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ABSTRACT

Job retention is one of the challenges facing mamployees and their employer

organizations. This study examined the effect oh&eof service on job retention for academic
staff in Makerere University. Type of employmentntact, remuneration and job security
characterized terms of service while intentionsstdying as a lecturer characterised job
retention. Specifically, the study establishedéffect of; (i) type of employment contract, (ii)

remuneration (iii) job security, respectively ot jeetention for academic staff. This was due to
persistent low job retention reported among acadestaff in the University. By quantitative

cross sectional survey design, data were colleitted 104 randomly selected academic staff
using self administered questionnaires as the mafa collection instruments complemented
by interview guides. Data were analysed by StaaktPackage for Social Scientists using
frequency counts, summary statistics, independantpkes t-test, Correlation Analysis and

Fisher's ANOVA as appropriate.

The study revealed that: 1) intentions for lectsiter retain jobs are positively co- related with
satisfaction with employment contract; 2) lectur@mtentions to retain jobs are positively co-
related with remuneration; 3) intentions for leetsrto retain jobs are positively co- related
with job security. It was concluded that: 1) Satttion with employment contract affects
lecturers’ intentions to retain jobs; 2) Lecturerstentions to retain jobs depend on the
remuneration obtained; 3) Lecturers’ intentiongdtain jobs depend on the satisfaction with
job security. The recommendations made were: 1) Uhizersity should devise means of
making employment contracts more satisfying; 2) rfrauneration package should be made

more attractive and lastly, 3) Makerere should madeturers’ jobs are very secure.

Xii



CHAPTER ONE

INTRODUCTION

1.0 Introduction

Retaining staff in their jobs is essential for amganization (Burke et al, 2002) since the
most valuable asset in an organisation is its $kditing, 2010).When employees leave
their jobs, it is often the first sign that somathis going wrong. Harting (2010) explains
that poor job retention among employees is notthestassociated cost of recruitment, but
also training new starters and the additional burde remaining staff while the new
team members get up to speed which further stdaing activity. It thus goes with little
emphasis that undesirable employee turnover idycasd disruptive, drains resources

and can cause inefficiency (Harting, 2010).

The above notwithstanding, the employment situation Makerere has shown
considerable instability over many years as showrigh quit rates among academic
staff. Most of the academic staff in Makerere Unity have been quitting their jobs to
find better alternatives elsewhere (Ssessanga,; Ziiherman, 2005, Ndifuna, 1992;
Musisi & Muwanga 2003). Kajubi (1990) shows thdbtal of 18 professors and 34 PhD
holders left Makerere University between 1986 afA@89lreflecting a loss of 13 senior
staff each year. This problem was attributed torpeoms of service for Makerere
University lecturers (Shicherman, 2005; Musisi & Wanga, 2003). Job retention is
important for both the university in question am@ tconcerned staff; it helps staff to
accumulate work experience improve their earnings éme and reduces disruptions in

their daily life (Quinn, 2005); for institutions,idh job retention for staff leads to
1



institutional health and/or survival. Steady wornbnstrates to the employer that the
employee is capable of maintaining a work schedul@ is reliable; therefore, retention
leads to greater job opportunities and can resujplh promotions (Quinn, 2005) which

are very fundamental for employment growth of ursity academic staff.

In this study, the researcher examined key factetated to job retention among
academic staff in Makerere University, so as taoiig effective strategies for improving

their labour market outcomes while enabling Makerdniversity to carry out teaching,

research and community service in a better wayndgJsiata from a survey, the study
assessed the importance of various factors thditdée or hinder job retention among
academic staff in Makerere University. It also istgated factors that “force” lecturers
to leave their jobs: are they moving to better oad if so, what helps or prevents their
move to better jobs? The major factors considandtie study were: type of employment

contract, remuneration and job security.

The resource intensive nature of dealing with eyg#aurnover causes time and effort to
be spent advertising, selecting, recruiting andhitng replacements. It can also cause
decline in morale and productivity (Burke et al 02D Undesirable voluntary turnover

should be controlled, and organisations need tb botlerstand the phenomenon and find
ways to control it. With this in mind, the reseagcltarried out this study in Makerere

University so as to find how the problem can beri@ee The researcher now presents the
background, problem statement, purpose, speciflfectibes, research questions, scope

and significance of the study in this chapter.



1.1 Background
The background to the study was broken into foursgectives, namely; historical,
theoretical, conceptual and contextual. Each offtkie perspectives is further described

as shown in the following sections;

1.1.1 Historical Perspective

Excellence of any higher education institution isuaction of the people it is able to
enlist and retain in its faculties. This notwithelang, Makerere University has however
had a problem of low job retention among its leetsrfor several years (Musisi &
Muwanga, 2003, Kajubi, 1990). This was attributedhe political and financial crises
that paralysed every aspect of life in Uganda duthee 1970s and early 1980s. These
financial crises left Makerere University impovéesl and almost bankrupt, being unable

to fully service many of its expenses (Musisi & Maga 2003).

The problem highlighted above then translated iptmr terms of service which

decreased lecturers’ potentials for job retent®ekitoleko (1992) for example, studied
about why lecturers deserted Makerere for Mbalevélsity and found out that Makerere
poorly remunerated its lecturers; an issue thatpted many of them to leave their jobs.
Ndifuna (1992) investigated lecturer commitmentMakerere University, while Etoori

(1989) evaluated staff development programme inéviade University. Both researchers
reported poor terms of service for academic stafMiakerere University; a fact that
forced many of them to leave their teaching jobsckeheir poor job retention. A case in

point is that 164 lecturers were recruited in Makerbetween 1979 and 1982 but 120



left the institution shortly (Shicherman, 2005); b972, there were 546 lecturers in

Makerere but their number reduced to 353 by 1978 1989).

While one would argue that those are old studesent studies have also found similar
results; Onen & Maicibi (2003) for example assegbedapplicability of Herzberg’s two-
factor theory on junior staff in Makerere Univeysias if to clarify the already named
studies they reported that staff in Makerere Ursitgrcomplained about unattractive
terms of service. Their report is supported by theversity's strategic plan 2000/1-
2004/5 where it is stated that terms of service doployees in Makerere are non-
competitive (Makerere, 2000) which has led to podr retention. Clear knowledge of
the prevalence of low job retention of staff in Mad&re University is shown by these
studies but none of them critically analyzed hownte of service and job retention for
lecturers in Makerere relate; nor did any of thdarity on the terms of service that can
improve job retention for lecturers. These arekhewledge gaps this study intended to

cover.

1.1.2 Theoretical Perspective

The study was based on the Theory of Work Adjustrieawis, & Lofquist, 1991). This



Basing on this argument, this study proposed tblatrgtention for academic staff in
Makerere University is influenced by the terms efvice that is in the terms of type of
employment contract, remuneration and job secufitys is because terms of service
determine the nature of the work environment wratfiects the degree of job retention
for employees. With this theory in mind, the resbar established the extent to which
terms of service for lecturers in Makerere Univgrsiffect their job retention as it is

clarified in the next sections of this background.

1.1.3 Conceptual perspective

The dependent variable in the study was job reientdob retention is where an
employee stays with the same employer with diffecgrsame duties or terms of service
(International Research Project on Job Retention Beturn to work for Disabled
Workers, 1998). The underpinning factors to jokemébn include job satisfaction, job
commitment and engagement which help to create fiactige workplace (O’Neill,
2003). In this study however, job retention refeysthe maintenance of employment
status by an academic staff for a considerable loaigod o time. Employees in an
organisation are said to have a high job retentiban all or most of the established post
in that organisation are filled, when they have lawno intentions to turnover, have had
a consistency in job status, have had a careedafuent or when employees do keep

their jobs for a considerable long period of tiftdaéw, 2004).

The independent variable in the study was ternsepfice and according to NT Working

Women’s Centre (2008), terms of service refer t@awb provided to an employee in



return for work in terms of remuneration, job secur



1.1.4 Contextual perspective

The study was carried out in Makerere Universityerehvarious past studies had reported
low job retention among academic staff. Musisi & Wanga, (2003) for example
reported that poor terms of service that resultechfthe 1970 economic crisis in Uganda
led to low job retention among academic staff inkBtare University; a study by the
National Council for Higher Education (2004) alsavealed that the general staff to
student ratio in Makerere University was 1:25 yhe tideal ratio is 1:15. The
unacceptable ratio was due to poor job retention doademics. The University's
Strategic Plan, 2000/01-2004/05 (Makerere Univer&00) also reported that Makerere
had a weakness of poor job retention among acadsafic(Makerere University, 2000).
In the Government White Paper on Education Refofmi989 (Republic of Uganda,
1992), the Government and the Education Policy &eviCommission were both
concerned about the exodus of staff (a case ofjdwretention) from higher education

institutions especially Makerere University.

In addition to the above, in the University’'s Séigit Plan, 2000/01-2004/05 showed that
out of 1796 established teaching posts in Maketersity, only 1052 were filled
(Makerere, 2004/2005) giving a shortfall of 41%.tt&€¢ (2006) explained that the
general shortfall of 41% even concealed worse titiag in some academic units; for
instance the School of Public Health, the Mediadid®l, East African School of Library
and Information Science and the Institute of Psiaiyohad deficits of 54%, 57%, 62%
and 62% respectively in their staffing. Lack of deanic staff in these units and Makerere

in general was attributed to the poor job retentibithe staff (Kajubi, 1990; Muwanga,



2003; Sicherman, 2005). Thus, it was the purposethi study to establish the
relationship between this state of affairs andténms of service in Makerere University

S0 as to devise solutions to such a problem.

1.2 Statement of the problem

Makerere University’'s vision is “to be a centre efcellence, providing world class
teaching, research and services related to subtaid@velopment of Uganda” (Onen &
Maicib, 2003). Such a vision requires the Universit have committed staff that should
even be having high intentions of staying in thebs. This is because job retention for
academics in institutions is essential for insitodl health, survival and in the
achievement of conceived missions (Tettey, 2006)is lunfortunate however that a
problem of low job retention among academic staf persistently been reported to exist
in Makerere University. In the White Paper on Ediora Reform of 1989 (Uganda
Government, 1992) for example, the Government dred Education Policy Review
Commission were concerned about exodus of serafir fsbm Makerere University and
no wonder many (if not all) of the academic units anderstaffed (National Council for

Higher Education, 2004). This has given rise toigh tpercentage of unfilled teaching



research and community service. It was thus th@gser of this study to establish the

means through which this situation could be averted

1.3 Purpose
The purpose of this study was to establish theioglship between terms of service on

job retention for academic staff in Makerere Unsiit.

1.4  Objectives
The specific objectives of the study were:
(1) To establish the effect of type of employment cacttron job retention of

academics in Makerere University.

(i) To find out the effect of remuneration on job reten of academics in Makerere

University.

(i)  To determine the effect of job security on job n¢ittn of academics in Makerere

University.

1.5 Research questions

This research sought to answer the following goasti

) What effect does type of employment contract hamejab retention among
academics in Makerere University?

(i)  What effect does remuneration have on job retenaomong academics in

Makerere University?






1.8  Significance

This study will make a number of contributions t@lkérere University policy makers,
managers, present academic staff and the futurs. drfee study will help Makerere
University’s top management to understand turn alrarers that affect academic staff
and hence respond accordingly so as to improvastititional stability. It will point out
the most influential terms of service for the teamghstaff and their usefulness.
Furthermore, the study hopes to provide a conaretgext for discussions about what
can be done to ensure the regeneration of acadsaficcapacity and, by extension,
intellectual life that will enable this institutido discharge its mandates with the requisite
levels of quality. Theoretically, the study willggnpt more researches in the area having
contributed to literature and methodology of suatufe studies. The study will make
useful contributions to the conceptual and thecaktstudies for other researchers; and
provides insights for employment policy formulatiprocesses for Makerere University.
The study further replicates previous researchtestire usefulness of attractive terms of

service for Makerere teaching staff.

11



CHAPTER TWO

LITERATURE REVIEW

2.0 Introduction

This Chapter presents the theoretical orientatioihe study, the Conceptual Framework
of the study together with literature related te thariables and objectives of the study.
The review of related literature focuses mainly tbe type of employment contract,

remuneration and job security and their relatiopstith job retention.

2.1 Theoretical review

This study used Dawis and Lofquist's (1991) TheofyWork Adjustment (TWA) as a
way of conceptualizing intentions for lecturersstay in their teaching jobs in Makerere
University. According to TWA, individuals strive tachieve optimal balance between
their personality characteristics and the enviramrsecharacteristics. In other words,
individuals seek to match their personality (th&ilities and needs) with the ability
requirements and reinforcers of the work environtmaad that is why this theory is at
times called Person-Environment Correspondence ryhaad it conceptualizes the
interaction between individuals and their work eamments. According to the Theory of
Work Adjustment, work environments require certtasks to be performed while an
employee should bring skills to perform those task®exchange, the individual requires
compensation for work performance and certain prefeconditions, such as a safe and
comfortable place of work. The environment and itiddvidual must continue to meet

each other's requirements for that interaction (eympent relationship) to be maintained.

12



Through the process of correspondence, individgails more satisfaction in their work
places and become satisfactory workers. This caatibim of satisfaction and

satisfactoriness leads to what is called correspocel (Dawis & Lofquist, 1991).

Because intentions for job retention are relevartidth the workers’ personality and to
the requirements and reinforcers of their professid WA can illuminate some of the
work related obstacles faced by lecturers in Maleeténiversity and give an insight on
how such obstacles have contributed to the deaeakeretention among lecturers in

this university.

The Theory of Work Adjustment is an alternativeMmom’s Expectancy Theory of
motivation which the researcher felt could not iseff because of its emphasis on
individuals’ choice of a particular set of actioos behaviors believed to deliver the
desired outcomes (Paper Masters, 2009) while distdarg effects of the interaction
between the work environment and the employee. tlidysjob retention one should
regard it as an adaptation to on-the-job barrie$ éallenges (Roessler, 2002). Some
have used the terms career adaptability (Cochr880;1Goodman, 1994) or career
adaptation (Power & Hershenson, 2001) to deschisedapacity. Roessler (2002) said
that intentions to retain a job is a function ofeth constructs that is to say, match,
maturity, and mastery. The match construct detegmoareer adaptability and is related
to proper fit between a person and a job, as desttiin the Minnesota Theory of Work
Adjustment (Dawis, 1964). The maturity construdates to meeting the developmental

or expectable challenges that unfold with time lo@ job. The mastery concept pertains

13



to the day-to-day problems that occur in the wakplthat thwart one's career motives

and threaten job retention (Roessler, 2002).

Theory of Work Adjustment postulates that employass satisfied by jobs that meet
their needs leading to better performance. The nloeg are satisfied the better they
perform and the higher the intentions of retaining job (Roessler, 2002). The theory
further emphasizes that job satisfaction is diyeclated to retention (or indirectly
related to retention through intention to stay)ughindividual lecturers’ characteristics
are indirectly related to job retention throughemttto stay. In other words, lecturers with
particular characteristics are best suited for ewad jobs that have work demands that
correspond with their individual characteristicsdddack of correspondence results into
job quits. Lecturers depend on the university wenkironment to reinforce their needs
while the university depends on individual lectut@meet the demands or requirements
of the job. The greater the correspondence betwezfecturer and the university work,
the greater the job satisfaction, performance, jabhdetention. Lack of correspondence,
on the other hand, results in two outcomes thatatlen intentions to stay (job retention):
Employees who cannot meet critical job demandscansidered unsatisfactory by their
employers who ultimately terminates them; or if émgpes are not participating in
preferred activities or receiving desired reinfoscen the job, they become dissatisfied

with their work and ultimately they will voluntayilleave the workplace.

Without correspondence, (good job-person matchyiters cannot retain their jobs. Job-

person match is therefore a necessary elementreércadaptability and job retention.

14



Job quits (a primary symptom for low job retentiap natural response to personal and
social expectations related to job satisfactioghrearnings, job security and any other
job expectations. Attainment of job satisfactiolghhpay or any other benefit for many
lecturers may contribute or satisfy internal achieent and self actualization.
Achievement of such values can manifest, in pargn individuals’ commitment to their
jobs (Dawis & Lofquist, 1991) and intentions toystAccording to TWA, humans strive
for correspondence between their work personaldies work environments (Dawis &
Lofquist, 1991). The work personality is made upwiictures (the worker’s abilities and
values) and style (the worker’s way of integrataiglities and values into the work place
environment). Correspondence between the work palisp and the work environment
is achieved by mutual satisfaction of the individuaequirements of the individual.
Most problems faced by employees result from pamsgn-work environment match

(Dawis & Lofquist, 1991).

As adapted in this study, the Theory of Work Adpsit holds that terms of service
influence job retention of university academic stahat employment contract, level of
remuneration and minimum wage pay, job security d@nel general employment
environment influence job satisfaction, job perfarme and job retention. In the
application of the Theory of Work Adjustment togsstudy on terms of service and job

retention, the variables will be identified as:

1. Terms of service refer to the different conditiamifered, demanded or accepted
by employees or employers when making a contractirorarrangement of

employment.
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2. Job retention is the maintenance of a stable oraupwmployment trajectory by

an academic staff in Makerere University.

However in adopting the Work Adjustment Theory fois study, the researcher is not
ignoring its shortcomings. The theory is quite estee and complex and does not clarify

on the predictable ( expectable) on-the-job chgksnthat a person must meet over time
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Independent Variable

(Terms of service)

Employment contract

Type of contract
(temporary or permanent

Satisfaction with contract

Plans after expiry of a

temporary contract

Dependent variable

(Job retention)

Remuneration
Basic salary

Other rewards
Positive recognition
Pension scheme

Salary increments

\ 4

Job security
Immunity from job loss

with new technology
Protection from job loss
due to restructuring
Protection from job loss

due to new innovations

Intention to stay for more
time

Consistency of job status
Carrier development

Job stability
Psychological satisfaction
Motivation to work

Commitment on the job

Fig 2.1:

Conceptual framework relating terms of sevice to job retention

;adapted from Kamagara, (2005); Kanamwang(2005).
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In the conceptual framework depicted in Figure glims of service was hypothesized to
influence job retention of Makerere University’'sademic staff. Terms of service was
defined as employment contract, remuneration ahds@gcurity while job retention was

defined as the intention to retain a job in Makergniversity, consistency of job status,
carrier development and job stability. The framewa@ostulates that the status of
employment contract, remuneration and job securitya university directly affects

lecturers’ intentions to stay with their jobs foora years, be consistent with their job

status, have a carrier development and be stalileegob.

2.3 Related Literature
This section presents views of different authorsuatihe variables under study. This

presentation is in line with the objectives undeds.

2.3.1 Employment contract and job retention

Figure 2.1 (i.e. Conceptual Framework) identifiésee factors of an employment

contract which the researcher believed to havenflnence on lecturers’ intentions to

retain their jobs. The three factors are type opleyment contract, satisfaction with the

employment contract and plans a lecturer had jusase a temporary contract expires.

Let the discussion now turn to the relevance oheddthose variables in this study:

2.3.1.1 Satisfaction with employment contract andgb retention

Thesaurus (2001) defines satisfaction as the actatisfying, or the state of being
satisfied; gratification of desire; contentmentgossession and enjoyment; repose of
mind resulting from compliance with its desiresdemands. According to the advanced

learner’s dictionary (2007) also satisfaction isirtel as the good feeling one has after
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achieving something or when something that wase@$iappens. These two definitions
highlight that satisfaction is a feeling one gefterasomething has happened and
applying this definition to the study at hand, wet g working definition of satisfaction

with an employment contract which will be used tigbout this study. Thus, satisfaction
with an employment contract is the good feelingeamployee gets when the contract

meets his desires or demands.

Besides being physical documents, employment ooistriaelp employees to develop
their personal psychological contracts (Rousse@95)l Psychological contracts are
individual beliefs shaped by the organisation rdomy terms of exchange agreement
between employees and their employers. Thus asogmpht modes differ, so does the
nature of the psychological contracts among em@syEhew, 2004) and hence a
difference in their intentions to retain jobs. Withs in mind, it raises the question: does
Makerere University apply “best treatment fit albi differential treatment for the

different types of employees basing on the natdirdhv@r employment contracts? How
does this affect lecturers’ intentions to retaiaithiobs? It was in attempt to answer such

guestions that this study was undertaken.

Chew (2004) reports that employers have made emmay relationships more
contingent and flexible since the 1980s. This ledstd continued cost pressures and need
for fast market responses forcing employers todowibrk forces that are extremely
flexible and cost effective (Houseman, 1997). A kesult for this structural change has

been decreased job retention and employment unagr{&braham, 1999). Increasingly,
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employees are being told that it is unrealistiexpect a guarantee of long term security
(Allan and Seiko, 1997). Rather, contingent andkeiamediated employment such as
temporary employments have replaced the traditiborad term relationship (Cappeli,
1999). These propositions agree with the findingglamdan (2007) that Makerere has a
large percentage of temporary staff among its anadstaff. It was thus the intention of
the researcher to establish the effect of useftd@rdnt employment contract on lecturers’

intentions to retain their jobs.

Taylor (2002) argues that a permanent contract makeb attractive hence it would take
a hard decision for an employee to leave a perntgoen Taylor goes on to say that
flexible staffing arrangements such as the usempbrary contracts makes a work place
look insecure and as result employees quit leattiq@por job retention. Ssesanga et al
(2005) investigated job satisfaction of univergibademics in Uganda and found out that
tenure of employment (permanent or temporary) deters the level of job satisfaction
and hence intentions to retain a job since worken® are not satisfied with their
working environment definitely quit their jobs. e findings agree with theoretical
assertions of Boyle (2000a and 2000b) that employnsentracts help to strengthen
partnerships between employees and employers thoogle of the studies so far
mentioned shows how the different the different lsyiment contracts affect lecturers’

intentions to retain their jobs in Makerere asdsvintended in this study.
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2.3.1.2 Type of employment contract and job retentin

According to the UK National Statistics Authorit®004), a contract of employment is a
written agreement between the employer and employdeh is enforceable by law
while Wikipedia (2008) defines employment contrast an agreement entered into
between an employer and an employee at the commmemteof the period of
employment stating the exact nature of their bussinelationship, specifically what
compensation the employee will receive in exchaliogespecific work performed. The
above definitions agree that a contract of employnis an agreement between an
employer and the employee though they ignore tligerdnt types of employment
contracts and their implications to job retentiar fecturers which are considered
important ingredients. According to the Businesstidbnary.com (2008), an employment
contract is regarded as an oral or written, expoessiplied, agreement specifying terms
and conditions under which a person consents tonpercertain duties as directed and
controlled by an employer in return for an agregmbru wage or salary. Both the
employee and the employer owe the duty of mutuafidence and trust, and to make
only lawful and reasonable demands on each otheittas can only be solved through
the use of employment contracts which was considengortant in this study due to its

influence on job retention.

In view of the discrepancies in the above defingiothe definition of employment
contract that was adopted for this study was ddrfv@m Business Dictionary (2008). An
employment contract is a written agreement betvaeemployer and an employee that

details workplace duties and responsibilities ofpkryees and the compensation the
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employer provides in return. This definition wasislered appropriate because it shows
that employment contracts are an obligation fohlenployees and employers so as to
specify the worker-employer arrangement, the aitthof the employee, ownership of
intellectual property, and dispute resolution magsims. Employment contracts typically
lay out the length of employment relationship, waadenuses, vacations, medical leaves
(including maternity/paternity), and other benefi#sd compensation that the worker
receives for fulfilling work obligations to the etoger. Several types of employment
contracts may exist but for purposes of this stualyly temporary and permanent

employment contracts will be considered.

Several scholars have analyzed the relationshiyvdsgt employment contracts and job
retention. Torrington and Hall (1995) for exampleedrized that a contract of

employment governs the relationship between an @yepland the employee; it can
determine whether one of the parties involved igtled to terminate the contract and on
what grounds; making an employment contract a atuicistrument in the lives of

employers and employees. Boyle (2000b) highlighésrble of contracting as one of the
main mechanisms through which partnership arrangtsmeetween organizations and
employees are implemented. Torrington and Hall $12&d Boyle (2000b) both seem to
suggest that employment contracts have a bindifegtefo employers and employees.
They however fail to address the possibility oftaumable employment for employees as

brought about by the type of employment contract.

Taylor (2002) argues that permanent contracts #ractive to employees and such

employees would most likely retain their jobs. dkés a very hard decision for an
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employee to leave a permanent job. Flexible st@ffamrangements such as use of
temporary contracts on the other hand make a wiadepook insecure and as a result
employees quit leading to poor job retention argdexylor. This notwithstanding,
employees on temporary employment contracts arenness likely to receive fringe
benefits such as paid sick leave and pensions thase on permanent contracts
(Houseman, 1997; Kaguhangire, 2006). Barya (19%evstudying about workers and
the law in Uganda found out that workers on tempocantracts have a perception of
inequitable treatment and are usually unsatisfigld their jobs.The large gap in benefits
occurs because employers distinguish between pemhamd temporary employees in
determining benefits eligibility. This differentigteatment is often interpreted as a
mistreatment by employees on temporary contracts later choose to quit their jobs
(Houseman, 1997). In view of the issues raised@bibne relationship between terms of
service and job retention should be characterisedydih relational and transactional
arrangements where the relational arrangementcaitr for a longer term relationship
involving high levels of commitment and loyalty fieturn for long-term support and job
security, while the transactional arrangements f@idlus on remuneration and short-term

benefits.

According to the National Council for Higher Eduoat Report on Higher Education
(2004), there is a large number of part time acadestaff in Ugandan higher education
institutions (Makerere University inclusive). Theport further asserts that over
dependence on part time academic staff in instistinvariably compromises delivery

of quality education. This confirmed the words ofafddan (2007) who asserted that
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reliance on temporary and part-time faculty lea wecline in the level of formal training
of teaching staff in Makerere University which isits self not supportive towards the
achievement of the universities mission of prowdpuality teaching and research in

addition to community service.

2.3.1.3 Plans after expiry of a temporary employmercontract and job retention
According to the Advanced Learners’ Dictionary (2pQo plan is to have the will and
intention to carry out some action. Thus, in thiglyg, plans after expiry of a temporary
contract will be used to mean what a lecturer mgdi temporary contract would wish to
do if the contract becomes obsolete. The questinnhathe researcher sought to answer
with in this study was whether such plans indidatentions to retain or lose a job?
DiPrete et al (2006) assert that temporary employroentracts are a new form of social
inequity though there has been a debate whethgraiery employment contracts lead to
an entrapment in unstable jobs or they offer aagrative function providing a bridge to
the labour market (Gash, 2008; Booth et al. 20@).the other hand, Mclean, Kidder &
Gallagher (1998) posit that temporary contract eyges rarely plan to work for their
employers for long; they usually plan to work fosteorter time since temporary contracts
are short lived by their very nature. As opposedtadmporary contract employees,
permanent contract employees expect a longer, molefinite relationship with their
employer organisations (Houseman, 1997). In temg@aployment contracts therefore,
the employer and employee meet each other’s need flooment but there are no long
term commitments (Finegan, 2000) and this may hetesproductive to both parties.

Employers should thus find means of reducing thesibiity of any distasteful
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outcomes. While these assertions may be true, nbrikem has tried to assess their

validity in a university setting which makes thisdy very relevant.

Employers claim to use temporary employment cotdrdo screen workers for
permanent employment though research has alwagblisbied that employers seldom
move their temporary contract employees into peenaones (Houseman, 1997). Some
past studies have tried to examine the relationsbtpreen intentions to retain jobs and
temporary employment contracts but none of thenméxad the relationship between the
plans had by temporary employment contract empkoya®l their job retention. An
example is that of Serrano (1998) who examined rivle played by temporary
employment contracts in explaining turnover and edllocation in Spain; it was found
out that worker turnover is higher for temporaryrkvgontracts. He however does not

examine the effect future plans of employees om thientions to retain their jobs.

Gebel (2008) assessed earlier consequences of t@mpmonployment from British and

Germany and concluded that career differentialsvéet permanent and temporary
employees are a result of the different workersadtaristics such as future plans. While
this may hold in the world of work, there is noasléndication that the effect of different
worker characteristics also apply to universitytueers and more so in the context of
Makerere University. Gebel (2008) further assdrtd tf workers work efficiently, their

employment contracts with the current employer prelonged but since temporary
contract are always short lived, employees willagte/plan to leave when their contracts

expire (Booth et al. 2002). It has been noted tmat large scale, temporary contract
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employees are new entrants with low qualificatigkeguhangire, 2006) which may
hinder their mobility from an insecure segmenttoé tabour market into a more stable

and this increases the risk of job quits assertse(G2008).

2.3.2 Remuneration and job retention

According to the UK Statistics Authority (2004) tte¥m remuneration refers to earnings
and pay (wages and salaries) provided directlyropleyers to employees in return for
their supplied labour while Security Staffing (2008efines remuneration as the
aggregate gross annual emoluments payable to thieerpursuant to the engagement,
including salary, payments, bonuses, housing alheaand profit related pay. These
definitions both agree that remuneration is anynpayt for labour from the employer to
the employee though they ignore non monetary fowhsremuneration given to

employees yet they are also important.

According to Business Dictionary.com (2009), renmatien is a reward of employment
as pay, salary, or wage, including allowances, titsngsuch as company car, medical
plan, pension plan), bonuses, cash incentives, rmadetary value of the non-cash
incentives. All these are important forms of renmatien which are of particular interest
to this study since they are believed to have gmashon job retention for employees.
For purposes of this study, the definition of remnation that was adopted was derived
from Safeco Insurance Company of America (2008)m&eeration is the form of

payment that includes wages, commissions, bonusestime pay, pay for holidays,

vacations and sickness, payment for piece worlyevaf meals and lodging and other
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substitutes for money. This definition was prefdrbecause it addresses both monetary

and non-monetary forms of remuneration which arealty important.

Several scholars theorized about relationship betwemuneration and job retention.
According to the Reinforcement Theory (Aswathap@@05) the implications of
remuneration is that high employee performanceofadd by a monetary reward will
make future employee performance [and their core@gjob retention] more likely.
While the Equity Theory (Aswathappa, 2005) suggélséd employees who perceives
inequality in remuneration seek to restore equaltghanging employers and jobs which
has negative implications for job retention. Botbhpgmsitions highlight the importance of

remuneration to job retention for employees. They h
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Government, 1992) that among other factors, potariea led to the exodus of the

academic staff from Makerere University and otlmstitutions of higher learning.

The above studies both support Reinforcement andgitfedheories that inadequate
remuneration is a threat to job retention for erppé&s. They however fail to clarify why
staff in Makerere university is poorly remunerateat do they point out what type of
remuneration (salaries, wages, commissions, bonusestime pay, pay for holidays,
vacations and sickness and so on) the institutemds to adopt so as to improve on job
retention for the academic staff. Mamdan (2007inwdathat lecturers especially those at
junior level and temporary arrangements work urther most difficult conditions yet
they receive the least remuneration. This agredh thie prepositions of Houseman
(1997) that employers give unattractive remunenatio employees on temporary
employment contracts compared to those on permanmed. In addition, to the above,
some lecturers in this university are never posiyivecognized for their work in the
university. An example of this case was reportedtamdan (2007) that some of the
lecturers in Makerere have been teaching in theesamversity without being confirmed

as lecturers. This works against the lecturersivatibn to do their teaching jobs.

According to Lofquist & Dawis (1991), employeesryitheir needs, aspirations and
hopes to their jobs and they expect the work pEmaronment where they can utilize
their abilities and satisfy their many other baseeds. Thus, employees must receive
remuneration which they can use to satisfy theis@®al needs in return for their work. If
their needs are not met, employees will seek redtBsough job quits or getting

supplementary jobs (Roessler, 2002). Remuneratzontake both monetary and non
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monetary forms of rewards (Giles, 2004). GilesHartargues that while we all value
money, employees will intuitively offset this benefvith the perceived costs to
themselves - time taken, energy spent, persorabri®pportunities lost (e.g., time with
family). This is especially relevant in contempgraociety where work/life balance
receives much scrutiny. Money alone is not a greatvational tool to motivate staff and
ensure retention. Other motivational tools suchrex®gnition, symbolic rewards or a
simple thank you play a critical role in employe@tivation and thus intentions for
employees to stay. Establishing what motivates lge@pcore to establishing a sound
recognition or non- monetary reward programme.threowords, it is important to use
both monetary and non monetary rewards so as tova®temployees to improve on

their intentions to retain their jobs.

Intrinsically most employees have a desire to feelded, valued and appreciated in their
role. This type of reinforcement not only resufishappier employees but also in a more
productive workforce (Giles, 2004) hence improvimig employee motivation and job
retention. Thus, organisations should be dependaltierms of remuneration and other
benefits lest the level of commitment among empdsyeeduces yet employees who are
not committed eventually quit as seen in TetteyO&O0 This is because employee
attitudes and behaviours such as performance dadtions to retain jobs reflect their
personal perceptions and expectations, recipragdtia treatment they receive from the

employer (Giles, 2004).
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The above facts notwithstanding, there has beerstady particularly carried out in
Makerere University to establish how the remunerasituation and its relationship with
lecturers’ intentions to retain jobs. Those wheem@gted such as Tettey (2006) used
Makerere University and other institutions as csisglies on staff retention in African
universities. Tettey (2006) reported that dissatsbn with salaries is a key factor
undermining commitment of academics to their inftihs and careers, and consequently
their decision or intent to leave but the study wld exactly show how the two variables

relate particularly in Makerere University and hetice significance of this study.

2.3.3 Job security and job retention

Meltz (1989) defines job security broadly as “adiwidual remains employed with in the
same organization with no diminution of seniorifyay, pension rights, etc.” The
Business Dictionary .com, (2009) similarly defingsh security as the assurance
employees have about the continuity of gainful ewyplent for their work life.
According to Wikipedia (2008) job security is defth as the probability that an
individual will keep the job. These definitions shahat job security entails that
employees retain the employment statuses in the ssganization as long as they still
choose to work there. The definitions however failhighlight the factors that bring
about job security for employees in any given orgation. According to Public Service
Alliance of Canada BC (2008), job security is avsmn in a collective agreement
protecting a worker's job, as in the introductidnnew methods or machines and thus

should be agreed upon prior to the commencemesnpfoyment. Similarly,
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other scholars like Njoya (2007) define job seguas the workers’ right to be treated
with dignity and respect as reflected in notions'gefod faith’ and ‘mutual trust’ and
confidence which the employer should observe in pleeiod when still with the
employee. Such a definition brings in the aspecttrefting employees basing on
humanitarian perspective to protect employees fianloss though it does not clarify
how job security for employees can be achievedns@iering the discrepancies in the
above definitions, the definition of job securibat was adopted for this study was from
Herzberg (1968) who defined job security as themxio which an organization provides
stable employment for employees.This definition wassidered worthwhile since it
clearly shows that it is the role of the employecteate job security for employees. The
employer must put in place provisions to show erygds that their jobs are secure even

in events of major organisational changes.

Several theories have been advanced to descrivelgt®nship between job security and
job retention; Nosse et al; (2004) for example sstgthat absence of job security (and
other dissatisfiers) can result in disenchantmeith & job even if the satisfiers are
present leading to low job retention. Ashford (1P&®%o0 theorized that job security
determines attitudinal reactions from employeeshsas reduced satisfaction, reduced
commitment, and intentions to quit which are thsdatjob retention. These propositions
suggest that job security is a prerequisite to reention but fail to trace the causes
leading to lack of job security yet it is the sitagtpoint for one intending to study such a
relationship. Thus, the relationship between jobuggy and job retention should be

characterised by a positive relationship betweenaimployee and the employer, basic
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employer knowledge and sensitivity to the employeeeds, knowledge of employment

rights frameworks and good workplace modification.

Kamagara (2005) investigated job related factord amployee’s job satisfaction in

Centenary Rural Development Bank using a samptheobank’s staff. Kamagara found
out that job security is a source of employeesistattion which is later reflected in

employees’ potentials of job retention. Kagaari Q20 conducted a related study in
Kyambogo University and concluded that without jsbcurity, employees feel less
committed to the institutional objectives whichuis in low job retention. These studies
both support the theories of Ashford (1989) and ddp%t al (2004) that job security
improves job retention for employees. They howedaiito show how such a relationship
could be in Makerere University setting and it laes aim of this study to establish such
relationships. Kaguhangire (2006) while investiggtequity employment relations and
reward management systems in public universitidgdganda concluded that job security
is crucial in that employees can only exhibit tHeiliest once they are assured of their
jobs. While this is true, Kaguhangire never showes employees’ failure to exhibit

their fullest on intention to retain jobs and tivas done in this study.

In Makerere University job security is minimal. Mdan (2007) in his book “Scholars in
the Market Place” reported that some of the staflakerere University could teach for
more than ten years while not being confirmed asstaff. This lack of confirmation of
lecturers meant that such employees could lose fbles easily most especially in an

event of institutional restructuring, downsizingtechnological advancement. All these
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factors limit lectures’ intentions to retain jobs Makerere University. Job security is
essential not only for employees but also for eygile. Its importance stems from the
fact that it is critical for influencing work-relkad outcomes. For instance, job security is
an important determinant of physical and psychalalgivellbeing of employees (Burke,
1991; Kuhnert and Palmer, 1991) for employee tuen@®rnold and Feldman, 1982); for
employee retention (Bhuian and Islam, 1996); fdr gatisfaction (Burke, 1991; Lim,
1996); and for organizational commitment (Iverst®96). Despite these several attempts
to relate job security and the work environmentenof them related job security in a
university setting and more so in Makerere Uniwgrdihis study was thus carried out to

cover up the knowledge gap that existed.
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CHAPTER THREE

METHODOLOGY

3.0 Introduction
This Chapter presents the design, population, samgsearch methods and instruments,

quality of instruments, procedure and analysihefdata that were obtained in the study.

3.1 Design

The study mainly took a quantitative approach Hsb dad aspects of the qualitative
approach. The qualitative aspects of the study éiateobtaining data expressed in non
numerical terms (Amin, 2005) while the quantitat@gpects aimed at measuring and
analyzing variables with statistical procedurese@rell, 2000 in Bakkabulindi, 2008).
Besides the above, the quantitative approach sodthidy involved correlational, cross-
sectional survey. It was correlational in that &sainterested in relating each service term
to job retention (Amin, 2005). The study was a syrin that it involved a large number
of respondents (Barribeau et al, 2005), and wassesectional since it involved

collection of data at once to reduce on time arglscmvolved ( Van Wagner, 2008).

3.2 Population

In this study, the target population was all th@@ gaching staff in Makerere University.
However, due to time, cost and other constraities,researcher believed that sampling
was useful in the study so as to save on suchmesaun this case, the researcher carried
out the study on part of the target population,clvhwas more accessible and this became

the accessible population. These were 80 lecturerhe School of Education, 85
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lecturers in the Faculty of Technology and 114 Faculty of Agriculture giving a total
of 279 as the sampled population. These lecturers wonsidered to be representative of

the University’s academic staff in terms of expecie, qualification and teaching ability.

3.3 Sample
In this case, what was important was; how largestm@ple of academic staff was and

how the sample was selected.

3.3.1 Sample size
Of the accessible population of 279 lecturers, ¢deej& Morgan (1970)'s Table of
Sample Size Determination, suggests minimum sasipéeof 159 members and that is

what was considered in this study.

3.3.2 Sampling strategies

For purposes of representativeness of the sampleast more than half of the members
of the academic staff from each of the three choseademic units in Makerere
University were issued with questionnaires ensurthgt at least a total of 159
respondents were obtained. Academic staff in thects units was contacted for their
responses disregarding factors like gender, ageqaatification. The overall response

rates were as shown in Table 3.1:
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Table 3.1: Response rates per category of respondsn

Intended Attained Percentage
attained

Academic staff
School of Education 80 33 41.3
Faculty of Technology 114 13 11.4
Faculty of Agriculture 85 58 68.2
Total number of lecturers 159 104 65.4
Administrators 05 03 60
Overall 164 107 65.2

Table 3.1 reveals that in relative terms, lectufeys the Faculty of Agriculture were the
most willing (over 68%) followed by those from tBehool of Education (over 41%) and
then trailed by Faculty of Technology (over 11%}gsRondents from the category of
administrators were well represented with a resporste above average (60%)
contributed the highest number of respondents. l@naverall, the study achieved a

response rate of over 65%.

3.4 Research Instruments

In this study the researcher used self administgregstionnaires as the main tools for
collecting data. The choice of this tool was guidgdthe nature of the data that was
collected, the time that was available as wellnesdbjectives of the study. One type of

self administered questionnaires (SAQ) was useddbciting respondents’ (Lecturers)
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views. SAQ’s help to cover a large number of resigots in a short time and generate
reliable data since respondents answer the questuithout the interference from the
researcher’s presence. The SAQ started with a titéenfollowed by an introductory
letter. The SAQ had sections; Section A with questito help classify respondents by
category (e.g. age, gender, designation and soSmgtion B was on the independent
variable in the study, that is terms of service aelgrmnemployment contract, remuneration,
job security. Section C was on the dependent viaiigbb retention. Most questions in
the instrument were close- ended that is havingoogt given so as to ease the
administration task, make it easy for respondentsfilt and save time, but most
importantly, to keep the respondents on the sulgect relevant objective. Interview
guides were also used conduct interviews amongAlmpinistrators so as to improve the
validity of the results obtained by use of SAQke.the SAQ, the interview guide started
with a main title followed by an introductory letteThe interview guide had five
guestions with the first three asking about theepehdent variable (terms of service), the
fourth concerned the dependent variable (job reteheand the last question was about
the results that were obtained from this study gisSAQs. (See Appendix A for the

guestinnaire).

3.5 Quality of research instruments

Validity and reliability of the research instrumentas ensured as follows:
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3.5.1 Validity

The researcher ensured content validity of the sg8darch instruments by ensuring that
guestions or items in it conformed to the study@n€eptual Framework. Relevance,
wording and clarity of the questions or items ie thstrument were also evaluated by
both the researcher and the supervisors. The mstiuitems were edited so that their
validity coefficient to at least 0.70 or 70% wadaibed. Items with validity co-efficient

of at least 0.70 are accepted as valid in resd#athuri et al, 1993 in Oso, et al 2008).

3.5.2 Reliability

The said instruments were tested for reliabiliteligbility of the instrument on multi-

item variable (terms of service and job retentiamgs tested via the Cronbach’s
Coefficient Alpha Method provided by SPSS (Fosi®98 cited in Bakkabulindi, 2008).
This method was chosen because it is widely apphethe educational field (Amin,

2005) and it was easy for determining a reliabitipefficient since it required so much

less time.

3.6 Procedure

An introductory letter was obtained from the De&thool of Education for the
researcher, to be shown to each approached resgomeguesting for their assistance.
(See Appendix C for the introductory letter) Resbhaassistants were selected from the
different units from which the respondents had beslected to help in distribution and
collection of questionnaires to and from responsledthe research assistants were

students in the said faculties or school.
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3.7  Analysis
Data analysis in this study referred to two maiimdh; data processing/preparation (i.e.

preparation of data for analysis) and actual dasdyais;

3.7.1 Data processing

The collected data on (SAQs) were edited, categdriar coded and entered into a
computer using the Statistical Package for Soc@erige (SPSS) for generation of
summary frequency tables and graphics. During dat#éing, obvious errors were

detected and where ever possible eliminated (e@y response: for instance

guestionnaires that were not filled up at leaseg¢hquarters were dropped; SAQs with
glaring inconsistencies e.g. respondents whose wges inconsistent with rank were

dropped; other errors checked for included caretssss non-uniformities in recording

answers, eligibilities, etc.). During data categmwy/ coding, the responses to each
guestion in the completed SAQs were categorized eadh category given an

identification code. During data entry, data entrierface provided by SPSS was used.

Then data summary/ presentation were carried out th
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such as frequency counts, arithmetic means, stdrd¥asiations, relative frequencies (or
percentages) from frequency tables and descrigtaéistics; at bivariate level, job
retention was correlated with respective terms @Wise using t-test, ANOVA and
Pearson’s methods as appropriate. Students’ tw@lsairtest was used to compare two
population means for equality that is to say anatyzhow a numerical dependent
variable varied with a binary categorical indepearideariable (Amin, 2005). Fisher’s
ANOVA was used to analyze the variance betweerabbes; that is to say analysis of
how a numerical dependent variable varied with tegmical independent variable
having many categories while Pearson’s Co-relaioalysis was used to analyze the co-
relation between two numerical variables or cordirsivariables. Data from open ended
guestionnaire items was grouped under broad theandsconverted into percentages

which were then interpreted in relation to the dditained through interviews.
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CHAPTER FOUR

DATA PRESENTATION, ANALYSIS AND INTERPRETATION

4.0 Introduction
This Chapter gives background of respondents; gesxer of the dependent variable; and
ends with the achievement of the respective objestiand testing of pertinent

hypotheses.

4.1 Description of respondents’ background
In this Section, distribution of respondents byegaty (i.e. gender, age, academic

qualification, designation and number of years sperervice of Makerere) is reported.

Table 4.1: Distribution of respondents by sex

Sex Number Percentage
Males

62 59.6

42 40.4
Females

104 100.0
Total

According to Table 4.1, males dominated the sarhpleontributing almost 60 % of the
respondents, suggesting their larger numbers anienlylakerere University’s academic

staff.
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Table 4.2 Distribution of respondents by age group

Age group Number Percent Cumulative Percent
Less than 40 38.5
38.5
40
85.6
49 47.1
40 to 49 years
98.1
13 12.5
50 to 59 years
100.0
2 1.9
60 years and above
104 100.0 o

Total

Table 4.2 shows that the 40 to 49 years age bracketibuted over 47% of respondents,
followed by the less than 40 years age bracketui@a®@%). Few of the respondents were
in the 60 years and above age bracket (about 2%nulatively, over 98% of the
respondents were below 60 years suggesting thatrityapf Lecturers in Makerere
University are below the retirement age of 60 yeBrebably, this is why many of the

respondents rated themselves at the level of kexcturd below as shown in the Table 4.3:
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According to Table 4.4, equal numbers of the redpats had qualifications of Masters
and PhD with each category having over 40% whites¢hwith only Bachelors degree
had over 19%. Cumulatively, most respondents (@B06&0) had qualifications of at
most Masters and below, which suggests that mgjaft Lecturers in Makerere

University are yet to attain the recommended dqigalion (PhD) for teaching in

universities.

Table 4.5: Distribution of respondents by number ofyears spent in service of

Makerere University

Category Number Percent Cumulative Percent
Up to 5 years 43 41.3 41.3
5to 10 years 42 40.4 81.7
10 years and above 19 18.3 100.0
104 100.0

Total E—

According to Table 4.5, many of the respondentsei(c41%) had served Makerere
University for up to five years while over 40% tietrespondents had served Makerere
for up to 10 years and over 18% of the contactsgaedents had served for over 10
years. Cumulatively, majority (about 82%) of thesgpendents had served Makerere
University for up to 10 years, suggesting that thagority of the Makerere University
have not been in service of Makerere Universitylbmg which also explains why many
of them rated themselves at the level of lecturet below (Table 4.2). This seems to

suggest prevalence of low job retention among . s
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4.2 Description of the dependent variable: Job retagion

Job retention the dependent variable in the studg wonceptualized using seven
guestions six of which were quantitative and onalitptive question asking lecturers
about their intentions to stay with their teachjof in Makerere University. Using the
Six quantitative questions, lecturers were askedate themselves in terms of their
intentions to retain their jobs in Makerere Univigrswith responses based on a Likert
scale ranging from one which represented very latention of job retention, two
represented low intention of job retention, threpresented indecision, four represented

high intention of job retention and five representery high intentions of job retention.
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| am motivated to SD 18 (17.3)
54 (51.9)
work for more D 36 (34.6)
years in this NS 16 (15.4) | 16 (15.4) 2.66 1.163
University A 31(29.8)
34 (32.7)
SA 3(2.9)
| am very much SD 9 (8.7)
32 (30.8)
committed to my D 23 (22.1)
job in Makerere NS 25(24.0) | 25(24.0) | 3.17 1.161
University A 35 (33.7)
47 (45.2)
SA 12 (11.5)
I never think that SD 10 (9.6)
38 (36.5)
my Job status in D 28 (26.9)
Makerere can be NS 44 (42.3) 44 (42.3)
2.75 0.900
unstable A 22 (21.2)
SA 0 (0) 22 (21.2)

SD = Strongly disagree, D= Disagree, NS= Not su&=Agree, SA = Strongly agree

Table 4.6 shows how lecturers rated themselvesitemtions to retain their jobs. It was
revealed that four out of the six items that weseduto measure lecturers’ intentions to
retain jobs had higher cumulative percents lyindhenside that represents low intentions

to retain jobs than those that indicated high itib&rs to retain jobs. An example is that
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cumulatively, about 52% of respondents were noivatad to work for more years while
cumulatively, about 33% were motivated to work fmore years. This suggested
lecturers had low intentions to retain their joliswas on only one indicator (i.e. job
commitment) that the cumulative percent shows hi¢geturers’ intentions to retain jobs
since over 42% of the respondents were cumulatikappy with their job commitment
with about 30% being uncommitted suggesting thahymaf them would retain jobs

basing on this indicator.

The above results are in agreement with those sHoywthe means though not very
clearly. Respondents’ mean intentions to retairs jgittowed indecision with mean values
lying close to but less than three. This suggesiat lecturers’ intentions to retain jobs
were low which also agrees with results from cunmngafrequencies. Variation among
respondents’ views regarding intentions to retabsjwas low (as shown by the
deviations) suggesting that many respondents maidasiviews about intentions to retain
jobs. To get an overall view of how lecturers rateedmselves in terms of intentions to
retain jobs all items in Table 4.6 were aggregatenl one average index (i.e. Jret which

is an acronym for job retention). Table 4.7 givesdiptive statistics there from:
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Table 4.7: Descriptive statistics on respondents Iéeating of intentions to retain

jobs

Statistic Value
Mean 2.30
95% Confidence interval Upper 3.06

Lower 2.74
Median 2.83
Standard deviation 0.82
Range 3.17
Skewness 0.27

According to Table 4.7, respondents intentionseiain their jobs were low (mean =
2.30, median = 2.83) with opinions ranging from £.@% 3.06 at the 95 percent
confidence level. Secondly, there was similarityespondents’ opinions regarding their
intentions to retain their jobs (small deviatio®:82) suggesting that respondents’ views
regarding their intentions to retain their jobsrdi differ so much from one respondent
to another. The difference in opinion as regargsdad high intentions to retain jobs was
at 3.17 and is supported by the aforementionedlatdndeviation. Also from Table 4.7,
we find that there was almost no skew, suggestiag) the respondents opinions were
almost normally distributed (Skew = 0.27) that asshy their opinions were centrally
located. To confirm that there was normal distiifrutof respondents’ views as regards
intentions to stay in the job, a frequency histagrand curve were generated and they
appeared as shown in Figure 4.1:
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Frequency
i

Mean = 2.8974
Std. Dev. = 0.8235
N =104

1.00 2.00 3.00 4.00 5.00
Jret

Fig 4.1: Histogram showing normal distribution of lecturers’ intentions to retain

their jobs
Figure 4.1 shows respondents views were centratigteéd though this does not really

conform to all respondents’ views from as regaiusirtintentions to retain jobs as

revealed by the qualitative question as shown inl€'4.8:
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Table 4.8: Distribution of respondents views on irgntions to retain jobs from the

qualitative question

Respondents’ opinion about job retention Number Parent
| will retain my job 23 24.0
Not sure 15 15.6

I will quit this job soon 58 60.4
Total 96 100.0

Table 4.8 shows that 96 respondents answered #ilgagve question and over 60% of
them indicated that they were not willing to retaleir jobs. Below are some of the
respondents’ negative views that were obtaineditqtigely: "If a better opportunity
strikes, | can even leave tomorrow.”; “| have ng plans of staying in this university”; “I
will only stay if conditions are improved”; “I wilbe out of this university sometime
soon”; “I will only stay if | don’t ever get a wepaying job elsewhere”; “I do not intend
to stay here since not everything is going welhwity job”; “I can only stay as long as |
don’t get a better alternative, otherwise | cavéetihe moment an opportunity strikes”; “I
am happy with my teaching job but | do not inteacstay here all my work life because
of the financial problems”; “I will only stay asnig as there is no better opportunity”;
“In case there is a better opportunity elsewhetgtvabout Makerere!!” and so on. Such
views showing that respondents were not willingreétain their jobs notwithstanding,
there were others who indicated intentions of néta@ jobs as shown in Table 4.8. Such
views include: “I will stay in Makerere for morears”; “I will stay in this university till
the time of my retirement”; “I would love staying® intend to stay for career growth
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despite very poor pay”; “If conditions allow, | catay here permanently”; “Presently,
the conditions are not that bad to send me away&. dbove results are confirmed by the
views from one of policy makers who said that “imtens for lecturers to retain their
jobs in Makerere University are generally very lanany of them would love to get job
opportunities elsewhere now that there are sewgrabming universities in Uganda”.
Such views clearly show that intentions to retaibsj among lecturers in Makerere are

very low.

4.3 Preliminary analysis: variation of the dependetvariable (job retention) with
background variables

In this Section, the researcher established howrgdéntion for academic staff varied

with sex, age, highest level of academic qualifmgtdesignation and number of years

spent in service.

4.3.1 Variation of job retention with sex of acaderne staff
The researcher classified respondents accordinifpeio sex. Table 4.9 shows t- test
results on variation of job retention between naald female academic staff in Makerere

University:
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Table 4.9: Independent samples t - test results aespondents self rating of

intentions to retain jobs witlsex

Respondents’ sex Number | Mean | Standard deviation | t Sig. (2-tailed)
Male 62 2.82 0.87

Female 42 3.02 0.75 -1.252 0.214
Total 104 2.90 0.82

According to Table 4.9, means suggest that jobntiete for academic staff differed
slightly with the sex of the respondent with mat@sing lower intentions (mean = 2.82)
than the females who had slightly high (mean = Bi@fntions to stay. However, t-
value of -1.252 had a significance (p) value ofid.2vhich is greater than the rejection
level & = 0.05. This implies that there is no significdifference in the mean intentions
to stay with the jobs between male and female avadstaff at the five percent level of

significance.

4.3.2 Variation of job retention with age of acaderne staff

The researcher grouped respondents into age gaofuess than forty years of age, forty
to forty nine years, fifty to fifty nine years amstkty and above years of age. Table 4.10
shows ANOVA results for the variation intentionsrefaining jobs between the different

age groups:
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Table 4.10: ANOVA results showing how intentions tetay with the job varied

according to respondents’ age

Age of | Number | Mean | Standard deviation | F Sig.(2-
respondent tailed)
Less than 40 years 40 2.90 0.84
40 to 49 years 49 3.02 0.84 1.781 0.156
50 to 59 years 13 2.49 0.65
60 vyears and

2 3.42 0.12
above
Total 104 2.90 0.82

Table 4.10 suggests that mean intentions to rgshmdiffer basing on respondents’ ages.
Lecturers in the age bracket of sixty years andraliad the highest intentions to retain
jobs (mean = 3.42) which could be explained bygased commitment with increase in
age. Those in the forty to forty nine age brackentfollowed (mean = 3.0) and were

trailed by those in the fifty to fifty nine yeargebracket (mean = 2.4) suggesting their
low intentions to retain jobs. However, the F vales 1.781 and its sig. value was 0.156
at the 95% confidence level. This value is gretiten the rejection level of 0.05 meaning
that there is no difference in lecturers’ intentiolm retain jobs with age at the five

percent level of significance.
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4.3.3 Variation of intentions to retain jobs with qualification of academic staff
The researcher investigated how intentions to metabs varied with academic
qualifications of lecturers in Makerere Universitfthe qualifications that were

considered were only Bachelors degree, MastersRiridl qualifications (Table 4.4).
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4.3.4 Variation of job retention with designation & academic staff

In this Section, the researcher shows how respasdigrientions to retain jobs varied
with their designation or rank. The designationat tivere considered are assistant
lecturer and below, lecturer, senior lecturer abdva. ANOVA results for the variation

of job retention with designations are shown inl@ab12:

Table 4.12: ANOVA results for the variation of respndents’ intentions to retain

56



intentions to retain jobs with respondents’ dediigmaat the five percent level of

significance.

4.3.5 Variation of job retention with number of yeas spent in service by an

academic staff
In this Section, the researcher presents how lexguintentions to retain jobs varied with
number of years they have spent in service of MaketJniversity. The researcher
grouped respondents into groups of one to fivegydare to ten years and ten years of
service and above (Table 4.5). Table 4.13 gives XN@®@esults for the variation of job

retention between the different years spent inisettyy an academic staff:

Table 4.13: ANOVA results for the variation of respndents’ intentions to retain the

job with number of years sperih service

Age of respondent Number | Mean | Standard | F Sig.(2-
deviation tailed)

1to 5 years 43 2.81 0.84

51010 years 42 2.84 0.84 | 1.92 0.15

10 years and above 19 3.238 0.70

Total 104 2.90 0.82

Table 4.13 suggests that respondents who had spegears and above had the highest
intentions to retain jobs (mean = 3.23) while thosth five years of service and below

had the lowest intentions (mean = 2.81). In Tabl& 4lso, F = 1.92 and its sig value was
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0.152. The sig value is greater than the rejedgerl o = 0.05 meaning that intentions
for lecturers to retain jobs did not differ sigodntly with number of years spent in

service at the five percent level of significance.

4.4  Verification of hypotheses
This Section gives verification of the three studgpotheses. What will be looked at is
effect of type of employment contract, remuneratemmd job security on lecturers’

intentions to retain their jobs. Each of theserespnted in the next sub sections.

4.4.1 Hypothesis one

Hypothesis one stated that “type of employment remntis correlated with job retention

among academics in Makerere University”. The redear asked respondents to rate
themselves as regards satisfaction with their eynpémt contracts, the type of

employment contracts they held in Makerere Univgrand on the plans they would

have after expiry of the contracts they held (irsecdhey were temporary contract
employees).

4.4.1.1 Satisfaction with employment contract andob retention

Satisfaction with employment contract was concd@ed using three questions that
were all quantitative and about how an employmemttract met lecturers needs.

Respondents’ self rating was based on Likert saiging from one which represented
very low satisfaction with the employment contragtp represented low satisfaction,

three represented indecision, four represented Isgtisfaction contract and five

represented very high satisfaction. Table 4.14gdescriptive statistics there from:
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Table 4.14: Descriptive statistics on respondent&l rating of satisfaction with

employment contract

Indicator of Category Number [ (Cumulative Std.
satisfaction (Percent) | percent) Mean deviation
| am happy with SD 9 (8.7)
43 (41.4)
my terms of service D 34 (32.7)
in Makerere NS 13 (12.5) 13 (12.5) 3.01 1.14
University A 43 (41.3)
48 (46.1)
SA 5(4.8)
Makerere puts a lot SD 12 (11.5)
48 (56.1)
of emphasis on the D 36 (34.6)
quality of contract NS 26 (25.0) | 26 (25.0) 2.76 1.09
terms provided to A 25 (24.0)
30 (28.8)
me SA 5(4.8)
The contract terms SD 5(4.8)
22 (21.1)
were spelt out D 17 (16.3)
clearly to me atthel NS 16 (15.4) | 16 (15.4) 3.50 1.06
time of A 53 (51.0)
66 (63.5)
employment SA 13 (12.5)

SD = Strongly disagree, D= Disagree, NS= Not su&=Agree, SA = Strongly agree
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Table 4.14 shows how lecturers rated themselvesatisfaction with their employment
contracts. It was revealed that two out of the éhitems that were used to measure
lecturers’ satisfaction with employment contractl inggher cumulative percents lying on
the side that represents satisfaction with emplayngentract than those that indicated
low satisfaction. An example is that cumulativebyer 63% of the respondents were
satisfied with the way the contract terms weretspet at the time of employment with
about 21% being unsatisfied with the way the teofmservice were spelt. This suggested
majority of lecturers were satisfied with their doyment contracts. It was on only one
indicator (the emphasis put on the contract tetimest) the cumulative percent shows low
satisfaction with employment contract since overo5®f the respondents were

cumulatively unsatisfied with the emphasis Makeparts on their contract terms.

The above results somehow agree with those showthébyneans. Respondents’ mean
satisfaction with employment contract showed insiea with mean values lying close to
but greater than three. This suggested that lastusatisfaction with their employment
contracts was high hence agreeing with results ftomulative frequencies. To get an
overall picture of how lecturers rated themselves satisfaction with employment
contract, all items in Table 4.14 were aggregated one average index (i.e. Satisf-an

acronym for job retention). The descriptive statsstherefrom are shown in Table 4.15:
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Table 4.15: Descriptive statistics on respondentself-rating of satisfaction with type

of employment contract

Statistic Value
Mean 3.09
95% Confidence Interval Epp 3.27
Lower 291
Median 3.17
Standard deviation 0.909
Range 4.00
Skewness -0.067

Table 4.15 gives an overall mean of 3.09 which shtvat respondents were undecided
as regards satisfaction with their employment @mtsér and their opinions ranged from
2.91 to 3.27 at the 95 percent confidence inteamdl this also suggested indecision about
satisfaction with their employment contracts. Anstard deviation of 0.90 suggested
almost no difference in respondents’ opinions reégay satisfaction with employment
contracts. Respondents’ views were almost centtatlsgted (skew = -0.067) suggesting
respondents were not sure about their satisfaatitim the employment contracts. To

confirm the above, a histogram was generated asdfitown in Figure 4.2:
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respondent said that “that temporary contract eygae are not motivated to follow
normal procedures of departure from their jobs; tmo§ the time they quit
unceremoniously which is a clear indication of disfaction with the employment
contacts they hold”. Like it is evident from Tallel6; some respondents were happy
with their contracts and their views are also shdvatow: “I have so far not had
problems with my employment contract”; “My employmiecontract meets my
expectations”; “My employment contract makes md faxure”; “Being permanently
employed motivates me to retain my job”; “My empiognt contract gives me chance for
career advancement”. These views show that resptsdeere satisfied with their
employment contract and would certainly retainrti@s. The above views do not differ
from those that were obtained through interviewse @f the interviewees for example
said that “depending on the employment contract isn&olding, a contract can be
satisfying; a lecturer can be entitled to housind medical allowances, loan scheme and
mobility which can contribute towards one’s satisitan”. This suggests that different
employment contracts satisfy their holders difféseland hence a difference in their
intentions to retain their jobs. To test whethetiséaction with employment contract
(Satisf) affects job retention (Jret), the two oeli were graphically correlated as shown

in Figure 4.3:
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Fig 4.3: Scatter/ dot graph showing correlation beteen lecturers’ satisfaction with

employment contract and intentions teetain their jobs

The scatter/ dot graph suggests that there is giy@osorrelation between satisfaction
with employment contract and intentions to retdie fob. To confirm this, the two
indices (Jret and Satisf) were correlated usingdeaés Linear Correlation index which

was computed as shown in Table 4.17:

65



Table 4.17: Pearson’s Co-relation Co-efficient beteen job retention and

satisfaction with employmenbatract for academic staff

Intentions | Satisfaction with
retain the | employment
job contract (Satisf)
(Jret)

Intentions to Pearson correlation 1 0.598**

retain the job Sig (2-tailed) 0.000

N 104 104

Satisfaction Pearson correlation 0.598** 1

with employment | Sig (2-tailed) 0.000

contract N 104 104

** Correlation is significant at the 0.01 level {@iled).

Table 4.17 shows Pearson’s Correlation Coefficieatilts for job retention for lecturers
(Jret) and satisfaction with employment contraetti€®) with r = 0.579 which is positive
and has a significance value (p = 0.000) whicless lthan 0.01. Thus there is a positive
correlation between satisfaction with employmenttract and intentions to retain jobs
which is supported by Fig 4.3 with a positive line-relation. Thus intentions for
lecturers to stay with their jobs are positively celated with the level of satisfaction

with their employment contracts in Makerere Univtgrat the 1% level of significance.
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4.4.1.2 Type of employment contract and job retentin

In this Section, the researcher established thecietif type of employment contract on
intentions for lecturers to retain their jobs. Tohieve this, the researcher asked
respondents to state whether they were on permanéatmporary employment contract.

Table 4.18 gives the resulting summary and t-esilts.

Table 4.18: Independent samples t test results orspondents self rating of job

retention with type of employemt contract

Type of employment| Number | Mean Standard t Sig. (2-
contract deviation tailed)
Permanent 75 2.91 0.83

Temporary 29 2.86 0.82 0.271 0.787

Means in Table 4.18 suggest that job retentionaftademic staff differed slightly with

type of employment contract. Lecturers on tempormnployment had lower intentions
to retain jobs (mean 2.86) than those on permac@mtacts (mean 2.91). The t- value
was 0.271 and its significance (p) value was 0.k8ich is greater than the rejection
level o = 0.05 implying that there was no significant éifnce in intentions to retain jobs
between lecturers on permanent and temporary atsitat the five percent level of
significance. These results do not however agritle those that were obtained from
interviewees. One of the interviewees for examge ghat “lecturers on temporary
employment contracts quit their jobs more often parad to those on permanent

contracts”. The same respondent went ahead to Iré¢kat “holders of temporary
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contracts especially those who have been retaiftedraaching their retirement age have
higher quit rates compared to young lecturers wieonaostly pursuing further studies”.

This suggests that there are differences in irdestito retain jobs depending on a
particular employment contract held by a lectuteyugh this was not revealed via the

guantitative data.

4.4.1.3 Plans after expiry of employment contractrad job retention

To establish what happens to an academic staémpdrary employment contracts once
their contracts have expired, the researcher asiggbndents to state what they intended
to do after their contract expired. The resultinf@VA results on how intentions to

retain the job varied with plan after contract exire in Table 4.19:
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Table 4.19: ANOVA results on respondents self ratig of job retention after expiry

of employment contract

Cumulative Std.
Number percent Deviati
Possibility (Percent) Mean on
F Sig.
will lose the job
because the
2 (6.9) 2.50 0.47
contract won't 6.9
be renewed
Don't know 6 (20.7) 20.7 291 0.71
Will sign a new 0.494 | 0.690
15 (51.7) 3.07 0.93
contract
will become 71.4
permanently 6 (20.7) 2.67 0.79
employed
Total 29 (100) 291 0.82

From Table 4.19, it is shown that majority (oveP@)2of the respondents had intentions
for job retention as shown by the cumulative petsefonsidering the means, most
lecturers rated themselves at means close to battlean three on most of the items

shown in Table 4.19 suggesting that even thoughoretents were undecided about
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plans after expiry of their temporary contractgréhwas a possibility of not retaining the
job since their mean values lie below three. Lesatuwho expected to sign new contracts
had the highest intentions to retain jobs (meanG¥)3while those who thought their
contract would not be renewed had the lowest irdestto stay (mean 2.50) hence they
would most likely not retain their jobs. The F valas 0.247 with a Sig. value of 0.863
which is greater than the rejection level of 0.0bus, there is no significant difference in
lecturers’ intentions to retain their jobs with fdilence in plans after expiry of a
temporary contract. These results however contrdldase got from interviews. One of
the interviewees reported that “temporary conttecturers have no morale to work for
many years, always plan to quit when a chance svtsklf” which indicates that
intentions to stay depend on the plans had by trkerc on temporary employment

contract

4.4.2 Hypothesis Two

It was hypothesized that remuneration is positivadyrelated to job retention among
academics in Makerere University. The researchieedasespondents to rate themselves
on their remuneration. Remuneration included pasitrecognition, total benefits
package, promotion opportunities, monthly salamngion, match between experience
and monthly salary, match between qualification anointhly salary and any other
benefits. Self rating was based on a Likert scabging from one which represented very
low satisfaction, two represented low, three repmésd indecision, four represented high
satisfaction and five represented very high satigfa with remuneration. Table 4.20

gives descriptive statistics on lecturers’ satistecwith remuneration:
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Table 4.20: Descriptive statistics on respondent&l rating of satisfaction with

remuneration
Category | Number | Cumulative
Remuneration (Percent) | Percent Std.
Mean Deviation
| get positive SD 9 (8.7
61 (58.7)
recognition from thg D 52 (50.0)
_ _ 2.51 0.89
University when | NS 24 (23.1) 24 (23.1)
produce quality A 19 (18.3)
19 (18.3)
work SA 0(0)
This University SD 24 (23.1)
_ 70 (67.3)
gives me a good
D 46 (44.2)
benefits package
NS 18(17.3) | 18(17.3) 2.26 1.01
A 15 (14.4)
16 (15.4)
SA 1(1.0)
Makerere SD 14 (13.5)
52 (50.0)
University gives me D 38 (36.5)
- 2.65 1.05
good opportunities NS 23(22.1) 23 (22.1)
for promotion. A 28 (26.9)
29 (27.9)
SA 1(1.0)
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My experience SD 32 (30.8)
69 (66.4)
matches with my D 37 (35.6)
remuneration NS 9(8.7) 9(8.7) 2.34 1.26
package A 20 (19.2)
26 (25)
SA 6 (5.8)
My qualification SD 33 (31.7)
72 (69.2)
matches with the D 39 (37.5)
my remuneration NS 10 (9.6) 10 (9.6) 2.25 1.21
package A 17 (16.3)
22 (21.1)
SA 5 (4.8)
My monthly salary SD 40 (38.5)
77 (74.1)
from Makerere D 37 (35.6)
University is NS 5 (4.8) 5 (4.8)
2.13 1.21
enough for my basi A 18 (17.3)
needs SA 22 (21.1)
4 (3.8)
With the current SD 37 (35.6)
72 (69.3)
remuneration D 35 (33.7)
_ 2.12 1.09
package for my job| NS 17 (16.3) 17 (16.3)
| cannot quit A 13 (12.5)
15 (14.4)
Makerere. SA 2(1.9)
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Rewards that | get ir] SD 30 (28.8)
ddition t | 69 (66.3)
ition to m r
addition to my sala D 39 (37.5)
satisfy me.
fy NS 19 (18.3) | 19 (18.3) 2.22 1.07
A 14 (13.5)
16 (15.4)
SA 2(1.9
| am sure of getting SD 12 (11.5)
30 (28.8)
pension from this D 18 (17.3)
University when | NS 24 (23.1) 24 (23.1) 1.16
3.15
retire. A 42 (40.4)
50 (48.1)
SA 8 (7.7)

SD = Strongly disagree, D= Disagree, NS= Not surd=Agree, SA = Strongly agree

Table 4.20 shows how lecturers rated themselvesatsfaction with their remuneration.
It was found out that nine out of the ten itemst th@re used to measure lecturers’
satisfaction with their remuneration had higher alative percents lying on the side that
represents low satisfaction. An example is that uatively, over 74% of respondents
were not satisfied with their monthly salary. Itsman only one indicator (i.e. possibility
of getting a pension) that the cumulative percéoins higher lecturers’ satisfaction with
over 48% of the respondents who were cumulativeind sure of getting pension and
only about 29% not being sure about it. This sutggethat many of them were satisfied
basing on the pension scheme; probably because nesmdndents were on permanent

contract. These results agree with those ones fitoen means. Respondents’ mean
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satisfaction with remuneration on all the itemsvgo indecision with values lying close
to but less than three except for the possibilitgetting pension which had a mean of
over three. This suggested that lecturers’ weresiggdly not satisfied with remuneration
like it has been seen from cumulative frequencies.get an overall view of how
lecturers rated themselves on satisfaction withuresmation, all items in Table 4.20 were
aggregated into one average index (i.e. Remu wikieim acronym for satisfaction with

remuneration) and Table 4.21 gives descriptivessied there from:

Table 4.21: Descriptive statistics on respondent® rating of job retention with

remuneration

Statistic Value
Mean 2.40
95% Confidence Interval Upper 2.56

Lower 2.25
Median 2.22
Standard deviation 0.79
Range 3.11
Skewness 0.561

According to Table 4.21, respondents satisfactigh their remuneration was low (mean
= 2.40) with opinions ranging from 2.25 to 2.56tla 95 percent confidence interval.
This suggests that they can easily leave their.jétesspondents showed almost no

divergence in their opinions regarding their remmatien (standard deviation 0.79)
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that the university had the willingness to imprawe their remuneration but not the
means. To test further whether satisfaction witihhueeration (Remu) affects intentions

to retain jobs (Jret), the two indices were graplyccorrelated as shown in Figure 4.5:
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Fig 4.5: Scatter/ dot graph testing the relationshg between lecturers’ satisfaction

with remuneration and their intentiors to stay in their

The scatter/ dot graph suggests that there is giy@osorrelation between satisfaction
with remuneration and intentions to retain jobs.céafirm this, the two indices (Jret and
Remu) were correlated using Pearson’s Linear Carogl index which was computed as

shown in Table 4.23:
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Table 4.23: Pearson’s Co-relation Coefficient betwan intentions to retain jobs and

remuneration for academic dta

Intentions | Lecturers’
to retain remuneration
jobs (Remu)
(Jret)
Intentions to Pearson correlation 1 0.425**
retain jobs Sig (2-tailed) 0.000
N 104 104
Lecturers’ Pearson correlation 0.425** 1
remuneration Sig (2-tailed) 0.000
N 104 104

** Correlation is significant at the 0.01 level {@iled).

Table 4.23 shows Pearson’s Correlation Coefficientecturers’ intentions to retain jobs
(Jret) and their remuneration (Remu) was r = 0.428 positive, having a significance
value (p = 0.000) which is less than 0.01. Thisgests a high positive correlation
between lecturers’ intentions to retain jobs andueeration and it is supported by Fig

4.4 with a highly linear co-relation. Thus lectiweintentions to retain their jobs are

positively co- related with remuneration at the E4el of significance.
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Table 4.24: Descriptive statistics on respondent&l rating of job retention with job

Security

Indicator of job Category Number | Number
security (Percent) | (Cumulative Std.
Percent) Mean Deviation
I have high chance SD 10 (9.6)
21 (20.2)
of keeping my job in D 11 (10.6)
Makerere University NS 20 (19.2) 20 (19.2) 3.36 1.06
A 58 (55.8)
63 (60.6)
SA 5(4.8)
| have never though SD 10 (9.6)
31 (29.8)
of being dismisse D 21 (20.2)
from my job in[ NS 18 (17.3) 18 (17.3) 3.20 1.14
Makerere University A 48 (46.2)
55 (52.9)
SA 7(6.7)
My job is very SD 10 (9.6)
secure in Makere (25.0)
ure i r
D 16 (15.4)
University
NS 38 (36.5) 38 (36.5) 3.12 1.07
A 32 (30.8)
40 (38.5)
SA 8 (7.7)
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Technological SD 7(6.7)

27 (25.9)
advancement in D 20 (19.2)
Makerere University NS 26 (25.0) 26 (25.0) 3.28 1.11
can not affect my jok A 39 (37.5)

51 (49.0)
retention. SA 12 (11.5)
| am happy about m SD 12 (11.5)

48 (46.1)
employment growth D 36 (34.6)
in this University NS 28 (26.9) 28 (26.9) 2.71 1.03

A 26 (25.0)
28 (26.9)
SA 2(1.9

My job security SD 13 (12.5)

35 (33.7)
cannot be affected b D 22 (21.2)
institutional NS 39 (37.5) 39 (37.5) 2.89 1.10
restructuring in A 23 (22.1)

30 (28.8)
Makerere University SA 7 (6.7)

SD = Strongly disagree, D= Disagree, NS= Not su&=Agree, SA = Strongly agree

Table 4.24 shows lecturers’ self rating on satitsdacwith job security. Cumulative
percentages on four out of six items that were usetheasure lecturers’ satisfaction
showed higher cumulative percentages lying on fbe that shows satisfaction. An
example is that cumulatively, over 60% of the resfnts were satisfied with the
number of chances they had in keeping their jolss Suggested majority of lecturers

were satisfied with their job security. It was onlytwo indicators of job security
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(employment growth and events of institutional mesturing) that the cumulative
percents showed low satisfaction with job secufitg. over 46% and over 33%
respectively). These results agree with those shioyvthe means. Respondents’ mean
satisfaction with job security on most items lagsd to but greater than three suggesting
that lecturers’ satisfaction with their job secynivas high hence agreeing with results
from cumulative frequencies. To get an overall vievlhow lecturers rated themselves on
satisfaction with job security, all the items inbl@4.24 were aggregated in one average
index (i.e. J.sec which is an acronym for satiséactwith remuneration). Table 4.25

gives descriptive statistics there from:

Table 4.25: Descriptive statistics on respondent&l rating of job retention with job

security

Statistic Value
Mean 3.10
95% Confidence Interval Upper 3.25

Lower 2.94
Median 3.33
Standard deviation 0.79
Range 3.67
Skewness -0.54

Respondents’ views about their job security wererage (mean 3.10) with opinions

ranging from 2.94 to 3.25 at the 95 percent 95
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not sure about how secure their jobs are. A stahdaviation of 0.79 shows that
respondents’ views about their job security wemnogt similar. The difference in

opinion as regards low and high job security wa8.&7¥ which is supported by the fore
mentioned standard deviation. Table 4.25 shows ttieae was a small negative skew
(Skew -0.54), suggesting that respondents’ opiniwere slightly heaped on the right as

shown in Figure 4.6:
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Figure 4.6: Histogram showing normal distribution d lecturers’ satisfaction with

Job security

The Figure 4.6 shows that respondents’ views wdightly heaped on the right
suggesting a slight satisfaction with their job ws@g. Thus, lecturers who were not

satisfied with their job security were slightly $ethan those who were happy with it.
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Using respondents’ views from the qualitative geestlso, respondents also reported
that they were satisfied with their job securityMiakerere University as shown in Table

4.26:

Table 4.26: Distribution of lecturers’ views regading satisfaction with job security

basing on the qualitative quigsn

Respondents’ opinion about job retention Number | Pearent
| am satisfied with the security of my job 58 59.8
| am not sure about my job security 11 11.3
| am not satisfied the security my job 28 28.9
Total 97 100.0

Table 4.26 shows that majority of the responderntsis (over 59%) showed satisfaction
with job security. Some of such views are quotddwe“l have no problem with my job
security”; “Keeping other factors constant, jobwedy exist in Makerere University”; I
am happy about the job security”; “I have no conmttaabout job security”; “At least |
can be sure of keeping my job so long as | want ‘iothink my job secure given the
gualifications that | possess”; “Job security in Kdeere is high basing on the current
circumstances”. From the Table 4.26, we still nibi@t there were those who were not
satisfied with their job security (about 29%) aie researcher presents some of their
comments about their job security as follows: “Mahings that make me feel insecure

happen in Makerere”; “| at times feel that the fetof my job is unpredictable”; “I will

need to first complete my PhD to be sure of this;jdMy job can only be secure if | get
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the required qualification”; “I at times feel nogny secure”; “Only time will tell”; “My
job is not very secure”. To test further whethetiséaction with job security (J.sec)

affects intentions to retain jobs, (Jret), the two
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Table 4.27: Pearson’s co-relation coefficient betvem job retention and job security

for academic staff

Intentions | Satisfaction with
to stay Job security (J.sec)
(Jret)
Job retention Pearson correlation 1 0.526**
Sig (2-tailed) 0.000
N 104 104
Intentions to stay | Pearson correlation 0.526** 1
Sig (2-tailed) 0.000
N 104 104

** Correlation is significant at the 0.01 level {@ied).

Table 4.27 shows that Pearson’s Correlation Caeffidor lecturers’ intentions to retain
jobs (Jret) and lecturers’ job security (J.sec) was 0.526 and positive. It had a
significance value (p = 0.000) which is less tha®10 This suggests a positive linear
correlation and is supported by Fig 4.7 which hakighly linear co-relation. Thus
intentions for lecturers to stay with their job® guositively co- related with job security

at the 1% level of significance.
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CHAPTER FIVE

DISCUSSION, CONCLUSIONS AND RECOMMENDATIONS

5.0 INTRODUCTION
In this Chapter the researcher presents discussiothe results of the study, the

conclusions drawn from the results and the recondiaans based on these results.

5.1 DISCUSSION

In this section the researcher discusses reswtasére obtained in the study. The main
research instruments were a self administered igmestre and an interview guide. The
guestionnaire was of one type and mainly quantgatihough having qualitative
guestions. These instruments generated valuablermiation and opinions from
respondents from which the findings that are disedshere in were based. The

discussion will follow hypothesis by hypothesis.

5.1.1 Hypothesis One

Hypothesis one was that; type of employment cohtimcorrelated to job retention
among academics in Makerere University. This hypsighwas broken down into sub-
hypotheses corresponding to the variables; satisfawith employment contract, type of

employment contract and plans after expiry of aperary contract.

5.1.1.1 Satisfaction with employment contract andgb retention
What was studied was the relationship between rlextusatisfaction with employment

contract and their intentions to retain jobs. Peamroduct Moment Correlation Index
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was used to determine the significance of theioziahip. The study found out that there
was a positive significant correlation between tgpemployment contract and lecturers’
intentions to retain their jobs in Makerere UnivigrsThis implies that lecturers who
were satisfied with their employment contracts Imagkre intentions of retaining their
jobs. This is because as satisfaction with the eympént contract increases, intentions to
retain the job also increase. These findings haen Isupported by the findings of Chew
(2004) who worked on the influence of human reseupractices in Australian
organisations; he found out that as employment sodiéer, the nature of the
psychological contracts among employees also difeerd hence a difference in their
intentions to retain jobs. Thus, there must first datisfaction with the employment
contract if a sustainable employment relationstepmeen lecturers and their employer
universities is to exist as stated in the theoaktassertions of Boyle (2000a &b) that
contracting brings about sustainable employmerdtiogiships between employers and

employees.

Alongside the findings of Chew (2004), Ssesangal €2005) while investigating job
satisfaction of university academics in Uganda tbwut that nature of employment
contract determines employees’ job satisfactionctvii@ter influences their intentions to
retain jobs which is true basing on the resultsmfrthis study. This is because
employment contracts strengthen partnerships betwemployees and employers
(Gillian, 1999). Thus, when an employee is satikfieth the employment contract; high
chances are that such an employee will retain thefpr more years. Chew (2004)

theorizes that the change into flexible and comtimigelationships has led to employment
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uncertainty and decreased job retention and acogitdi this researcher, this change has

been due to decreased satisfaction with such atnélearrangements.

Basing on the above, it is implied that contingentployment relationships such as
temporary employment contracts result into decikas¢isfaction among employees and
hence reduced job retention. This is also suppdayetaylor (2002) who theorized that a
permanent contract makes a job attractive and itldvtake a hard decision for such an
employee to leave the job. This is a testimony #adisfaction with employment contract
really affects intentions to retain the job. Frammstdiscussion therefore, the researcher
upholds that satisfaction with employment contigtécts lecturers’ intentions to retain

their jobs in Makerere University.

5.1.1.2 Type of employment contract and job retentin

It was hypothesized that type of employment comtedfects lecturers’ intentions to
retain their jobs. The study found out that thees wo significant difference in intentions
to retain the job between permanent and temporantract lecturers in Makerere
University. This implied that the type of employmemntract a lecturer holds had no
effect on intentions to retain the job. These mssabntradict the ideas of Taylor (2002)
who argued that a permanent contract makes a jaxri@e thus making it hard for the
employee to decide to leave a permanent job. Taydes on to say that flexible staffing
such as use of temporary contracts makes a wode phsecure resulting into poor job

retention among employees which is contrary to what
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there is no differential treatment between empleyea temporary and permanent
employment contracts in Makerere University. Thiggests that all contract types are
equally satisfying to their holders hence no défege in their intentions to retain their
jobs. Secondary, like it was revealed by one of ititerviewees, there is a high job
market for lecturers due to many private univegsithat have come up in Uganda. Thus,
whether on permanent or temporary employment cointealecturer can quit a job so

long as there are possibilities of getting an atigve job.

The above results notwithstanding, the qualitapiae of the study revealed that lecturers

who were on temporary contracts were not satisfigld their employment contracts and

were most likely not willing to retain their jobBhis is in agreement with findings of past
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guantitative section; respondents however failedadhe same in the qualitative section.
Thus, in terms of theory, the study leads the mebea to conclude that whether there is a
difference in contract arrangement for employeeshsas temporary or permanent),

lecturers will always retain their jobs at the samae. Contextually, the study concludes
that perhaps there is no significant relationshiptentions to retain a job with lecturer’s

type of employment contract in Makerere Universiypwever, there should always be

contractual arrangements between lecturers andrtiversity (employer) (Gillian, 1999)

S0 as to strengthen partnerships between them.

5.1.1.3 Plans after expiry of employment contractrad job retention

The study hypothesized that the plans a lectureeomporary employment contract has
after expiry of a temporary contract affect intens to retain jobs. The study found out
that there is no significant difference in lectgtententions to retain jobs with the plans
they had in case their temporary employment conheapired with many respondents
expressing a desire to change to permanent camtrlois finding does not rhyme with
the findings of Serrano (1998) who examined the pdayed by temporary employment
contracts in explaining turnover and job reallomatin Spain; Serrano found out that
worker turnover is higher for temporary contractpéogees which contradict the findings
of this study. In addition to the above are theothgcal assertions of Booth et al (2002).
Booth and others say that temporary contracts arén@ortant component of labour
market flexibility; temporary workers can be laidf avithout incurring statutory
redundancy payments or restrictions imposed by eynpént rights legislation. This is

not the case with the expectations from the acadetaif in Makerere University since
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most of them expected to move to permanent employmesitions. This revelation
could be explained by the fact that most of thepeedents in this study had
qualifications of at most Masters and below (Tah®) meaning that they still needed to
attain the required qualification for teaching iaraversity (PhD). Thus, like it was found
out through interviews, such respondents would ngedetain their jobs through
continuous renewal of their temporary contracts andy be get to permanent

employment arrangements.

In this study, it was also found out that a largercentage of the respondents on
temporary employment contracts reported that theyuldv sign new temporary
employment contracts or that they expected to becpermanently employed which
indicated chances for job retention. These findiags supported by the findings of
Houseman (1997) in a study on temporary, part-tamd contract employment in the
United States who also found out that employersteisgorary employment contracts to
screen workers for permanent employment. In additio the above, the findings
challenge prepositions from Mclean, Kidder & Galag (1998), Finegan (2000) who
posit that temporary contract employees rarely ptework for their employers for long;
that they usually plan to work for a shorter timas. from this study, more lecturers who
were in temporary employment contracts had plansitbier signing new contracts or
becoming permanently employed and thus having tigimces of staying with their jobs.
The findings from this study have led the researtbeconclude that, theoretically, the
plans an employee has just in case a temporaryogmpht contract expires do not affect

intentions to retain the job. Contextually, theeasher concluded that intentions for
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lecturers on temporary contracts to retain thelassjare not affected by the plans they
have; just in case the temporary contracts theg epire. Whether they are bad or good
plans in relation to intention to retain jobs, leers in Makerere University can quit/

retain their jobs at the same rate.

5.1.2 Hypothesis Two

The results indicated a very high positive coriefatbetween satisfaction with the
remuneration and job retention for academic stafflakerere University. This implied

that lecturers who were satisfied with their empleyt contracts were capable of
retaining their jobs compared to those who are tisfel. These findings have been
supported by the findings of Kanamwangi (2005) wiheestigated factors that affect
employee retention in Makerere University and thaisthe Education Policy of Review

Commission of 1989 in Uganda. Both studies founttbat among other factors, poor
salaries affect intentions of academic staff tairetheir jobs. Alongside these findings,
the theoretical prepositions of the Reinforcememdry (Aswathappa, 2005) which state
that the implication of remuneration is that higmptoyee performance followed by
monetary rewards makes future employee performamckejob retention more likely

support the findings from this study. Thus, lectsiren Makerere University who are

satisfied with their remuneration are capable tdineng their jobs while those that are
not satisfied will quit. This is in accordance witie Equity Theory (Aswathappa, 2005)
which suggests that employees who perceive indgualiremuneration seek to restore

equality by changing employers and jobs which redubeir intentions of job retention.
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Mamdan (2007) also reported that lecturers in MaleetUniversity especially those at
junior level work under the most difficult conditis but they receive the least
remuneration. In addition, to the above, Mamdarerssthat some lecturers in this
university are never positively recognized for theork in the university; he cited an
example that some of the lecturers in Makererehiaungthe same university for several
years without being confirmed as lecturers whiclrksaagainst their motivation to do
their teaching jobs and later on retain them. Tifudakerere is to improve intentions of

job retention among its employees, such factorsd peeper attention.

While all respondents were equally dissatisfiedhwitieir remuneration in accordance
with the results from this study, Houseman (199@jpases these results. Houseman
purports that employers give unattractive remui@mato employees on temporary
employment contracts compared to those on permamesg suggesting that those in
permanent positions would comparatively be morésfead than those in temporary
positions. Probably the explanation behind thidifig is that the remuneration is too low
such that it is dissatisfies most lecturers disr@igg the nature of their contract terms.
The study further revealed that respondents wetesatisfied with their remuneration
especially the experienced academic staff. Manthei (senior staff) commented that
their remuneration did not match with their expeces and qualifications such that given
a better opportunity; they would find quitting Makee University the best option. Thus,
the study leads the researcher to conclude theallgtithat remuneration really affects
lecturers’ intentions to retain jobs and if univeées need to improve lecturers’ intentions

to retain jobs, remuneration should be the starfioopt. Contextually, the researcher

94



concludes that lecturers in Makerere University aot satisfied with their current

remunerat71693(e)1.9.555(s)-11. M3.28149(t)0.441715( )-284.556d a

95



reduced satisfaction, reduced commitment, and ftiotex to quit which all lead to
reduced job retention. These propositions suggeastob security is a prerequisite to job
retention and it is what this study also found ofis seen from this study, Job security is
a source of employees’ satisfaction which is lagflected in employees’ potentials of
job retention. Without job security, employees feeds committed to the institutional
objectives which results in low job retention. Thufs an institution like Makerere
University is to improve intentions of retainingetfopb among its employees, job security

is a priority area of action.

Kamagara (2005) also asserted that if employeestsiesuch as job security, work
conditions collegial relationships or any other dge¢hat are fundamental to people’s
existence are not addressed, employees will put thain focus on things that can
benefit them rather than those of the job suchefpnance and retention. Thus, job
security has an influence on job retention throjaihsatisfaction. Lack of job security
force employees to separate with their organizatahich clarifies the positive linear
correlation that was shown between intentions ag and job security. Given the results
of this study on job security which had a strongifiee correlation with lecturers job
retention, and given the findings of other schotardhe related subject, it is evident that
job security and job retention have a strong caaiaot and should never be neglected in
the need to achieve improved job retention fordesas in a university setting. The study
concludes that theoretically, job security affdetsturers’ intentions to retain their jobs
and contextually lecturers in Makerere Universitgvé a satisfactory level of job

security.
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5.2 Conclusions

The following are the conclusions as per the resgebypotheses;

Hypothesis One

Satisfaction with the employment contract affeetsurers’ intentions to stay in their job

in Makerere University; lecturers’ type of employmheontract was important for their

intentions to stay in Makerere University thougkyttwere not significant determinants
of intentions to retain jobs; the plans one had jnsase a temporary contract expired
were important determinants of intentions to staylad no significant influence on the

intentions for lecturers to retain their jobs.

Hypothesis Two
Lecturers’ intentions to retain their jobs depemdtiee remuneration they receive from

Makerere University.

Hypothesis Three
Lecturers’ intentions to retain jobs depend on ghésfaction they have from their job

security.

5.3 Recommendations

From the findings and conclusions, the followingcammendations are suggested

hypothesis by hypothesis:

97



Hypothesis one
Resulting from the findings on the first hypothesis the study, the researcher
recommends that if intentions for lecturers to sitayMakerere University are to be

improved and hence improve on their job retention,
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5.4 Recommendations for further research
The researcher wishes to crown this study by tgbhtilhg areas that would deserve
critical analysis in future;

1. Apart from the terms of service in Makerere Uniugrsthe human resource
development practices in Makerere and their infbeean lecturers’ intentions to
stay should also be looked into.

2. This study looked at low lecturers’ intentions taysin Makerere University
which is a public university; further research ch@ carried out in private
universities.

3. There is a need to investigate whether the proldthacturers’ low intentions to
retain jobs as related to terms of service applyatiional, regional universities.

4. Further research can be carried out to find outtlkdrethe staff that quits

Makerere joins other universities or other emplogtrezctors.
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APPENDIX A

SELF ADMINISTERED QUESTIONNAIRE FOR LECTURERS ON TE RMS OF
SERVICE AND JOB RETENTION AMONG ACADEMIC STAFF IN
MAKEREREUNIVERSITY
East African Institutekigher Education
Siees & Development,
School of Education,
Makerere University

May 15, 2009

Dear Prof./Dr./Mr./ Mrs. IMiss

I am conducting a survey about terms of servicejabdetention among academic staff
in Makerere University. As a member of the acadestadf, you are conversant with the
terms of service provided to the academic stafiakerere University. You have thus

been selected to participate in this research Isyvanng the attached questionnaire.
Please complete the questionnaire by providingrbst appropriate answer in your own
opinion by circling or writing in the space provedeYour responses will be kept

confidential and the questionnaire is anonymousa$d endeavour to fill the

guestionnaire within two weeks and return it to .................cooeeneen. Thank you.

Yours faithfully,

Tibelius Amutuhaire

Student researcher
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Section A: BACKGROUND VARIABLES
To help us to classify your responses, please guppl following facts by circling the

right option as appropriate.

Al. Your sex: 1. Male 2. Fdena
A2. Your age:

1. Less than 40years 3. 50-59 years

2. 40-49 years 4. 60 years and above

A3. Your highest academic qualification:

1. Bachelors 2. Masters 3.PhD

A4. Your designation:

1. Assistant Lecturer 2.Lecturer 3. Senior lecturer and above

A5. The number of years you have spent as an acadeaff of Makerere University.
1. 1-5years
2. 5-10years

3. 10 years and above.

111



Section B INDEPENDENT VARIABLE: TERMS OF SERVICE

Strongly agree

Please give your opinion about terms of service Ma&kere University offers to you

by circling the digit that well represents your ophnion. The following are the keys to

the given options: 1 =Strongly disagree, 2= Disagee 3= Not sure, 4=Agree, 53

In this section, the researcher intends to know yaguopinion about the employment

B1. Type of employment contract

contract (component of terms of service) under whit you are working within this

1%

University.

Bl.1 | am happy with my terms of service in Makerel |2 |3 | 4 5
University

B1.2 | Makerere puts a lot of emphasis on the qualftf 1 |2 |3 | 4 5
contract terms provided to me

B1.3 | The contract terms were spelt out clearlyn®at the 1 2 3 | 4 5
time of employment

B1.4 | What is the type of employment contract undeich you are employed
1. Permanent contract 2. Temporary contract
(If your employment contract is temporary, continoguestion B1.5, otherwisg
go to B1.6 and onwards).

B1.5 | When your employment contract ends, what ate grospects with Makerere

University
1. My contract will not be renewed and | will loge job

2. | expect to sign a new temporary with Makerenversity

112



3. I don’t know

4. | expect to become a permanent employee of Magésniversity.

B1.6 Please give your views about the nature of gowployment contract in Makerere

0 TNV £

B2. Remuneration
In this section, please give your opinion about yaunonthly salary, allowances or

any fringe benefits that you receive from MakererdJniversity

B2.1 | | get positive recognition from the Univeysithen 1|1 |2 |3 |4 | 5

produce quality work

B2.2 | This University gives me a good benefits paek 112 3] 4| 5

B2.3 | Makerere University gives me good opportesitor| 1 |2 |3 |4 | 5

promotion.

B2.4 | My experience matches with the remuneratibn | 2 3 | 4 5

package that | get from my job in this University

B2.5 | My qualification matches with the remuneratjd 2 3 | 4 5

package that | get from my job in this University

B2.6 | My monthly salary from Makerere University |1 |2 |3 |4 | 5

enough for my basic needs

B2.7 | With the current remuneration package forjotyl |1 |2 |3 |4 | 5

cannot quit Makerere.

B2.8 | The rewards that | get from this University|l |2 |3 |4 | 5

addition to my salary satisfy me.
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B2.9 | | am sure of getting pension from this Uniugrs 1 2 3 | 4 5

when | retire.

B2.10 What is your opinion about the remuneration seceive from Makerere

University

B3. Job security
In this section, please help the researcher to knotke level of your job security by

giving your opinions about the given statements.

B3.1 | | have high chances of keeping my job in Meker 1 2 3 | 4 5

University

B3.2 | | have never thought of being dismissed frapnjob|1 |2 |3 |4 | 5

in Makerere University

B3.3 | My job is very secure in this Makerere Unsisr 1 (2 |3 |45

B3.4 | Technological advancement in Makerere Unitersl 2 3 | 4 5

can not affect my job retention.

B3.5 | | am happy about my employment growth in this | 2 3 | 4 5

University

B3.6 | My job security cannot be affected by insidnal |1 |2 |3 |4 | 5

restructuring in Makerere University.

B3.7 What is your opinion about your job securityn i Makerere
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Section C DEPENDENT VARIABLE: JOB RETENTION

In this section, the researcher intends to know thdikelihood with which you will
retain your teaching job at Makerere University. Provide your opinion by writing in
the space provided or circling the option that coresponds to your opinion.

Use the following keys to the given options: 1=Stngly disagree, 2= Disagree, 3= NO

sure, 4=Agree, 5= Strongly agree

| have intentions of staying as a lecturer in this 2 3 |4 |5

C1 | University

C2 | | am satisfied with the career development ||det 2 3 14 |5

from my job in Makerere University

4 2 3 |4 |5

C3 | My teaching job in Makerere University

psychologically satisfying to me

C4 | | am motivated to work for many more years in 2 3 14 |5

this University

1%

B
N
w
IN
o1

C5 | I am very much committed to my job in Maker

University

C6 | | never think that my job status in Makerere can 2 3 |4 |5

be unstable

C7 Comment on your intentions to stay in your jolhis university
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APPENDIX B
INTERVIEW GUIDE FOR TOP ADMINISTRATORS ON TERMS OF SERVICE
AND JOB RETENTION AMONG ACADEMIC STAFF IN MAKERERE
UNIVERSITY
East African Instituteligher Education
Sies & Development,
School of Education,
Makerere University

August 7, 2009

Dear Prof./Dr./Mr./ Mrs. /IMiss

| am conducting a survey about terms of servicejabdetention among academic staff

in Makerere University. As a member of the top mana
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. (a) Comment on lecturers’ satisfaction with thempdoyment contracts.

(b) How does Makerere University differently trelgicturers on temporary
contracts compared to those on permanent contract?

(a) Comment on the quality of remuneration fotueers in Makerere University.
(b) In your own opinion does the current remunerafor lecturers in Makerere
satisfying to them?

How would you rate the level of job security forctierers in Makerere
University?

. Comment on lecturers’ intentions to retain theirgan Makerere University.

. The study results of this study showed that lectuiatentions to retain their jobs
do not significantly differ between those on pereran and temporary

employment contracts. What would be the explandiwinnd these results?
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APPENDIX C: COPY OF THE INTRODUCTORY LETTER

MAKER
UNIVERSITY | Pyt dai

E-mail: deaneduc @ex

ERE

ala Uganda

Jc.mak.ac.ug Tel: +256-414-540733

Cables: “MAKUNIKA"

DEAN’S OFFICE
SCHOOL OF EDUCATION

CONCERN
e . . . (PR IR Ao T
r i B e 3R WA 5 B s By B 1 s s,y eV HE T
s our PH.D, M.A. (Educational Poli

y Planning)/M.A. (Ed. Mgt.

M.Sc.)HRM)/M. Ed. (ICT) Degree stu

her Dissertation titled:

Q/Elbl\ll(GN‘I/@Q M

We shall be grateful if you could
render assistance to him/her in

collecting the necessary data for his/

ier Dissertation

Thank vou in advanga=fior your assis

ey

Assoc. Prof. C.M. Ssebbunga
Dean, School of Education

118



