B: Department related information

4. For how long have you been in this institution’..................years.

5. In which department are YOU?............uuucemmmmmniiiiiaaaee e e eeeeeeeeienanens

6a. Did any of the academic staff members in yapagtment leave the
institute in the lastone  year? Yes( No( )

6b. If your answer in 6a above is yes, please gpmoximate number of
those who left..............

6c¢. If your answer in question 6a above is yese ggasons known to your

best that might have pushed them to leave.
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Section C: Institutional factors influencing acadent staff turnover
7. How would you rate the following aspects of thstitutional factors as the
causes of academic staff turnover in your depanttPBlease rate your responses

on the scales provided below.

Responses are in a scale from 1 to 5 defined asowsl

1-not at all, 2-little extent, 3-moderatdesx, 4-great extent, 5-very great

extent.

Working environment and academic staff turnover

Aspects of working environment 1 2| 3] 4| 5

1 | Poor physical working conditions e.g. office

rooms. Furniture, classrooms etc.

2 | Lack of adequate tools and equipment of work

3 | Workload and working hours

4 | Poor health and safety measures in the workplace
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Manager’s supervisory support and academic staff ttnover

Aspects of manager’s supervisory support 1

1 | Poor supervision methods

2 | Lack of recognition and appreciation

of the individuals efforts

3 | Poor relationship with managers and staff

4 | Failure to provide solutions to challenges facitadfs

Compensation and academic staff turnover

Aspects of compensation 1 2

1 | Your salary as compared to other equitable job

[72)

2 | Your house allowance

3 | Your commuter allowance

4 | Insurance services
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Communication system and academic staff turnover

Aspects of communication system 1

1 | Poor communication structures and methods

2 | Inadequate briefing on Key issues by management

3 | Inefficiency of feedback from top

Management to bottom and vice versa

4 | Lack of discussion on matters affecting

Departments and staff

Thank you for your participation.
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