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                                                               ABSTRACT 

Technical Vocational Education and Training colleges like any other institution of higher 

learning rely on the knowledge, abilities and skills of their academic staff to keep abreast with 

the changing nature of higher education in the country and globally. These institutions of higher 

learning must be competitive and strive to achieve their strategic goals for them to remain 

relevant in the sector. Studies have shown that highly skilled academics are leaving the higher 

education sector specifically the TVET colleges for the private sector for numerous reasons, 

including better salaries and personal growth. Therefore, attracting and retaining highly skilled 

academic staff is very crucial for the success of any institution of higher learning as this calibre 

of employees ensure that the institution provides quality education to students. Therefore, it is 

important for the Technical Vocational Education and Training college to develop attraction 

and retention strategies to keep highly skilled academic staff in the college.  

Given the importance of attraction and retention of skilled academics, I used a qualitative 

approach and case study design to explore how a selected Technical Vocational Education and 

Training college in Johannesburg attracted and retained skilled academic staff members. The 

study focussed on three research questions namely (i) What does the Technical Vocational 

Education and Training college management understand to be the factors causing the high rate 

of academic staff attrition? (ii) How does the Technical Vocational Education and Training 

college management attract and retain skilled academic staff?  and (iii) Why does the Technical 

Vocational Education and Training attract and retain skilled academic staff the way they do?   

To understand attraction and retention of skilled academic staff, I drew from Maslow’s 

hierarchy of needs, and important theory developed by Abraham Maslow (1908-1970), and 

Human capital theory, propounded by Schultz in 1961 and later developed extensively by 

Becker (1964). These theories were very useful to the study as they helped me to understand 

how the Technical Vocational Education and Training college attract and retain skilled 

academic staff including the factors causing high rates of academic staff attrition and the 

challenges that the college faces. 

To collect the relevant data, I used the interview method. The participants were purposively 

and conveniently selected. They consisted of three campus managers and four divisional 

managers. In analysing data, I used thematic analysis. The findings suggest that there are 

various factors leading to high rate of attrition in the college. These factors include the lack of 

promotional opportunity and poor remuneration. Furthermore, the findings suggest that in 
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addition to the above stated factors, there are challenges that the college faces such as the 

shortage of academic staff, and the lack of a seamless and effective recruitment process. In 

addition, the findings also suggest that other than the above factors and challenges, an 

unsupportive work environment, poor motivation and the provision of inadequate training and 

career growth also reduces the attraction and retention of skilled academic staff.  

Based on the findings, I concluded that it is very important for the Technical Vocational 

Education and Training college to understand the factors that compel academic staff to either 

stay or leave the college. This will enable the Technical Vocational Education and Training 

college to develop strategies to retain skilled academic staff and to ensure the provision of 

quality education to students. From the conclusions, I recommend that college management 

must revisit the recruitment process and review it to reduce the time that the college takes to 

approve the appointment of academic staff and that the contracts of academic staff who are 

employed temporarily must be converted to permanent ones to minimise attrition as they 

always leave for permanent positions elsewhere. 

 

Keywords: Employee attraction, employee retention, highly skilled academic staff and 

management 
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                                                                 CHAPTER 1 

                           INTRODUCTION AND BACKGROUND OF THE STUDY  

1.1 Introduction 

Higher education institutions (HEIs) in South Africa, especially Technical, Vocational 

Education, and Training (TVET) colleges are very important as they are regarded as sustainable 

alternatives to universities. These institutions cater for students who fail to gain access to 

universities. The increased demand for graduates with relevant skills needed by industries in 

the country, and even beyond has created a high demand for academic staff who are highly 

skilled and equal for the task in the TVET sector. The attraction and retention of these highly 

skilled academic staff are essential for good performance by TVET colleges (Cloutier et al., 

2015). Therefore, TVET colleges and other institutions of higher learning must attract and 

retain highly skilled professionals specifically academic staff for them to remain competitive 

(Chakrabarti & Guha, 2016). 

The shortage of highly skilled academic staff in the TVET sector is not anything new. Highly 

skilled academic staff leave either because of old age or other reasons known to them while 

others leave in pursuit of greener pastures elsewhere. Lately, this phenomenon has become 

even more disturbing. In this knowledge-intensive and highly competitive era, attraction and 

retention of highly skilled academic staff are among the major global challenges confronted by 

TVET colleges and other HEIs (Aguenza & Som, 2018). TVET colleges are experiencing high 

turnover rates, which have an impact on the student's performance and achievement. Therefore, 

actions must be taken by TVET management to salvage the situation. Developing strategies for 

attracting and retaining highly skilled academic staff is paramount to the efficient and effective 

delivery of quality education. 

 

Like any other organisation, TVET colleges rely on the expertise of their academic staff to gain 

a competitive advantage in global economies and thus require qualified and highly skilled 

academic staff to deliver the programmes. According to Carter et al. (2019), losing highly 

skilled employees is much riskier than retaining them through any compensation plans that an 

organisation can offer. Highly skilled academic staff are considered the most important assets 

in institutions of higher learning. Importantly, academic staff play an active role on behalf of 

institutions of higher learning’s management in the execution of their institutions’ 

organisational objectives (Gooding, 2018). They are directly involved in realising the goals of 
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any education programme (Johnson et al., 2019). Lately, organisations are primarily focusing 

on how to attract and retain highly skilled employees (Aguenza & Som, 2018). This sentiment 

is reiterated by Arasanmi and Krishna (2019) and Aruna and Anitha (2015) who submit that 

organisations depend on the attraction and retention of highly skilled employees to succeed.  

The same applies to TVET colleges as they also depend on academic staff who are highly 

skilled. These highly skilled academic staff are regarded as the backbone of any TVET college 

because they are one of the pillars that help them to succeed (Nelson, 2018).  

 

Various scholars state that employees are the greatest assets that organisations depend on 

(Ansar et al., 2019; Gabčanová, 2011; Manogharan et al., 2018). Organisations must consider 

the important role played by highly skilled employees for them to develop strategies that will 

attract and retain these employees. On the contrary, if an organisation does not value its 

workers, it will be setting itself up for failure (De Sousa et al., 2018). If employees resign, 

organisations may find it difficult to perform to the level that will make it possible for them to 

achieve their goals and objectives (Papa et al., 2020; Roslender et al., 2020). In contrast, if 

highly skilled employees are retained, production and the quality of services may improve since 

the success of any organisation depends on the availability and efficiency of its employees 

(Mensah, 2019). 

  

The establishment of TVET colleges by the Department of Higher Education and Training 

(DHET) was intended to provide quality education to students in the South Africa. The role 

that these TVET colleges play is of great significance to the development and transformation 

of the country (DHET, 2015). TVET colleges across South Africa are faced with major 

challenges that are present throughout the sector such as the provision of quality education, 

allocation of resources and attracting and retaining highly skilled academic staff. 

 

Some of the challenges faced by TVET colleges are critical to overcome. The country has 

tasked the DHET - TVET sector through its National Development Plan (NDP) to enrol 2.5 

million students by 2030, and thereby become a major driver in addressing inequality, 

unemployment, and poverty. Consequently, the growth in the number of students completing 

Grade 12 in South Africa has made it more challenging than ever for these TVET colleges to 

attract and retain the required number of highly skilled academic staff needed to cope with the 

demand. Further compounding the issue is the National Development Plan 2030, which 

requires that young people must access quality education. To counteract the rising enrolment 
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of students in TVET colleges that is created by the increased access to higher education, TVET 

colleges must ensure that they attract and retain highly skilled academic staff to meet the rising 

demand. These TVET colleges are no longer just competing for highly skilled academic staff 

in the geographies in which they operate but with others in the private sector. However, that is 

not necessarily a bad thing. It just means that TVET colleges must adjust to new realities and 

adapt how they attract and retain highly skilled academic staff. 

 

As stated above, the various challenges faced by TVET colleges have been exacerbated by 

considerable growth in the number of learners completing Grade 12 (DHET, 2013a), DHET, 

and the National Skills Fund’s (NSF) need to implement the College Expansion and Capacity 

Development Programme (CECDP) that was intended to assist young people who were not in 

education, employment or further training.  In addition, the increase in the enrolment of 

students was intended to expand workplace-based learning (WBL), enhance the capacity of 

TVET college staff and expand the Programme Qualifications Mix (PQM) of colleges, thus 

enhancing and expanding public TVET colleges’ ability to produce sufficiently skilled 

graduates to meet the needs of the South African economy (DHET, 2013a). 

 

The increase in the number of college enrolments as required by DHET implies that the number 

of academic staff increases as well, therefore, making it very important to retain those that are 

already employed and trying to attract more. According to Selesho and Naile (2014), retaining 

academic staff in HEIs is a serious concern due to high labour turnover.  This poses a significant 

challenge to academic institutions as stability, quality, and consistency will be affected. In their 

research, Musakuro and de Klerk (2021) attest that HEIs compete with the public or private 

sector for talent.  Therefore, institutions of higher learning must introduce talent attraction and 

retention strategies to ensure that skilled individuals remain with the institution for longer 

periods.  

 

Lately, TVET colleges have experienced considerable growth because of the need to ensure 

that the NDP becomes a success. To achieve this, the DHET has embarked on a drive to 

increase the number of TVET colleges to accommodate students (DHET, 2015). DHET must 

ensure that the TVET sector becomes attractive to highly skilled employees, especially 

academic staff. These colleges are now competing with other companies in the public sector 

and the private sector for the highly skilled/quality academic staff that are available in the 

labour market.  
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Due to the demand for these scarce skills, attracting and retaining highly skilled academic staff 

has become a big challenge in talent management in these colleges and other institutions of 

higher learning (Terera & Ngirande, 2014).  As a result, public TVET colleges that already 

have highly skilled, qualified, and experienced academic staff in their employ are compelled 

to develop strategies that will keep such staff. Given the demand for highly skilled employees, 

TVET colleges, like any institutions of higher learning are required to have means in place to 

attract and retain skilled academic staff (Khan, 2018), and hence this study explores how a 

TVET college in Johannesburg attracts and retains skilled academic staff. 

 

1.2 Background of the study 

As indicated earlier that highly skilled academic staff are the engine of any institution of higher 

learning, and attracting and retaining these employees is essential for an institution of higher 

learning such as a TVET college to achieve its objectives and gain a competitive advantage. 

These TVET colleges are expected to produce superior students and alumni that will add value 

to the growth of the country. Kassaw (2018) states that it is important for academic institutions 

to attract and retain a highly skilled workforce since these institutions are the places where the 

country's workforce is produced and cater to all types of organisations. It is important for TVET 

colleges to develop attractive reward packages to attract and retain highly qualified academics. 

According to Khalid et al. (2012) and Rusike and Sloka (2019), highly skilled academic staff 

are the cornerstone of any successful TVET college since they are the highest source of 

knowledge and awareness production institutions in the country.  

 

Organisations attract and retain staff for many reasons known to them but the main reason for 

attracting and retaining staff is to ensure that the company gains a competitive advantage while 

on the other hand satisfying the needs of clients/ customers and maximising profit. Attracting 

and retaining highly skilled employees is very important for the success of the organisation. 

Based on extant literature, for an organisation to succeed, it must develop attraction and 

retention strategies that are suitable to attract the required staff and ensure that they remain in 

the organisation for a long time (Erasmus et al., 2015; Fernandez & Worasuwan, 2017; Miller, 

2006). Despite TVET college's efforts to produce knowledgeable students, it remains difficult 

to attract and retain highly skilled academic staff because of competition in the labour market. 

The competition for highly skilled employees is fierce (Kireu, 2019; Mahony, 2019). Schechter 

et al. (2016) state that organisations are compelled to compete to attract and retain highly skilled 
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employees in an environment where there is a skills shortage. Schlechter et al. (2016) further 

state that highly skilled employees in South Africa are continuously in demand and difficult to 

source. Competition between the public and private sectors in South Africa makes it difficult 

for HEIs, specifically TVET colleges to attract and retain highly skilled academic staff. 

However, these TVET colleges are faced with the risk of losing the skilled academic staff they 

already have (Gharib et al., 2017). Losing highly skilled academic staff has serious implications 

for the delivery of quality education, conducting cutting-edge research, and enhancing the 

entrepreneurial capacity of institutions of higher learning (McCowan, 2018; Yirdaw, 2016). 

 

In their study of the influence of compensation on talent retention at a TVET college, Mabaso 

and Moloi (2016) found that the poor application of total reward is a cause for a high turnover 

of academic staff who leave for better opportunities in other sectors of the economy. Buthelezi 

(2018) posits that most academic staff in the public TVET sector are not satisfied with intrinsic 

and extrinsic rewards offered by college councils that represent DHET supports. Moreover, 

Makhubela and Ngoepe (2018) indicate that the resignation of skilled and fully trained 

employees poses a serious threat to organisations as this leads to a significant cost associated 

with turnover. Furthermore, Moloantoa and Darasamy (2017) raise a concern that highly 

skilled academic staff might exit the academic space because of dissatisfaction with such 

factors as work conditions, workload, benefits, and remuneration. 

  

Previous researchers, Eisenberger eta al. (2002); Oswald et al. (2015) show that to keep an 

employee happy, organisations should consider some key factors like knowing the employee 

well, creating an interactive, innovative, and cultural environment that indirectly keeps 

reminding employees to stay loyal to their organisation, offering the reward, and recognising 

best performers. In addition, Galli (2020) submits that pay, job design, and internal 

communication methods in the organisation are considered the most important factors that 

contribute to employee motivation, which in return lead to improved productivity and retention 

of employees in the organisation. The TVET college must find a way to deal with the challenge 

of skills shortage.  

 

Lately, researchers have shown that skilled employees are very scarce due to reasons such as 

resignations and retirements (Horbach & Rammer, 2021; Rasool & Botha, 2011). For every 

organisation to succeed, it must be highly competitive, and this can only be possible if it attracts 

and retains highly skilled employees. To achieve this, certain strategies must be employed by 
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the management of the organisation. The TVET college has a legal and moral obligation to 

ensure a high-quality student output and to strive to improve performance (Mathimaran & 

Kumar, 2017). Tourangeau et al. (2017) argue that management possesses an important and 

obvious role in creating an environment to attract and retain employees to reach its objectives. 

 

Based on the above discussions, for an organisation to succeed, it needs to develop attraction 

and retention strategies that are suitable to attract the required staff and ensure that they remain 

in the organisation for a long time. This study intends to assist in identifying gaps that are less 

researched and provide solutions to problems and challenges that the TVET sector faces in 

seeking to attract and retain highly skilled academic staff that are needed by TVET colleges if 

they are to be successful. 

 

1.3 Scope of the study  

When conducting a study, the researcher must be specific in terms of the study setting. Simon 

and Goes (2013) and Akanle et al. (2020) describe the scope of the study as the parameters 

under which the study is to be conducted. This study was based at a TVET College in the city 

of Johannesburg, Gauteng province. This TVET college was chosen because of its proximity 

to the researcher. Further, no previous research known to the researcher was conducted at the 

TVET college exploring the role of college management in attracting and retaining highly 

skilled academic staff. 

  

All senior academic staff, including Post level 3 (PL3) and Post level 5 (PL5) working at the 

TVET college were identified as having the required characteristics to participate in this study. 

Further, the findings of this study will be useful in identifying and addressing challenges that 

are associated with the attraction and retention of highly skilled academic staff at the college. 

While the college comprises various employees such as support and academic staff, the study 

only focused on academic staff in the college under study. 

 

1.4 Rationale for the study 

In today's fast-paced, competitive world, TVET colleges are continually changing due to 

competition for highly skilled academic staff that are scarce in the market where they operate. 

This competition for skilled employees is fierce, and skilled employees are not always on the 

lookout for job opportunities since most of them are employed (Kireru, 2019; Mahony, 2018). 
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Like other institutions of higher education, TVET colleges are expected to produce faithful and 

devoted human resources to have insights into science and technology (Dacholfany, 2017). 

This can only be realised if the colleges craft strategies for attracting and retaining highly 

skilled academic staff. 

 

The study explored the current employee attraction and retention practices used by the TVET 

college to formulate appropriate recommendations that contribute to the greater effectiveness 

of these practices. This research contributes to the limited knowledge currently available in the 

field of the topic and is intended to assist the college in crafting strategies for attracting and 

retaining highly skilled academic staff at the college. The study will be useful to college 

management including campus managers as it highlights the challenges that the college faces 

and some suggestions on how the challenges can be mitigated. Moreover, this study will not 

only expand the researcher's knowledge in the field and in-depth understanding of the dynamics 

of attraction and retention of highly skilled academic staff, but it will also assist the college 

management in identifying the challenges or factors that affect the attraction and retention of 

highly skilled academic staff and making informed decisions on how these challenges can be 

tackled to improve the overall college performance.  

 

1.5 Research problem statement        

The inability of public TVET colleges to attract and retain highly skilled academic staff, 

coupled with the time taken to hire new academic staff has certain implications for the college 

and students. When a TVET college loses a skilled, experienced, and talented academic staff, 

teaching and learning in the area that was taught by the academic staff who resigned might 

come to a standstill if no replacement is found immediately and lead to students' dissatisfaction. 

Organisations spend a lot of money replacing and hiring new employees; thus, an organisation 

must find a way to keep the employees (Dickson, 2017). In a survey conducted by Horbach 

and Rammer (2021) focusing on labour shortage and innovation, it was found that employers 

across the world are facing a critical shortage of highly skilled employees since the Great 

Recession. Therefore, an organisation must attract highly skilled employees and retain the 

existing skilled ones, to discourage them from leaving the organisation, as it will lead to 

negative impacts on the organisation such as poor performance, low productivity, and low 

output.  
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When I joined the TVET college in 2012, there was a marked increase in the number of highly 

skilled and experienced academic staff members who were leaving the college for different 

reasons.  Some of these academic staff members were leaving the college for greener pastures 

in our sister TVET colleges in the public sector, other government departments, and academic 

institutions in the private sector. Despite the college's attempt to attract and retain highly skilled 

academic staff, the college still one of the TVET colleges that are struggling to attract and 

retain highly skilled academic staff and remains one of the lowest-performing colleges in the 

country. At present, the college is under administration due to mismanagement of funds and 

other related matters. The mismanagement of funds has led to the dismissal of the college 

principal and his replacement in 2019.  

 

During the same period, other top management also left the TVET college due to dismissals 

and resignations. During the same period, a huge number of academic staff also left the college 

due to various reasons and this has led to the loss of highly skilled academic staff. At present, 

the college in conjunction with the DHET is desperately trying to speed up the recruitment and 

placement of top management and academic staff to ensure effective good governance, 

stability, efficient management of funds, and teaching and learning. Although the management 

of the college would appear not to be disturbed or concerned about this state of affairs, the 

number of highly skilled academic staff who left and those that continue to leave the college 

has raised concerns among academic staff and other senior staff members. Questions on what 

is happening at the college and what can be done to ensure that highly skilled academic staff 

are retained remain unanswered.  

 

Several scholars have conducted some research on factors affecting employee retention, the 

effect of motivation on employee retention (Magaisa & Musundire, 2022), and how work 

environment affect employee retention (Nel et al., 2012; Yusliza et al., 2021), and the role of 

remuneration in employee retention (Kinyili, 2018). Regardless of the huge number of studies 

that were conducted, few studies were conducted in the TVET sector focussing on the attraction 

and retention of highly skilled academic staff. Therefore, a study on exploring the strategies 

for attracting and retaining highly skilled academic staff is imperative.  
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1.6 Key research questions 

1. What does a TVET college management in Johannesburg Central understand to be the 

factors causing the high rate of academic staff attrition? 

2. How does a TVET college management in Johannesburg Central attract and retain 

skilled academic staff? 

3. Why does a TVET college management in Johannesburg Central attract and retain 

skilled academic staff the way they do? 

 

1.7 Research objectives 

1. To explore the factors causing the high rate of academic staff attrition at the TVET 

college. 

2. To understand how the TVET college management in Johannesburg Central attracts 

and retains skilled academic staff. 

3. To understand why a TVET college management in Johannesburg Central attracts and 

retains skilled academic staff the way they do. 

 

1.8 Structure of the dissertation 

This study is organised and presented under five chapters, which are briefly stated below:  

 

Chapter 1: Introduction and background of the study 

In this chapter, I provided the introduction and background to the study. I also presented the 

study’s problem statement. Further, I discussed the scope of the study, research questions and 

objectives of the study including the benefits and the rationale for conducting this study. The 

following chapter introduces the literature reviewed and the theory followed in this study. 

 

Chapter 2: Literature review and Theoretical framework 

In this chapter, I provide the review of relevant literature on the research conducted in the field 

of employee attraction and retention. I also paid specific attention to literature that focused on 

attracting and retaining highly skilled academic staff in HEIs. In this chapter, the discussion 

starts by explaining the concept of employee attraction and retention, and management and 

later focusses on the literature related to attracting and retaining employees. In the last section 

of the chapter, I reflect on the theoretical framework that I used in this study. 
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Chapter 3:  Methodology 

In this chapter, I provide a detailed presentation of the methodology used to collect and analyse 

data for this study. I describe the path followed in the study from start to finish. This includes 

the choice of study approach, data collection method, selection of participants, research 

instrument used, and data collection procedure and analysis. 

  

Chapter 4: Presentation of findings 

In this chapter, I present the findings obtained from the study based on the data collected and 

analysed.  

 

Chapter 5 

Lastly, this fifth chapter focuses on the discussion of findings. In discussing the findings of the 

study based on employee attraction and retention, I reflect on what emerged from the interviews 

conducted with participants in a TVET college setting vis-à-vis extant literature and the 

theoretical framing. Further, I make recommendations to college management as predicated on 

the findings. I also make suggestions for further research in the field.  

 

1.9 Chapter summary 

In this introductory chapter, I provided the introduction and background to the study, scope of 

the study, the rationale and research questions informing the study. I also presented the 

objectives of the study, and an outline of the dissertation. The next chapter is Chapter 2, which 

is Literature Review.  
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                                                                CHAPTER 2 

                         LITERATURE REVIEW AND THE LITERATURE REVIEW 

2.1 Introduction 

In this chapter, I provide a review of extant literature, reflecting on research conducted in the 

field of employee attraction and retention. I paid special attention to literature that focused on 

attracting and retaining staff in higher education institutions (HEIs). Researchers conduct a 

review of the literature to identify research that is relevant to the study, assess existing 

knowledge in the field of interest, challenge existing approaches to the research, identify 

relevant theories and findings, and lastly to compare underlying research to shape current 

studies (Onwuegbuzie & Frels, 2014).  

 

Conducting a thorough literature review is one of the key components of the research process, 

giving the focus and direction of the study in question and assisting the researcher in getting 

used to what has been researched in the field of interest. Grewal et al. (2016) state that for the 

literature review to be deemed proper, it must critique scholarly works from various scholars, 

identify gaps in the literature, and create relevant questions to guide future research relating to 

the research topic. I start this chapter by explaining the concepts of employee attraction, 

employee retention, and management, and later focuses on various strategies that assist in 

attracting and retaining employees. Lastly, I explain the theoretical framework used in this 

study.  

 

2.2 Conceptualisation of important terms 

Before discussing the role and the structure of the organisation in the Technical Vocational 

Education and Training (TVET) context and how it can attract and retain highly skilled 

academic staff, the concepts used in the study must be distinguished. Properly describing 

concepts that are used in the study is very crucial before getting into the details of this write-

up.  Key concepts that are briefly explained in this chapter are employee attraction, employee 

retention, and management, and they are very important as explained below: 

 

2.2.1 Employee attraction 

Employee attraction is important for the organisation to succeed. An organisation that invests 

in tools that ensure the attraction of experienced and highly skilled staff gains a competitive 
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edge.  According to Armstrong and Taylor (2020) and Rynes (1991), the process of getting 

potential candidates to view the organisation as an employer of choice is defined as employee 

attraction. Graham – Leviss (2011) define employee attraction as an umbrella term used by 

organisations to market themselves to potential employees. In addition, Armstrong and Taylor 

(2020) further explain that employee attraction involves identifying the most qualified 

candidate’s source and evaluating and utilising the most suitable sources of applicants.   

2.2.2 Employee retention 

The success of a TVET college is based on its ability to attract and retain highly skilled 

academic staff. For this to be realised, it is imperative that the TVET college must retain its 

employees and develop strategies that are suitable for attracting and retaining them. Retaining 

employees who are already in the employ of the organisation is very important for the success 

of the organisation. The term employee retention has been defined and explained differently 

by different authors (Bidisha & Mukulesh, 2013; Mita, et al., 2014) This is because employee 

retention is a crucial challenge that faces many organisations in the country and beyond and, 

in addition, a tool that organisations can use to succeed. Therefore, the definition of employee 

retention may be complex as it may show a different meaning to other people.  

 

Various researchers have also attempted to establish the meaning of employee retention ((Hong 

et al., 2012; Meaghan et al., 2002); Shakeel and But (2015). Amushila and Bussin (2021) states 

that employee retention is a planned and coordinated activity that is taken by an organisation 

to meet the needs of the employees with the view of retaining them.  Ndeipanda (2018) 

describes the retention of employees as a measure that is used by organisations to encourage 

employees who are productive and highly skilled to continue working in that organisation. In 

the view of Mita (2014) and Sishuwa and Phiri (2020), employee retention is a technique that 

is adopted by an organisation to keep an effective workforce and to meet its time operational 

requirements. According to Temba (2020), employee retention is defined as the way of 

inspiring and motivating staff to make them highly committed to the organisation for a period 

that lasts longer or until the completion of a given task.  Further, employee retention is a process 

of holding highly skilled and talented employees for an extended period (Temba, 2020). 

Balakrishnan and Vijayalakshmi (2014) and Singh (2019) define employee retention as the 

different organisational practices and policies, which ensure that employees become loyal to 

the organisation for a long time. Nasir et al.’s (2019) definition of employee retention shares 

similar points with the definition of Balakrishnan and Vijayalakshmi (2014) and Singh (2019), 



13 
 

as they both describe employee retention as procedures, arrangements, and policies meant to 

retain employees for a longer period.  Furthermore, Huang and Zhang (2016) define employee 

retention as steps used by an organisation to inspire employees to continue working for a long 

time. In addition, Naim and Lenka (2018) explain that employee retention is an effort put in 

place by an organisation to retain its employees to maintain its levels of productivity thereby 

achieving its business objectives. 

 

2.2.3 The Concept of management 

Every organisation tries to ensure that it functions effectively. While this is happening in most 

organisations, the TVET college as an organisation must also ensure that it functions in a proper 

way. The management of a TVET college plays a crucial role in ensuring that the college 

attracts and retains highly skilled academic staff to achieve its organisational goals and 

objectives. Various researchers define management differently depending on the industry 

where they operate (Bateman & Snell, 2013; Chiekezie, 2017). Some managers in 

organisations confuse the terms "manager" and management. Bateman and Snell (2013) and 

Chiekezie, (2017) describe management as the pursuit of organisational goals with 

organisational resources. Similarly, Algahtani (2014) describes management as a process that 

is continuously being exercised by a group of individuals who are appointed as executives, 

administrators, and supervisors. The management performs functions and activities that are 

vital for the organisation's success. Without good management practices, most organisations 

will find it difficult to survive (Monye & Ibegbulem, 2018). 

  

The lack of strategic direction, disorganisation, and unmotivated employees will characterise 

the organisation and thus leading to workers not knowing whether they are performing as 

expected (Monye & Ibegbulem, 2018). Management comprises different managers in the 

organisation; these managers perform different roles and responsibilities. Godwin et al. (2017) 

submit that functions and activities performed by management are not only limited to planning, 

organising, leading and controlling but also the extent to staffing, delegation, mentoring, and 

resolving conflicts in the organisation. As stated, that management comprises managers in the 

organisation, and these managers are individuals who manage various departments of the 

organisation with the purpose of achieving the set organisational objectives. Management is 

also regarded as an individual who is responsible for achieving the objectives that are set by an 

organisation through the efficient and effective use of resources (Lussier (2017), In an 
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organisation, managers perform different roles and responsibilities, which are intended to 

support the strategic decision of the organisation. These roles and responsibilities must 

correlate with the position and the level the person occupies in that organisation. Based on the 

definition above, a manager must be both efficient and effective in the organisation, meaning 

that if they are not efficient and effective, that person cannot be regarded as a manager. 

 

Every organisation's management is divided into three levels starting from top, middle, and 

first-level management. Having these three levels of management ensures that division of 

powers and responsibilities are clearly defined to promote the principle of good management 

practice in an organisation (Mahmood et al., 2012; Boutmaghzoute & Moustaghfir, 2021). In 

the context of TVET colleges, managers occupy different positions that start from top 

management, being the college principal as the head of the college and encompass the deputy 

principal academic responsible for academic staff, deputy principal corporate, responsible for 

human resources and other related duties, deputy principal finance, and the newly created 

position of deputy principal registrar or innovation. These top managers are responsible for 

setting the overall strategic direction of a TVET college, which include developing strategies 

that are in support of the overall DHET strategy. The TVET college's top management role 

extends over the entire college and encompasses divisions such as financial roles, marketing 

roles, human resources roles, operations, and procurement. Middle-level management 

encompasses campus managers and departmental managers, and their roles are focused on a 

specific campus and are responsible for ensuring that campus operations run efficiently and 

effectively. The last category of management is first-line managers or subject specialists who 

are responsible for managing individual academic staff in their departments. 

 

2.3 The role of TVET colleges in the country 

Understanding the role that the TVET college sector plays in South Africa’s play is important 

to assist in describing and understanding the challenges that colleges face in attracting and 

retaining highly skilled academic staff. Almost a decade ago, South Africa had approximately 

50 public TVET colleges and more than 50 private TVET colleges (DHET, 2015). TVET 

colleges enrol many students per trimester, semester, and yearly and therefore, TVET colleges 

must ensure that they attract and retain highly skilled academic staff as they are the backbone 

of every organisation' success (Nelson, 2018). Having strategies that appeal to prospective and 

current academic staff could relate to Maslow's hierarchy of needs and human capital theories 



15 
 

that is based on motivating factors that ensure that academic staff are attracted to the 

organisation and remain in the organisation. 

 

In today's fast-paced, competitive world, public TVET colleges are continually changing due 

to competition in the market space in which they operate. The competition for skilled 

employees is fierce, and most of these skilled employees are not always desperate for job 

opportunities since they are involved in consultancy work (Kireru, 2019; Mahony, 2019). 

TVET colleges as institutions of higher learning must upskill the community and the nation at 

large. These TVET colleges play an important role in ensuring that they produce students that 

are industry relevant and can contribute new knowledge to the industry and the economy. 

Therefore, these TVET colleges are expected to attract and retain skilled employees that will 

be able to transfer skills and knowledge to students who must come out of the institution as 

qualified alumni with knowledge relevant to their field of study. 

 

2.3.1 Overview of college management and their work context 

The TVET college under study is situated at the heart of Johannesburg Metropolitan 

Municipality, Gauteng province. The college has more than 380 academic staff members based 

at the college’s various campuses. The College has seven campuses in parts of the Municipality 

such as in Parktown, Alexandra, Braamfontein, Doornfontein, Troyville, Langlaagte and crown 

mines.  Its management is responsible for all the activities of the organisation including 

strategically planning what must be done, organising activities, mobilising resources, and tools 

needed to achieve the set objective, leading the team in performing the tasks, motivating staff, 

and controlling how things must be done in the organisation. The management also plays an 

important role in all management processes. This includes providing strategic direction and 

leadership to ensure that the organisation fulfils its mission, objectives, and goals. Their roles 

also entail guiding the organisation to success. 

  

2.3.2 Management Categories in the Context of TVET Colleges 

As stated earlier that the management of the TVET college plays an important role in ensuring 

that the college attracts and retains highly skilled academic staff, this role is divided into various 

categories of management, which are intended to support the organisational goals and 

objectives.  
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While it is common that top management in organisations normally uses job titles such as Chief 

Operating Officer (COO), Chief Executive Officer (CEO), Chief Financial Officer (CFO), 

President, or Vice President, in the context of the TVET college, top-level management 

comprises senior-level executives such as the college principal, deputy principal – corporate, 

deputy principal –  academic, deputy principal –  finance and deputy principal – innovation. 

These senior level executives are responsible for setting the overall direction of the TVET 

college by developing strategies that attract and retain skilled academic staff and ensuring that 

the college’s major objectives are achieved as per the guideline from the. This top management 

also extend to campus managers who are involved in managing different campuses of the 

college and are led by the deputy principal academic and are also responsible for ensuring that 

the strategic objectives of the college are extended to their respective campuses.  

 

The TVET college’s top management role extends over the entire college and encompasses 

campus management and its divisional managers. The deputy principal – academic, provides 

strategic leadership by ensuring the effective and efficient delivery of quality education, 

curriculum services, and programme offerings in the college. Other responsibilities include the 

following: managing the registration process at the college, coordinating the compilation and 

implementation of all student administration policies and procedures, and ensuring that 

examination preparation for all the programmes and other related activities takes place as 

planned. 

 

Every campus manager as stated above, report to the deputy principal academic and is 

responsible for the overall management of the campus' academic and support staff, leads and 

coordinates the daily management of staff, students, and campus activities. The campus 

manager is also responsible for institutional quality assurance at the campus level, overseeing 

the professional development of both academic and support staff members. Further, the campus 

manager is accountable for all the assets and financial transactions of the institution, monitoring 

and evaluating campus administration processes, assisting with the formulation, 

implementation, and monitoring of policies and procedures to ensure effective and efficient 

management at the campus.  

 

Middle-level management encompasses senior subject specialists and departmental managers 

who report to the campus manager. Their roles are focussed on coordinating the teaching and 

learning support strategies aimed at ensuring that there is the monitoring of student 
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performance across the campus, developing and coordinating the dissemination of study tools 

and techniques to students across the campuses. Further, they monitor the availability and 

utilisation of other academic support resources by students. 

 

The last category of management is first-line managers or subject specialists who are 

responsible for teaching, learning, and managing individual academic staff members in their 

departments. They are responsible for coordinating students, lecturers, and administrative 

processes within the specific department such as management, finance, marketing, or 

engineering department/ section, ensuring effective and efficient utilisation of the available 

resources in the department. Further, they are responsible for coordinating teaching and 

learning, coordinating all academic activities within the section including the management of 

timetables, attendance, and staff allocation and ordering of textbooks, monitoring, and 

evaluation of curriculum delivery. First-line managers or subject specialists prepare all internal 

continuous assessment (ICASS) and Integrated assessments (ISAT) activities including the 

verification of marks and ensuring adherence to policies on attendance and sub-minimum. 

 

2.4 Understanding highly skilled academic staff 

Highly skilled academic staff provide the TVET college with a competitive advantage in that 

they provide quality education. Therefore, they are more important than the physical assets of 

the college (Stafford, 2018). Losing highly skilled academic staff does not only involve a loss 

of individual skill in the TVET college but might also lead to more workload for the remaining 

academic staff as they must carry an extra workload and this may also affect the provision of 

quality education to students (Amushila & Bussin, 2021; Kurdi, et al., 2020). The loss of highly 

skilled academic staff is not only a loss to the TVET college, but a loss to the economy as this 

leads to the loss in intellectual and technical knowledge that is important as it contribute to the 

economic and social growth of the country in general. 

 

2.4.1 Defining a highly skilled academic staff  

An academic staff who exhibit the characteristics that are intended to assist the college achieve 

its objectives and goals are regarded as being highly skilled. According to Gupta and Sinha 

(2020), a highly skilled academic staff member is an employee who works effectively with 

others and has a sense of commitment, is knowledgeable, innovative, bright and an expert in 

his or her field of work. Similarly, Thomas and Letchmiah (2017) describe highly skilled 
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academic staff as an employee who demonstrates consistent levels of high performance, drives 

exceptional business performance through competence, and committed to performing his roles 

effectively.  

 

2.4.2 Characteristics of highly skilled academic staff 

Academic staff are the most important employees because they are the ones who are constantly 

in contact with the students in the college. According to Gupta and Sinha (2020), highly skilled 

academic staff are an important resource for the TVET college due to their critical character, 

knowledge and skills, and it is their characteristic that make them the most valuable assets in 

the college. Since these highly skilled academic staff have the potential to advance and grow 

within the TVET college, it is critical to attract and retain them to enhance the success and 

sustainability of the college as they might be overlooked (Thomas & Letchmiah, 2017).   

 

Firstly, academic staff act as a link between the TVET college and the students because their 

role is to facilitate teaching and learning in the classroom. This means that academic staff must 

be highly skilled because they are responsible for transferring skills and knowledge that is 

required by the students, the community and the country in particular. Secondly, a highly 

skilled academic staff is the one who drives exceptional TVET college performance through 

competence, commitment, and contribution (Hayashi & Dolan, 2013; Korantwi –Barimah, 

2017). They possess the skills and knowledge that are required by the TVET college and 

demonstrate consistent levels of high performance in the organisation, have the required 

academic and professional qualifications in the relevant field that is coupled with considerable 

experience in teaching and general administration. Lastly, a highly skilled academic staff is 

someone who is capable of handling and coordinating multiple roles and maintaining a high 

level of professional and ethical standards in and outside the TVET college.  

 

This is in line with the terms stated in the Government Gazette No: 36654 on policy for 

professional qualifications for lecturers in TVET college that was adopted to encourage 

academic staff to pursue appropriate higher degrees and thereby gain qualifications that could 

be used to achieve the development of professionalism across the TVET sector (DHET, 2013). 

In terms of this policy, academic staff at a TVET college must possess the requisite 

qualification and related industry experience to teach in their area of competence (DHET, 

2013). Accordingly, the need for professional qualifications for lecturers (academic staff) in 
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TVET is very important for addressing the skills gap that is also exacerbated by the turnover 

of highly skilled academic staff and strengthening the quality of teaching and learning. In 

addition, having a highly skilled academic staff provides strong academic, and intellectual and 

leads to the TVET college being successful. 

 

2.4.3 The importance of attracting and retaining highly skilled academic staff in the TVET 

college 

Attracting and retaining highly skilled academic staff is key to the success of any TVET 

college. TVET colleges must keep in their employ academic staff who are highly skilled to 

ensure that the institutions can assist and support students thereby achieving their objectives. 

Attracting and retaining these highly skilled academic staff by the TVET college in today's 

fast-paced and complex business world has become very critical than ever. According to 

Ortlieb and Sieben (2012) and Yameen et al. (2021), attracting and retaining employees has 

become an effort by organisations globally since employees contribute to organisational 

success. Castellano (2013) argues that an organisation must engage the most highly skilled 

employees within the market to remain competitive. These highly skilled academic staff are 

essential for the effective provision of quality education and the success of the college, the 

TVET college must attract and retain its highly skilled academic staff for a long period as they 

assist it to successfully achieve its desired goals and outcomes (Kossivi, et al., 2016). The 

TVET college’s ability to attract and retain highly skilled academic staff might give the college 

management the confidence and assurance that they have the best team in place to effectively 

provide the quality education that is required by the students, the community, the country and 

the economy. 

The importance of highly skilled academic staff cannot be overstated as they provide valuable 

support and expertise needed by the TVET colleges to assist their students in completing their 

programmes. One of the primary roles of the academic staff includes effective classroom 

teaching, academic advising and counselling of students, and they disseminate knowledge to 

students and assist them with developing an understanding of that knowledge and the ability to 

apply it. Furthermore, highly skilled academic staff can assist with the recruitment of students 

and initiatives designed to help students succeed academically, as well as other assigned duties. 

Thus, highly skilled academic staff play a critical role in today's world regarding the effective 

offering of quality education. Without them, the country may struggle to satisfy its needs of 

the community and those of the broader world. Therefore, TVET colleges must attract and 
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retain experienced and knowledgeable academic staff to ensure that the college is successful 

and able to service its clients. 

2.5 Strategies for attracting and retaining highly skilled academic staff 

Institutions of higher learning achieve their objectives of discharging effective teaching and 

learning through the attraction and retention of highly skilled academic staff (Selesho & Naile, 

2014). When these highly skilled academic staff are attracted but not retained, it causes attrition 

in the TVET system. Academic staff as employees of a TVET college are very important for 

the provision of quality education and its success. These academic staff are also key to ensuring 

that the college achieves its goals and objectives. To attract and retain highly skilled academic 

staff, the TVET college must develop suitable strategies (Raj & Bribdha 2017). According to 

Ramos (2019), there are various employee retention strategies that include competitive 

compensation and benefits, providing opportunities for career growth and development, 

fostering a positive work environment, and appreciating employees through the provision of 

recognition of their contribution and rewarding employee achievements. 

 

Several studies reveal that various strategies are used by organisations to attract and retain 

skilled employees and this is dependent upon the level of skilled employees that the 

organisation wishes to attract and retain (Brown et al., 2002; Nekoei & Weber, 2017). For 

example, strategies may be put in place to attract and retain senior officials, people in 

specialised positions, and early vocation high-potential employees with career paths and 

development techniques. The study conducted by Boswell et al. (2017) and Bibi et al (2018) 

submits that pay, benefits, work-life balance, performance and recognition, development, and 

career opportunities assist with the process of attracting and retaining employees to the 

organisation. Similarly, studies that were conducted in employee attraction and retention also 

identified the factors that lead to attrition and thus have an impact on the organisation's success 

(Brown et al., 2002; Nekoei & Weber, 2017). Among factors that lead to attrition in TVET 

colleges, Owence et al. (2014) and Deas (2027) identified poor leadership, a poor salary scale, 

poor working conditions, the lack of growth and career opportunities, and excess workload as 

factors that lead to employees deciding whether to stay or leave the organisation.  

  

Many studies are important to the current study (Adeosun & Ohiani, 2020; Jadon & Upadhyay, 

2018; Maria et al., 2021; Marinakou & Giousmpasoglou, 2019; Papa et al., 2018). Although 

some of the above studies were not conducted in the context of HEIs, they provide a theoretical 
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background and literature on employee attraction and retention. They provide a better 

understanding of the complexity of challenges faced by organisations in determining the factors 

that are important for attracting highly skilled employees. Many factors can lead to an 

organisation being able to attract highly skilled staff. Weerasinghe (2017) argues that for 

organisations to succeed, they must implement talent management in their strategies and retain 

their employees. 

 

While attracting and retaining highly skilled academic staff is considered a serious challenge, 

the same is said of retaining them. For an organisation to succeed, it needs to develop a 

retention strategy that will appeal to employees so that they can stay in the organisation. 

According to Mathimaran and Kumar (2017), retaining key or highly skilled academic staff is 

critical and important to the long-term health and success of any organisation. Gan and Yusof 

(2019) state that highly skilled employees are the major assets of organisations and could 

improve overall organisational performance. Further, Gan and Yusof (2019) submit that to 

enhance their competitiveness, organisations must look for strategies/ factors that can attract 

and retain employees, especially those that are highly skilled.  

 

Theron’s (2015) talent retention framework identified key contributors to employee retention. 

According to this framework, an organisation must consider factors such as compensation and 

recognition, management support, and satisfaction with organisation practice to retain 

academic staff. Similarly, the study conducted by Singh (2018) affirms that compensation, 

work-life balance, self-grooming, and great interchange are the factors that mostly affect the 

rate of employee attraction and retention in organisations. Some researchers have identified 

key factors that attract and retain skilled employees (Adeosun & Ohiani, 2020;  Maria et al., 

2021). According to Adeosun and Ohiani (2020), for companies to attract and retain talent, 

they can leverage salary, brand name, referral, and job security as core factors in attracting and 

recruiting quality talent. Research focusing on talent attraction and retention of private sector 

organisations in Saudi Arabia found that to attract and retain highly skilled employees, most 

organisations relied on employee referrals as a recruitment source, interviews as a selection 

method, and providing training programmes for developing employees and creating 

opportunities for growth as part of their employee retention strategies (Maria et al., 2021).  

 

Organisations that are not always successful in attracting and retaining highly skilled 

employees, can use attraction and retention strategies that are tried and tested by other 
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organisations (Bibi et al., 2018; Covella et al., 2017; Kehr, 2020). Similarly, Qazi et al. (2015) 

argue that organisations must have a strategy for retaining such highly skilled employees to 

create feelings that they are appreciated in the organisation. Johennesse and Chou (2017) state 

that employee retention is intended to maintain a state in which employees individually decide 

on whether they leave or stay with their organisation. In addition, Ojasalo and Tähtinen (2016) 

posit that involving employees in setting policies and decisions within their organisation 

ensures that they find it difficult to leave the organisation. 

 

The study conducted by Marinakou and Giousmpasoglou (2019) submit that strategies such as 

compensation, training and development, teamwork, succession planning, and friendly culture 

are used to retain talent. Similarly, Jadon and Upadhyay (2018) posit that strategies for 

attracting and retaining employees include empowerment, management practices, cooperation, 

operating styles, and role performance. On the contrary, Chinyio et al. (2018) state that salary, 

gratuity, and pension are used as strategies to influence employees to stay with the organisation. 

Studies exploring the causal relationship between the antecedents and consequences of talent 

management for early career academics in South African HEIs, it was found that recognition, 

rewards, and compensation have negative implications on turnover (Barkhuizen et al., 2017; 

Lesenyeho et al., 2018). On the other hand, Mabaso and Dlamini (2018) argue that a total 

rewards strategy that consists of compensation, performance management, recognition, and 

employee development and career opportunities, benefits, and work-life balance enhance the 

commitment of academic staff in a HEI.  

 

It is difficult for TVET colleges and other organisations to replace the knowledge, skills and 

experience that might be lost due to resignations and other factors (Makhubela & Ngoepe, 

2018). It is important that strategies that will attract and retain highly skilled academic staff be 

crafted since the inability to attract and retain these employees could have a negative impact 

upon the college operational functions including the provision of quality education. 

 

2.5.1 Supportive work environment/ conditions 

A supportive work environment is an environment that is neat, hygienic, and has the required 

infrastructure. According to Tripathi (2014), the work environment can be defined as the 

environment in which people work including physical setting, job profile, culture, and market 

condition. 
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A supportive work environment is defined as a climatic component that consists of 

supervisory/peer support, obstacle, and prospect to apply learned behaviour in the workplace 

(Boswell et al., 2017). This includes the physical environment as well as the conducive mental 

climate required for the smooth performance of the employee. According to Onu et al. (2018), 

a workplace environment is defined as a system of structures where needs, equipment, and 

other facilities are put in place to serve and meet the requirements and needs of employees 

tasked with the responsibility to achieve a given set organisational goal.  

 

A workplace environment is anything that exists around an individual saddled with the 

responsibility to carry out a function (Mušura et al., 2013). The work environment consists of 

both internal and external environments where the internal embodies facilities, structures, 

office arrangements, and welfare arrangements made to serve the employees in specific and 

organisation in general (Obiageli et al., 2015), whereas the external environments are often 

regarded as elements which are beyond the control of the organisation that engages the 

employees. This work environment also influences the organisation's ability to retain talented 

people (Massoudi & Hamdi, 2017). However, for a work environment to be an effective 

employee retention factor, the work environment needs not only to be simply the location 

where employees complete their tasks on a daily basis, but must also be where the working 

experience for employees is a pleasant one, where adequate resources are provided and where 

there is some degree of flexibility, for example, in terms of work hours (Kagwi, 2018; 

Massoudi & Hamdi, 2017).  According to Kagwi (2018), work environment and conditions can 

be categorised into the physical workplace environment (which is the context of the office 

layout and design) and, the psychosocial work environment (which are factors including 

working conditions, and social support from supervisors). 

 

Research has shown that a supportive work environment, informal work culture, fair and ethical 

leadership, and positive reputation are some of the factors responsible for attracting prospective 

and retaining current employees (Arasanmi & Krishna, 2019; Deepa & Baral, 2018; Jain & 

Bhatt, 2015). When the work environment is good, it leads to greater job satisfaction and 

greater motivation leading to enhanced performance. The provision of a supportive work 

environment is important to attract and retain highly skilled academic staff. Some scholars are 

of the view that for an organisation to succeed in attracting and retaining highly skilled 

academic staff, it needs to provide academic staff with a supportive environment (Irshad, 2023; 

Nasir et al., 2019; Pawirosumarto et al., 2017).  
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In the study conducted by Msengeti and Obwogi (2015) and Kundu and Lata (2017), it was 

discovered that a positive work environment influences employee retention. Some employees 

quit their jobs because of the climate in which they work (Irshad, 2023; Naz et al., 2020; 

Pawirosumarto et al., 2017). Pawirosumarto et al. (2017) further emphasize that having a 

supportive work environment gives a good impact on the continuity of employment, while on 

the other hand, a toxic work environment will negatively affect the continuity of employment. 

This creation of a supportive work environment inspires employees to accomplish tasks and 

achieve organisational plans (Dwesini, 2019). Further, this creation of a supportive work 

environment encourages employees to come to work while on the other hand inspiring them 

and sustaining them the whole day (Dwesini, 2019). Employees will remain in the organisation 

if they enjoy the work environment. However, the results of the study conducted by Nurisman 

(2015) found that work environment and employee development were not significant in 

employee retention. 

 

Massoudi and Hamdi (2017) submit that creating a good work environment can encourage 

employees to feel positive about the space they are working in and be more productive and stay 

in the organisation.  The study conducted by Way et al. (2019) found that the work environment 

influences the productivity of academics in organisational settings. These findings corroborate 

the findings of study conducted by Kapenda and Pieters (2017). Kapenda and Pieters (2017) 

argue that for productivity to improve in an organisation, a desirable and supportive work 

environment must be in place. Similarly, Rattu et al. (2018) added that a supportive work 

environment has a positive influence on the retention of employees. This corroborates findings 

by Gangwani et al. (2016) who submit that the work environment plays an important role in 

employee retention. Having a supportive work environment ensures that there is a good and 

long-lasting relationship between employees and the organisation in which they work.  

 

2.5.2 Training and development 

Academic staff are required to have the required skills, knowledge, abilities and competencies 

to be able to provide quality education to students (Al Kurdi et al., 2020). As a way of attracting 

and retaining highly skilled academic staff, training, and development are very important as 

trained employees can perform their job effectively. Training and development are regarded as 

a process of upskilling the workforce in the organisation. Various researchers define training 

differently. According to Vincent (2020), training is regarded as a procedure that is organised 
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to ensure that a person learn a skill or knowledge for a period with the purpose of achieving a 

particular objective. Chang and Teng (2017), describe training as a process where a skill is 

acquired for the purposes of a task. Considering the above definitions, they all refer to training 

as a skill that is obtained for a particular purpose. In an organisation, training is used to ensure 

that employees are developed in the field of their work with the purpose of achieving the set 

organisational objectives. 

 

Organisations use training and development as tools to motivate employees to stay in an 

organisation for a long time. The terms training and development are sometimes regarded as 

the same. Armstrong and Brown (2019) describe training as the use of systematic and planned 

instruction activities that are intended to promote the learning process. Training and developing 

employees are very important for the organisation to realise its objectives and succeed. The 

two play an important role in ensuring that the organisation stands out amongst its competitors 

in terms of performance and production. When employees are trained and developed, they feel 

motivated and that improves their stay in the organisation (Ahmed, 2016). Similarly, some 

scholars recognise that training and development as having an impact on employee attitudes 

towards their respective organisation on whether to leave or stay (Armstrong & Brown, 2019; 

Mathis et al., 2017). On the one hand, lack of training and development in the organisation 

demotivates employees. This view is supported by Bishop (2018), asserting that training and 

development of employees is very important in the rapidly changing work environment. If 

academic staff are not constantly trained, they will cease to be relevant and equal to the task as 

their skill and knowledge may be outdated with time. On the other hand, training academic 

staff will increase their morale and increase their retention rate. Moreover, providing adequate 

training will minimise errors that are normally committed by less skilled employees and 

prevent the disruption of service in the college. 

 

Various studies have found that for employees to grow within the organisation, they depend on 

training and development (Ldama & Bazza, 2015; Koteswari et al., 2020). Further, these 

employees’ career growth is dependent on the training and development of employees. In 

another study, Omoikhudu (2017) found that training employees has a greater impact on 

employees' decision to quit or to hold on to the organisation. Omoikhudu (2017) further states 

that trained employees feel more delighted, satisfied, and cheerful when managers or 

supervisors appreciate their performance, which makes them more active and motivated in their 

roles. Similarly, in a study conducted by Okechukwu (2017), it was discovered that a positive 
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relationship between training and development and employee attitude (job satisfaction) in 

higher education in Malaysia prevailed.  

 

Bibi et al. (2018) argue that while training and development help in retaining employees, they 

also make the employees attractive to other organisations by increasing their skills, knowledge, 

and abilities thus making it easier to be attracted by competing organisations. Gharib et al. 

(2017) maintain that training and development have a significant effect on talent retention. By 

investing in the training and development of its employees, an organisation creates an 

environment that will encourage communication and facilitate the exchange of knowledge and 

ideas among employees (Mzimela & Chikandiwa, 2017; Bhakuni & Saxena, 2023). In addition, 

Aliyu et al. (2018) submit that training and development enhance employee performance and 

productivity. 

 

Academic staff who are competent strive to boost their teaching abilities, and increase 

knowledge, and are eager to upgrade their qualifications. Shen and Tang (2018) argue that even 

the knowledge applied, and the skills that employees acquire from the workplace, as well as 

the effect of training and development on service quality, are currently not clearly defined. 

Developing academic staff helps with their job satisfaction and potentially reduces their 

workload. When this is done, it is hoped that it may lead to increased attraction and retention 

of highly skilled academic staff. Their stay in the organisation can be realised if the training 

provided is intended to provide the skills that improve the performance of the employees 

(Babakuset al., 2017; Santoro et al., 2020). 

 

According to Salah (2016), the provision of limited training to academic staff results in them 

being demotivated, and unproductive, and their abilities being hindered significantly towards 

the provision of quality education, teaching, and learning. If academic staff are not 

continuously trained and developed, they will continuously struggle to perform their core 

functions, which include research in the subject content, teaching and learning, continuous 

professional development, and community engagement. Furthermore, Al-refaei (2019) argues 

that when the organisation supports employees by offering training and development to 

improve their knowledge, skills, and abilities, then employees feel obligated to support their 

organisation by providing a high level of service quality. 
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Focusing on the training and development of highly skilled academic staff in the TVET sector 

will ensure that they remain up to date with new knowledge and skills that are relevant to their 

work, which in turn leads to an increase in their morale and results in them remaining in the 

organisation for a longer period (Adejare et al., 2020). If the academic staff stay in the TVET 

college for a longer time, they will be more skilled and productive. Yaghi and Bates (2020) 

submit that it is important that institutions of higher learning invest in the training and 

development of their academic staff for the benefit of both the staff member and the institution. 

This view corroborates Shen and Tang (2018), who argue that every training programme that 

is offered to employees guarantees them obtaining a piece of new knowledge or skills, that 

could help to increase the benefit from their work and to have more promotions in their work. 

 

2.5.3 Career development opportunities and growth 

Good employees want to advance in their careers. Career growth is considered another 

important variable affecting employee intentions on whether they stay with organisation or 

leave. Employees are motivated by the prospect of promotions, and the chance to take on more 

challenging work. If the training they received does not enhance their career growth within the 

organisation, they start looking for opportunities elsewhere. Johnson (2020) views career 

development as a process used to explore self-knowledge, and decision-making that shapes an 

individual’s career. According to Fadhallah (2013) and Thomas et al. (2017), a career is defined 

as a life experience behaviour and attitude that is shown by a person concerning the activities 

and work experience, values, and aspirations to develop throughout one’s lifetime.  

 

Career growth is a practice that is intended to improve  and employee’s employability in order 

to pursue the career of choice (Adnyani & Dewi (2019). While it is true that employees will 

one day leave the organisation, providing them with career growth opportunities may 

improve retention. Failure by the employer to ensure that employees are considered for 

career growth opportunities will lead to them finding that elsewhere. When career growth 

opportunities are available and easily accessible to employees, they tend to feel empowered 

and encouraged to make the most out of their current skills and further explore their full 

potential in the workplace. Again, providing employees with career growth opportunities 

makes them feel valued, appreciated, and cared for beyond their job title. Further, making 

career growth part of the organisation’s values and culture can also assist with improving the 

retention of employees. 
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Given that some institutions of higher learning may not afford the funding for academic staff, 

they must focus on career development as it will assist academic staff to remain competitive in 

the job market (Moyo & McKenna, 2021). Similarly, Moodly and Toni (2017) submit that it is 

important for institutions of higher learning to offer career growth to employees as this is an 

ongoing process and lifelong. It is very critical that employees are recognised in one way or 

the other and respected. 

 

Al-sharafi et al. (2018) argue that career development has no relationship with employees’ 

retention. However, Smit et al. (2016) submit that investing in employees’ career growth 

opportunities develops their sense of obligation and organisational commitment. The findings 

also indicate that not enough is done to ensure that every academic staff is developed to their 

optimum. While there are many ways in which the TVET college management can promote 

the growth of highly skilled academic staff, failure to ensure that it is ongoing and continuous 

may lead to this highly skilled academic staff not feeling supported and ending up deciding to 

leave the TVET college. Therefore, it is important that the TVET college must create 

opportunities for growth/ to attract and retain highly skilled academic staff.   

 

2.5.4 Recognition and employee reward 

To ensure that highly skilled academic staff are attracted and retained, it is important that the TVET 

college must be recognised and rewarded for their contribution to the college. Recognising and 

rewarding highly skilled academic staff for their hard work goes a long way in increasing 

productivity, enthusiasm, and retention. Previous research has found that employees who get 

recognised and rewarded for their hard work tend to have higher self-esteem, are more confident 

in what they do and are also willing to take more challenging jobs (Nyakundi et al., 2012; Tirta, 

et al., 2020). According to Magaisa and Musundire (2017), rewards increase the morale of the 

employees, self-esteem, and well-being. However, the lack of recognition and rewards for 

academic staff may hurt their decision to stay in the college.  

Similarly, in a work environment where the employer values employees’ contribution, 

employees are appreciated to boost their morale and improve their stay in the organisation. 

When academic staff are not given recognition and rewarded accordingly for their efforts and 

contribution in the college, they will be demotivated and start looking elsewhere for opportunities 

(Elstad & Vabø, 2021). While it cannot be disputed that offering adequate remuneration is 

critical to attracting and retaining highly skilled academic staff, it is equally important for the 
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TVET college to have a recognition and reward programme that appreciate the contribution of 

academic staff if it wishes to attract and retain highly skilled academic. 

The reward system is believed to be a very powerful strategy that motivates and retains 

employees in an organisation. According to Langove and Isha (2017), recognising and 

rewarding employees for their hard work increase their morale, self-esteem, and well-being. 

Giving employees monetary or non-monetary rewards ensures that prospective employees are 

attracted to the organisation. Rewards provided by organisations are often categorised into one 

of three distinct types namely task, social and organisational rewards (Nazir et al., 2016; 

Hussain et al., 2019).  A good rewarding system motivates employees (Cheema et al., 2013). 

A good reward such as a salary and a bonus attract prospective employees to the organisation.  

 

Employees want to be paid handsomely and if the company can pay employees well, this will 

be a good factor to attract them. Ahsan (2018) submits that rewards such as direct wages and 

salaries and fringe benefits influence employees' decisions to stay or quit their jobs. Idris et al. 

(2017) suggest that if an organisation is to retain skilled employees, it must give them financial 

rewards. On the other hand, Bustamam et al. (2014) classified rewards into two main 

categories, which are financial rewards and non-financial rewards. In the view of Akgunduz et 

al. (2020), when employees receive financial rewards, they instantly perceive the meaning of 

their work. In addition, Obicci (2015 as cited in Mabaso & Dlamini, 2018) submit that for any 

organisation to be able to attract and retain highly skilled and committed employees, it must 

put in place appropriate total rewards since it plays an important role in enhancing employees' 

commitment thereby leading to their retention in the organisation. 

 

Recognition and rewards are considered as motivating factors for ensuring that employees 

remain with an organisation for longer than they may otherwise have done. According to Koo 

et al. (2020) recognition and rewards are given to not only motivate the employees so that they 

work hard for the organisation but also, to assist in attracting highly skilled employees and 

retaining employees as well. In addition, it is very difficult to reward an academic staff due to 

its design. The industry is highly regulated and most of the decisions are taken at a centralised 

level. Therefore, it is important to ensure that the organisation recognises and rewards 

employees to avoid the dissatisfaction, which may encourage them to leave the organisation 

(Mngomezulu et al., 2015). In addition, in trying to attract and retain employees, the 

organisation can also give them monetary rewards in the form of cash and allowances, or it can 
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be non-monetary recognition in the form of certificates of appreciation (Nasir & Mahmood, 

2018). Hassan (2022), Ndungu (2017) and Rodriguez (2014) states that giving employees 

rewards and incentives increases their morale and adds value to their achievements while on 

the other hand, motivating them to be more productive. If employees are dissatisfied, it will 

lead them to look for opportunities elsewhere. 

 

2.5.5 Compensation  

Although academic staff may be more motivated by a desire to shape the country than some 

other employees, training, development, and promotions are not enough to retain highly skilled 

academic staff in the college. The extent to which potential academic staff chooses to enter and 

stay in the teaching sector is highly influenced by the availability of better compensation and 

higher-paying job opportunities. Boardman et al. (2020) submit that compensating employees 

who value their work adequately is very important as it assist in improving their retention. 

 

Compensation is described differently by various researchers (Hasibuan, 2011; Sorn, et al., 

2023). It includes salary and wages, benefits, bonuses, and additional perks.  Researchers such 

as Osibanjo et al. (2014) and Handaru, et al., (2013) describe compensation as both financial 

and non-financial remuneration as a form of appreciation offered to employees by employers 

for the various contributions they made to the organisation. Heathfield (2016) posits that a 

bonus is compensation for extra work over and above the amount of payment stated in the 

employee's contract of employment. In Bernadin’s (2015) view, compensation is described as 

all the forms of financial returns and tangible benefits that the employer gives the employees 

as part of their employment relationship. It is the entire sum of monetary and non-monetary 

pay given to an employee by the employer in return for work performed as required (Bussin & 

Brigman, 2019).  

 

There are 10 forms of compensation for employees, such as job bonuses, holiday/pension 

allowance, family health insurance, employee involvement in the insurance programme, 

employee recreation programme, awards for outstanding employees, and adequate leave 

periods (Hafanti, 2015). For Berry (2015), compensation is categorised into two broad types 

namely wages and salaries. A wage is paid to employees who are employed for a fixed period 

and paid hourly or daily while a salary is what is paid to people that are on a continuous term 

contract and this salary is fixed weekly, monthly or an annual rate of pay. Olson et al. (2018) 
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state that these forms of compensation are very important to the needs of employees. 

Compensation systems, therefore, are intended to reward past and influence future employee 

behaviours.  

 

Adequate compensation is important for the success of any organisation. It plays a fundamental 

role in attracting and retaining highly skilled academic staff in the college. Therefore, the 

TVET college must have a compensation plan that is competitive in the market so that 

academic staff can remain in the college. Compensation is the main reason why people want 

to work (Putri et al., 2019). Putri et al. (2019) explain that compensation is an appreciation 

received by employees of the company and from the company, whether in the form of money 

or not money in return for having devoted their energy, time, and mind to always provide the 

best performance in the organisation. According to Gomez-Mejia et al. (2016), employee 

compensation is made up of base pay and fringe benefits. Gomez-Mejia et al. (2016) added 

that base pay or cash pay is the direct pay provided by an organisation to employees for work 

performed and these include salary, overtime pay, shift allowance, uniform allowances, and 

pay contingent on performance like merit awards, incentive pay, bonuses, etc.  

 

In their study focussing on talent retention of academic staff in South African higher education 

institutions (HEIs), Barkhuizen et al. (2020) state that researchers (Makondo 2014; Onah & 

Anikwe, 2016) confirm that poor pay affects an academic's decision to leave an institution. 

This corroborates Chabaya et al. (2014) who found that academic staff feel that the pay they 

receive from their employers is not worth their value. Selesho and Naile (2014) also 

highlightened the effect of compensation on the academic staff's decision to leave or consider 

leaving the sector.  While compensation is believed to be important in the attraction and 

retention of employees (Das & Baruah, 2013), Amoatemaa and Kyeremeh (2016) argue that 

this has very limited short-term effect on employee attraction and retention.  

  

On the contrary, Kossivi et al. (2016) argue that there is no relationship between compensation 

and the retention of employees, meaning that employees who are rewarded handsomely by 

their employers may also leave if they feel there is a need to do so. A TVET college needs to 

provide a fair compensation system for its employees if it is to retain them (Syahreza et al., 

2017). Turnea (2018) added that organisations that want to attract and retain talented 

employees also need to provide them with an attractive compensation plan. Fair compensation 

contributes to attracting and retaining highly skilled academic staff (Sorn et al., 2023; Wibawa 
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& Indrawati, 2015). According to Mabaso and Dlamini (2018), organisations that have a 

compensation strategy that is competitive play an important role in motivating, encouraging, 

and retaining skilled employees. Chiekezie et al. (2017) argue that failure by management to 

develop and implement a fair compensation plan might lead to highly skilled academic staff 

looking for better offers elsewhere.  Fair compensation has a high effect on employee retention 

within an organisation because if employees are compensated accordingly, they will feel that 

the organisation is caring about their needs. Consequently, providing fair compensation ensures 

that employees are retained in the organisation (Kanaiya & Mustanda, 2020; Putra & Rahyuda, 

2016; Syahrenza et al., 2017). 

 

Organisations that offer a salary with benefits that are hard to match can attract and retain 

highly skilled employees (Dechawatanapaisal, 2018; Shaukat et al., 2017). Research has shown 

that high compensation is associated with employee turnover intentions (Dechawatanapaisal, 

2018; Shaukat et al., 2017). Having a compensation plan that is attractive to employees helps 

them to remain motivated and want to stay in the organisation. In addition, Alferaih et al. (2018) 

support that if an organisation has an appropriate organisational compensation system in place, 

it will help to make their employees more efficient.  

  

2.5.6 Work-life balance  

Practicing a healthy work-life balance involves an interaction between work and other activities 

such as participating in family meetings or gatherings, community activities, leisure, social 

obligations, health and personal development. Lately, work-life balance is considered by 

organisations as playing an important role in an employee’s decision to leave or stay in the 

organisation. A healthy work-life balance is important for academic staff’s psychological 

wellbeing as it involves their ability to balance their work and private or family life.  

 

Work life balance is explained differently by various authors It is the ability by an individual 

to balance one’s professional work, family responsibilities, and other personal activities 

(Kerdpitak & Jermsittiparsert, 2020; Kumar, 2017). Similarly, Mazerolle (2018) describe 

work-life balance as the ability of employees to balance their time to fulfil both work and home 

responsibilities, which are enhanced through time balance, involvement balance, and 

satisfaction balance with both roles and responsibilities. In the view of Robbins and Coulter 

(2012), work-life balance encompasses various resources for caring for the parents of the 
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employees and their children including their healthy and having a programme in place to deal 

with the welfare of its employees.  

 

Several scholars have stressed the importance of having a healthy work-life balance in the 

workplace (Coulter, 2023; Garg & Yajuverdi, 2016) According to Abdirahman et al. (2020), 

work-life balance is an important issue that organisations must address to ensure that 

employees are retained. The creation of a work-life balance by the organisation makes 

employees feel satisfied with their job and remain in the organisation for a long time. Academic 

staff in TVET colleges are faced with challenges of how to integrate their work and family 

affairs (EL-Kassem, 2018). A healthy work-life balance is also important to help employees 

stay motivated at work and be retained. Employees must achieve a balance for the benefit of 

their health, family, and work responsibilities. Bothwell (2018) states that academic staff in 

HEIs suffer from poor mental health outcomes such as stress, anxiety, and depression.  To 

reduce this, Rodríguez et al. (2020) submit that work-life balance can provide employees with 

flexible practices that reduce stress, fatigue, and conflict. Rodríguez et al. (2020) further state 

that implementing work-life balance policies in the organisation is one of the retention 

strategies that must be implemented by the management of an organisation. However, the 

outbreak of the coronavirus diseases 2019 (COVID-19) pandemic and the shift to remote work 

that was necessitated by the need to continue operating, have taken a toll on the work-life 

balance of most employees in organisations. This led to less employee engagement and it 

constitutes a major cause of employee burnout. If the college can give attention to employees 

who struggle to manage work and home life, it will go a long way towards retaining highly 

skilled academic staff.  

 

According to Balamurugan and Pasupathi (2018), work-life balance has become a matter of 

great concern to both the employer and the employee in the organisation. A healthy work-life 

balance leads to employees being loyal to the organisation that they are working for (Garg & 

Yajurvedi, 2016). Lestari and Margaretha (2021) posit that work-life balance allows employees 

an opportunity to balance their career work life on one side and their personal life on the other 

side and leads to job happiness. Noronha and Aithal (2020) submit that individual, family, and 

organisational elements play a pivotal role in determining the extent of work-life balance 

amongst academic staff. A study conducted by Tyagi (2020) among teaching professionals 

focusing on their work-life balance, found that obtaining a suitable balance between 
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professional and personal life was very crucial in determining organisational and overall 

effectiveness.  

 

Daily, academic staff find themselves having to many responsibilities such as managing 

classroom teaching and learning, performing administrative du ties in the TVET college, and 

developing themselves through the acquisition of higher qualifications, researching relevant 

subject content, and attending academic gatherings. These have proven to be difficult for 

individual employees to manage with family affairs. These challenges often overlap as an 

academic staff has extra work hour duties such as weekend classes, thereby spending 

considerable time away from home. Creating a healthy work-life balance is essential for 

employees, given that employees are satisfied when they have understanding managers. 

Therefore, creating a work-life balance for academic staff can be a trigger not only for the 

quality of education but also for ensuring that programmes that are offered by the TVET college 

are more sustainable in the short to long term (Mythili & Alban, 2018; Zehra & Rukhsana, 

2020). Further, the organisation must create a work-life balance that will attract and retain 

employees. The failure by the TVET college to provide favourable work-life balance to highly 

skilled academic staff may affect the core business of the college, which is teaching and 

learning. In addition, it is important for the TVET college to develop programmes that are 

aimed at meeting the needs of the employees while creating a balance between their private 

life and work life. 

  

While it is important for the TVET college to focus on the provision of quality education to 

students, it is equally important that it also focusses on the psychological aspects of its 

academic staff to stimulate positive attitudes, self-esteem and motivation so that they can 

remain in the college. The psychological wellbeing of academic staff includes high self-esteem, 

satisfaction with their work and an overall sense of harmony in their life. This idea of focussing 

on the psychological aspects of academic staff ensures that they have adequate time to fulfil 

their family and work commitments (Abdirahman et al., 2020).  

 

2.6 Theoretical framework 

In qualitative research, a theory assists in making sense of what will be of help in answering 

the research questions. According to Collins and Stockton (2018), a theory is explained as a 

big concept for organising many notions with strong clarifying influence. As noted by Kivunja 
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(2018), theoretical frameworks in the research context consist of the theories expressed by 

researchers in their fields of study and which provide a theoretical focus for both the data 

analysis and the interpretation of results. These theoretical frameworks provide answers to the 

research questions which originated from the review of relevant literature, including both 

theoretical and empirical literature, as well as from the evident gaps in the literature (Lederman 

& Lederman, 2015). 

 

Literature suggests that the attraction and retention of employees are addressed through 

motivational theories (Akhtar et al., 2014). Motivational theories are useful when trying to 

establish how various motives affect human behaviours. Many theories explain the vital role 

that organisations play in attracting and retaining employees. This study relies on management 

and talent theories. For this study, Abraham Maslow's hierarchy of needs theory and the human 

capital theory were selected as the most suitable theoretical frameworks for this study.  

 

Maslow's hierarchy of needs and human capital theories were used in this study to explore how 

the TVET college's management can attract and retain highly skilled academic staff. Although 

these theories were propounded to address motivational issues in the workplace, they were also 

found to be necessary for understanding the attraction and retention of highly skilled academic 

staff. These theories were selected for their relevance to the topic under study since the factors 

addressed under the theories motivate employees on whether they stay with the organisation or 

leave. In addition, using these theories assisted me in addressing what employees value as 

important for them in the TVET college. 

 

The choice of Maslow’s hierarchy of need theory can help the TVET college on strategies that 

can be used to attract and retain highly skilled academic staff by understanding their 

fundamental needs such as the creation of a positive work environment, encouraging teamwork 

and providing opportunities for academic staff to grow. In addition, addressing academic staff’s 

fundamental needs using Maslow’s hierarchy of needs can have a significant impact on 

academic staff retention. On the other hand, human capital theory was chosen to complement 

Maslow’s hierarchy of needs as it encourages management to invest in academic staff 

development. The development of academic staff can not only ensure academic staff growth 

but can also drive the college to new heights while on the other hand improving organisational 

performance (Ahmed et al., 2023). In addition, like Maslow’s hierarchy of needs theory, the 
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application of this theory can also assist with the retention of highly skilled academic staff 

which is crucial for the TVET college’s success. 

 

Most of the literature reviewed focused on Maslow's hierarchy of needs and its role in attracting 

and retaining employees in different work settings other than the TVET sector (McLeod, 2018) 

Few studies have been conducted on this hierarchy of needs in academic settings, especially 

among highly skilled academic staff in TVET college settings (Fisher & Royster, 2016); 

Omodan, 2022). Therefore, the study aimed to explore the current employee attraction and 

retention practices used by the TVET College to attract and retain highly skilled academic staff. 

On the same note, the human capital theory that was proposed by Schultz in 1961 and later 

developed extensively by Becker (1964) was also found to be suitable for this study. In 

addition, using these theories will assist in addressing what employees value as important for 

them. In addition, Maslow's hierarchy of needs and human capital theories are appropriate for 

this study because they complement each other. Employees are attracted and retained by the 

organisation that has strategies in place.  Factors such as better pay that helps employees meet 

their needs, job security, and a quality work environment are very important in attracting and 

retaining employees. For workers to perform better and remain in the organisation for a long 

period they must be trained, thus human factor theory connects with Maslow’s theory in that 

workers need to have skills that are necessary for the organisation.  

 

2.6.1 Maslow's hierarchy of needs theory  

When Maslow wrote a paper titled "A Theory of Human Motivation," he proposed five core 

needs that form the basis for human behavioural motivation as he believed that they play an 

important role in motivating employees. Maslow’s hierarchy of needs posits that humans are 

driven to rise above the basic “deficiency needs” to what is described as "self-actualization." 

Using this theoretical framework as a starting point in analysing reasons for the high rate of 

highly skilled academic staff attrition in the TVET college helps college management to better 

understand the factors that lead to the attraction and retention of these staff members. Although 

this theory was developed many years ago, it is still being used by organisations to understand 

the employee's needs, satisfy them, and motivate them so that they can stay for a long period. 

Organisations must accommodate new needs that might be brought by employees as their wants 

and needs change with time. The theory views motivation as an important factor that should be 

considered by management to attract and retain skilled staff.  
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According to the above pyramid, physiological needs are based at the bottom level of the 

pyramid while self-actualisation needs are placed at the top of the pyramid. This level is made 

up of fundamental biological needs such as food, water, air and shelter. The theory submits that 

the needs in the lower tiers must be fulfilled for one to progress to the higher levels of needs 

(Heathfield, 2016). 

  

When Maslow's hierarchy of needs is applied in the TVET college work environments, it might 

shed some light on possible obstacles that hinder highly skilled academic staff from being 

attracted and retained in the college. Maslow's framework might also help in identifying what 

can be done by the college to attract and retain highly skilled academic staff. The TVET college 

can address esteem needs by recognising accomplishments, focusing on the expertise of an 

employee, and applauding accomplishments. In the context of this study, the provision of a 

good workplace environment, good work-life balance, provision of opportunity for growth, 

appropriate compensation plan, and recognition for good work can be used to attract and retain 

skilled academic staff (Marinakou & Giousmpasoglou, 2019; Maria et al., 2021; Rodríguez et 

al., 2020).  

 

2.6.2 Human Capital Theory 

Human capital is very important for organisational effectiveness and employees are the most 

valuable assets that an organisation can have (Erasmus et al., 2015). Various authors define 

human capital differently. According to Nyberg and Wright (2015), the definitions of human 

capital varies across disciplines, and it depends upon the level of analysis. This definition of 

human capital is supported by Bohlander et al. (2001) and   Mitia et al. (2018) who state that 

the skills, knowledge, and capabilities of individual employees form part of human capital.  

Psacharopoulos and Patrinos (2018) state that the human capital theory has been estimated to 

have been used in organisation since the 1950s for the greater good of an organisation. This 

theory mostly focuses on the development of individual employees in the workplace and 

enhances human productivity and efficiency through the education and training of the 

workforce. Mubarik et al. (2018) identified education, experience, training, and skills as the 

top four constructs in the human capital of organisations. Weatherly (2003) and Adeniji et al. 

(2019) regard human capital as a collection of different knowledge, creativity, and features that 

individual employees use in doing their jobs effectively. According to this theory, each 

employee in the organisation possesses skills, technical know-how, knowledge, creativity, 

education, and good health as shown below: 
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individual knowledge, expertise, and productivity, thus leading to employees remaining in the 

organisation (Ahmad et al., 2016; Schultz, 1961). This theory is also relevant to the current 

study as it comprises human capital that constitutes the skills of the employees, their abilities, 

and their knowledge. Accordingly, employees are attracted to an organisation that gives them 

the chance and opportunity to enhance their skills, as well as considering their wellbeing and 

growth needs. The relevance of this theory is that if an organisation focuses more on attracting 

and retaining highly skilled employees, it will be able to achieve its objectives. 

 

2.7 Chapter summary  

From the foregoing literature review, issues regarding the attraction and retention of highly 

skilled academic staff were dealt with, and it is important for the realisation of the college and 

the DHET’s goals and objectives. This literature review on attracting and retaining highly 

skilled employees has shown that attracting and retaining highly skilled academic staff is a 

serious challenge facing institutions of higher learning. Consequently, organisations must 

decide on strategies that they consider suitable for attracting and retaining skilled employees. 

The next chapter describes the research methodology used to collect the data. 
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                                                         CHAPTER 3  

                                                     METHODOLOGY  

3.1 Introduction 

The previous chapter presented a detailed discussion of the literature regarding the attraction 

and retention of employees in various sectors including higher education institutions (HEIs). 

In this chapter, I describe the research methodology that I used in this study. also present the 

description of the research approach, paradigm and design, the research setting, the research 

population, and a sample of the study that includes the sampling method used, and the 

collection of data and analysis techniques used. Thereafter, the chapter ends with a discussion 

of the measures used to ensure trustworthiness and reflects on ethical considerations in the 

study, followed by an explanation of what was perceived as the limitations of the study.  

 

The research method and design have proven to be useful in providing a framework for 

conducting this study. According to Jamshed (2014) and Mbhele (2021), a research 

methodology is defined as a strategy used by the researcher to find or solve a problem related 

to the topic. It is a systematic procedure that is adopted by the researcher to describe, explain, 

and predict a phenomenon (Igwenagu, 2016; Sileyew, 2019). Adding to the above definitions, 

Dresch et al. (2015) submit that when choosing a research methodology, the researcher should 

choose a research methodology that addresses the research question and increases the 

likelihood of gaining in-depth information about the research topic. Thus, the research method 

selected should be based on the research goals (Kothari, 2017).  

 

3.2 Research approach 

When researchers conduct studies, they use different approaches that are available at their 

disposal. Yin (2018) states that there are three types of research approaches that a researcher 

can choose from when conducting research namely qualitative, quantitative, and mixed 

methods.  These research approaches are used differently and in different situations by various 

researchers. On the one hand, quantitative researchers gather numerical data to establish 

correlations between variables and outcomes (Choy, 2014). On the other hand, other 

researchers use a qualitative research approach when they seek to understand individuals’ 

actions and behaviours and understand a topic from the participant’s point of view (Park & 

Park, 2016). Researchers use the qualitative approach to explore and interpret the; what, how, 
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or why of a phenomenon where there is limited or no understanding that exists (McCusker & 

Gunaydin, 2015; Yin, 2018). In addition, where the researcher feels that a qualitative or 

quantitative research approach alone cannot address the research questions, they normally 

consider combining the two into a mixed research approach (qualitative and quantitative 

research approaches) (Creswell & Creswell, 2017). 

 

In this study, a qualitative research approach was adopted. A qualitative research approach is 

a type of research where rich and descriptive data is collected from participants to gain an in-

depth understanding of what the researcher is studying (Lune & Berg, 2017; Maree, 2007). 

Qualitative research is a method applied to collect in-depth details of the research problem 

(Rahi, 2017). Thus, qualitative research approaches are applied when a researcher seeks to 

understand individuals' actions, behaviours, and a topic from the participant's point of view 

(Rahi, 2017).  

 

According to Creswell (2014), using qualitative research allows the researcher to investigate 

and comprehend the meaning that individuals or groups ascribe to a social or human situation. 

Although I have a choice of different approaches other than a qualitative approach such as 

quantitative or mixed methods that are available (Creswell & Creswell, 2018), the qualitative 

method is suitable for the study. Firstly, I chose the qualitative over quantitative and mixed 

method approach because I wanted to explore and understand how managers of the TVET 

college attract and retain highly skilled academic staff and this allowed me to fully capture 

their perceptions, perspectives, understanding, and their experiences. Ssecondly, I chose the 

qualitative approach because I did not intend to do calculations on the answers I required from 

the participants. Furthermore, I decided to use the qualitative approach to support the 

exploratory nature of the research questions (Yin, 2018) and to provide flexibility for an in-

depth dialogue for uncovering features of a phenomenon (Marshall & Rossman, 2014) since 

neither the quantitative approach nor the mixed methods approach was appropriate for the 

current study.  

 

3.3 Research paradigm 

A research paradigm is described differently by various authors. Cohen et al. (2018) describe 

a research paradigm as a worldview or set of assumptions about the nature of what researchers 

are studying, how it can be understood, and the purpose of the inquiry. According to Rehman 
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and Alharthi (2016), a paradigm is a way of seeing and understanding the reality of the world 

we live in. Denzin (2018) and Nieuwehuis (2020) contend that a paradigm is a set of theories 

that govern the underlying research technique and also serve as a guide for action. On a similar 

note, Flick (2022), Kivunja and Kuyini (2017) and Nguyen (2019) submit that a paradigm is a 

set of broad theoretical beliefs about the world (ontology) and how people potentially recognise 

it (epistemology) while on the other hand, axiology is concerned with ethical issues and 

therefore, very important for researchers to consider the elements when conducting research. 

 

In this study, I used the interpretivist paradigm. This paradigm was used because of my 

understanding that people behave differently due to various factors such as their environment 

and background experience. This means that understanding someone's reality can only be done 

through their experience of that reality, which may be different from another person's shaped 

by the individual's historical or social perspective.  This paradigm was chosen because this 

study sought to understand how the Technical Vocational Education and Training (TVET) 

college management attracts and retain highly skilled academic staff by acquiring their insight 

to develop an understanding of the participants' view.  

 

Following the points indicated above, the paradigm was chosen because this study sought to 

understand how the TVET college management attracts and retain highly skilled academic staff 

by acquiring the participants’ insight and views. Through the use of this paradigm, I was able 

to explore the factors that affect the attraction and retention of academic staff through their 

views and opinion and this have greatly assisted me with the analysis of the data collected 

(Cohen et al., 2018). In addition, this paradigm enabled me to interact and engage with the 

study participants and get an in – depth understanding of their thoughts, perceptions and 

realities on how they attract and retain skilled academic staff.  

 

3.4 Research design 

Research design serves as a guideline for the researcher when conducting an investigative study 

(Daniel, 2019). For instance, depending on the choice of the researcher, the selected research 

design provides a guideline for the methods and tools for data collection that are to be used 

(Almalki, 2016). When the researcher chooses a research design to use for a research study, 

the researcher must consider Phenomenological, ethnographic, narrative, grounded theory, and 

case studies since they are the most used designs in qualitative research (Lewis, 2015).   
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In this qualitative study, I used a case study design. A case study is described as an empirical 

inquiry that investigates a contemporary phenomenon in depth and within its real-life context, 

especially when the boundaries between phenomenon and context are not evident (Yin, 2009). 

Harrison et al. (2017) submit that qualitative researchers use the case study design to explore a 

multifaceted event or phenomenon in depth in the natural context of the event. Furthermore, a 

case in a study may be a person, a community, an institution, or a collection of institutions 

(Cohen et al., 2018). I used a single case study design of one TVET college in Johannesburg. 

A case study may be a person, a community, an institution, or a collection of institutions (Cohen 

et al., 2018). A case study researcher explores, describes, or analyses an event or phenomenon 

to determine why and what occurred (Yin, 2018).  

 

The case study design was useful in asking questions and probing deeper into the phenomenon 

experienced by the participants (Campbell, 2014; Mokoena, 2021). It also helped in exploring 

how the TVET college management attracts and retains skilled academic staff. This design was 

considered appropriate for the study since I was able to study and understand how the TVET 

college attracts and retains skilled academic staff and why the college attracts skilled academic 

staff the way they do.  Moreover, case studies seek to explore how the TVET college attracts 

and retains highly skilled academic staff the way they do to generalise and predict 

understanding of similar cases from a single example, hence the need for an in-depth 

investigation that will provide an extensive description of the phenomenon under study (Cohen 

et al., 2018).  

 

3.5 The research setting 

The study was conducted in one of the colleges based in the Gauteng province with campuses 

spread around the city of Johannesburg. The TVET college has eight campuses namely, 

Elispark, Parktown, Alexandra, Smit Street, Troyville, Langlaagte, and Riverlea. and offers 

various programmes such as business studies, clothing, engineering, and tourism. The research 

site selected was easily accessible to me as the researcher since I work on one of the campuses 

of the TVET college under study. 
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3.6 Research population and sample 

3.6.1 Research population  

A population is defined as a group of individuals who share characteristics of interest and are 

the subject of, and the primary source of data for a study (Asiamah al., 2017). Similarly, Ary 

et al. (2019) state that population encompasses a wider group which include people, events and 

objects from which the researcher seeks to generate findings. The targeted population for the 

current qualitative single case study included current managers who are responsible for 

attracting and retaining highly skilled academic staff in the TVET college and are placed on 

various campuses of the college. The TVET college managers included experienced college 

managers who were responsible for managing the college daily and attracting and retaining 

highly skilled academic staff whenever a vacancy exists (Naqvi & Bashir, 2015). In qualitative 

research, a researcher determines whether the target population of individuals can share their 

experiences and thoughts to answer the research question (Asiamah et al., 2017). The TVET 

college had 22 academic managers in terms of categories, ranging from the top (PL5 campus 

managers) and (PL3 divisional managers), and these categories were interviewed since they 

were identified as those who possessed the characteristics and could provide the required 

information for the study. 

 

To qualify to participate in the study, the above-stated managers were selected based on their 

experience, knowledge, and position including responsibilities in the TVET college. Again, 

they were considered for the study because they were responsible for the attraction and 

retention of academic staff on their respective campuses. The other reason why these managers 

were selected was that they were the first to identify an academic staff vacancy since they were 

the ones who planned and allocated duties to academic staff and were also responsible for 

approving the application for a request to fill vacant academic posts on their campuses before 

they could be sent to the human resources department for recruitment.  

 

3.6.2 Research sample  

Sampling is the general research process of identifying and selecting a limited number of 

participants and/or site(s) needed to conduct the research (Cohen et al., 2018). Qualitative 

researchers use a small sample size to acquire the number of participants suitable for the study's 

design (Pandey & Pandey, 2021; Robinson, 2014). According to Yin (2018), researchers 

should choose the sample size that has the best opportunity for exploring the details and 
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complexities of a phenomenon for a better understanding. Hence, seven participants consisting 

of three campus managers and three divisional managers participated in the study. This was 

because of participants no longer providing new information that was needed. The following 

were found to be suitable for this study. 

 

3.6.2.1 Purposive sampling.  

This is a non-probability sampling technique that involves constituting a sample based on the 

researcher's judgment (Saunders & Townsend, 2018). To select the suitable participants for 

this study, I used my judgment as I am based at the college and selected participants who 

occupied key positions such as campus management and divisional manager because they 

would be able to provide the information needed to complete the study. This method ensures 

that each participant participates in the study (Suen et al., 2014) through the researcher's 

judgment to handpick the individuals based on the characteristics sought (Cohen et al., 2018; 

Johnson & Christensen, 2019). The participants were purposively selected based on a minimum 

of three years of experience in their current position. In addition, these participants were 

selected due to their job description, which includes attracting and retaining highly skilled 

academic staff on their respective campuses. In addition, this sampling method was used since 

it provided me with an opportunity to use my expertise and knowledge to select a sample that 

is most useful to the purposes of this study and enabled me to ensure trustworthiness, such as 

credibility, transferability, dependability, and confirmability (Bagheri et al., 2019). This 

sampling technique ensured that the data that I collected were robust in answering the research 

questions.  

3.6.2.2 Convenient sampling.  

Convenient sampling was also used to recruit easily available participants. Convenience 

sampling is a non-probability sampling technique that is used when the researcher's 

homogeneous target population is easily accessible (Etikan et al., 2016) stated that convenience 

sampling helps the researcher to obtain the desired study participants and can easily influence 

the study outcome because of the similar nature of the study participants.  According to Etikan 

et al. (2016), this method of sampling is a method of sampling applied by a researcher to data 

collection from individuals who are conveniently available to participate in a study. I chose 

convenience sampling on the grounds of affordability and accessibility because I work at the 

TVET college under study. This sampling method was also used to include managers who were 
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most accessible to me since I am based at the college. While convenience sampling is subject 

to selection bias because the researcher's participants are self-selected or chosen based on 

researcher-defined characteristics (Etikan et al., 2016), I ensured that participants who met the 

criteria as stated above were selected.   

 

3.7 Data collection methods 

Data is a process of gathering information from all relevant sources to find answers to the study 

topic and to develop an initial understanding of a small population (Dudovskiy, 2019). 

According to Tran (2016), the collection of data is regarded as a systematic process that is 

implemented by the researcher to solve a research problem and provide answers to the research 

questions. This systematic process of data collection requires that a researcher identify a 

suitable instrument that is to be used for data collection. In this study, primary, qualitative data 

were collected from the participants through an in-depth interview. Primary data is first-hand 

information that is obtained by using data collection instruments that were identified by the 

researcher (Bryanard et al., 2014). Cronin (2016) describes an in-depth interview as a face-to-

face encounter that takes place between the researcher and an informant. In the view of 

Oltmann (2016), interviews are the most preferred method of collecting data in qualitative 

research since they allow and encourage the participants to speak for themselves in their own 

words. Goldkuhl (2019) states that conducting interviews is key as it allows the researcher 

access to the participants' everyday life reality about a phenomenon. However, in the same 

vein, Goldkuhl (2019) acknowledges that conducting interviews poses a serious challenge for 

researchers since they rely on the interviewee for information, and at times it is not easy to spot 

when the interviewee is expressing it appropriately or not. 

 

3.7.1 Data generation instruments  

To ensure that the correct information is collected from the participants, an interview schedule 

was used as a data collection instrument. The use of this instrument assisted me to ensure that 

I conduct an interview in such a way that I do not lose any information that is required to 

answer the research questions. In this study, I found the in-depth interview to be suitable for 

this study because I needed to ask open-ended questions that were intended to assist in 

answering the research questions thus allowing participants to tell their story in their own words 

(Noon, 2018). I also wanted to know the independent thoughts of each academic manager in 

respect of attracting and retaining academic staff. Individual in-depth, semi-structured 
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interviews were used to uncover prevalent trends in the thoughts and opinions of the research 

participants (Levitt et al., 2018). 

 

According to Clark and Vealé (2018), when conducting qualitative research, the researcher is 

regarded as instrumental in data collection and analysis. I was the key instrument in the 

generation, and therefore, ensured that I continuously reviewed the data to identify gabs or 

issues that may need further attention.  The in-depth interviews were conducted with the TVET 

college management in English as it is the official language used in the TVET college. Further, 

this was done to understand how the participants were attracting and retaining skilled academic 

staff. The interviews were conducted face-to-face with participants on their respective 

campuses. To start with, I sent invitation emails to the participants. These were accompanied 

by a cover letter explaining the purpose of the research and requesting their consent before data 

was collected.  Clark and Vealé (2018) state that the researcher collects data in the environment 

of the study participants and presents assumptions and reasons for selecting the research topic. 

  

The researcher ensures that the study is beneficial, identifies risks to research participants, and 

provides confidentiality and anonymity to research participants (Roth & von Unger, 2018). 

Additionally, researchers must ensure that participants are treated ethically, are respected, and 

are treated without exploitation (Emanuel et al., 2016). In addition, during the interview, as the 

researcher, I was able to seize the opportunity to ask participants questions regarding the 

strategies used by the TVET college to attract and retain highly skilled academic staff (Ravitch 

& Carl, 2018). The personal views and responses of the research participants were interpreted 

and analysed to provide the meanings of the research phenomenon and to provide answers to 

the research questions. Using semi-structured interviews, I was able to generate extensive data 

on the inquiry. The generated data was then presented according to themes that emerged from 

it. This allowed me as the researcher to produce extensively descriptive data, which is also one 

of the key features of qualitative research (Vetter, 2017).   

 

3.7.2 Data collection procedure 

Semi-structured interviews were conducted individually and face-to-face with managers at the 

various campuses of the college. Firstly, I started by sending each participant an invitation to 

participate in the study. I arranged with individual participants so as not to inconvenience them 

to avoid a situation where the interview would interfere with their work. Questions that were 
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used during the interview were developed based on the research questions stated in Chapter 1 

of the current study. Each interview lasted for approximately 30 to 45 minutes. I started by 

introducing myself and explaining the purpose of the study and what I intended to achieve with 

the study. As agreed with participants, interview sessions were recorded with a voice recorder 

and later converted into a textual Microsoft Word, coded and managed together. Immediately 

after each interview with participants, the interviews were transcribed to ensure that the 

information was collated on time. By so doing, I wanted to ensure that I did not lose any 

important statement or information provided by the participants. Transcribing the interviews 

immediately also help to improve the quality of interviews because I could identify weaknesses 

and gaps in my probing, which I would then strive to improve in subsequent interviews. These 

interview recordings were of great assistance to me when transcribing what was said by the 

participants and when I was checking what I wrote and what was said by the participants against 

the transcripts for trustworthiness purposes.  

 

3.8 Data analysis 

In this study, qualitative data analysis took place. Creswell and Creswell (2017) state that the 

data analysis section is intended to present findings with a certain degree of interpretation, 

order, structure, and meaning in the data collected. Analysing data in qualitative research 

involves systematically organising, synthesizing, and explaining data that is generated to 

understand participants' interpretation of the phenomenon in question (Cohen et al., 2018). The 

data analysis approach employed in this study relied on the six stages of thematic analysis 

(Braun and Clarke, 2012; Clarke & Brain, 2017)). This method of data analysis assisted me in 

identifying, organising, describing, and reporting themes or similarities that were found within 

generated data (Nowell et al., 2017). This method was considered suitable for this study since 

I was interested in the subjective experience of participants such as their views, opinions, 

perceptions, and understanding thereby assisting me to answer the how, and what questions of 

the study. As suggested by Braun and Clarke (2012) and Nowell eta al. (2017), data that had 

been collected through the semi-structured interview was analysed following the steps 

mentioned below. These six stages of thematic analysis comprise being familiar with the data 

collected, coding the data, generating the themes, reviewing the themes, defining the themes, 

and writing and producing the report. 
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3.8.1 Familiarisation with the data 

The first step was to familiarise myself with the data collected by re-reading the whole data 

including transcripts while taking down notes to ensure that I wouldn’t leave out nothing 

important. To do this, I used intelligent verbatim transcription, which allowed me to write 

down every word while omitting irrelevant fillers to improve readability, and fixing grammar 

mistakes, broken sentences, and long paragraphs that may have been written or recorded during 

the interview. This also involved transcribing the data that I had collected through audio 

recording and working through the data to identify patterns and meanings that appeared in 

my data set. This was done in line with the submission by Stuckey (2015), that data generated 

from an audio recorder must be transcribed to provide the researcher with an opportunity to 

make sense of the data. 

 

3.8.2 Coding the data 

Secondly, after having familiarised myself with the data, I went through the transcript of every 

interview that I had conducted with participants to create a set of initial codes that represent 

the meanings and patterns that I saw in the data. This included highlighting or labelling certain 

words or group of words that came out as relevant to the study including phrases in the data 

that all together indicated something. I then created a codebook to keep track of the codes. A 

codebook is a document that contains a list of codes and is used by researchers in conducting 

data analysis. Creating a codebook allowed me to stay organised while doing coding and 

assisted me in reducing the mistakes that occurred. After creating a codebook, I went back to 

reread, identify excerpts that were interesting to the study, and ensure that I applied the code 

that was appropriate and relevant to them.  

 

3.8.3 Generating themes 

Thirdly, I looked over the codes that I had created and identified patterns and excerpts that 

assisted me in coming up with themes. After identifying excerpts and patterns that were 

interesting to the study, I then grouped them according to their association with a particular 

code. Instead of using software that is available in the market, I used a pen and a writing pad 

to group the excerpts by code since this method is cost-effective. Once I generated codes, I 

then derived themes from the codes. Since I did my coding manually, I used coloured 

highlighters to mark codes and themes and coloured pens to take notes on the text that I 
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analysed to ensure that codes and themes were not confusing This allowed me to discard 

information that was not needed.  

 

3.8.4 Reviewing the themes 

Fourthly, I reviewed the themes to ensure that they were useful to the study and represented 

the data collected. The review process was done by revisiting the codes and themes to make 

sure that they were all truly representative of the data, and that I could use them in the final 

report. Further, this review was done to ensure that the data was accurate and no crucial 

information was left out. This allowed me to modify the codes and themes if necessary.  

 

3.8.5 Defining the themes  

In the fifth stage, after having my initial sets of themes done, I gave named the themes, which 

made it easy for me to understand the data collected. The next step was to review and revise 

the available themes. Later, I merged themes that were related or similar while those that did 

not have enough data to be used were discarded. 

 

3.8.6 Writing and producing the report  

Lastly, I began writing up the analysis of the data while providing a concise, coherent, logical, 

non-repetitive, and interesting account of the story from the data within and across themes. I 

also ensured that my write-up provided sufficient evidence of the themes within the data to 

demonstrate the prevalence of the theme. Moreover, I also ensured that the write-up did not 

only provide data but also illustrated the story that I was telling about my data and made an 

argument about the research question. 

 

3.9 Measures for ensuring trustworthiness 

In qualitative research, the researcher is the key instrument that is used to collect the required 

data. According to Hammarberg et al. (2016), qualitative research should be conducted in a 

procedural transparent, and explicit manner like any other form of research. Lincoln and Guba 

(1985) and Ngcobo (2020) submit that qualitative researchers can establish whether the 

research findings are trustworthy by using the terms credibility, transferability, dependability, 

and confirmability. Similarly, Shenton (2004) explains that there are strategies that can be used 

to ensure that the study is trustworthy. Lincoln and Guba (1985) developed strategies to ensure 
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that the findings of the study are trustworthy. Bloomberg (2022), Creswell and Creswell, 

(2018) and Morse (2018) state that dependability, credibility, transferability, confirmability, 

and integrity as provided by Lincoln and Guba (1985) are trustworthiness criteria used by 

qualitative researchers to ensure the precision of their findings. I documented all the steps of 

the research procedure.  

 

3.9.1 Credibility 

When conducting a study, it is important to ensure that the study is credible. Credibility is 

regarded as a source of data that can be relied upon to ensure that the information presented in 

the study is correct and not misrepresented (Korstjens & Moser, (2018). This is the most 

considered criterion for ensuring congruency and confidence in qualitative studies (Coleman, 

2022). In the study, credibility was addressed by going through the data collected, again and 

again, analysing it, documenting it, and updating the concepts as needed to minimise and 

decrease misunderstanding and misrepresentation (Yin, 2018).  

 

Semi-structured interviews played an important role in ensuring that the researcher prompted 

more questions to get answers to the research questions. In addition, semi-structured interviews 

ensured 'iterative questioning', which involves using probe to obtain detailed data thereby 

further enhancing the credibility of the study (Shenton, 2004). To further buttress the credibility 

of the study, I audio-recorded interviews to enhance the accuracy of the transcripts and made 

written notes during interviews and when analysing documents. The guidance and 

recommendations from my supervisor further enhanced the credibility of the study. 

 

3.9.2 Transferability 

According to Gunawan (2015) and Hendricks (2017), transferability is the degree to which 

qualitative research findings can be transferred to other context settings. According to 

Korstjens and Moser (2018), transferability refers to how qualitative research demonstrates that 

the findings of one study can be applied to other situations in different settings. Ravitch and 

Carl (2019) and Masambuka (2020) state that transferability is the extent to which the research 

findings can be applied to other situations by the readers. The data collected during the 

interview were recorded, while I took notes when prompting questions, and the data was 

transferred in writing by using the technique of transcription. In this sense, the audio-recorded 

semi-structured interviews were transferred into the text to ensure that the data was readily 
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available. Again, I ensured that I provide a "rich description" of the participants and the study 

method so that the reader may determine whether my findings apply to their situation and to 

ensure that the findings of one study can be applied to other situations. Because I wouldn't 

know their circumstances, this can be established by providing adequate information about the 

research participants and setting so that readers may assess whether the findings of a study can 

be applied to their situation.  

 

3.9.3 Dependability 

According to Anney (2014) and Janis (2022), dependability refers to the stability of findings 

over time. Dependability refers to the consistency of findings across time (Korstjens & Moser, 

2018).  This involves participants evaluating the findings, interpretation, and recommendations 

of the study to ensure that everything was supported by the data received from the participants. 

During the data collection process, dependability was assured by securely keeping all 

documents, including records that were collected, including notes for verification. Thirdly, to 

ensure that other researchers can depend on my study for information, I provided more 

information on how the study was conducted. Other researchers must depend on my study for 

information if conducting a similar study. To put this in order, if other researchers conduct the 

same study, they should have enough information from my research report to do so and come 

up with similar results. 

 

3.9.4 Confirmability 

Confirmability refers to the researcher's ability to demonstrate that the data represent the 

participants' viewpoints and not the researcher's biases and viewpoints (Cope, 2014; Hendricks, 

2017). To ensure the confirmability of my study, I confirmed transcriptions from the audio 

recordings with the participants and used direct quotes from participants sparingly to present 

my findings. Conformability refers to the degree of ensuring that the findings of the study can 

be confirmed by others to ensure that the collected information is not biased (Moon et al., 

2016). The study addressed conformability by ensuring that the participants verified the 

findings. In this regard, after the researcher transcribed the interview responses, the transcribed 

data were sent via email to each of the research participants to confirm and verify what was 

written according to their stated views and opinions (member checking). 
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I ensured that the interpretation was based on the data collected and nothing else. Korstjens 

and Moser (2018) state that to ensure that the study confirms what was collected, interpretations 

of the findings must be derived from the data, not from the inquirer’s imagination, and the 

interpretation should be based on the evidence rather than the researchers’ personal preferences 

and perspectives (Shenton, 2004). The emphasis here is on the interpretation process, which is 

a part of the analysis process. Confirmability, on the other hand, refers to the necessity to ensure 

that the data’s interpretations and findings are consistent. This helped to ensure that the 

outcomes of the research study appropriately reflected the views of the participants. Lastly, to 

ensure integrity, I remained committed to confidentiality and anonymity with the primary data 

set and ensured that only myself and my supervisor had access to the data.   

 

3.10 Ethical consideration 

In line with the requirements for ethics when conducting research, ethical clearance was 

granted by the Humanities and Social Sciences Research Ethics Committee (Protocol number: 

HSSREC/00005498/2023). Johnson and Christensen (2018) and Resnik (2019) defined ethics 

as guidelines for conduct that differentiate between standard and nonstandard behaviours. 

Ethics in research are sets of guiding principles that are intended to assist researchers in 

conducting ethical investigations (Johnson & Christensen, 2019).  Arifin (2018) states that 

organisations and institutions prescribe certain guidelines and principles to which researchers 

ought to adhere before, during, and after the research project. To ensure that I adhere to the 

guidelines of the University of KwaZulu-Natal. I requested permission to conduct research 

from the TVET college management specifically the college administrator as he oversaw the 

college for approval. I obtained ethical clearance from the University of KwaZulu-Natal before 

the research was conducted. 

 

In line with ethical requirements, a researcher cannot start collecting data until approval has 

been given by the relevant office, which in this case was the HSSREC. Therefore, data were 

only collected between the 18th of July and the 25th of August 2023 at each participant’s 

workplace (campus) after ethical clearance was obtained. Each participant gave informed 

consent. After obtaining approval from the above-stated institutions to conduct the study, I then 

had to deal with the issues of consent and informing the participants about the risks involved 

if any. Research participants should be informed about the risks and benefits of a research 
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study. The informed consent process includes providing study participants with participation 

details (Pacho, 2015).  

  

Kendall and Halliday (2014) identified informed consent, minimising harm, and privacy and 

confidentiality of participants as key aspects of ethical research. As suggested by Pacho (2015), 

participants must be given details about the study so that they can decide whether to give 

consent to participate or not. Head (2020) states that it is the researcher's responsibility to obtain 

informed consent from participants who have shown an interest in participating in the study 

before conducting an interview. When consent is given, it will allow the researcher to 

commence with the interview (Ho et al., 2018).  

 

I sent each study participant an email inviting them to participate in the study. In the email, I 

explained the study purpose, benefits, risks, and conditions for voluntary participation or non-

participation. I also ensured that all the participants were aware of the objectives of the research 

and their autonomous, anonymous, and voluntary role in the research and that if they did not 

feel comfortable, they could withdraw at any time. In addition, I also ensured that no harm in 

any form was done to participants and that all the information provided or collected from the 

participants was kept safe and confidential to adhere to the ethical conduct expected of 

researchers. Study participants were also sent consent forms to complete as confirmation that 

they agreed to participate in the study. importantly the consent forms stated the voluntary nature 

of the research and included the options for participants to accept or decline the invitation. 

Since ethical issues may arise when dealing with human participants (Madikizela-Madiya, 

2017), consent forms were used where participants gave consent to participate in the study. 

 

3.11 Limitations of the study  

Limitations in research are those characteristics that influence the interpretation of the findings 

in the study (Olufowote, 2017). According to Theofanidis and Fountouki (2018), limitations 

are issues that are of great concern to the researcher since he or she has no control over them. 

Such limitations can exist due to constraints present in the research design and methodology 

that impact and influence the research study and they typically out of the researcher’s control 

(Dimitrios et al., 2019). What follows is an overview of the limitations that were experienced 

in this study and which the researcher had to overcome to complete the study. 
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There are many TVET colleges in Gauteng province which are located and spread all over the 

five municipalities namely Tshwane, Midvaal, Ekurhuleni, Johannesburg, and Mogale City. 

This study was limited to only one TVET college in the Gauteng province. It was not easy to 

receive permission from the TVET college administrator to conduct the study. For example, I 

submitted my application on the 23rd of October 2022 and did not get a response until March 

2023 when I spoke to the deputy principal of corporate who agreed to act as a middleman 

between me and the administrator. I sent the deputy principal my application on the 20th of 

March 2023 and he forwarded it to the administrator who approved it on the 22nd of March 

2023 and this had an impact on the time for applying for ethical clearance. Following the many 

months to obtain the approval letter, I also struggled to obtain ethical clearance from the 

University of KwaZulu-Natal because this process was new to me and required knowledge to 

complete the document and attach the required documents for it to be considered and approved 

on time. Fortunately, the clearance certificate was issued on the 21st of June 2023 paving the 

way for me to start the collection of data process. 

 

After sending out invitations to the identified participants, some participants did not respond 

to my invitation while most of them responded accordingly. This was evident from the time I 

sent out emails requesting them to participate in the study as within a day of sending out 

invitations, two campus managers responded while others took time to respond. Although the 

selected participants contributed to the study with information, some participants were not 

prepared to reveal important information. To counter this, I had to assure them that their 

identities will not be disclosed to any other person. A lack of knowledge of TVET management 

practices was also a great challenge affecting other participants who were unable to respond 

specifically to the questions asked. All the participants accepted that their interviews be audio-

recorded and this made it easy for me as I was able to listen to the recordings if there was 

something I could not understand. 

 

3.12 Chapter summary 

The chapter presented a clear description of the methods used to analyse the data for the study. 

Interviews that were conducted provided a detailed description of the qualitative research 

method that was executed. The chapter focused on the interpretivism research philosophy 

which was used to develop the research design. It also detailed a description of the research 

methodology with a justification of how the research methods were utilised. An extensive 



57 
 

description of the qualitative research design, interpretivist worldview, and data collection 

instruments was also given. Other matters discussed in this chapter included, how the semi-

structured interviews were conducted and with whom, how, and when data collection was 

collected. The research methods were deemed to be more suitable for exploring how the TVET 

college attracts and retains highly skilled academic staff. In addition to the above, the following 

were also addressed; ethical considerations observed in the study and its limitations. In the next 

chapter, research findings are presented. 
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                                                           CHAPTER 4 

                          PRESENTATION OF FINDINGS AND DISCUSSION 

4.1 Introduction 

In the previous chapter, I discuss the research design and methodology that I adopted to 

generate data for this study. As discussed in the previous chapters, this study explored how 

college management in a selected Technical, Vocational Education and Training (TVET) 

college attracts and retains highly skilled academic staff. Within this aim, this chapter presents 

and discusses the findings of the study. The chapter presents the findings based on the 

responses obtained from the participants who were campus managers and their divisional 

managers as they reflected on their experiences of attracting and retaining highly skilled 

academic staff.  

 

Initially, I intended to include 10 participants. However, I eventually manage to secure 

interviews with seven participants who agreed to participate in this study.  The other three 

accepted to be interviewed but due to their other work commitments, it was difficult to get hold 

of them. The seven comprised three campus managers and four divisional managers. In-depth 

interviews were conducted with seven college managers to gain an in-depth understanding of 

how they attracted and retained highly skilled academic staff. Interview data revealed factors 

that could be linked to the attrition of highly skilled academic staff in the TVET college. The 

statements made by participants in the study are written verbatim and were edited but ensured 

that they do not lose meaning to reflect the actual opinions and views of the participants. After 

data collection, I analysed and interpreted the data, which was generated using face-to-face, 

semi-structured, and audio recorded interviews and drew conclusions based on the views the 

participants expressed.  

 

4.2 Profiling the college and the participants 

4.2.1 Profile of the college  

The study was conducted in a TVET college where seven participants comprising of campus 

managers and divisional managers were interviewed on their respective campuses. This college 

is situated in the economic hub of Africa Johannesburg in the Gauteng province. This college 

was established from the merger of colleges, around the city of Johannesburg. The college is 

made up of various campuses with the head office being in Park Town.  The college has 295 
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academic staff made up of Lecturers, senior lecturers, senior subject specialists, and campus 

managers. The TVET college offers national accredited programmes in the following fields: 

Engineering Studies, Business Studies, and Humanities, i.e., National Technical Education 

(NATED) and National Certificate (Vocational) NC (V) which are quality assured by Umalusi, 

the relevant SETA Education and Training Quality Assurance (ETQA) unit and the Council 

for Quality Assurance in General and Further Education and Training, to ensure a national 

standard. 

 

4.2.2 Profile of participants 

This study sample comprised seven participants namely three campus managers and four 

divisional managers with a minimum of four years of experience in their current positions. 

These participants were considered for the study because they were not only responsible for 

planning, organising, leading, and controlling the activities of the college but also responsible 

for the attraction and retention of academic staff on their respective campuses. According to 

Godwin et al. (2017) participants are selected based on their characteristics., The other reason 

was that they were the first to identify an academic staff vacancy and were responsible for 

approving the application for a request to fill vacant academic posts on their campuses before 

they could be sent to the human resources department for recruitment. The information 

regarding participants is presented in the table shown below. 

 

Table 4.1 Profiles of participants  

Participant Position of participant Qualification Number 

of years in 

the college 

Number in 

current 

position 

Participant 1 Campus manager Honours degree 15 15 

Participant 2 Campus manager Honours degree 14 8 

Participant 3 Campus manager Honours degree 23 4 

Participant 4 Divisional manager Honours degree 16 4 

Participant 5 Divisional manager Advanced diploma 14 10 

Participant 6 Divisional manager Advanced diploma 32 12 

Participant 7 Divisional manager National higher 

diploma 

25 10 
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4.3 Presentation and discussion of findings 

The findings of this study are presented under four major themes and nine subthemes. These 

findings are based on the research questions stated in Chapter 1. 

(i) What does a TVET college management in Johannesburg Central understand to be 

the factors causing the high rate of academic staff attrition?  

(ii) How does a TVET college management in Johannesburg Central attract and retain 

skilled academic staff?  

(iii) Why does a TVET college management in Johannesburg Central attract and retain 

skilled academic staff the way they do?  

The major themes were constructed guided by the research questions of this study and the sub-

themes emerged in the process of data analysis. Table 4.2 below provides a tabulation of these 

major themes and sub-themes. 

 

Table 4.2: Themes  

 Theme Subthemes 

1 Factors contributing to the high rate of 

attrition in the college 

 Promotional opportunities 

 Remuneration 

 Lack of job security 

2 Challenges of attrition in the college  Shortage of highly skilled academic staff 

 Recruitment process 

3 Strategies for academic staff attraction 

and retention 

 Supportive work environment 

 Academic staff motivation 

4 Training and development  Career growth 

 Academic staff training 

 

4.3.1 Factors contributing to the high rate of attrition in the college 

This theme is based on what may be the factors leading to a high rate of attrition in the TVET 

college. Based on this theme, participants were interviewed on what may be the causes of the 

high rate of attrition in the college. They expressed their views and opinions on what might be 

the causes of the high rate of attrition in the college. In their responses, it surfaced that 

promotional opportunities, remuneration, and the lack of job security were the main causes of 

the high attrition rate. These causes are discussed in detail in the next section. 
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4.3.1.1 Promotional opportunities. 

From the interviews with participants, promotional opportunities were identified as one of the 

factors contributing to the increase in academic staff attrition in the college. Participants stated 

that the lack of promotional opportunities increased the rate of attrition among academic staff. 

Some participants shared the following,  

 

Most of the academic staff who leave the college do so because of promotional posts. 

If ever we have the problem of academic staff leaving the college, those that are leaving 

are those on temporary posts. When they get permanent posts, they leave the college 

(Participant 1). 

 

When most of the academic staff leave, we subject them exit interviews and ask them 

the cause for their leaving. For example, to find out if the academic staff is not happy 

at work or to understand what led to them deciding to leave. What we observed is that 

most of them opt for better offers in terms of promotions while others prefer to work 

closer to their home to minimise traveling costs. Another reason can be that we don't 

quickly convert temporary employment into permanent employment and as such, 

academic staff would feel that their jobs are insecure and if they stay for long in 

temporary employment. Thus, they opt for permanent employment elsewhere 

(Participant 2). 

 

Participant 1 stated that the college was recruiting temporary academic staff for a short period 

of 3 months or even a year and in most situations, these are the ones that leave the college as 

they are not guaranteed permanent employment. He stated that if ever the college had the 

problem of lecturers leaving the college, these would be lecturers employed on a temporary 

and when they get opportunities somewhere, they leave. The participant further stated that 

short-term contracts led to the college not being able to attract experienced academic staff and 

the college eventually grabs whatever is in front of management to fill the gap left by the 

experienced academic staff who would have left the college. 

 

Adding to what was submitted by participant 1, another participant offered a different view by 

stating the following: 

 

Most academic staff do not complain of poor treatment but those that leave the college 

are temporarily employed while those that are permanently employed leave the college 

to be close to their home and minimise costs (Participant 2). 

 

The above participants believed that often, academic staff would not leave the college unless 

there was a promotional post. The participants reported that based on their opinions, academic 
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staff would leave the TVET college for different reasons. They stated that while some of the 

academic staff would leave the college, they were not lost to the sector as they would often 

move to other colleges within the TVET sector.  

  

Another participant stated that although some causes for attrition may be internal, there are 

those causes that are external such as when opportunities arise in other companies, they leave: 

 

Most of the academic staff leave the college for various reasons. One of the reasons is 

that they are looking for greener pastures because they are engineers and artisans. They 

compare the remuneration that they receive from the TVET college with the ones 

offered by other industries, and then opt to leave for those companies as the money is 

better than what is offered by the TVET colleges. Some academic staff leave due to the 

nature of their contracts such as being in a fixed contract of one year and will leave if 

they find better contracts elsewhere (Participant 6). 

 

The above participant further stated that while other academic staff leave for reasons known to 

themselves, others leave because of the nature of their contracts with the college. Most of the 

employees who leave happen to be on short-term contracts such as 1-year renewable contracts. 

When an opportunity arises, they tend to leave if they are offered permanent contracts. 

 

Another participant was of the view that the college was not stable as it was under 

administration and that led to academic staff leaving the college: 

 

Some of the reasons why skilled academic staff are leaving the college are associated 

with the lack of stability in the college in terms of the decisions and the permanent 

appointment of senior managers, the work environment not being conducive enough 

for academic staff in terms of morale, poor staff morale, the lack of motivation 

including promotional challenges (Participant 4). 

 

The participant further indicated that from the college exit interviews that the college conducted 

to would the causes of the high rate of attrition when the academic staff leave, it is evident that 

they were not leaving on good terms based on the way they were tendering their resignations: 

 

Some of the academic staff who leave the college send resignation letters by email and 

never set their feet in the college without participating in an exit interview and that is 

another sign that they do not feel appreciated (Participant 4). 
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While the statement above may be true, another participant indicated that the issue of staff 

attrition was dependent on the faculty or field that an academic staff in question. In his own 

opinion, the participant stated the following: 

 

It differs according to the field or faculty, we have faculties that are in demand, for 

example, it is difficult to get IT-qualified people in the TVET college because most of 

them do not have a teaching or education-related qualification. Another thing is that 

when they come into the system, they find that there are very limited opportunities in 

terms of progress, hence they decide to leave. Again, other factors are beyond the 

college such as remuneration for academic staff who are highly educated, and they are 

here because there are no opportunities out there. Thus, when opportunities arise, they 

leave (Participant 5). 

 

Unlike in other departments of the TVET college where academic staff resign, another 

participant indicated that in his department, there were few resignations unlike in other 

departments of the college. When asked about their view regarding the causes of attrition in 

the college, he stated, 

 

In my department, I have not experienced the issue of academic staff leaving the 

college, most of those that left the department were due to death, and retirement. Again, 

the college’s inability to advertise permanent posts and appoint academic staff, which 

may lead to those that are on contract to leave when they are not absorbed or appointed 

permanently (Participant 7). 

 

In contrast, one participant highlighted the frustration that the college creates by employing 

people who are not educators by profession as they tend to leave when opportunities arise in 

their areas of speciality. One participant explained, 

 

The college is attracting the wrong people being non-educators who do not possess 

teaching methodology, and because of the high unemployment rate, these people see 

an opportunity to join TVET colleges. (Participant 3). 

 

The participant indicated that once artisans and technicians have joined the college, they tend 

to leave the college when opportunities arise outside the college. The participant further 

suggested that the college must attract educators who are qualified to teach the subjects 

available as this will reduce the number of academic staff leaving the college. 
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When participants were asked to share their views on promotional opportunities, most of them 

stated that the lack of promotional opportunities affected the rate of attrition among academic 

staff. The participant had this to say, 

 

The college provides promotional opportunities where a PL 1 lecturer will be promoted 

to PL2 if a senior academic staff gets a post for Head of Department (HoD). Even when 

academic staff do not get promotions, there is a chance that an academic staff can earn 

a salary equivalent to the one earned by senior academic staff through a system called 

pay progression (Participant 1). 

 

Not sufficiently because the college offers promotional posts that are not guaranteed to 

academic staff. When posts are advertised, academic staff are encouraged to apply and 

some of them get those posts. Academic staff are also encouraged to apply for acting 

positions whenever the opportunity arises so that they can gain experience (Participant 

4). 

 

Participant 1 also indicated that through pay progression, there was opportunity for academic 

staff to stay in the college because they would eventually earn the salary of a senior academic 

staff or a divisional manager (HoD) due to long service in the college. The participant also 

indicated that in support of the programme mentioned above, the college was also providing 

bursaries to academic staff who had the desire to develop themselves through studying for 

postgraduate programmes.  

 

When asked if the college was doing enough to ensure that academic staff get promotional 

posts, one participant stated the following, 

 

The college is not doing enough because it offers promotional posts that are not 

guaranteed to academic staff. When posts are advertised, academic staff are encouraged 

to apply and some of them do get those posts. Academic staff are also encouraged to 

apply for acting positions whenever an opportunity arises so that they can gain 

experience (Participant 4). 

 

In addition to the question above, participants were asked to express their views on what the 

college was doing to retain employees in the organisation, and they stated the following, 

 

There is something that the college is doing. Academic staff are given opportunities to 

perform senior roles or duties that are normally done by senior academic staff and 

Heads of Departments (HoDs) to make them stay (Participant 6). 
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The college provides training to equip academic staff so that they can offer quality 

teaching and learning and not any other thing. It will be difficult for the college to retain 

academic staff through promotion and other strategies as this depends on the 

availability of promotional posts. Although the college cannot guarantee trained 

academic staff promotions as a way of retaining them, most of the advertised 

promotional posts are occupied by internal academic staff (Participant 7). 

 

Contrary to what the above participants stated, participant 3 stated that there were no plans in 

place to promote academic staff and they would often leave for other colleges or different 

sectors. Another participant indicated that the college had introduced something to ensure that 

academic staff do not leave the college. In his response, the participant stated that,  

 

There are no plans in place in the college to keep trained employees, through 

promotions and other strategies. We only develop academic staff to ensure that they are 

effective in their job of facilitating teaching and learning (Participant 4). 

 

Based on the interviews conducted with participants regarding promotional opportunities, it 

emerged that opportunities for promotions were availed to academic staff based on their 

availability and this is not guaranteed to academic staff. The findings from the interviews on 

academic staff attrition indicate that academic staff is high in the college due to the college's 

inability to create promotional opportunities for academic staff to retain them. 

  

The findings indicated that the inability of the college to promote academic staff led to staff 

attrition, with academic staff opting for other sectors of the economy and other TVET colleges 

where they believed that they will be considered for promotions (Ndeipanda, 2018). However, 

the availability of promotional opportunities was expected to remove frustrations that would 

be triggered by the dynamics of promotions among academic staff. The findings suggested that 

existence of these promotional opportunities had the potential to assist the college in retaining 

highly skilled academic staff. Most academic staff were of the view that it was taking longer 

for one to be promoted as there were no opportunities for promotion. For example, one had to 

wait for an academic staff at a higher-level position to resign, retire, or even pass away before 

they could be considered for promotional opportunities due to the shortage of vacant 

promotional positions. This finding corroborates the findings of the study conducted by Chand 

et al. (2019), which focussed on the opportunities for growth and the impact on employee 

retention. This finding was also found to be supported by the findings of the study conducted 

by Ampomah and Cudjor (2015), which found that a lack of promotional opportunities leads 

to employee turnover. 



66 
 

4.3.1.2 Academic staff remuneration.  

Remuneration plays an important role in ensuring that employees stay or leave the organisation. 

As opined by De Bruyn (2014), remunerating academic staff adequately is beneficial not only 

because the academic staff can sustain the lifestyle of their choice but also to the college as it 

will be able to attract and retain highly skilled personnel. Hence, it is very critical for the TVET 

college that it must provide adequate remuneration to academic staff.  When employees are not 

satisfied with the package offered by their employer, they tend to look at competitors or other 

sectors for better pay. Moreover, the ability of the organisation to pay its employees 

accordingly also plays an important role in ensuring that employees are retained. Against this 

background, an attempt was made to establish whether academic staff regarded their 

remunerations as adequate. 

 

When participants were asked whether they considered the salary scale for highly skilled 

academic staff as adequate or not, or as one of the reasons why academic staff were leaving the 

college, the participant stated that the salary scales were not enough for PL1 and PL2 academic 

staff. Most of the participants mentioned that academic staff salaries were not sufficient to 

cover their cost of living. Below is what the participants had to say, 

 

To be honest, the salary paid to PL1 and PL2 academic staff is not a living wage because 

with that money, considering the current situation, if the academic staff buys a car, he 

cannot be able to also buy a house and vice versa. This is one of the reasons why 

academic staff leave when opportunities arise somewhere. So, when opportunities arise, 

they leave (Participant 1). 

 

It is not adequate especially when we compare the salary that they get from other sectors 

after leaving the college. The salaries out there are normally twice what they get in the 

college (Participant 3). 

 

It is not too low or too little, but it is also not too much, but academic staff can survive. 

Although we cannot benchmark the salary with the ones offered by universities, to 

improve salaries, all academic staff be required to have an honours degree as an entry 

qualification and the salaries be increased to a point where they are reasonable 

(Participant 4). 

 

The above participant believes that the current salary paid to academic staff has an impact on 

the current turnover of academic staff. The participant further suggested that academic staff be 

given a competitive salary like other industries if the college is to reduce turnover. When 
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pressed to explain more about what he would regard as a better or reasonable salary, the 

participant's response was,  

 

No, the problem of salaries for PL1 and PL2 academic staff is that they were determined 

or when job evaluation was done, it was based on the basic education tools and not 

based on what is happening in the TVET sector (Participant 5). 

 

The participant stated that when considering the salaries of teachers in basic education, they 

were comparable to what was offered in the TVET colleges even though TVET colleges were 

on post-school education. The participant further stressed that there is a big gap between what 

is offered as salaries for academic staff in TVET colleges with what is offered in universities 

of technology to lecturers at the entry-level. In his opinion, the salaries of TVET academic staff 

must be pegged at the level of entry lecturers in universities. When the participant was further 

asked to explain if the low salaries of academic staff at the TVET college an impact on 

academic staff had leaving the college, the participant stated that it significantly contributed to 

the high rate of attrition in the college. 

 

Another participant stated that in the event of an academic staff getting an offer at a university, 

he/she would take the offer because most of them had the same qualifications in terms of the 

level. They said, 

 

It is not adequate. There was a year where the salaries of academic staff were not revised 

and that impacted negatively on their salaries since the prices of goods went up during 

that period (Participant 6). 

 

The participant further stated that most of the academic staff were motivated by remunerations 

and unfortunately this remuneration is determined by the Department of Higher Education and 

Training (DHET) in the bargaining council and follows a particular salary scale. 

 

While the above statements might be true, another participant shared a different sentiment on 

whether the remuneration given to academic staff was adequate. When he was asked the same 

question, he stated the following, 

 

So, far I cannot say that because staff members who are leaving the college do not leave 

the college for other sectors, but they leave for other colleges, and thus the salary may 

not be the issue. If they were leaving for the private sector where they are promised 

bigger packages, we would say yes, the salary is not adequate (Participant 2). 
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In contrast with what the above participant said concerning the remuneration of academic staff 

specifically within the category of PL1 and PL2 lecturers, another participant is of the view 

that the remuneration provided is adequate since most people want to join the TVET sector. In 

his statement, the participant stated the following, 

 

I see the salaries of academic staff as adequate because they are negotiated in a 

bargaining council where decisions are made, and once they have reached an 

agreement, they are then implemented (Participant 7). 

 

While the above statements by participants indicate that academic staff does not receive 

adequate remunerations, participant 4 was of a different view in that he believed that academic 

staff is rewarded handsomely and stated that he would not say that it was not enough, but it is 

something that the academic staff can live with. When he compares it with peers in other sectors 

it is quite very low. 

 

From the above interviews, it was clear that remuneration plays an important role in attracting 

and retaining highly skilled academic staff. The participant stressed that, unlike in other sectors 

where in the event an employee want wishes to leave the company negotiates with the 

employee to top up the remuneration, the TVET college sector is different as everything is 

determined by DHET in consultation with organised labour in the bargaining council. Although 

TVET colleges are highly regulated, it is expected of college management to find ways in 

which they can handsomely compensate highly skilled academic staff.  

  

The findings indicate that remuneration for academic staff was also found not to be adequate. 

Again, the findings indicated that the remuneration given to academic staff is comparatively 

low when compared with equally qualified employees in other sectors of the economy. This 

assists in explaining the reasons why most of the academic staff tend to leave TVET college 

for better salaries elsewhere. In support of this view, Bwowe (2020) submits that remuneration 

that is not competitive results in highly skilled employees being absorbed by the private sector. 

Similarly, poor remuneration affects an academic's decision to leave an institution (Makondo, 

2014; Onah & Anikwe, 2016). This is corroborated by the findings of the study conducted by 

Chabaya et al. (2014) who found that academic staff feel that the pay they receive from their 

employers is not worth their value. These findings are in line with the findings of Ashley 

(2018), which found that remuneration plays an important role in ensuring that employees are 

satisfied with their work and thus leading to them staying with the organisation. In addition, 
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this finding also resonates with the findings of Yimer et al. (2017) that it is important for 

employees to be given adequate financial compensation as this will cement retention. 

 

4.3.1.3 Lack of job security 

Job security plays an important role in ensuring that employees are attracted and retained 

in the organisation. On the one hand, when academic staff are assured of their job security, 

they will feel valued. On the other hand, the lack of job security can lead to prolonged 

anxiety and burnout thus, leading to poor performance and poor retention. Employees who 

are employed on permanent basis tend to be committed to the organisation and in most 

situations, they perform well as they would have developed a bond with the organisation.  

 

When they are not employed permanently, chances are that they will be persistently looking 

for other opportunities elsewhere as their contracts will be of a limited duration. When 

participants were asked about what the college was doing to ensure that employees stay for a 

long time in the college, one participant stated that the college was giving lecturers 12 months’ 

contracts that would assure us that they were going to be with us for that period. When pressed 

to explain further, the participant indicated that the TVET college was relying on the so-called 

funding grid that is provided by DHET and lecturers could only be appointed permanently if it 

was approved by the department. The participant further stated that if the post was not approved 

by the department, the college would need to fund that: 

 

The Department of Higher Education and Training must approve and fund the posts 

and if the college appoints without the approval of the department, the college must use 

its funding that is not even enough (Participant 1).  

 

Other participants shared similar sentiments with participant 1 on the issue of job security 

among temporary academic staff.  

 

Some academic staff leave the college because of the nature of their contracts such as 

one-year renewable contracts and when they get opportunities elsewhere that are 

permanent, they consider them because of job security (Participant 6). 

 

Academic staff are recruited and appointed for few months or even a year and when the 

college does not absorb or appoint them within that period, they decide to go elsewhere 

where they will secure permanent appointments (Participant 7). 

 



70 
 

Based on the above explanations from the participants, it was apparent that employees wanted 

to be appointed permanently, which would help them to be committed to the organisation. In 

the college, it emerged that the appointment of academic staff on fixed-term contract was 

affecting the college's performance because the college would recruit forever. Job security is 

crucial for academic staff retention. Academic staff who leave the college, do so because they 

were not guaranteed that they would be appointed in a permanent capacity within the 

foreseeable future. This lack of job security also has financial implications for the college as it 

had to advertise and appoint new academic staff every trimester, semester, and even a year.  

 

Academic staff value job security where they are guaranteed to be with the college for a long 

time. This was seen from the number of contract academic staff who were leaving the college 

even before their contracts expired. Job security was important to ensuring that academic staff 

would remain in the employ of the college for a longer period. Job security in a TVET college 

is crucial for academic staff as it discourages one from looking for other opportunities in other 

organisations thus saving the college time and money in looking for replacement staff (Saif & 

Adnan, 2019). Again, ensuring job security for academic staff increases their motivation and 

commitment to the college. Furthermore, when academic staff is provided with adequate job 

security, they develop a sense of self-belonging and commitment to the college, which will 

increase academic staff retention.  From the findings, it is very clear that this exercise of 

appointing academic staff on temporary contract encourage them to look for permanent 

appointments in other companies. The findings corroborate the findings of a study conducted 

by Aluu and Okechukwu (2023) in private sector universities in Nigeria. The study found that 

job security affects academic staff retention. 

 

The participants indicated that job security was very important for the college to succeed. 

Academic staff who were employed on fixed-term contracts knew that they were in danger of 

losing their jobs at any time. Therefore, they were continuously looking for secure 

opportunities. As opined by Wilson et al. (2020) and Zhang et al. (2020), lack of job security 

is a potential challenge to employees as they always think that their jobs are on the line due to 

the kind of contract they would have entered into, which is not long term. The findings from 

the interviews conducted on factors contributing to a high rate of attrition in the college 

indicated that the kind of contract that temporary academic staff enter leaves them with no 

option but to be on the lookout for available opportunities elsewhere.  This finding corroborated 

the findings of a study conducted by Oginni et al. (2017) to assess the effect of job security on 
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the retention of teachers in Ogun State, Nigeria which found that there is a positive relationship 

between job security and employee retention. 

 

4.3.2 Challenge of high attrition in the college 

Teaching and learning are the core business of TVET college. Management must always ensure 

that this core business is not disrupted. When highly skilled academic staff leave the college, 

students who were being taught by the academic staff who left the college may find themselves 

having no lecturer for some time and that may later affect their performance as in many 

situations. This is even worse given that these academic staff often leave on short notice. The 

interviewed participants expressed their views on the challenges that the college faces when an 

academic staff leaves the college on short notice. In their responses, they indicated that the 

shortage of highly skilled academic staff and the recruitment process hinder the college's 

success. These challenges are discussed in detail in the next section. 

 

4.3.2.1 Shortage of highly skilled academic staff. 

The participants stated that the college was offering trimester, semester, and year courses, and 

thus the process to recruit replacements was taking longer given the three-month process and 

during that period students were left without a lecturer, which created a serious challenge as it 

affected teaching and learning. Cognisant of the many challenges that the TVET college faced 

daily, participants were asked to state the challenges that the college faced and the following 

were stated: 

 

Since we are doing year courses at the campus, it becomes a challenge because of the 

recruitment process that is followed when the academic staff resigns. When we recruit, 

the process takes three months to appoint an academic staff to fill the post and during 

that period, students are left without a lecturer (Participant 1). 

 

Most of the challenges that the college faces are to do with when a temporary academic 

staff wants to leave the college immediately after getting permanent employment 

somewhere because the position is waiting for him/her on the other side and cannot 

wait any longer. This creates a problem as it leaves students unattended and delays 

teaching and learning and ultimately affects the students' performance since the process 

to recruit a replacement takes time (Participant 2). 

 

Adding to the above comments from participants 1 and 2, other participants believed that 

attrition has a serious impact on teaching and learning as the core business of the college: 



72 
 

 

When academic staff leave the college, they leave with their experience and skills that 

are not easy to replace since they have expertise in certain fields. Again, it is also a 

challenge because the process of advertising the position takes time to fill due to the 

process and procedures that must be followed for the approval of the post. Further, 

when a new person is employed, the skills are not replaced by the recruit (Participant 

4). 

 

It takes time to appoint academic staff as certain documents must be signed and 

approved before an appointment can take place and that leaves students without an 

academic staff as we sometimes must wait for three or more months before we can get 

a replacement (Participant 7). 

 

Participant 7 further indicated that if academic staff who intend to leave the college were 

required to serve a period of one-month notice to allow the college to fill the position without 

compromising the future of students. 

Adding to the same view that the shortage of academic staff is a challenge to teaching and 

learning as students were sometimes left alone during the time of recruitment, other participants 

had this to say, 

 

Students are left unattended due to the long process of recruitment where this involves 

the advertisement of the post including other processes that need to be adhered to before 

the actual appointment can take place (Participant 3). 

 

Normally, when an academic staff leaves the college, there is what we call an exit 

interview, which must be conducted before the academic staff leave. What I have 

picked up at the college is that when academic staff leave, they are not leaving on good 

terms even though I do not know what their reasons are. This is seen when the academic 

staff just send an email to notify the college of his/her resignation without being 

interviewed and never put this/her foot in the college (Participant 4). 

 

Further, participant 4 stated that when the college loses a highly skilled academic staff, it 

replaces this skilled academic staff with someone who is not skilled, and this has an impact on 

the results as they drop. The participant further stated that only a few academic staff who leave 

the college leave on good terms. The participant thought that another reason may be that 

academic staff feel that the college was not appreciating their good work. When prompted to 

state more about the impact that these challenges have on the performance of the college, the 

participant said, 

 

The main impact that this challenge has is on teaching and learning as this is the core 

business of the college. When academic staff leave the college, you will find that some 
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of these academic staff are very experienced and have the expertise in certain subject 

fields and it becomes a loss to the department and the college (Participant 4). 

 

The participant further expressed his views on the loss of experienced and highly skilled 

academic staff in that it has an impact not only on the student's performance but also on the 

college operations as the college had to use some resources that could have been used elsewhere 

to advertise the position and appoint new academic staff.  While the person may be found to 

fill the position, the person might not be able to replace the skills or expertise that the academic 

staff who left had. The views expressed above show that the participants had to deal with 

frustrated students who were left unattended in the classroom.  

 

The views above were also echoed by other participants who also highlighted some of the 

challenges associated with the issue of academic staff attrition: 

 

Replacing academic staff is a problem. If an academic staff with 2 – 4 years leaves the 

college, getting a new replacement in the system takes time as one must groom that 

academic staff for him to become productive. In addition, this appointment of 

inexperienced academic staff also hurts the results or performance of students 

(Participant 5). 

 

When another participant was further asked about what the college was doing to retain the 

trained employees, the participants stated that: 

 

The college and the Department of Higher Education and Training have introduced a 

programme to develop academic staff who are not professionally qualified with the 

hope that once qualified, they will stay in the system (Participant 6). 

 

The participant also stated that since the education system was involved, the college was 

subjecting academic staff to short courses such as online teaching and blended learning that 

would make education more interesting as a way of encouraging academic staff to stay while 

on the other hand enhancing their knowledge. Below are some of the explanations, 

 

What we do as management is that we give lecturers a yearly contract to ensure that a 

lecturer is contracted to us for a year. Again, we asked the department (DHET) to 

convert the temporary posts into permanent posts as a way of alleviating that challenge 

(Participant 1). 

 

We give the central office all the requirements for the academic posts in the college per 

campus including job allocations and then they invite applicants and interview all of 

them and put them in our database so that when there is a need for an academic staff, 
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we will just call them and appoint them without subjecting them to interviews 

(Participant 2). 

 

We try a bit by being available to provide support to the academic staff who need 

assistance in terms of resources for them to do their jobs effectively. We also thank 

them for the good work that they do (Participant 4). 

 

While the quotations above showed that some support was provided to academic staff, one 

participant was of the view that it is difficult for the college to operate like the private sector 

where employees could be prevented from leaving by providing top-ups since the college was 

operating in a difficult environment where there were limitations on what it could do: 

 

The college operates in an environment which is influenced by many issues. The terrain 

on which the college operates in has many limitations from the national budget and the 

department (DHET) itself. This prevents the college from being able to attract and 

retain highly skilled and experienced academic staff (Participant 5). 

 

The above responses from the participants indicated that the college was facing a serious 

challenge regarding the time that it would take to appoint a replacement academic staff when 

one leaves the college. According to the participants, college management was not doing 

enough to improve on the issue of academic staff recruitment and appointment. When 

participants were asked about what they were doing, this is what they said, 

 

In most cases, we get the posts that we request from the department, but it is important 

to note that we depend on what is called the funding grid since we are funded by the 

Department of Higher Education and Training (Participant 1). 

 

It is still new and a start in the right direction, but I feel that it will need us to work as 

a collective (campus management and including college management) if it is to succeed 

(Participant 4). 

 

It is not working as academic staff are motivated by remuneration and unfortunately 

the salaries of TVET college academic staff are gazetted by the Department of Higher 

Education and Training in agreement with labour in the bargaining council (Participant 

6). 

 

In contradiction with the above statements, other participants believed that the college was not 

doing enough to facilitate attracting and retaining highly skilled academic staff who are 

qualified academics. When he was asked to explain what the college was doing to address this 

high rate of attrition in the college, the participant responded by stating the following, 
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To be honest, the college does not put some effort in ensuring that we attract and retain 

highly skilled academic staff; it happens to be lucky if we get one who is qualified and 

willing to stay. The other thing is that when the college advertises posts, the posts will 

be on the college website only and people who cannot afford to google that will miss 

the opportunity and thus reducing the chances of attracting highly qualified and 

experienced staff (Participant 3). 

 

As far as I know, nothing is being done to address the challenge faced by students who 

do not have a lecturer, and this was supposed to have been done immediately when the 

gap was identified (Participant 7). 

 

From the interviews, the findings demonstrated that the shortage of academic staff was a 

serious challenge facing the TVET college. The problem of shortage of skilled employees was 

not only affecting the TVET sector but also other industries. It emerged that the TVET sector, 

this challenge had been continuing for many years and was largely perpetuated by many factors 

such as insufficient funding from the Department of Higher Education and Training, poor 

strategic planning, poor motivation, and an unfavourable working environment. In the 

college, the causes of the shortage of highly skilled academic staff may be attributed to 

competition with other sectors of the economy since most of these academic staff possessed 

qualifications that were also in demand in other organisations. In addition, this could also be 

associated with a lack of proper strategic planning to support teaching and learning in the 

college.  

 

These findings corroborated the findings by Jacob and Garba (2021) found that inadequate 

funding, the lack of strategic manpower planning, brain drain, poor motivation, and an 

unconducive working environment are some of the factors leading to a shortage of academic 

staff.  When academic staff leave the college and are not replaced on time, it leads to a situation 

where students are left unattended for a long time while the college is trying to find a 

replacement. Consequently, this in turn increases the workload of available academic staff as 

they must cover for those academic staff that will not available as students need to be taught.  

  

4.3.2.2 Recruitment process. 

Most participants expressed their dissatisfaction with the way the college was managing the 

recruitment of academic staff especially where one needed to be replaced immediately since 

not filling the post urgently would affect teaching and learning. Some of them expressed their 

views by stating the following,  
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It takes time to fill the position due to processes that must be followed such as approval 

for advertisement, shortlisting, interviews, and the appointment of the right candidate. 

All these affect teaching and learning (Participant 4). 

 

The recruitment process for the replacement of academic staff takes 2-3 months and for 

that period, students are left sitting without a lecturer. This delay in appointing a 

replacement lecturer is exacerbated by the period it takes to get approval to advertise, 

shortlist, interview, and conduct verification checks of the successful candidate before 

an appointment can be made (Participant 6). 

 

If an academic staff leaves the college, it takes time before the college can get a 

replacement because of the process that needs to be followed to fill a post. These 

activities or the process make us wait for many months without an academic staff and 

this results in students being unattended for a prolonged period (Participant7). 

 

As stated by another participant, one of the challenges that the college management faces are 

the inability to urgently fill the vacant post that is left by the academic staff who would have 

left the college. In their view, the participant said,  

 

The inability of the college to urgently appoint academic staff also increases our 

workload as at some stages we stand in for the academic staff who left the college to 

assist the students. In addition, it is also a challenge as we must ask and convince other 

academic staff to step in and assist students (Participant 7). 

 

One participant added that these failures by the college to urgently appoint academic staff 

increase management’s workload as they must assist the students until the new academic staff 

is appointed. In addition to the above, some participants stated that the college was prioritising 

the appointment of central office staff rather than those that are focussing on the core business 

of the college. The above quotes indicate that there was no urgency by management to fill the 

most important posts in the college and that influences academic staff since it also leads to a 

situation where some of them must increase their workload to cater for the students that are not 

being taught. 

  

From the interviews, most participants identified a lengthy recruitment process as one of the 

challenges facing the college. The findings reflected that the college was taking a long time 

before an academic post can be filled and this has an impact on the college in general in that 

some students were left without a lecturer while the college is busy with the process of 

recruiting a replacement. Unlike other private organisations where decisions are often 

expedited to fill vacancies swiftly, in the TVET college there was a process that was supposed 
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to be followed based on the guidelines from the Department of Higher Education and Training 

when filling a vacancy. As stated by Omisore and Okofu (2014), various researchers have 

indicated that staff recruitment plays an important role in their turnover intentions or the ability 

of the organisation to retain them. According to Alatawi (2017), the employee recruitment 

process should be scientific, with the overarching aim of minimising employee turnover. This 

recruitment process necessitates a more deliberate and considered approach in that there should 

be input from different people in the college until the post is approved before finalising an 

appointment. This procedure delayed the time when the replacement staff would start work in 

the classroom. 

 

4.3.3 Strategies for the attraction and retention of academic staff  

For employees to stay and be productive in the organisation, they prefer to work in an 

environment that is conducive to them. If the work environment is toxic, they tend to be more 

demotivated and later opt to leave for an environment that they believe will be conducive for 

them. When they were interviewed on strategies that could be used to attract and retain highly 

skilled academic staff, the participants submitted that a supportive work environment and staff 

motivation are important strategies that ensure that academic staff stay with the college. These 

academic staff attraction and retention strategies are discussed in detail below. 

 

4.3.3.1 Supportive work environment. 

The work environment is very important to retain employees in the organisation. If the work 

environment is toxic, most academic staff will leave the college but if it is not toxic, the level 

of retention is improved. During the interviews, it emerged that the working conditions that 

academic staff found themselves were not conducive. Firstly, the academic staff were of the 

view that due to the college being under administration, many things in the college had changed 

thus impacting their work. One participant raised the issue of trust between management and 

academic staff as one of the reasons the environment is not conducive. Secondly, the issue of 

the college management not prioritising the issue of filling vacant posts was also raised by most 

of the participants led them to carry an extra workload. Furthermore, the academic staff felt 

that college management was not adequately supporting them as they performed their duties. 

This was evident when participant 7 stated that sometimes they would step in to assist students 

who were left unattended when the academic staff left the college. 
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As much as the academic staff were concerned about students who were not being attended to, 

this also affected the college negatively as the workload of the academic staff who stepped in 

to assist also increased. When another participant was asked whether he regarded the current 

work environment as conducive or toxic for highly skilled academic staff to stay, this is what 

he said, 

 

The environment for teaching and learning is very conducive for academic staff if they 

do their work. What I like about the TVET sector is that even before we begin with 

activities at the college for the year, the Department gives us ICASS guidelines, 

ensuring that academic staff know exactly what they need to do (Participant 1). 

 

The participant further stated that once academic staff know what to do, it becomes easier for 

them to operate effectively. In their view, the strategic planning that is done in preparation for 

the next year including operational plans and college or campus management plans is done to 

make it easier for academic staff to plan their work accordingly as they will know what is 

expected of them in the current year. 

 

In support of the statement provided by participant 1, another participant stated the following, 

 

I do not think it is toxic because we are open for the academic staff to lead projects in 

the areas that they service. Academic staff are allowed to volunteer and lead projects 

even though some staff members feel that they are used when they are asked to 

volunteer (Participant 2). 

 

The participant further stated that academic staff could come forward if they wished to lead 

available projects that will on the other hand receiving experience. This view was also 

supported by participant 6 who submitted that the work environment is good if academic staff 

follow the set rules and regulations of the college especially when policies are implemented 

accordingly. 

 

One participant felt that the work environment was toxic as many things were happening in the 

college such as administration and others. When asked to state in his words what he meant by 

that, the participant's response was that: 

 

The current work environment is still toxic because it is full of politics and there are 

people that you cannot step on their toes and since the college moved out of 
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administration, there is still a lot of confusion as most staff members do not know what 

is happening (Participant 3). 

 

In addition to this, the participant also emphasised the importance of involving employees in 

activities such as team building and other activities that can work toward the improvement of 

people’s morale at the workplace. Moreover, when the other participants were asked to explain 

whether they regarded the work environment as conducive, the participants stated the 

following, 

 

The fact that we were under administration shows that the work environment was not 

conducive but since the college is now managed by the principal, hopefully, there will 

be an improvement in that regard (Participant 5). 

 

At this point, the environment is not conducive at all and that is the reason why 

academic staff are leaving the college, especially PL1 and PL2 academic staff. Other 

academic staff are not leaving the college for greener pastures but for promotions to 

satisfy their self-actualisation needs (Participant 4). 

 

When one participant was asked about what he thought could be done by management to ensure 

that the work environment becomes conducive for academic staff to work in the college and 

not leave for other colleges and companies, they said,   

 

Functional systems must be in put in place to cater for issues like governance. For 

example, when a new employee is appointed, the person is not taken through induction 

as there is no system in place to ensure that employees are put through induction before 

they can commence their duties. Employees are just thrown in the deep end and 

expected to perform miracles in terms of performance (Participant 4). 

 

The responses of the participant above indicated that the working conditions were still toxic as 

many academic staff found it difficult to get support from the management of the college. Most 

of the participants' responses reflected common characteristics of working conditions in the 

TVET college. According to the participants, management was not doing enough to improve 

the level of trust among employees. The participant further stated that resources that are needed 

by academic staff for him to do the job effectively were not immediately made available.  

 

The findings from the interviews indicated that the work environment was not conducive for 

academic staff to work and perform effectively. Conditions of work play an important role in 

realising the goals and objectives of the organisation. When academic staff work in a supportive 

environment, their morale improves and they also develop a sense of community, and 
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interpersonal relationships that are useful to retaining them (Kinman, 2016). Therefore, to 

ensure that academic staff are satisfied with their work environment, the participants suggested 

that the college was supposed to create an environment that was supportive and could retain 

employees. 

 

The working conditions in the college are important for its success. As suggested by Msengeti 

and Obwogi (2015), college management should find a way to improve the working conditions 

of academic staff to attract and retain highly skilled academic staff. A poor working 

environment will lower the morale of academic staff and thus affect their performance and 

productivity. If academic staff are not satisfied with their work environment, this will 

encourage them to look elsewhere for opportunities. Therefore, as stated by Funminiyi (2018), 

the college management must create an environment that is attractive, creative, comfortable, 

satisfactory, and motivating to employees so that they can be proud of what they do as this will 

improve their retention. This finding is in line with the findings from previous research which 

found that a poor work environment hurts employee retention (Pawirosumarto et al., 2017; 

Nasir et al., 2019). 

 

4.3.3.2 Academic staff motivation. 

As stated above the work environment plays an important role in employee attraction and 

retention. Further, motivating them also ensures that their morale is improved and therefore, 

increases their retention. Motivation is key to the success of the organisation as most employees 

remain in the organisation if they are motivated. It gives academic staff the energy to perform 

better and encourages them to want to do more. Motivation can be provided in different forms 

such as praise, award, and others. Like other organisations, the TVET college must develop or 

craft motivational strategies to attract and retain academic staff. When participants were asked 

to identify motivational strategies they use to motivate academic staff to ensure that they do 

not leave the college. This is what they said, 

 

We reward good performance by having awards where we reward good performance, 

even if they are without money such a function will motivate workers who will in return 

be committed to the college (Participant 1). 

 

If academic staff perform well, we recognise the academic staff through awards. For 

example, academic staff is rewarded through word of thanks and in the form of tokens 

appreciation depending on the flexibility and availability of a budget (Participant 2). 
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Another participant believed that involving academic staff in the activities of the college would 

motivate them and ensure that they would feel like being at work all the time. In his own words, 

the participant said, 

 

The idea that I think will work is to have each academic staff list their interests besides 

their current work schedule that can be offered to the college so that they can be given 

opportunities to lead projects when they arise (Participant 2). 

 

Participants were later asked to provide any other information that they thought could assist in 

attracting and retaining highly skilled academic staff. Another participant expressed his view 

on the effect of unemployment in the country. The participant stated that because of the high 

rate of unemployment in the country, the college did not get people with the required skills. 

The participant further stated that to teach vocational education effectively, one needs to 

employ a person who has four to five years of experience in the industry and yet these people 

are not easily attracted. The following was said,  

 

You cannot just come and teach vocational subjects from university or college; you 

need to have four to five years of experience. Unfortunately, we are unable to attract 

those people because of salary. If we were offering a good salary, we would have 

attracted those people with skills. Sadly, students are taught by people who have never 

been to the industry (Participant 1). 

 

Further, the participant gave an example of an academic staff who had never been an artisan 

but was teaching students a module on electricity but he was never in the industry and did not 

even know the components he was teaching students about. The participant suggested that 

academic staff that teach vocational subjects must hail from the industry. Through probing, 

participants were asked to explain whether the college was able to compete with other 

companies for such skilled people, the participant said,  

 

It is the biggest challenge as the system is flawed because we just pick up anybody to 

close the gaps and that is seen through the results that are always very low specifically 

for the vocational subjects across the colleges (Participant 1). 

 

Most people are attracted to organisations by the package that is offered by the 

employer but as a college, we are not there yet as a government institution since we are 

regulated and can only promise academic staff awards for good performance 

(Participant 2). 
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Another participant indicated that motivation had been part of the college where previously, 

academic staff would be invited to a function such as staff evenings where they would even 

meet their students' parents and dine together. In his own words, the participant said,  

 

Previously, many things were done in the college to motivate academic staff such as 

staff evenings where we would meet with the parents of our students in the college or 

hotel and socialise in trying to bring or improve our morale, but lately nothing is done 

to motivate us (Participant 3). 

 

When the participant was asked to explain what the college was doing to motivate academic 

staff, the response was as follows, 

 

What we are currently trying to do is to give praise where it is due and recognise good 

performance even though we do not provide gifts. In addition to that, we give some of 

them responsibilities that will encourage them to want to remain in the college such as 

performing the duties that are normally performed by senior academic staff and HoDs 

(Participant 3). 

 

The above statements highlighted the concerns that the participants had with the way the 

college was dealing with the motivation of academic staff. Again, there is a clear indication 

from the above statements by participants 1 and 3 that the college may not be handling the 

issue of motivation of academic staff although some of the academic staff are not happy with 

not being motivated. Some participants are of the view that the college was doing something 

to deal with the motivation of academic staff, however, this was not adequate for the good job 

that academic staff were doing. 

  

When participants were asked about what the college was doing to motivate academic staff, 

participants shared different views in that regard. Some participants shared the views below, 

 

There is nothing much that is done to motivate academic staff at this campus. However, 

at the college level, employees are being recognised for good performance by way of 

staff awards, although this is new (Participant 4). 

 

As a way of motivating academic staff, the college encourage them to participate in 

part-time classes where they receive extra payment for working part-time and this part-

time payment comes from the college's budget. Again, the college rewards good 

performance when employees have performed well. It holds reward ceremonies to 

reward academic staff with vouchers and certificates and, provide bursaries for 

academic staff to study further (Participant 6). 
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When asked to provide information on what could be done to improve the situation in the 

college, one of the participants said, 

 

As part of college management, we must develop, guide, and support academic staff in 

what they do in the college and refrain from instilling fear in them as that will lead to 

them deciding to leave the college (Participant 7). 

 

Another participant believes that creating a conducive environment is the responsibility of the 

human resources (HR) department. In his response, he explained, 

 

The task of motivating staff is in the HR department as they are mandated to create an 

environment that is conducive for academic staff to work. This includes making 

proposals on what can be done to improve the working relationship. Again, a 

programme was introduced recently to reward academic staff based on their students’ 

performance (Participant 5). 

 

Further, participant 5 explained that the issue of motivating academic staff must be a collective 

effort by everyone in the college’s management structure to ensure that all academic staff feel 

comfortable working in the college. In addition to what the participant said, he suggested that 

the college must invite motivational speakers, and create some strategic partnerships with other 

TVET colleges to share skills and knowledge on educational matters that will be helpful to the 

academic staff and the college. The participant further suggested that academic staff be given 

goods such as branded jackets, bags, caps, and other paraphernalia that could motivate them. 

 

Later, participants were asked to identify other strategies that they thought could improve the 

attraction and retention of highly skilled academic staff. When they were asked about other 

strategies that the college could use to attract and retain highly skilled academic staff and how 

they would apply them, they said, 

 

If it was for me to decide, I would be happy if the salary of an academic staff is 

improved and they be given the salary of a senior academic staff (PL2), and if not, the 

salary must be structured in such a way that after some time the salary must be adjusted 

based on the cost of living (Participant 1). 

 

The participant further suggested that like in other sectors of the public service, academic staff 

must be automatically promoted to a higher position or next-level position after a certain 

number of years in a position because of the period of service. In that proposal, it would mean 
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that academic staff would be promoted without attending interviews and competing for 

available higher positions. 

 

In support of the above statement, another participant believed that the college must develop a 

career pathing as a strategy to attract and retain highly skilled academic staff. The participant 

said,  

 

Currently, the college does not prioritise or give preference to internal staff but appoint 

based on one’s performance during interviews. Promotional posts are open for everyone 

who qualifies regardless of whether the candidate works for the college (Participant 2). 

 

The participant indicated that the college was in the process of developing a career pathing and 

waiting for the council to approve a policy dealing with that strategy. When participants were 

asked about what the college doing to attract and retain highly skilled academic staff or to 

ensure that these academic staff do not leave the college, they explained, 

 

The thing that we are doing now is that we make sure that we give academic staff a 

yearly contract, meaning that we are assured that they will be contracted with us for a 

year. We are lucky that for most academic staff that are contract employees, we request 

the DHET to give us those posts permanently. So, if those posts are permanent, that 

will be the method to alleviate the challenge (Participant 1). 

 

There is no plan in place to promote academic staff as a way of retaining them after 

they are developed and this leads to them leaving the college, let alone the strategy to 

attract and retain highly skilled academic staff (Participant 3). 

 

Further, participant 6 stated that for those who were lucky to be promoted, it was dependent on 

who applied, who the panellists were, and other things, and this at some stages would lead to a 

situation where the wrong person was appointed.  

 

When pressed to state if the method that they use for recruiting academic staff as a way to 

reduce the time taken to fill the vacancy is working, the participant stated that they rely on the 

Department of Higher Education and Training, which they recommend, and the department 

appoints based on the so-called funding grid where academic staff were funded by the 

department. If the college appoints without the approval of the department, the college had to 

use its funding which is not even enough. The participant said, 
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We have started something as a college and currently we give the central office HR 

department all the requirements for all the posts per campus so that they can advertise. 

Interviews are held with shortlisted candidates and successful candidate names and 

contact details are saved on a college register/ database so that when one academic staff 

member resigns, it will be easier to replace that person (Participant 2). 

 

I probed participants to explain if what the college was doing in terms of striving to employee 

motivation and retention was working, the participant stated that although it was still new, they 

hoped that it was going to work because it has already attracted a lot of applicants. Hence, they 

were waiting for implementation. The participant further stated that based on the response from 

the applicant. Using this strategy will make it easier for the college to quickly fill the post since 

the replacement academic staff had already been interviewed and can be called as soon as 

possible.  

 

Another participant shared their sentiment on the recruitment and appointment of academic 

staff who are employed to replace the one who would have resigned. The participant was of 

the view that even if the college could recruit on time, the problem was that the recruit may not 

have the required experience, skills, and knowledge needed to fill the gap. The participant said, 

 

It is lucky when you get a person who has the skill, knowledge, and qualifications that 

are needed and remains in the college. No efforts are made by the college to attract and 

retain highly skilled academic staff (Participant 3). 

 

Another participant indicated that the college would advertise posts internally and, on their 

website, and that is not enough as the information does not reach everyone. The participant 

also felt that it would be fair and in the best interest of the college if the posts are advertised in 

addition to the Department of Public Service and Administration (DPSA) system for 

advertising posts, also be advertised in other media such as newspapers to attract skilled people 

nationally. The participant is of the view that attracting skilled, experienced, and 

knowledgeable people can only be realised if the college offers competitive remuneration. In 

his view, the participant indicated that based on what the college was offering, it is difficult to 

attract people with skills and the required knowledge. 

 

Other participants had these to say, 

 

Lately, the college has decided to appoint qualified academic staff whose profession is 

education and at least they will stay in the system and only move when there is a 

promotion. Replacing academic staff is a problem. If an academic staff with 2 – 4 years 
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can leave the college, getting a new replacement in the system takes time because the 

college must groom that academic staff member for him/her to become productive 

(Participant 6). 

 

It is difficult when looking at the way the TVET colleges are designed or configured. 

Some of the things are beyond the college's mandate. TVET colleges are not able to do 

top-ups, especially to convince an academic staff member who is leaving the college 

based on a better salary somewhere to stay (Participant 5). 

 

Participant 5 stated that it would be ideal if the configuration of TVET colleges was like what 

being done in the private sector. The participant further stated that in the private sector, 

companies were counteroffering what was promised to the employee who intended to leave for 

another company. The participant said,  

 

The college is operating in an environment that is influenced by many factors or 

challenges and there are many limitations such as the national budget, departmental 

issues, and the college council that in some instances might make plans to retain highly 

skilled academic staff although this happens in rare cases. (Participant 5). 

 

From the quotes above, motivating academic staff at the college was a serious challenge to the 

college’s management since the staff was not motivated regularly. Some participants 

mentioned that they were not being rewarded for good performance. It is evident from the 

above discussion that the college management had different experiences and perceptions of the 

motivation of academic staff. Some were of the view that highly skilled academic staff were 

not appreciated for their exceptional performance.  

 

Recognising and rewarding good performance assists in motivating academic staff to continue 

with the good work they were doing in the classroom. According to Magaisa and Musundire 

(2022), rewards increase the morale of the employees, boost their self-esteem, and wellbeing. 

However, the lack of recognition and rewards for academic staff may hurt their decision to stay 

in the college. Similarly, in a work environment where the employer values employee 

contribution, employees are appreciated to boost their morale and encourage them to stay in 

the organisation. Like in other organisations, the academic staff want to be appreciated in one 

way or the other for their good work. When students’ progress to the next level, it is a sign that 

a particular academic staff would have performed well, and they must be appreciated.  

 

The findings from the interviews indicated that while less was being done by the TVET college 

to recognise and reward good performance as a way of motivating academic staff, the work 
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environment was also not conducive for them to work and be productive. As submitted by 

Ahsan (2018) employees’ decision to stay is influenced by the rewards they receive from the 

organisation. Again, it was stated by most of the academic staff that there was no recognition 

and rewards for academic staff who were performing exceptionally well. One participant stated 

that previously, academic staff used to meet with other stakeholders, for example, parents and 

guardians of students and engage and share ideas on college matters but this was no longer 

happening for quite some time. The findings from this study also reflected some similarities to 

the findings of a study conducted by Rodriguez (2014), which found that recognising and 

rewarding employees increased their morale and added value to their achievements while on 

the other hand, motivating them to be more productive. 

 

4.3.4 Training and development 

During the interviews, participants were also asked to share their views on whether the college 

was providing training and career growth. When asked whether the college was offering 

training opportunities and career growth, their responses varied depending on how participants 

understand career growth. On the one hand, some participants understood career growth to be 

related to promotions while on the other hand, some considered it to relate to academic growth. 

From their responses, it was clear that although the participants may not be using the same term 

to mean the same thing, their understanding of growth opportunities was not far apart. Others 

spoke of career growth opportunities in terms of promotional posts while on the other hand, 

some referred to growth opportunities in terms of training. In the end, it surfaced that career 

growth and academic staff training were important to ensuring that highly skilled academic 

staff were attracted and retained in the college. These issues are discussed in detail in the next 

section. 

 

4.3.4.1 Career growth/ development. 

During the interview, the issue of developing academic staff professionally was also discussed. 

Participants were asked if the college was providing academic staff with the opportunity to 

develop themselves. Some participants indicated that the college was providing bursaries that 

were also regarded as grants to academic staff who wanted to further their studies. Some 

participants said,  
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The college has a human resources development department that is focussed on 

ensuring that academic staff grow academically through the involvement of campus 

managers who do training analysis to determine the required training for academic staff. 

If one comes without the requisite teaching methodology, the campus manager must 

ensure that the person is developed (Participant 1). 

 

I t depends on what is regarded as growth, but when we look at career growth, it depends 

on the nature of the programmes that are being offered by the college and the number 

of Full – Time Equivalent (FTEs). Academic staff who want to study further at external 

institutions are provided with the opportunities to do so and funding is made available, 

although it is not enough. The fact that the opportunity is made available to them, I then 

regard the development and training of academic staff as adequate. Again, internal 

programmes such as soft skills are also provided, but there is less progress in that regard 

(Participant 5). 

 

In support of what participants 1 and 5 said, other participants believed that the college was 

providing support through academic staff bursaries to develop their skills. The participants 

said,  

 

The college is offering bursaries, which they must apply for, and they are regarded as 

grants since academic staff are not required to pay back when they complete their 

studies and this allows them to grow as academics. The college also encourages 

academic staff who do not have a teaching qualification to enrol for this important 

professional qualification in education (Participant 6). 

 

The college has enrolled some of the academic staff with institutions of higher learning 

to ensure that they are qualified as educators especially those who do not have a 

teaching qualification (Participant 7). 

 

Other participants explained that, 

 

We work with the DHET to enhance the growth of academic staff in terms of personal 

growth and career pathing. What we do is that we ask the academic staff to identify 

their training needs and as a college, we then prioritise the needs based on the college’s 

growth plan. Academic staff is also developed to assist those that are not performing 

well (Participant 2). 

 

The college is developing academic staff through different ways, lately a programme 

to develop academic staff who do not have a teaching methodology is being offered in 

partnership with the Department of Higher Education and Training. Again, those who 

want to study further or to develop themselves must apply to the institutions of their 

choice and the college pays (Participant 3). 

 

The responses from participants indicated that most of the participants agreed that academic 

staff were provided with an opportunity to study further and in support of this, the college was 
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providing bursaries to academic staff registered to study in the field of their choice at any 

institution of higher learning. Nevertheless, although training was provided, most participants 

believed that the training provided was either irrelevant or not adequate to support them in the 

provision of quality education. The participants stated there was growth, although it below their 

expectation. Opportunities for career growth in the workplace make employees to be 

satisfied with their work. If they are satisfied with their work, they are more likely to 

stay with the college.  

 

As the training and development of employees are considered crucial for the success of any 

organisation (Bogatova, 2017), the college is also expected to train and develop academic staff 

so that they can gain the required skills and knowledge that will assist them in the provision of 

quality education. From the findings, it is evident that academic staff were not provided with 

growth opportunities and due recognition for their exceptional performance. Demotivated 

employees are more likely to quit their companies and seek alternative options. Allowing 

employees to grow and learn will always motivate them to stay with the organisation and be 

more productive and effective at work. Most of the academic staff stated that there were no 

opportunities for growth and this left them with no options but to look elsewhere for 

promotional opportunities. Academic staff are the backbone of the college, and the college must 

make sure that they are always happy, since if they are demotivated, performance will be 

affected thus leading to them performing poorly. This finding is consistent with the findings of 

other researchers such as Smit et al. (2016) who also found that investing in employees’ career 

growth opportunities develops their sense of obligation and organisational commitment. The 

findings also indicate that not enough is done to ensure that every academic staff is developed 

to the optimum level.  

 

4.3.4.2 Academic staff training.  

During the interviews, participants expressed their negative views about the training that they 

normally receive at the college and expressed their dissatisfaction with its relevance to what 

they were doing in the classroom. Participants also conceded that their views were not 

considered because annually, when performance evaluation was done in terms of integrated 

quality management system (IQMS), they indicated the training that they needed to enhance 

and improve teaching and learning in the classrooms, but nothing was done to satisfy the 

identified training needs. 
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When they were asked whether the trainings that they were receiving were relevant and 

adequate to what they were doing at work, some participants were of the view that what the 

training was providing was not adequate or relevant in terms of assisting them to effectively 

provide proper teaching and learning to students. A participant cited the lack of proper and 

relevant training as one of the reasons academic staff were leaving the college. The participant 

said, 

 

As academic staff, we are not given proper and relevant training to what we do, but we 

are given training that was meant for basic education, yet we are in the TVET sector. 

Academic staff do not have a method for teaching in the TVET sector and DHET has 

developed a qualification (Advanced Diploma in TVET Teaching) that is relevant. 

They have capacitated TVET colleges to train academic staff so that they can be 

relevant (Participant 1). 

 

The college is not yet giving academic staff the relevant training they need, but is 

driving toward that through the development of academic staff especially those without 

teaching qualifications by putting them in such programmes as the Advanced Diploma 

in TVET Teaching (Participant 2). 

 

Supporting the above comments by participants regarding the availability of relevant training 

programmes, other participants had these to say, 

 

Not everyone is trained and developed because the college takes time to allocate 

funding for the training and development of academic staff. However, lately some 

academic staff have opted to enrol with other institutions of higher learning to acquire 

more knowledge and skill (Participant 7). 

Training is not adequate, there is what we call a personal development plan where 

academic staff identify their training needs but unfortunately, none of those training 

needs identified by the academic staff are implemented (Participant 4). 

 

When participants were asked if academic staff were receiving relevant or adequate training, 

the participants had different views on the issue of training and development. The following 

are the different views that were provided by participants, 

 

Annually, a budget must be made available for academic staff development because 

currently, there are no funds budgeted to develop academic staff and the college must 

ensure that these academic staff are developed based on the identified training needs 

(Participant 4). 
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When another participant was asked to state what the college was doing to keep the trained and 

developed academic staff in its employ, he said,  

 

Unfortunately, the college cannot refrain from developing its own staff because of the 

fear that they might leave the college because it has a duty to empower the academic 

staff based on the skills that it needs. If academic staff are empowered, skilled, or 

trained on what they are doing, the college will improve in terms of production (results/ 

output). Nevertheless, this empowerment will not stop them from leaving (Participant 

5). 

 

The participants were also asked to explain if the college had a strategy to ensure that trained 

and developed academic staff were considered for promotion to ensure that they were not 

developed for competitors or other sectors. One participant said,  

We do not train academic staff so that they must not leave the college, but we train them 

to ensure that they can deliver. If there are positions somewhere, they may leave. If we 

do not train them, we are going to have academic staff that do not deliver. The only 

thing that we can do is to let them sign a contract that states the period the trained 

academic staff must work for the college before they can leave for other companies 

(Participant 1). 

 

The participant emphasised the importance of ensuring that academic staff were equipped with 

relevant training that could addresses the needs of the industry for them to be able to transfer 

the same knowledge and skills to their students in the classroom. The participant was of the 

view that academic staff required training that would enhance or develop them within the 

subject which they were teaching. Further, the participant gave an example of engineering as a 

subject that required specialised skills that could only be obtained through training. When 

probed to explain further regarding what he thought was required to ensure that trained and 

developed academic staff wouldn’t leave the college, the participant indicated that the college 

could ensure that by, 

 

Developing the academic staff in the relevant field such as taking them to participate in 

various short courses that will enhance teaching and learning. (Participant 6). 

 

The participant further indicated that if academic staff were introduced to blended learning and 

online teaching and learning, that will enhance their knowledge, and chances were that they 

would feel motivated to stay. 
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From the views of the participants above, it is evident that the college was taking the training 

and development of academic staff as very important strategies for mitigating staff attrition, 

even though less was done to ensure that academic staff received adequate or relevant training. 

Since academic staff were not receiving training that would assist them when conducting 

teaching and learning in the classroom, this might have resulted in students performing poorly. 

What this means is that the training provided to academic staff should ensure that they are 

equipped with the skills and knowledge they require to effectively perform their jobs in the 

classroom. 

 

The training and development of academic staff should include content knowledge regarding 

the relevant field of the job so that they can provide quality education to students. For the TVET 

college to provide quality education to students, it needs to constantly upskill academic staff 

with new and relevant skills and knowledge. In the opinion of Koteswari et al. (2020), 

providing relevant training to employees improves their skills and knowledge and makes them 

fit for the job. The provision of adequate training to academic staff coupled with opportunities 

for career growth is important for academic staff. Continuous training is important because it 

equips academic staff with the basic skills required for the efficient execution of the functions 

for which they are hired (Armstrong & Mitchell, 2019). Consequently, training these academic 

staff and not retaining them will negatively affect the college's performance. 

 

The findings from the interviews on the training of academic staff indicated that although the 

academic staff were being trained to enhance their performance, the training that was provided 

was not adequate or relevant as in most situations, they were only offered courses on assessing, 

moderating, and facilitating. This finding corroborates previous research, which found that the 

provision of training that is not adequate or relevant hurts academic career motivation, success, 

and productivity (Bwowe, 2020; Elsafty & Oraby, 2022). This finding is also in line with the 

findings of a study conducted by Abdullahi (2018) on the effect of training and development 

on employee productivity among the academic staff of Kano State Polytechnic in Nigeria. In 

that study, it was found that the training provided had an impact on the performance and 

productivity of academic staff. Based on the findings, providing relevant training was identified 

as a challenge to the college and if this could be improved, it will have a positive impact on the 

attraction, retention, and even the performance of highly skilled academic staff. These findings 

also corroborate a study conducted by Bishop (2018), which observed that workers of 

tomorrow must continuously upgrade their skills in their initiatives.  
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4.4 Chapter summary 

In this chapter, I provided a presentation of findings using data that was generated from the 

interviews conducted with participants who were based at a TVET college in Johannesburg. 

From the findings, four themes emerged, and these were discussed in detail. The findings 

suggested that various factors including challenges reduced the attraction and retention of 

highly skilled academic staff in the college. The next chapter is a chapter summary of the study, 

the research findings including the conclusion and lessons for research and practice. Lastly, it 

also includes the recommendations for further studies and final words. 
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                                                               CHAPTER 5 

  SUMMARY, CONCLUSIONS AND LESSONS FOR RSEARCH AND PRACTICE 

 

5.1 Introduction 

The previous chapter provided a detailed discussion and analysis of the research findings. In 

concluding this study, Chapter 5 presents a summary of the research findings. It provides an 

overview of the five chapters, followed by a discussion of key findings, limitations of the study, 

conclusions based on the findings of the study, and recommendations for future research.  

 

5.2 Summarising the study chapters 

Providing an overview of the chapters presented in the research report is very crucial as it 

provides the reader with a summary of what transpired in individual chapters. This is also done 

to assist the reader to understand the findings and recommendations as provided below. 

 

Chapter 1 – In this chapter, I described the background of the study and its scope. I also 

explained the rationale, the research problem statement and provided the key research questions 

including the aim, which guided the entire research study. Lastly, I concluded the chapter by 

providing an overview of structure of the dissertation. 

 

Chapter 2 – In this second chapter, I started by providing the conceptualisation of the important 

terms for the study and then discussed the relevant literature on employee attraction and 

retention in institutions of higher learning including other organisations in South Africa and 

internationally. This included the characteristics of highly skilled academic staff and strategies 

applied by institutions to attract and retain them. In the process of conducting literature review, 

it was apparent that there is less research conducted in the context of the Technical, Vocational 

Education and Training (TVET) sector regarding how TVET colleges attract and retain highly 

skilled academic staff. Lastly, I discussed the theories that underpin the study. 

 

Chapter 3 – In this chapter, I described the research methodology, research approach and the 

research paradigm which were applied in the study. I then justified the type of research design 

including the sampling methods used to obtain information on how college management attract 

and retain highly skilled academic staff. This included the data collection instrument used, the 
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procedure followed to collect data and the method of data analysis. I concluded the chapter by 

describing the methods followed to ensure trustworthiness, ethical consideration, and 

limitations of the study. 

 

Chapter 4 –The chapter presented the findings from the data collected through the in-depth 

interviews. These findings were grouped into themes and sub-themes which emerged during 

the data analysis process. I concluded the chapter by including quotations based on the 

participants’ views and subsequently discussed the findings to support these themes and 

subthemes.  

 

Chapter 5 – In this chapter, I discuss the summary of findings, conclusions and lessons for 

research and practice. The chapter reflected on the research questions to assist the reader 

understand the findings and recommendations as provided below. To conclude the chapter, I 

then reflected on the journey I took and the few lessons I have learnt about the topic, research 

process and findings. 

 

5.3 Summary of findings 

This section summarises the findings of the study that were categorised under the four themes 

being factors contributing to a high rate of attrition in the college, challenges of attrition in the 

college, strategies for academic staff attraction and retention, and training and development. 

These included the sub-themes that emerged in the process of data analysis. In addition, to 

summarise the findings, I restate the research questions that guided this study. These questions 

were,  

(i) What does a TVET college management in Johannesburg Central understand to be 

the factors causing the high rate of academic staff attrition?  

(ii) How does a TVET college management in Johannesburg Central attract and retain 

skilled academic staff?  

(iii) Why does a TVET college management in Johannesburg Central attract and retain 

skilled academic staff the way they do? 
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5.3.1 RQ1: What does a TVET college management in Johannesburg Central understand 

to be the factors causing the high rate of academic staff attrition? 

The research question above sought to explore the factors contributing to the high rates of 

academic staff attrition in the TVET college.  Based on the above research question, it emerged 

that high rates of academic staff attrition were caused by factors such as the lack of promotional 

opportunities, poor remunerations, and job insecurity. On promotional opportunities, the study 

revealed that academic staff were not usually promoted as there were few or no promotional 

opportunities in the college leading to academic staff looking for promotional opportunities in 

other TVET colleges and private companies. During the interviews, participants indicated that 

chances for promotion to senior positions were slim because most of their senior managers 

were not close to retirement. For them to be promoted, they had to wait for their managers to 

resign, retire or die. This posed a serious challenge to academic staff as they expected to be 

promoted at some stage and if there were no prospects for promotions, they would eventually 

leave the college. 

 

It was also clear from the findings that academic staff were not satisfied with the remuneration 

they were receiving, which they considered inadequate. This view was shared by college 

managers who indicated that the remuneration given to academic staff was not adequate when 

compared to their counterparts in other organisations. Some identified this inadequate 

remuneration as one of the reasons that most of the academic staff were leaving the college.  

The responses of both campus managers and divisional managers indicated that they concurred 

that the remuneration of academic staff specifically PL1 and PL2 was not enough. They also 

suggested how best this could be solved. From the findings, participants indicated that 

academic staff were not receiving adequate remuneration as it was less than what their 

counterparts in universities and other companies requiring equivalent qualifications were 

getting. Other participants even suggested that the concerned remuneration be benchmarked 

with those at universities, especially with entry-level positions.  

 

The other factor contributing to high rates of attrition was job insecurity. The findings indicated 

that job security remains an issue in the TVET college especially for academic staff who were 

employed on fixed-term contracts. Academic staff who were on fixed-term contracts were 

always on the lookout for available opportunities in other sectors. If they were not employed 

permanently after having worked for some time in the college, they would start looking for 

other opportunities in other companies including other colleges. While job security can be 
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regarded as beneficial to academic staff, it can also benefit the college as it can assist in 

improving the bottom line. Providing job security to academic staff can also help the college 

in attracting and retaining highly skilled academic staff and encourage them to effectively 

contribute to the college. However, if academic staff are not provided with job security, it is 

difficult for them to commit and give their best at work, and this may also lead to them starting 

to look elsewhere for stable and secure employment. 

 

5.3.2 RQ2: How does a TVET college management in Johannesburg Central attract and 

retain skilled academic staff? 

The above research question was intended to understand how the TVET college management 

in Johannesburg Central was attracting and retaining skilled academic staff. The findings 

revealed that working conditions at the college were not conducive as the college was still 

under administration. To academic staff, putting the college under administration made it 

difficult for them to perform effectively as the decisions were now centralised. On academic 

staff motivation, the interviews with participants revealed that the college was not doing 

enough to motivate academic staff. It emerged that academic staff were not well motivated to 

improve their performance. This was supported by one participant who mentioned that 

previously, they were being motivated through meetings with other stakeholders such as 

parents and they would engage on challenges and explore opportunities available. The 

management of the college was allegedly not concerned with motivating academic staff 

through the provision of rewards and recognition for good work. The participants highlighted 

that failure by the college to motivate academic staff was one of the reasons that led to academic 

staff leaving the college. To most of the participants, the college was doing nothing to motivate 

academic staff. The participants further expressed that the college was not giving them 

exposure to other departments that would broaden their careers and open more options to 

specialise. 

 

It was also revealed that the college did not have a growth plan or even succession planning in 

place. The availability of a growth plan or a succession planning assists in making the college 

more appealing to highly skilled academic staff. The existence of growth opportunities helps 

to retain and attract employees. Career growth results in more academic staff being committed 

to their work and thus increase their retention. Since chances for academic staff being promoted 

were slim, chances are that they would look for promotions elsewhere. In addition, the findings 
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on training indicated that academic staff were not receiving relevant training at work. One 

participant mentioned that the training that was usually provided to academic staff included 

assessing, moderating, and facilitation. These trainings were not specific to what the academic 

staff were doing in the classroom but only focused on assessment, which is a single component.  

 

5.3.3 RQ3: Why does a TVET college management in Johannesburg Central attract and 

retain skilled academic staff the way they do? 

The above research question was necessary to understand why a TVET college management 

was attracting and retaining skilled academic staff the way they do. From the findings, it 

appeared that academic staff were not attracted to the college due to the way the college was 

attracting and retaining highly skilled academic staff. This was a culmination of the process 

that the college was engaging in when recruiting an academic staff.  It was found that the 

college did not prioritise the recruitment and appointment of academic staff that were needed 

urgently to replace academic staff who were leaving the college on short notice as this would 

leave students unattended for a long time. Similarly, the inability of the college to fill the posts 

affected students' performance in the long run. Again, the extreme challenge of the student not 

having lecturers in the classrooms as shown above suggests the urgent need to expedite the 

recruitment process or to come up with new ways of ensuring that academic posts were filled 

as soon as they were vacant.  

 

Waiting for a long period such as two to three months is not good for the college as some 

campuses offer trimester and semester courses. Reducing the time that the college spends on 

advertising, shortlisting, and interviewing candidates will help the college because simplifying 

and expediting this recruitment process can help the college in securing highly skilled 

candidates before they are enticed by other organisations who offer better remunerations. 

Again, the findings indicated that the kind of training provided to academic staff did not 

enhance their work namely teaching and learning to students. Lastly, the college was 

experiencing a serious shortage of academic staff yearly due to the way they manage the 

recruitment and placement of academic staff, and this is seen through the continuous 

recruitment that take place every trimester, semester and yearly. 
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5.4 Learning from the findings: Conclusions  

In this study, I found that most participants shared similar views and experiences on what was 

enhancing the process of attracting and retaining highly skilled academic staff in the college. 

The study identified a need for academic staff to be developed to ensure that they are 

productive in the college. If academic staff are trained and developed in their areas of 

specialisation, their performance will improve leading to higher throughput. By developing 

them, the college will be able to provide quality education since these academic staff would 

have gained the requisite skills and knowledge needed by the college. Again, the study 

identified factors that were contributing to high rates of academic staff attrition in the college 

such as the lack of promotional opportunities, inadequate remunerations, and job insecurity. 

 

It is also evident from the above statements that one of the contributors to the challenge of 

attrition among academic staff was the failure of college management to consider appointing 

academic staff on permanent posts. Some of the managers also go as far as asking for an update 

regarding the appointment of new academic staff, however, they receive no joy as they are 

always told that the college is working on that. Further, it is also evident that academic staff 

were leaving the college regularly due to job insecurity, and as stated by some participant, some 

were leaving the college for promotional posts in other TVET colleges. The findings from the 

interviews also indicated that the longer it takes the college to fill an academic position; the 

longer it would take for students to be attended to in the classroom and this was not only 

frustrating the students but also the academic staff that would step in to assist as this created an 

extra workload to academic staff, which would culminate in the task being affected negatively. 

It must also be noted that when highly skilled academic staff leave an institution, they do not 

leave their knowledge and skills behind, and the new hire might not be experienced enough to 

replace the skills and knowledge lost.  

 

5.5 Recommendations 

The recommendations of this study are drawn from the aim of this study broadly, particularly 

from the findings. The recommendations cover suggestions for practice regarding the attraction 

and retention of highly skilled academic staff members and suggestions for future research. 
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5.5.1 Recommendations for practice 

5.5.1.1 Recommendations for campus management. 

While the strategic decision may include the development of a recognition and reward system, 

recruitment and placement plans decided at the college level, campus management can also 

play a role in ensuring that highly skilled academic staff are attracted and retained at their 

campuses. To realise this, campus managers can develop their campus-level strategies that 

support the college's overall strategies. In addition, they can create a work environment that is 

supportive of academic staff performance through the recognition and appreciation of their 

contribution to the campus and the entire college. 

 

5.5.1.2 Recommendations for college management. 

The findings of this research study have important practical implications for the TVET college 

and the TVET sector in general.  

 

The college management should know that the college’s success is dependent on the attraction 

and retention of highly skilled academic staff.  Therefore, they must consider prioritising the 

appointment of academic staff on a permanent basis to minimise turnover. Again, it is 

recommended that college management should consider recognising academic staff regularly 

for their good performance and accomplishments and create opportunities for growth in terms 

of promotions such as adding new programmes that will create opportunities for promotions.  

 

Although the remuneration of TVET academic staff is discussed in a bargaining council for the 

public service, the college should find a way of incentivising their remunerations by 

considering the introduction of monetary rewards for the most improved subject in terms of 

performance as a way of motivating them so they can stay in the college. Furthermore, it is 

recommended that the college should revisit the recruitment process and review it to reduce 

the time that the college takes to approve the appointment of academic staff and craft a 

recruitment and placement process that is seamless and effective in such a way that the college 

can fill vacant vacancies especially academic staff vacancies as soon as they become vacant. 

Additionally, I recommend that the contracts of academic staff who are employed on contract 

basis be converted to permanent ones to minimise attrition as they always leave for permanent 

positions elsewhere. 
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5.5.2 Recommendations for further research 

5.5.2.1 Limitations and delimitations. 

In this study, I aimed at interviewing 10 participants. However, I only managed to collect data 

from only seven. This was because during the data collection, some of the identified 

participants were busy conducting examinations in their various campuses while most of them 

were busy with student registrations since the college offers trimester, semester and year 

courses. Their busy schedule left them with little time to participate in the interviews. To ensure 

that I managed to get hold of most of the participants, I had to visit two or three times to check 

their availability. The other limitation was encountered after collecting data when I was 

supposed to start transcribing each interview conducted. This took a lot of time as I had to listen 

to the recordings time and again to ensure that I did not miss important information when 

transcribing.  

 

Again, since this study was conducted in a single TVET college in Johannesburg, the findings 

and recommendations can only be generalised to the college concerned. The findings of this 

research can also not be expanded to the rest of the province or country since it is only 

applicable to the specific TVET college where the research was conducted. 

 

5.5.2.2 Recommendations for further research. 

Since this study was conducted in one TVET college in Gauteng province, another study 

focusing on other TVET colleges in Gauteng or even in other provinces may add something to 

the body of knowledge. Another study if conducted in other TVET colleges may result in 

similar or different findings. However, the study may be useful to other researchers conducting 

their studies in similar or related fields of employee attraction and retention in higher education. 

The findings of this study cannot be generalised to all TVET colleges in South Africa due to 

the small sample size. This research study has the potential to be explored further in the TVET 

sector, especially concerning the different employee attraction and retention strategies that are 

applicable when to attract and retain highly skilled academic staff.  The data was collected 

through the interview method and the sampling techniques were purposive and convenient 

sampling thus other studies in the relevant field may use other data collection methods and 

sampling techniques. In addition, this study will contribute to existing knowledge in the fields 

of employee attraction and retention.  
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A future study could also explore whether the findings from this research can be transferred to 

other TVET colleges in Gauteng province, other provinces, South Africa, and even beyond. 

Moreover, not all employee attraction and retention strategies such as employee support; 

employee involvement; provision of regular feedback, and adequate resources were explored 

in this study, thus giving future researchers other options to focus on. Again, this study can be 

extended to other staff members of the TVET college such as cleaning staff, support staff, and 

academics (PL1 and PL2 lecturers). I feel that these staff members can contribute immensely 

to the study, given that they are also employed by the TVET college. The study can also be 

extended to other colleges in the province, other provinces, and even beyond since this might 

reach certain important findings given the different contexts. In addition, the information 

gained in this research study should contribute to the current limited understanding of how 

TVET college management can attract and retain highly skilled academic staff. The data can 

be used in the formulation of strategies to attract and retain highly skilled academic staff in 

TVET colleges.  

 

5.6 Final words 

As an academic staff based at the TVET college that constitutes the study’s research site, 

conducting in-depth interviews with participants allowed me to explore and understand what 

attracts and retains highly skilled academic staff in the college. This also allowed me to get 

their perspective on what motivates them to continue working at the college. From the findings, 

academic staff is motivated by many things including the provision of non-monetary 

motivational tools such as recognition and honour awards, providing relevant and adequate 

training programmes, and praising and encouraging them to do more. Regarding the study, I 

expected a challenge because I had not conducted full research before. I found the research 

process to be straightforward. The most challenging aspects of the research process were the 

formulation of the theoretical framework, the collection of data and data analysis. Collecting 

data was very problematic as some of the potential candidates, who were identified as having 

the required information useful to the study were not responsive as I had expected that they 

would respond on time as required. Therefore, I had to make some follow – ups. In addition, I 

had to create a work, study and life schedule that catered for my daily activities to be able to 

deal with the challenges. 

 

 



103 
 

                                                            REFERENCES  

 

Abdirahman, H. I. H., Najeemdeen, I. S., Abidemi, B. T., & Ahmad, R. (2020). The relationship 

between job satisfaction, work-life balance and organizational commitment on 

employee performance. Advances in Business Research International Journal, 4(1), 

42-52. 

Abdullahi, M. S. (2018). Effect of training and development on employee’s productivity among 

academic staff of Kano state polytechnic, Nigeria. Asian People Journal (APJ), 1(2), 

264-286. 

Acevedo, A. (2018). A personalistic appraisal of Maslow’s needs theory of motivation: From 

“humanistic” psychology to integral humanism. Journal of Business Ethics, 148(4), 

741-763. 

Adejare, B. O., Olaore, G. O., Udofia, E. E., & Emola, T. B. (2020). Inefficiency among Non-

Academic Staffs in Nigerian Tertiary Institutions: The Role of Training and 

Development. Journal on Efficiency and Responsibility in Education and 

Science, 13(2), 56-66. 

Adeniji, A., Osibanjo, O., Salau, O. P., Falola, H. O., Igbinoba, E., Ohunakin, F., & 

Ogueyungbo, O. (2019). Competence model for measuring career development and 

organisational growth in the health sector. Business: Theory and Practice, 20, 248-258. 

Adeosun, O. T., & OHIANI, A. S. (2020). Attracting and recruiting quality talent: firm 

perspectives. Rajagiri Management Journal, 14(2), 107–120. 

https://doi.org/10.1108/ramj-05-2020-0016 

Adnyani, N. L. P. R., & Dewi, A. A. S. K. (2019). The Influence of Work Experience, Job 

Performance and Training on Employee Career Development. Educations Journal of 

Management, 8(07), 4073-4101. 

Aguenza, B. B., & Som, A. P. M. (2018). Motivational factors of employee retention and 

engagement in organisations. International journal of advances in management and 

economics, 1(6), 88-95. 

Ahmad, N. M. N. N., Nawawi, A., & Salin, A. S. A. P. (2016). THE relationship between 

human capital and Director’s remuneration of Malaysian public listed 

company.. International Journal of Business and Society, 17(2). 



104 
 

Ahmed, N. O. A. (2016). Impact of human resource management practices on organizational 

citizenship behavior: An empirical investigation from banking sector of 

Sudan. International Review of Management and Marketing, 6(4), 964-973. 

Ahmed, S., Islam, R., & Asheq, A. A. (2023). Analysis of employee motivation in the service 

and manufacturing organisations: the case of a developing economy. International 

Journal of Business and Systems Research, 17(3), 309-325. 

Ahsan, M. (2018). Effective recruitment and selection along with succession planning towards 

leadership development, employee retention, and talent management in 

Pakistan. Journal of Entrepreneurship & Organization Management, 7(1), 1000233. 

Akanle, O., Ademuson, A. O., & Shittu, O. S. (2020). Scope and limitation of study in social 

research. Contemporary issues in social research, 105, 114. 

Akgunduz, Y., Adan Gök, Ö., & Alkan, C. (2020). The effects of rewards and proactive 

personality on turnover intentions and meaning of work in hotel businesses. Tourism 

and Hospitality Research, 20(2), 170-183. 

Akhtar, N., Aziz, S., Hussain, Z., Ali, S., & Salman, M. (2014). Factors affecting employee’s 

motivation in banking sector of Pakistan. Journal of Asian Business Strategy, 4(10), 

125- 133 

Alatawi, M. A. (2017). Can transformational managers control turnover intention? South 

African Journal of Human Resource Management, 15(1), 1-6. 

Alferaih, A., Sarwar, S., & Eid, A. (2018). Talent turnover and retention research. Evidence-

Based HRM: A Global Forum for Empirical Scholarship, 6(2), 166–186. 

https://doi.org/10.1108/ebhrm-06-2017-0035 

Algahtani, D. A. (2014). Are Leadership and Management Different? A Review. Journal of 

Management Policies and Practices, 2(3). https://doi.org/10.15640/jmpp.v2n3a4 

Aliyu, M. R., Bello, H. S., & Bello, M. (2018). Impact of Training and Development on 

Employee Performance in Abubakar Tatari Ali Polytechnic (ATAP) Bauchi, Bauchi 

State, Nigeria. KIU Journal of Humanities, 3(1), 309-319. 

Almalki, S. (2016). Integrating Quantitative and Qualitative Data in Mixed Methods Research-

-Challenges and Benefits. Journal of education and learning, 5(3), 288-296. 

Al-Refaei, A. A. A. H., Zumrah, A. R., & Al-Shuhumi, S. R. A. (2019). The Effect of 

Organizational Commitment on Higher Education Services Quality. E-Journal on 

Integration of Knowledge (7th Edition). 



105 
 

Al-sharafi, H., Hassan, M. E. M., & Alam, S. S. (2018). The Effect of Training and Career 

Development on Employees Retention â€“A Study on the Telecommunication 

Organizations in Yemen. The Journal of Social Sciences Research, 420-430. 

Aluu, D. O., Ile, N. M., & Okechukwu, E. U. (2023). Employment Security and Competitive 

Advantage in National University of Nigeria. Advance Journal of Business and 

Entrepreneurship Development, 7(2). 

Amoatemaa, A. S., & Kyeremeh, D. D. (2016). Making Employee Recognition a Tool for 

Achieving Improved Performance: Implication for Ghanaian Universities. Journal of 

Education and Practice, 7(34), 46-52. 

Ampomah, P., & Cudjor, S. K. (2015). The effect of employee turnover on organizations (case 

study of electricity company of Ghana, Cape Coast). Asian journal of Social Sciences 

and Management studies, 2(1), 21-24. 

Amushila, J., & Bussin, M. H. (2021). The effect of talent management practices on employee 

retention at the Namibia University of Science and Technology: administration middle-

level staff. SA Journal of Human Resource Management, 19, 11. 

Amushila, J., & Bussin, M. H. (2021). The effect of talent management practices on employee 

retention at the Namibia University of Science and Technology: administration middle-

level staff. South African  Journal of Human Resource Management, 19, 11. 

Anney, V. N. (2014). Ensuring the quality of the findings of qualitative research: Looking at 

trustworthiness criteria. 

Ansar, Farida, U., Yahya, M., Yusriadi, Y., & Tahir, S. Z. bin. (2019). Institutional economic 

analysis of bugis merchants in the inter-island trade. International Journal of Scientific 

and Technology Research, 8(8) 

Arasanmi, C. N., & Krishna, A. (2019). Employer branding: perceived organisational support 

and employee retention–the mediating role of organisational commitment. Industrial 

and Commercial Training, 51(3), 174-183. 

Arifin, S. R. M. (2018). Ethical considerations in qualitative study. International Journal of 

Care Scholars, 1(2), 30-33. 



106 
 

Armstrong, M., & Brown, D. (2019). Strategic Human Resource Management: Back to the 

future? A literature review. Institute for Employment Studies (IES) & Chartered 

Institute of Personnel and Development (CIPD). 

Armstrong, M., & Taylor, S. (2020). Armstrong’s Handbook of Human Resource Management 

Practice (15th ed.). Kogan Page. 

Armstrong, S., & Mitchell, B. (2019). The essential HR handbook: A quick and handy resource 

for any manager or HR professional. Red Wheel/Weiser. 

Aruna, M., & Anitha, J. (2015). Employee retention enablers: Generation Y employees. SCMS 

Journal of Indian Management, 12(3), 94. 

Ary, D., Jacobs, L., Irvine, C., & Walker, D. (2019). Introduction to research in education 10th 

edth ed. Boston (MA): Cengage Learning. 

Ashley, C. (2018). Internal and external factors that influence the retention of academics in 

higher education institutions in South Africa. Educor Multidisciplinary Journal, 2(1), 

86-101. 

Asiamah, N., Mensah, H., & Oteng-Abayie, E. F. (2017). General, target, and accessible 

population: Demystifying the concepts for effective sampling. The qualitative 

report, 22(6), 1607-1621. 

Babakus, E., Yavas, U., & Karatepe, O. M. (2017). Work engagement and turnover intentions. 

International Journal of Contemporary Hospitality Management, 29(6), 1580–1598. 

https://doi.org/10.1108/ijchm-11-2015-0649 

Bagheri, H., Mashhadi, A., Fadardi, J. S., & Fayyazi Bordbar, M. R. (2019). Cultural correlates 

of social anxiety disorder in the Iranian population: A qualitative study. Journal of 

Fundamentals of Mental Health, 21(4). 

Balakrishnan, L., & Vijayalakshmi, M. (2014). A study on retention strategies followed by 

education institutions in retaining qualified employees. SIES Journal of Management, 

10(1), 69-81 

Balamurugan, G., & Pasupathi, P. (2018). A study on effect of work-life balance on 

productivity. International Journal of Emerging Research and Development, 1(7), 1-4. 

Barkhuizen, N., Lesenyeho, D., & Schutte, N. (2020). Talent retention of academic staff in 

South African higher education institutions. International Journal of Business and 

Management Studies, 12(1), 191-207. 



107 
 

Barkhuizen, N., Schutte, N., & Nagel, L. (2017). Talent management, organisational 

satisfaction and turnover intentions of academic staff. Changing business environment: 

Gamechangers, opportunities and risks, 4(4), 22-30. 

Bateman, T., & Snell, S. (2013). M: Management (3rd ed). McGraw Hill / Irwin: New York, 

NY 

Becker, G. S. (1964). Human capital. 

Becker, G. S. (1994). Human capital revisited. In Human capital: A theoretical and empirical 

analysis with special reference to education, third edition (pp. 15-28). The University 

of Chicago Press. 

Bernadin, H.J. (2015). Human resource management: An exponential approach. 4th ed. 

NewYork: McGraw-Hill Irwin. P. 253-277. 

Berry, L.M. (2015). Psychology at work. San Francisco: McGraw Hill Companies Inc. 

Bhakuni, S., & Saxena, S. (2023). Exploring the link between training and development, 

employee engagement and employee retention. Journal of Business and Management 

Studies, 5(1), 173-180. 

Bibi, P., Ahmad, A., & Majid, A. H. A. (2018). The Impact of Training and Development and 

Supervisor Support on Employees Retention in Academic Institutions: The Moderating 

Role of Work Environment. Gadjah Mada International Journal of Business, 20(1), 

113. https://doi.org/10.22146/gamaijb.24020 

Bidisha, L. D and Mukulesh, B. (2013) Employee Retention: A Review of Literature. Journal 

of Business and Management, 14, 8-16.    

Bishop, S. (2018). Using data-driven decision-making to enhance performance: A practical 

guide for organizations (Doctoral dissertation, University of Maryland University 

College). 

Bloomberg, L. D. (2022). Completing your qualitative dissertation: A road map from beginning 

to end. 

Boardman, A. E., Greenberg, D. H., Vining, A. R., & Weimer, D. L. (2020). Efficiency without 

apology: consideration of the marginal excess tax burden and distributional impacts in 

benefit–cost analysis. Journal of Benefit-Cost Analysis, 11(3), 457-478. 

Bogatova, M. (2017). Improving recruitment, selection and retention of employee’s case: 

Dpointgroup Ltd. 

Bohlander, G., Snell, S., & Sherman, A. (2001). Managing Human Resource (12th Editi). 



108 
 

Boswell, C., Tully, J., & Mills, T. (2017). Mindfulness training: Building a supportive 

environment. 

Bothwell, E. (2018). Work-life balance survey 2018: long hours take their toll on academics, 

Times High. Eduction ]. 

Boutmaghzoute, H., & Moustaghfir, K. (2021). Exploring the relationship between corporate 

social responsibility actions and employee retention: a human resource management 

perspective. Human Systems Management, 40(6), 789-801. 

Braun, V., & Clarke, V. (2012). Thematic analysis. American Psychological Association. 

Brinckmann, J., Dew, N., Read, S., Mayer-Haug, K., & Grichnik, D. (2019). Of those who 

plan: A meta-analysis of the relationship between human capital and business 

planning. Long Range Planning, 52(2), 173-188. 

Brown, L.K., Schultz, J.R., Forsberg, A.D., King, G., Kocik, S.M. and Butler, R.B. (2002) 

Predictors of Retention among HIV/Haemophilia Health Care Professionals. General 

Hospital Psychiatry, 24, 48-54. 

http://dx.doi.org/10.1016/S0163-8343(01)00172-4  

Brynard, DJ, Hanekom, SX, and Bryanard, PA. Introduction to research (2014). Cape Town: 

Van Schaik. 

Bussin, M. H., & Brigman, N. (2019). Evaluation of remuneration preferences of knowledge 

workers. SA Journal of Human Resource Management, 17(1), 1–10. 

https://doi.org/10.4102/sajhrm.v17i0.1075 

Bustamam, F. L., Teng, S. S., & Abdullah, F. Z. (2014). Reward management and job 

satisfaction among frontline employees in hotel industry in Malaysia. Procedia-Social 

and Behavioral Sciences, 144, 392-402. 

Buta, S. (2015). Human capital theory and human resource management. implications in the 

development of knowledge management strategies. Ecoforum Journal, 4(1), 22. 

Buthelezi, Z. (2018). Lecturer experiences of TVET College challenges in the post-apartheid 

era: a case of unintended consequences of educational reform in South Africa. Journal 

of Vocational Education & Training, 1–20.  

Bwowe, P. (2020). Employee turnover intention at a historically disadvantaged South African 

University. Journal of Educational and Social Research, 10(6), 162. 



109 
 

Campbell, T. A. (2014). What could have been done? Circuit City: A case study of management 

and employee performance failure. Performance Improvement, 53(4), 16-23. 

Carter Andrews, D. J., Castro, E., Cho, C. L., Petchauer, E., Richmond, G., & Floden, R. 

(2019). Changing the narrative on diversifying the teaching workforce: A look at 

historical and contemporary factors that inform recruitment and retention of teachers of 

color. Journal of Teacher Education, 70(1), 6-12. 

Castellano, W. G. (2013). Practices for engaging the 21st century workforce: Challenges of 

talent management in a changing workplace. FT Press. 

Chabaya, O., Pinagase, T.G., Molotsi, M.M. 2014. Causes and Effects of Staff Turnover in the 

Academic Development Centre: A Case of a Historically Black University in South 

Africa. Mediterranean Journal of Social Sciences, 5: 69-76 

Chakrabarti, S., & Guha, S. (2016). Differentials in information technology professional 

category and turnover propensity: A study. Global Business Review, 17(3_suppl), 90S-

106S. 

Chand, A., Ashraf, N., Khalid, L., & Munawar, H. (2019). The Impact of Intrinsic and Extrinsic 

Rewards on Teachers Creativity. Journal of Resources Development and 

Management, 56, 24-34. 

Chang, J. H., & Teng, C. C. (2017). Intrinsic or extrinsic motivations for hospitality employees’ 

creativity: The moderating role of organization-level regulatory focus. International 

Journal of Hospitality Management, 60, 133-141. 

Cheema F. E. A. Shujaat, S., & Alam, R. (2013). Impact of non-monetary rewards on 

employees’motivation: a study of commercial banks in karachi. IBT Journal of 

Business Studies (JBS), 2(2). 

Cherry, K. (2022). Maslow's hierarchy of needs. Verywell Mind. 

Chiekezie, O. M., Emejulu, G., & Nwanneka, A. (2017). Compensation management and 

employee retention of selected commercial banks in Anambra State, Nigeria. Archives 

of Business Research, 5(3). 

Chinyio, E., Suresh, S., & Salisu, J. B. (2018). The impacts of monetary rewards on public 

sector employees in construction. Journal of Engineering, Design, and Technology, 

16(1), 125–142. https://doi.org/10.1108/jedt-12-2016-0098 



110 
 

Choy, L. T. (2014). The strengths and weaknesses of research methodology: Comparison and 

complimentary between qualitative and quantitative approaches. IOSR journal of 

humanities and social science, 19(4), 99-104. 

Clark, K. R., & Vealé, B. L. (2018). Strategies to enhance data collection and analysis in 

qualitative research. Radiologic technology, 89(5), 482CT-485CT. 

Cloutier, O., Felusiak, L., Hill, C., & Pemberton-Jones, E. J. (2015). The importance of 

developing strategies for employee retention. Journal of Leadership, Accountability & 

Ethics, 12(2). 

Cohen, L., Manion, L., & Morrison, K. (2018). Research methods in education (eight 

edition). Abingdon, Oxon. 

Coleman, P. (2022). Validity and reliability within qualitative research for the caring 

sciences. International Journal of Caring Sciences, 14(3), 2041-2045. 

Cope, D. G. (2014, January). Methods and meanings: credibility and trustworthiness of 

qualitative research. In Oncology nursing forum (Vol. 41, No. 1). 

Coulter, A. (2023). The Myth of Work/Life Balance (Doctoral dissertation). 

Covella, G., McCarthy, V., Kaifi, B., & Cocoran, D. (2017). Leadership’s role in employee 

retention. Business Management Dynamics, 7(5), 1-15. 

Creswell, J. W. (2014). A concise introduction to mixed methods research. SAGE publications. 

Creswell, J. W., & Creswell, D. J. (2018). Research Design: Qualitative, Quantitative, and 

Mixed Methods Approaches (5th ed.). SAGE Publications, Inc. 

Creswell, J. W., & Poth, C. N. (2017). Qualitative Inquiry and Research Design: Choosing 

Among Five Approaches (4th ed.). SAGE Publications, Inc. 

Cronin, B. (Ed.). (2016). Handbook of research methods and applications in heterodox 

economics. Edward Elgar Publishing. 

Dacholfany, M. I. (2017). Initiation of management strategies for Islamic educational 

institutions in improving the quality of Islamic human resources in Indonesia in the face 

of the globalization era. At-Tajdid: Journal of Islamic Education and Thought,1(01). 

Daniel, B. K. (2019, June). What constitutes a good qualitative research study? Fundamental 

dimensions and indicators of rigour in qualitative research: The TACT framework. 

In Proceedings of the European conference of research methods for business & 

management studies (pp. 101-108). 



111 
 

De Bruyn, M. (2014). Job satisfaction of staff members at two faculties of an academic 

institution. University of Johannesburg (South Africa). 

De Sousa Sabbagha, M., Ledimo, O., & Martins, N. (2018). Predicting staff retention from 

employee motivation and job satisfaction. Journal of Psychology in Africa, 28(2), 136-

140. 

Deas, A. J. (2017). Constructing a psychological retention profile for diverse generational 

groups in the higher educational environment. Unpublished doctoral thesis, University 

of South Africa, Pretoria, South Africa. 

Dechawatanapaisal, D. (2018). Examining the relationships between HR practices, 

organizational job embeddedness, job satisfaction, and quit intention. Asia-Pacific 

Journal of Business Administration, 10(2/3), 130–148. https://doi.org/10.1108/apjba-

11-2017-0114 

Deepa, R., & Baral, R. (2019). Importance-performance analysis as a tool to guide employer 

branding strategies in the IT-BPM industry. Journal of Organizational Effectiveness: 

People and Performance, 6(1), 77–95. https://doi.org/10.1108/joepp-04-2018-0024 

Denzin, N. K. (2018). The Sage handbook of qualitative research. 

Department of Higher Education and Training. (2015). Statistics on post-school education and 

training in South Africa: 2013. 

DHET (Department for Higher Education and Training).  (2013a). Government Gazette 

Staatsko-erant.  No.  36554.  Pretoria.   

DHET (Department of Higher Education and Training). (2013b). White Paper for Post-School 

Education and Training. Building an Expanded, Effective, and Integrated Post-School 

System. Preto-ria: Government Printer. 

Dickson, G. (2017). 20 Surprising Employee Retention Statistics You Need to 

Know. Employee Recognition and Company Culture-Bonusly Blog, 13. 

Dimitrios, T., Antigoni, F., & Christos, S. (2019). Public awareness and service provision for 

stroke in Northern Greece. Rostrum of Asclepius/Vima tou Asklipiou, 18(4). 

Dresch, A., Lacerda, D. P., & Miguel, P. A. C. (2015). A distinctive analysis of case study, 

action research and design science research. Revista brasileira de gestão de 

negócios, 17, 1116-1133. 

Dudovskiy, J. 2019. Research Methods.  



112 
 

Dwesini, N. F. (2019). Causes and prevention of high employee turnover within the hospitality 

industry: A literature review. African Journal of Hospitality, Tourism and 

Leisure, 8(3), 1-15. 

Eisenberger, R., Stinglhamber, F., Vandenberghe, C., Sucharski, I. L., & Rhoades, L. (2002). 

Perceived supervisor support: Contributions to perceived organizational support and 

employee retention. Journal of Applied Psychology, 87(3), 565–573. 

https://doi.org/10.1037/0021-9010.87.3.565 

El-Kassem, R. C. (2018). Work-life-balance in Qatar: Implementing tows analysis as a variant 

of the classic strategic tool, SWOT. Journal of WEI Business and Economics, 7(2), pp. 

31-48. 

Elsafty, A., & Oraby, M. (2022). The impact of training on employee retention: An empirical 

research on the private sector in Egypt. International Journal of Business and 

Management, 17(5), 58-74. 

Elstad, J. I., & Vabø, M. (2021). Lack of recognition at the societal level heightens turnover 

considerations among Nordic eldercare workers: a quantitative analysis of survey 

data. BMC health services research, 21, 1-10. 

Emanuel, E., Abdoler, E., & Stunkel, L. (2016). Research ethics: How to treat people who 

participate in research. 

Erasmus, B. J., Grobler, A., & Van Niekerk, M. (2015). Employee retention in a higher 

education institution: An organisational development perspective. Progressio, 37(2), 33-63. 

Etikan, I., Musa, S. A., & Alkassim, R. S. (2016). Comparison of convenience sampling and 

purposive sampling. American journal of theoretical and applied statistics, 5(1), 1-4. 

Fadhallah, R. A. (2013). The meaning of career development to women in academics. Indian 

Journal of Positive Psychology, 4(4), 575. 

Fernandez, K. M., & Worasuwan, K. (2017). Drivers of hotel employee retention: A 

comparative study. Universal Journal of Management, 5(11), 497-501. 

Fey, C. F. (2005). Opening the black box of motivation: A cross-cultural comparison of 

Sweden and Russia. International Business Review, 14(3), 345-367. 



113 
 

Fisher, M. H., & Royster, D. (2016). Mathematics teachers’ support and retention: Using 

Maslow's hierarchy to understand teachers’ needs. International Journal of 

Mathematical Education in Science and Technology, 47(7), 993-1008. 

Flick, U. (2022). The SAGE handbook of qualitative research design. 

Funminiyi, A. K. (2018). Impact of workplace environmental factors on employee 

commitment: Evidence from North East Nigeria. International Journal of Scientific 

Research and Management, 6(7), 575-585. 

Gabčanová, I. V. E. T. A. (2011). The employees–the most important asset in the 

organizations. Human Resources Management & Ergonomics, 5(1), 30-33. 

Galli, B. J. (2020). Impact and Role of Motivation Theories in Continuous Improvement 

Environments. International Journal of Service Science, Management, Engineering, 

and Technology, 11(1), 1–13. https://doi.org/10.4018/ijssmet.2020010101 

Gan, J. L., & Yusof, H. M. (2019). The Relationship Between Training and Employees' 

Retention: A Review Paper. International Journal of Entrepreneurship and 

Management Practices, 2(5), 16-24. 

Gangwani, S., Dubey, M. K., & Dasgupta, P. (2016). A Study on compensation management 

and its importance for employee retention in IT industry in India. International journal 

of research in IT and management, 6(12), 37-44. 

Garg, P., & Yajurvedi, N. (2016). Impact of work-life balance practices on employee’s 

retention and organizational performance–A study on IT industry. Indian journal of 

applied research, 6(8), 105-108. 

Gharib, M.N, Kahwaji, A.T., & Elrasheed, M.O., (2017). Factors affecting staff retention: 

Strategies used in private Syrian companies during the crisis. International Review of 

Management and Marketing. 7(2), 202-206. 

Gillies, D. (2015). Human capital theory in education. In Encyclopedia of educational 

philosophy and theory. Springer Science+ Business Media 

Godwin, A., Handsome, O. E., Ayomide, W. A., Enobong, A. E., & Johnson, F. O. (2017). 

Application of the henri fayol principles of management in startup organizations. IOSR 

Journal of Business and Management, 19(10), 78-85. 



114 
 

Goldkuhl, G. (2019). The generation of qualitative data in information systems research: the 

diversity of empirical research methods. Communications of the Association for 

Information Systems, 44, 572-599. 

Gomez -Mejia, L.R., Balkin, D.B., & Cardy, R.L. (2016) Managing human resources. New 

Jersey: Pearson Prentice Hall. 

Gooding, L. F. (2018). Work-life factors and job satisfaction among music therapy educators: 

A national survey. Music Therapy Perspectives, 36(1), 97-107. 

Graham-Leviss, K. (2011). The Perfect hire: A tactical guide to hiring, developing, and 

retaining top sales talent. Entrepreneur Press. 

Grewal, A., Kataria, H., & Dhawan, I. (2016). Literature search for research planning and 

identification of research problem. Indian journal of anaesthesia, 60(9), 635. 

Gunawan, J. (2015). Ensuring trustworthiness in qualitative research. Belitung Nursing 

Journal, 1(1), 10-11. 

Gupta, S., & Sinha, S. (2020). Academic Staff planning, allocation and optimization using 

Genetic Algorithm under the framework of Fuzzy Goal Programming. Procedia 

Computer Science, 172, 900-905.Hafanti, O. 2015. Effect of Compensation, Work 

Environment and Design Task on Job Satisfaction and Impact on Employee Retention 

PMI Aceh. Journal of Management, 4 (1), 164-173. 

Hafanti, O. (2015). Effect of compensation, work environment and design task on job 

satisfaction and impact on employee retention PMI Aceh. Journal of 

Management, 4(1), 164-173. 

Hammarberg, K., Kirkman, M., & De Lacey, S. (2016). Qualitative research methods: when to 

use them and how to judge them. Human reproduction, 31(3), 498-501. 

Handaru, A. W., Utomo, T., & Sudiarditha, I. K. R. (2013). Pengaruh Lingkungan Kerja, 

Kompensasi dan Komitmen Organisasi terhadap Kepuasan Kerja Karyawan di RS â€ 

œXâ€. JRMSI-Jurnal Riset Manajemen Sains Indonesia, 4(1), 116-135. 

Harrison, H., Birks, M., Franklin, R., & Mills, J. (2017, January). Case study research: 

Foundations and methodological orientations. In Forum qualitative 

Sozialforschung/Forum: qualitative social research (Vol. 18, No. 1). 



115 
 

Hassan, Z. (2022). Employee retention through effective human resource management 

practices in Maldives: Mediation effects of compensation and rewards system. Journal 

of Entrepreneurship, Management and Innovation, 18(2), 137-174. 

Hayashi Junior, P., & Dolan, S. L. (2013). Talenting: Towards a new processual approach to 

talent management. ESADE Business School Research Paper, (243). 

Head, G. (2020). Ethics in educational research: Review boards, ethical issues and researcher 

development. European Educational Research Journal, 19(1), 72-83. 

Heathfield, S.M. (2016). Bonus Pay.  

Hendricks, C. C. (2017). Improving schools through action research: A reflective practice 

approach. Pearson. One Lake Street, Upper Saddle River, New Jersey 07458. 

Hijmans, E., & Kuyper, M. (2007). 4 Het halfopen interview als onderzoeksmethode. 

In Kwalitatief onderzoek (pp. 43-51). Bohn Stafleu van Loghum, Houten. 

Ho, P., Downs, J., Bulsara, C., Patman, S., & Hill, A. M. (2018). Addressing challenges in 

gaining informed consent for a research study investigating falls in people with 

intellectual disability. British Journal of Learning Disabilities, 46(2), 92-100. 

Hong, E. N. C., Hao, L. Z., Kumar, R., Ramendran, C. & Kadiresan, V. 2012. An effectiveness 

of human resource management practices on employee retention in institute of higher 

learning: A regression analysis. International journal of business research and 

management, 3, 60-79. 

Horbach, J., & Rammer, C. (2021). Skills shortage and innovation. Industry and Innovation, 

1–26. https://doi.org/10.1080/13662716.2021.1990021 

Huang, K. Y., & Chuang, Y. R. (2016). A task–technology fit view of job search website impact 

on performance effects: An empirical analysis from Taiwan. Cogent Business & 

Management, 3(1), 1253943. 

Huang, M. H., & Cheng, Z. H. (2012). The effects of inter-role conflicts on turnover intention 

among frontline service providers: does gender matter? The Service Industries Journal, 

32(3), 367–381. https://doi.org/10.1080/02642069.2010.545391 

Huang, P., & Zhang, Z. (2016). Participation in Open Knowledge Communities and Job-

Hopping. MIS quarterly, 40(3), 785-806. 

Hussain, S. D., Khaliq, A., Nisar, Q. A., Kamboh, A. Z., & Ali, S. (2019). The impact of 

employees’ recognition, rewards and job stress on job performance: mediating role of 

perceived organization support. SEISENSE Journal of Management, 2(2), 69-82. 



116 
 

Idris, M. H., Hamzah, D., Sudirman, I., & Hamid, N. (2017). The relevance of financial and 

non-financial compensation on professionalism and lecturers’ performance: Evidence 

from Makassar Private Universities (Indonesia). Journal of Asian Development, 3(2), 

162-180. 

Igwenagu, C. (2016). Fundamentals of research methodology and data collection. LAP 

Lambert Academic Publishing. 

Irshad, M., & Naqvi, S. M. M. R. (2023, August). Impact of team voice on employee voice 

behavior: role of felt obligation for constructive change and supervisor expectations for 

voice. In Evidence-based HRM: A Global Forum for Empirical Scholarship (Vol. 11, 

No. 3, pp. 335-351). Emerald Publishing Limited. 

Jacob, O. N., & Garba, A. D. (2021). Shortage of academic staff in the higher institution of 

learning in Nigeria. Central Asian Journal of Social Sciences and History, 2(3), 108-

124. 

Jadon, P. S., & Upadhyay, B. K. (2018). Employee Retention in Public and Private Hospital 

Settings: An Empirical Study of its Relationship with Participative Climate and Role 

Performance. Indian Journal of Commerce and Management Studies, 9(1), 37-46. 

Jain, N., & Bhatt, P. (2015). Employment preferences of job applicants: unfolding employer 

branding determinants. Journal of Management Development, 34(6), 634–652. 

https://doi.org/10.1108/jmd-09-2013-0106 

Jamshed, S. (2014). Qualitative research method-interviewing and observation. Journal of 

basic and clinical pharmacy, 5(4), 87. 

Janis, I. (2022). Strategies for establishing dependability between two qualitative intrinsic case 

studies: A reflexive thematic analysis. Field Methods, 34(3), 240-255. 

Jarad, N. G. I. (2012). The construction manager leading characteristics for the success of 

construction projects in the Gaza Strip. 

Johennesse, L. A. C., & Chou, T. K. (2017). Employee Perceptions of Talent Management 

Effectiveness on Retention. Global Business & Management Research, 9(3). 

Johnson, K.  F.  (2020). Counselor Trainees’ Inter-Professional Self Efficacy After a Career 

Development Intervention.  Journal of Employment Counselling, 57 (4): 146-162. 

Johnson, R. B., & Christensen, L. (2019). Educational research: Quantitative, qualitative, and 

mixed approaches. Sage publications. 



117 
 

Johnson, S. J., Willis, S. M., & Evans, J. (2019). An examination of stressors, strain, and 

resilience in academic and non-academic UK university job roles. International 

Journal of Stress Management, 26(2), 162. 

Kagwi, C. W. (2018). INFLUENCE OF PSYCHOSOCIAL FACTORS ON 

EMPLOYEES’PERFORMANCE IN ORGANIZATIONS (A CASE OF HUDUMA 

CENTRE-NYERI COUNTY). Journal of Business and Strategic Management, 3(1), 

31-44. 

Kanaiya, I. P. C., & Mustanda, I. K. (2020). Kepuasan kerja memediasi hubungan kompensasi 

terhadap retensi karyawan. E-Jurnal Manajemen Universitas Udayana, 9(3), 1109. 

Kapenda, H. M.  &  Pieters, L. (2017). Lecturers' Perceptions on the Effectiveness of In-service 

Training Programs at a Selected Public Sector Organization in Namibia. REMIE-

Multidisciplinary Journal of Educational Research, 7(2). 

Kassaw, A.  (2018).  Determinants of turnover intention in academic institutions:  Study 

conducted on Wolaita  Sodo  University,  Ethiopia. International Journal of Academic 

Research and Development, Vol. 3; pp 07-14. 

Kehr, T. (2020). Employee Retention in a Multinational Organization: A Delphi 

Study (Doctoral dissertation, University of Phoenix). 

Kendall, S., & Halliday, L. E. (2014). Undertaking ethical qualitative research in public health: 

are current ethical processes sufficient? Australian and New Zealand journal of public 

health, 38(4), 306-310. 

Kerdpitak, C., & Jermsittiparsert, K. (2020). The impact of human resource management 

practices on competitive advantage: Mediating role of employee engagement in 

Thailand. Systematic Reviews in Pharmacy, 11(1), 443-452. 

Khalid, S., Irshad, M. Z., & Mahmood, B. (2012). Job satisfaction among academic staff: A 

comparative analysis between public and private sector universities of Punjab, 

Pakistan. International journal of Business and Management, 7(1), 126. 

Khan, S. B. (2018). Factors attracting and retaining professionals: A comparative study 

between the private and public sector (Doctoral dissertation, North-West University 

(South Africa)). 

Kinman, G. (2016). Effort–reward imbalance and over commitment in UK academics: 

implications for mental health, satisfaction and retention. Journal of Higher Education 

Policy and Management, 38(5), 504-518. 



118 
 

Kinyili, J. M. (2018). Role of remuneration practices on the retention of employees in public 

health institutions in Machakos County, Kenya. International Journal of Advanced 

Research in Management and Social Sciences, 7(9), 53-71. 

Kireru, C. (2019). Role of integrated talent management processes in competitive advantage 

of telecommunication firms in Nairobi city county, Kenya (Doctoral dissertation, 

JKUAT-COHRED). 

Kivunja, C. (2018). Distinguishing between theory, theoretical framework, and conceptual 

framework: A systematic review of lessons from the field. International journal of 

higher education, 7(6), 44-53. 

Kivunja, C., & Kuyini, A. B. (2017). Understanding and applying research paradigms in 

educational contexts. International Journal of higher education, 6(5), 26-41. 

Koo, B., Yu, J., Chua, B. L., Lee, S., & Han, H. (2020). Relationships among emotional and 

material rewards, job satisfaction, burnout, affective commitment, job performance, 

and turnover intention in the hotel industry. Journal of Quality Assurance in Hospitality 

& Tourism, 21(4), 371-401. 

Korantwi-Barimah, J. S. (2017). Factors influencing the retention of academic staff in a 

Ghanaian technical university. Human Resource Management Research, 7(3), 111-

119. 

Korstjens, I., & Moser, A. (2018). Series: Practical guidance to qualitative research. Part 4: 

Trustworthiness and publishing. European Journal of General Practice, 24(1), 120-

124. 

Kossivi, B., Xu, M., & Kalgora, B. (2016). Study on Determining Factors of Employee 

Retention. Open Journal of Social Sciences, 04(05), 261–268. 

https://doi.org/10.4236/jss.2016.45029 

Koteswari, D., Dhanalakashmi, D. R., & Tiwari, R. (2020). The Role of Training and Work 

Environment on Retention and Job Satisfaction as a Mediator at Startups, Bangalore. 

International Journal of Management, 11(9), 1181-1191. 

Kothari, C. (2017). Research methodology methods and techniques by CR Kothari. Published 

by New Age International (P) Ltd., Publishers, 91. 



119 
 

Kumar, A. J. (2017). Work life balance of women employees with reference to teaching 

faculties. International Journal of Innovative Research in Science, Engineering and 

Technology, 6(7), 13272-13276. 

Kundu, S. C., & Lata, K. (2017). Effects of supportive work environment on employee 

retention: Mediating role of organizational engagement. International Journal of 

Organizational Analysis, 25(4), 703-722. 

Kurdi, B., Alshurideh, M. & Al Afaishat, T (2020). Employee retention and organizational 

performance: Evidence from banking industry. Management Science Letters, 10(16), 

3981-3990. 

Kurdi, B., Alshurideh, M., & Alnaser, A. (2020). The impact of employee satisfaction on 

customer satisfaction: Theoretical and empirical underpinning. Management Science 

Letters, 10(15), 3561-3570. 

Langove, N., & Isha, A. S. N. (2017). Impact of rewards and recognition on Malaysian IT 

executives well-being and turnover intention: A conceptual framework. Global 

Business and Management Research, 9(1s), 153. 

Ldama J. Bazza M. I. (2015). Effect of Training and Development on Employees’ Retention 

in Selected Commercial Banks in Adamawa State-Nigeria.European Journal of 

Business and Management, 7(36), 96–101. 

Lederman, N. G., & Lederman, J. S. (2015). What is a theoretical framework? A practical 

answer. Journal of Science Teacher Education, 26(7), 593-597. 

Lesenyeho, D. L., Barkhuizen, N. E., & Schutte, N. E. (2018b). Factors relating to the attraction 

of talented early career academics in South African higher education institutions. SA 

Journal of Human Resource Management, 16. 

https://doi.org/10.4102/sajhrm.v16i0.910 

Lestari, D., & Margaretha. M. (2021). Work life balance, job engagement and turnover 

intention: Experience from Y generation employees. Management Science 

Letters, 11(1), 165–170.  

Levitt, H. M., Bamberg, M., Creswell, J. W., Frost, D. M., Josselson, R., & Suárez-Orozco, C. 

(2018). Journal article reporting standards for qualitative primary, qualitative meta-

analytic, and mixed methods research in psychology: The APA Publications and 

Communications Board task force report. American Psychologist, 73(1), 26. 



120 
 

Lewis, S. (2015). Qualitative inquiry and research design: Choosing among five 

approaches. Health Promotion Practice, 16(4), 473-475. 

Lincoln, Y. S., Guba, E. G., & Pilotta, J. J. (1985). Naturalistic Inquiry California. 

Lundberg, C., Gudmundson, A., & Andersson, T. D. (2009). Herzberg's Two-Factor Theory of 

work motivation tested empirically on seasonal workers in hospitality and 

tourism. Tourism Management, 30(6), 890-899. 

Lune, H., & Berg, B. L. (2017). Qualitative research methods for the social sciences. Pearson. 

Lunenburg, C. F. (2011). Leadership versus Management: A Key Distinction - At Least in 

Theory. International Journal of Management, Business, and Administration, 14(1), 1-

4.  

Lussier, R. N. (2017). Management fundamentals: Concepts, applications, and skill 

development. Sage Publications. 

Mabaso, C. M., & Dlamini, B. I. (2018). Total rewards and its effects on organisational 

commitment in higher education institutions. SA Journal of Human Resource 

Management, 16. https://doi.org/10.4102/sajhrm.v16i0.913 

Mabaso, C., & Moloi, K. (2016). The Influence of Compensation on Talent Retention at a 

TVET College. SSRN Electronic Journal. https://doi.org/10.2139/ssrn.2851760 

Madikizela-Madiya, N. (2017). Ethics’ power dynamics in higher education’s self-

ethnographic research. Qualitative Research Journal. 

Magaisa, G. M., & Musundire, A. (2022). Factors affecting employee retention in Zimbabwean 

companies. International Journal of Applied Management Theory and Research 

(IJAMTR), 4(1), 1-20. 

Magiledzhi, R. (2020) Remuneration as a strategic tool in retaining academic staff in an 

institution of higher learning (Doctoral dissertation). 

Mahmood, Z., Basharat, M., & Bashir, Z. (2012). Review of classical management theories. 

International. Journal of Social Science and Education 2(1), 512- 522.  

Mahony, G. (2019). Time for a ceasefire in the war for talent. HR Future, 2019(7), 22-23. 

Makhubela, S., & Ngoepe, M. (2018). Knowledge retention in a platinum mine in the North 

West Province of South Africa. SA Journal of Information Management, 20(1). 

https://doi.org/10.4102/sajim.v20i1.905 



121 
 

Makondo, L. (2014). Academics attraction and retention trends at a South African 

university. Journal of Sociology and Social Anthropology, 5(2), 169-177. 

Manogharan, M. W., Thivaharan, T., & Rahman, R. A. (2018). Academic Staff Retention in 

Private Higher Education Institute--Case Study of Private Colleges in Kuala 

Lumpur. International Journal of Higher Education, 7(3), 52-78. 

Maree, K. (2007). First steps in research. Pretoria. South Africa: Van Schaik http://www. theiia. 

org/chapters/pubdocs/242/Internal_Controls_Basics_IIA_0, 40709. 

Maria Samih Ahmad Saad, Abdulquddus Mohammad (2021). Talent Attraction and Retention 

of Private Sector Organisations in Saudi Arabia--Palarch’s Journal of Archaeology of 

Egypt/Egyptology, 18 (14), 835-846. 

Marinakou, E., & Giousmpasoglou, C. (2019). Talent management and retention strategies in 

luxury hotels: evidence from four countries. International Journal of Contemporary 

Hospitality Management, 31(10), 3855–3878. https://doi.org/10.1108/ijchm-10-2018-

0862 

Marshall, C., & Rossman, G. B. (2014). Designing qualitative research. Sage publications. 

Masambuka, T. C. (2020). University of KwaZulu-Natal female students’ perceptions of female 

sexuality and influence on sexual behaviour and HIV and AIDS prevention (Doctoral 

dissertation). 

Massoudi, A. H., & Hamdi, S. S. A. (2017). The Consequence of work environment on 

Employees Productivity. IOSR Journal of Business and Management, 19(01), 35-42. 

Mathimaran, K. B., & Kumar, A. A. (2017). Employee retention strategies–An empirical 

research. Global Journal of Management and Business Research: E Marketing, 17(1), 

17-22. 

Mathis, R. L., Jackson, J. H., Valentine, S. R., & Meglich, P. A. (2017). Human Resource 

Management 15th Ed 

Mazerolle, S. M., & Barrett, J. L. (2018). Work-life balance in higher education for women: 

perspectives of athletic training faculty. Athletic Training Education Journal, 13(3), 

248-258. 

Mbhele, A. (2021). The effectiveness of the Independent Police Investigative Directorate in 

investigating Section 28 (1)(B) death as a result of police action and Section 28 (1)(G) 

police corruption in KwaZulu-Natal, South Africa (Doctoral dissertation). 

McCowan, T. (2018). Five perils of the impact agenda in higher education. London Review of 

Education. Published. https://doi.org/10.18546/lre.16.2.08 



122 
 

McCusker, K., & Gunaydin, S. (2015). Research using qualitative, quantitative or mixed 

methods and choice based on the research. Perfusion, 30(7), 537-542. 

McLeod, S. (2018). Jean Piaget’s theory of cognitive development. Simply Psychology, 18(3), 

1-9. Mensah, J. K. (2019). Talent management and employee outcomes: A 

psychological contract fulfilment perspective. Public Organization Review, 19(3), 325-

344. 

Meaghan, S., & Nick, B. (2002). Voluntary Turnover: Knowledge Management-Friend or Foe? 

Journal of Intellectual Capital, 3(3), 303- 322. 

Mensah, J. K. (2019). Talent management and employee outcomes: A psychological contract 

fulfilment perspective. Public Organization Review, 19(3), 325-344. 

Miller, D. (2006), Strategic human resource management in department stores: an historical 

perspective. Journal of Retailing and Consumer Service, 13 (2), 99-109. 

Mngomezulu, N., Challenor, M., Elias, M. E., Mashau, P., & Chikandiwa, C. T. (2015). The 

impact of recognition on retention of good talent in the workforce. Journal of 

Governance and Regulation., 4(4), 372–379. doi:10.22495/ jgr_v4_i4_c3_p2 

Moloantoa, M. E., & Dorasamy, N. (2017). Job satisfaction among academic employees in 

institutions of higher learning. Problems and perspectives in management, (15, Iss. 3 

(contin. 1)), 193-200. 

Mokoena, T. D. (2021). Teaching in the time of massification: exploring education academics’ 

experiences of teaching large classes in South African higher education (Doctoral 

dissertation). 

Monye, M. C., & Ibegbulem, A. B. (2018). Effect of strategic planning on organizational 

performance and profitability. International Journal of Business & Law Research, 6(2), 

31-40. 

Moodly, A.  & Toni, N.  (2017).  Accessing higher education leadership:  Towards a framework 

for women’s professional development. South African Journal of Higher Education, 31 

(3): 138-153. 

Moon, K., Brewer, T. D., Januchowski-Hartley, S. R., Adams, V. M., & Blackman, D. A. 

(2016). A guideline to improve qualitative social science publishing in ecology and 

conservation journals. Ecology and society, 21(3). 



123 
 

Morse, J. (2018). Reframing rigor in qualitative inquiry. In International Journal of Qualitative 

Methods (Vol. 13, pp. 536-536). 5-217. 

Moyo, T. & McKenna, S. (2021). Constraints on improving higher education teaching and 

learning through funding. South African Journal of Science., 117 (2):1-7. 

Msengeti, D. M., & Obwogi, J. (2015). Effects of pay and work environment on employee 

retention: A study of hotel industry in Mombasa county. 

Mubarik, M. S., Chandran, V. G. R., & Devadason, E. S. (2018). Measuring human capital in 

small and medium manufacturing enterprises: what matters? Social Indicators 

Research, 137, 605-623. 

Musakuro, R. N., & de Klerk, F. (2021). Academic talent: Perceived challenges to talent 

management in the South African higher education sector. SA Journal of Human 

Resource Management, 19. https://doi.org/10.4102/sajhrm.v19i0.1394 

MUŠURA, A., KORICAN, M. & KRAJNOVIC, S. (2013) Work–life and lifework conflicting 

Croatian companies: Some perspectives. International Journal of Organization Theory 

and Behavior, 16, pp. 42–67.  

Mutia, W., Doris, P. S. S., & Roziana, B. (2018). MDo Technological Change and Human 

Capital Lead to Economic Growth? Evidence from Indonesia. Prosiding PERKEM ke-

13, 439-553. 

Mythili, P., & Alban, G. F. (2018). Stress and work-life balance of school teachers: a social 

work intervention. Journal of Social Work Education and Practice, 3(2), 57-61. 

Mzimela, T., & Chikandiwa, C. (2017). Employee training and development practices in the 

Tourism and Leisure sector in KwaZulu-Natal, South Africa. African Journal of 

Hospitality, Tourism and Leisure, 6(4), 1-17. 

Nadrifar, A., Bandani, E., & Shahryari, H. (2016). An overview of classical management 

theories: A review article. International Journal of Science and Research 5(9), 83-86.  

Naim, M. F., & Lenka, U. (2018). Development and retention of Generation Y employees: a 

conceptual framework. Employee relations, 40(2), 433-455. 

Naqvi, S. M. M. R., & Bashir, S. (2015). IT-expert retention through organizational 

commitment: A study of public sector information technology professionals in 

Pakistan. Applied Computing and Informatics, 11(1), 60-75. 



124 
 

Nasir, F., Ashraf, M., & Riaz, M. (2019). The role of gender in employee retention: A study of 

private hospitals in Karachi. International Journal of Experiential Learning & Case 

Studies, 4(1), 157-171. 

Nasir, S. Z., & Mahmood, N. (2018). A study of effect of employee retention on organizational 

competence. International Journal of Academic Research in Business and Social 

Sciences, 8(4), 408-415. 

Naz, S., Li, C., Nisar, Q. A., Khan, M. A. S., Ahmad, N., & Anwar, F. (2020). A study in the 

relationship between supportive work environment and employee retention: Role of 

organizational commitment and person–organization fit as mediators. Sage 

Open, 10(2), 2158244020924694. 

Nazir, S., Shafi, A., Qun, W., Nazir, N., & Tran, Q. D. (2016). Influence of organizational 

rewards on organizational commitment and turnover intentions. Employee 

Relations, 38(4), 596-619. 

Ndeipanda, E. (2018). Towards developing retention strategies: A study on the professional 

and administrative staff of the Namibian Ministry of Education, Arts and 

Culture (Doctoral dissertation, Stellenbosch: Stellenbosch University). 

Ndungu, D. N. (2017). The effects of rewards and recognition on employee performance in 

public educational institutions: A case of Kenyatta University, Kenya. Global Journal 

of Management and Business Research: An Administration and Management, 17 (1), 

42, 68. 

Nekoei, A., & Weber, A. (2017). Does extending unemployment benefits improve job quality? 

American Economic Review, 107(2), 527-561. 

Nel, P. S., Kirsten, M., Swanepoel, B. J., Erasmus, B. J., & Poisat, P. (2012). South African 

employment relations. Theory and practices. 

Nelson, E. (2018). They Pay People to Work Here? The Role of Volunteering on Nonprofit 

Career Awareness and Interest. Journal of Public and Nonprofit Affairs, 4(3), 329. 

https://doi.org/10.20899/jpna.4.3.329-349 

Ngcobo, K. H. (2020). Exploring teachers’ experiences on the role of subject advisors in 

supporting teaching and learning in secondary schools in deprived contexts (Doctoral 

dissertation). 

Nguyen, T. T. L. (2019). Selection of research paradigms in English language teaching: 

Personal reflections and future directions. KnE Social Sciences, 1-19. 



125 
 

Nieuwenhuis, J. (2007). Qualitative research designs and data gathering techniques. First steps 

in research. (pp, 72-102. Van schaik 

Noon, E. J. (2018). Interpretive phenomenological analysis: An appropriate methodology for 

educational research?. Journal of Perspectives in Applied Academic Practice, 6(1), 75-

83. 

Noronha, S. D., & Aithal, P. S. (2020). Work-life balance issues encountered by working 

women in higher education sector. Scholedge International Journal of Management & 

Development, 7(5), 72-87. 

Nowell, L. S., Norris, J. M., White, D. E., & Moules, N. J. (2017). Thematic analysis: Striving 

to meet the trustworthiness criteria. International journal of qualitative methods, 16(1), 

1609406917733847. 

Nurisman, H. (2015). The effect of work environment, organisation culture, people 

development and Job satisfaction to Gen Y employee retention.  (Doctoral dissertation, 

STEI Indonesia). 

Nyakundi, W. K., Karanja, K., Charles, M., & Bisobori, W.N. (2012). Enhancing the role of 

employee recognition towards improving performance: A survey of Keyatta National 

hospital Kenya. International Journal of Arts and Commerce, 1 (7). 

Nyberg, A. J., & Wright, P. M. (2015). 50 years of human capital research: Assessing what we 

know, exploring where we go. Academy of Management Perspectives, 29(3), 287-295. 

Obiageli, O. L., Uzochukwu, O. C., & Ngozi, C. D. (2015). Work-life balance and employee 

performance in selected commercial banks in Lagos State. European journal of 

research and reflection in management sciences, 3(4). 

Obicci, P.A. (2015). Influence of total rewards on employee satisfaction and commitment in 

government organization. International Journal of Research in Management, Science 

and Technology, 3(1), 47–56. 

Oginni, B. O., Ogunlusi, C. F., & Faseyiku, I. O. (2017). A study of employee retention 

strategies and organisational survival in private universities in south west, Nigeria. A 

study of employee retention strategies and organisational survival in private 

universities in south west, nigeria, 2(1), 1-17. 

Ojasalo, J., & Tähtinen, L. (2016). Integrating open innovation platforms in public sector 

decision making: Empirical results from smart city research. 



126 
 

Okechukwu, W. (2017). Influence of training and development, employee performance on job 

satisfaction among the staff. Journal of Technology Management and Business, 4(1). 

Olson, E. M., Slater, S. F., Hult, G. T. M., & Olson, K. M. (2018). The application of human 

resource management policies within the marketing organization: The impact on 

business and marketing strategy implementation. Industrial Marketing 

Management, 69, 62-73. 

Oltmann, S. (2016, May). Qualitative interviews: A methodological discussion of the 

interviewer and respondent contexts. In Forum Qualitative Sozialforschung/Forum: 

Qualitative Social Research (Vol. 17, No. 2). 

Oludayo, O. A., Akanbi, C. O., Obot, B. M., Popoola, S. I., & Atayero, A. A. (2018). Influence 

of talent retention strategy on employees׳ attitude to work: Analysis of survey 

data. Data in Brief, 20, 698-705. 

Olufowote, J. (2017). Limitations of research. Sage Encyclopedia of Communication Research 

Methods, 863-864. 

Omisore, B. O., & Okofu, B. I. (2014). Staff recruitment and selection process in the Nigerian 

public service: what is to be done. International Journal of Human Resource 

Studies, 4(3), 280-293. 

Omodan, B. I. (2022). Analysis of ‘hierarchy of needs’ as a strategy to enhance academics 

retention in South African universities. Academic Journal of Interdisciplinary 

Studies, 11(3), 366-376. 

Omoikhudu, J. (2017). The Impact of Training and Development on Employee Retention in the 

Retail Sector, an Examination of the Role of Coaching in a Leading Retailer in Dublin, 

Republic of Ireland. A Case Study of Mark and Spencer’s Store Dublin (Doctoral 

dissertation, Dublin, National College of Ireland). 

Onah, F. O., & Anikwe, O. S. (2016). The task of attraction and retention of academic staff in 

Nigeria universities. Journal of Management and Strategy, 7(2), 9-20. 

Onu, C. A., Akinlabi, B. H., & Adegbola, E. A. (2018). Work life balance and normative 

commitments of employees in the selected deposit money banks in Ogun State, 

Nigeria. European Journal of Business and Innovation Research, 6(5), 1-13. 



127 
 

Onwuegbuzie, A. J., & Frels, R. K. (2014). A framework for using discourse analysis for the 

review of the literature in counseling research. Counseling outcome research and 

evaluation, 5(1), 52-63. 

Ortlieb, R., & Sieben, B. (2012). How to safeguard critical resources of professional and 

managerial staff: Exploration of a taxonomy of resource retention strategies. The 

international journal of human resource management, 23(8), 1688-1704. 

Osibanjo, A. O., Adeniji, A. A., Falola, H. O., & Heirsmac, P. T. (2014). Compensation 

packages: a strategic tool for employees' performance and retention. Leonardo Journal 

of Sciences, (25), 65-84. 

Oswald, A. J., Proto, E., & Sgroi, D. (2015). Happiness and Productivity. Journal of Labor 

Economics, 33(4), 789–822. https://doi.org/10.1086/681096 

Owence, C., Pinagase, T. G., & Mercy, M. M. (2014). Causes and effects of staff turnover in 

the Academic Development Centre: A case of a historically black university in South 

Africa. Mediterranean Journal of Social Sciences, 5(11), 69-69. 

Pacho, T. (2015). Exploring participants’ experiences using case study. International Journal 

of Humanities and Social Science, 5(4), 44-53. 

Pandey, P., & Pandey, M. M. (2021). Research methodology tools and techniques. Bridge 

Center. 

Papa, A., Dezi, L., Gregori, G. L., Mueller, J., & Miglietta, N. (2020). Improving innovation 

performance through knowledge acquisition: the moderating role of employee retention 

and human resource management practices. Journal of Knowledge Management, 24(3), 

589-605. 

Park, J., & Park, M. (2016). Qualitative versus quantitative research methods: Discovery or 

justification? Journal of Marketing Thought, 3(1), 1-8. 

Pawirosumarto, S., Sarjana, P. K., & Gunawan, R. (2017). The effect of work environment, 

leadership style, and organizational culture towards job satisfaction and its implication 

towards employee performance in Parador Hotels and Resorts, Indonesia. International 

Journal of Law and Management, 59(6), 1337–1358. https://doi.org/10.1108/ijlma-10-

2016-0085 

Psacharopoulos, G., & Patrinos, H. A. (2018). Returns to investment in education: a decennial 

review of the global literature. Education Economics, 26(5), 445-458. 



128 
 

Putra, I. B. G. S., & Rahyuda, A. G. (2016). Effect of Compensation, Working Environment 

and Perceived Organisational Support (POS) on the Employee Retention, E-Journal 

Management Unud, 5(2), 810-837 

Putri, L. R., Dewi, F. G., & Yuliansyah, Y. (2019). Effect of Compensation on the Performance 

of Private Higher Education Lecturers with Motivation as an Intervening 

Variables. International Journal for Innovation Education and Research, 7(12), 751-

755. 

Qazi, T. F., Khalid, A., & Shafique, M. (2015). Contemplating employee retention through 

multidimensional assessment of turnover intentions. Pakistan Journal of Commerce 

and Social Sciences (PJCSS), 9(2), 598-613. 

Rahi, S. (2017). Research design and methods: A systematic review of research paradigms, 

sampling issues and instruments development. International Journal of Economics & 

Management Sciences, 6(2), 1-5. 

Raj, S. R., & Brindha, D. G. (2017). A study on employee retention strategies with special 

reference to Chennai IT industry. International Journal of Civil Engineering and 

Technology, 8 (6), 38, 44. 

Ramos, P. C. (2019). Employee retention strategies for executive operation leaders in an 

academic nursing environment (Doctoral dissertation, Walden University). 

Rasool, F., & Botha, C. J. (2011). The nature, extent and effect of skills shortages on skills 

migration in South Africa. SA Journal of Human Resource Management, 9(1). 

https://doi.org/10.4102/sajhrm.v9i1.287 

Rattu, R. R., & Tielung, M. V. (2018). Influence of work environment and employee 

motivation on employee retention at Siloam Hospital Manado. Jurnal EMBA: Jurnal 

Riset Ekonomi, Manajemen, Bisnis dan Akuntansi, 6(3). 

Ravitch, S. M., & Carl, N. M. (2019). Qualitative research: Bridging the conceptual, 

theoretical, and methodological. Sage Publications. 

Rehman, A. A., & Alharthi, K. (2016). An introduction to research paradigms. International 

Journal of Educational Investigations, 3(8), 51-59. 

Resnik, D. B. (2019). Citizen Scientists as Human Subjects: Ethical Issues. Citizen Science: 

Theory & Practice, 4(1). 

Robbins, S. P. & Coulter, M.  (2012). Manajemen/Management. Jakarta: Erlangga. 

Robinson, J. (2014). Mentoring program: Guidance and program plan. Washington, DC. 



129 
 

Rodríguez-Sánchez, J. L., González-Torres, T., Montero-Navarro, A., & Gallego-Losada, R. 

(2020). Investing Time and Resources for Work–Life Balance: The Effect on Talent 

Retention. International Journal of Environmental Research and Public Health, 17(6), 

1920. https://doi.org/10.3390/ijerph17061920 

Rodriquez, J. (2014). Labors of love: Nursing homes and the structures of care work. NYU 

Press. 

Roslender, R., Monk, L., & Murray, N. (2020). Promoting greater levels of employee health 

and well-being in the UK: How much worse do the problems have to get? In Virtuous 

cycles in humanistic management (pp. 135-149). Springer, Cham. 

Roth, W. M., & Unger, H. V. (2018). Current perspectives on research ethics in qualitative 

research. In Forum qualitative socialforschung/forum: Qualitative social 

research (Vol. 19, No. 3, p. 12). DEU. 

Rusite, E., & Sloka, B. (2019). IMPORTANCE OF ACADEMIC STAFF ATTITUDE 

TOWARDS THE RANKINGS OF HIGHER EDUCATION 

INSTITUTIONS. Economic and Social Development: Book of Proceedings, 1193-

1200. 

Rynes, S.L. (1991). Recruitment, job choice, and post-hire consequences: A call for new 

research directions. In M.D. Dunnette & L.M. Hough (Eds.), Handbook of industrial 

and organizational psychology, Vol. 2 (2nd ed.), 399–444. Palo Alto: Consulting 

Psychologists’ Press 

Salah, M. R. (2016). The Impact of Training and Development on Employees Performance and 

Productivity" A case Study of Jordanian Private Sector transportation companies 

located in the Southern region o. International Journal of Management Sciences and 

Business Research, 5(7), 36-70. 

Saleem, N. A. (2006). Principles and Practice of management simplified. Nairobi, Saleemi 

Publication. 

Santoro, G., Bertoldi, B., Giachino, C., & Candelo, E. (2020). Exploring the relationship 

between entrepreneurial resilience and success: The moderating role of stakeholders' 

engagement. Journal of Business Research, 119, 142-150. 

Saunders, M. N., & Townsend, K. (2018). Choosing participants. The Sage handbook of 

qualitative business and management research methods, 480-494. 



130 
 

Saurombe, M., Barkhuizen, N., & Schutte, N. (2017). Determinants of a talent life cycle for 

academic staff in a higher education institution. International Journal of Business and 

Management Studies, 6(2), 279-294. 

Schlechter, A. F., Syce, C., & Bussin, M. (2016). Predicting voluntary turnover in employees 

using demographic characteristics: A South African case study. Acta Commercii, 16(1). 

https://doi.org/10.4102/ac.v16i1.274 

Schultz, T. W. (1961). Investment in human capital. The American economic review, 51(1), 1-

17. 

Selesho, J. M., & Naile, I. (2014). Academic staff retention as a human resource factor: 

University perspective. International Business & Economics Research Journal 

(IBER), 13(2), 295-304. 

Shakeel, N., & But, S. (2015). Factors influencing employee retention: An integrated 

perspective. Journal of Resources development and Management, 6(1), 32-49. 

Shaukat, R., Yousaf, A., & Sanders, K. (2017). Examining the linkages between relationship 

conflict, performance and turnover intentions. International Journal of Conflict 

Management, 28(1), 4–23. https://doi.org/10.1108/ijcma-08-2015-0051 

Shen, J., & Tang, C. (2018). How does training improve customer service quality? The roles 

of transfer of training and job satisfaction. European management journal, 36(6), 708-

716. 

Shenton, A. K. (2004). Strategies for ensuring trustworthiness in qualitative research projects. 

Education for Information, 22(2), 63–75. https://doi.org/10.3233/efi-2004-22201 

Sileyew, K. J. (2019). Research design and methodology. Cyberspace, 1-12. 

Simon, M. K., & Goes, J. (2013). Scope, limitations, and delimitations. 

Singh, D. (2019). A literature review on employee retention with focus on recent 

trends. International Journal of Scientific Research in Science and Technology, 6 (1), 

425, 431. 

Singh, H. (2018). Determinants of Employee Retention in an Organization: An Empirical 

Investigation. Journal of Advances and Scholarly Researches in Allied Education, 

15(3), 140–143. https://doi.org/10.29070/15/57322 

Sishuwa, Y., & Phiri, J. (2020). Factors influencing employee retention in the transport and 

logistics industry. Open Journal of Social Sciences, 8(6), 145-160. 



131 
 

Smith, R., Ralston, N., & Naegele, Z. (2016). Professional development through PLCs: 

Methods for measuring PLC efficacy. 

Sorn, M. K., Fienena, A. R., Ali, Y., Rafay, M., & Fu, G. (2023). The effectiveness of 

compensation in maintaining employee retention. Open Access Library Journal, 10(7), 

1-14. 

Stafford, K. R. (2018). Leadership strategies for retaining key employees (Doctoral 

dissertation, Walden University). 

Stuckey, H. L. (2015). The second step in data analysis: Coding qualitative research 

data. Journal of Social Health and Diabetes, 3(01), 007-010. 

Syahreza, D. S., Lumbanraja, P., Dalimunthe, R. F., & Absah, Y. (2017). Compensation, 

employee performance, and mediating role of retention: A study of differential 

semantic scales. 

Temba, G. (2020). Implementation of Training and Career Development as A Strategy of 

Employee retention in Public Sector of Tanzania: A Case of Dar es Salaam Water and 

Sewerage Authority (Doctoral dissertation, Mzumbe University). 

Terera, S. R., & Ngirande, H. (2014). The impact of training on employee job satisfaction and 

retention among administrative staff members: A case of a selected tertiary 

institution. Journal of Social Sciences, 39(1), 43-50. 

Theofanidis, D., & Fountouki, A. (2018). Limitations and delimitations in the research 

process. Perioperative Nursing-Quarterly scientific, online official journal of 

GORNA, 7(3 September-December 2018), 155-163. 

Theron, M. 2015. The development of a scale for talent retention. Unpublished Doctoral 

Thesis. Department of Human Resource Management, University of Pretoria, South 

Africa. 

Thomas, A., & Letchmiah, L. (2017). Retention of high-potential employees in a development 

finance company. SA Journal of Human Resource Management, 15(1), 1-9. 

Thomas, J., Larson, M., Solberg, V. S., & Martin, J. (2017). Providing Quality Career 

Development within Youth Development & Leadership Programs. Info Brief. Issue 

45. National Collaborative on Workforce and Disability for Youth. 

Tirta, A. H., & Enrika, A. (2020). Understanding the impact of reward and recognition, work 

life balance, on employee retention with job satisfaction as mediating variable on 



132 
 

millennials in Indonesia. Journal of Business and Retail Management Research, 14(3), 

88-98. 

Tourangeau, A. E., Patterson, E., Saari, M., Thomson, H., & Cranley, L. (2017). Work-related 

factors influencing home care nurse intent to remain employed. Health Care 

Management Review, 42(1), 87–97. https://doi.org/10.1097/hmr.0000000000000093  

Tran, T. T. (2016). Enhancing graduate employability and the need for university enterprise 

collaboration. Journal of Teaching and Learning for Graduate Employability, 7(1), 58-

71. 

Tripathi, A. (2014). Workplace environment: Consequences on employees. Retrieved, 5(02), 

2022. 

Turnea, E. S. (2018). Attraction and retention of the employees. A study based on 

multinationals from Romania. Procedia-Social and Behavioral Sciences, 238, 73-80. 

Tyagi, M. S. (2020). A Study of the Work Life Balance of Women Working in Teaching 

Profession at Ghaziabad. The Annual Refereed Journal of the Institute of Professional 

Excellence & Management, 14, 56-62. 

Vetter, T. R. (2017). Descriptive statistics: reporting the answers to the 5 basic questions of 

who, what, why, when, where, and a sixth, so what?. Anesthesia & Analgesia, 125(5), 

1797-1802. 

Vincent, M. (2020). Impact of Training and Development on Employee Job Performance in 

Nigeria. Saudi Journal of Humanities and Social Sciences, 5(05), 265-268. 

Wahba, M. A., & Bridwell, L. G. (1976). Maslow reconsidered: A review of research on the 

need hierarchy theory. Organizational behavior and human performance, 15(2), 212-

240. 

Way, S. F., Morgan, A. C., Larremore, D. B., & Clauset, A. (2019). Productivity, prominence, 

and the effects of academic environment. Proceedings of the National Academy of 

Sciences, 116(22), 10729-10733. 

Weatherly, L. A. (2003). Human capital—the elusive asset measuring and managing human 

capital: A strategic imperative for HR. Research Quarterly, 13(1), 82-86. 

Weerasinghe, G. 2(017). Impact of talent management on employee retention: a study carried 

out on travel agency in Sri Lanka. International Journal of Multidisciplinary Research 

and Development, 4(4):54-58 



133 
 

Wibawa, I. G. A. K. A., & Indrawati, A. D. (2014). Pengaruh Kompensasi Dan Lingkungan 

Kerja Terhadap Kinerja Karyawan (Doctoral dissertation, Udayana University). 

Wilson, J. M., Lee, J., Fitzgerald, H. N., Oosterhoff, B., Sevi, B., & Shook, N. J. (2020). Job 

insecurity and financial concern during the COVID-19 pandemic are associated with 

worse mental health. Journal of occupational and environmental medicine, 62(9), 686-

691. 

Yaghi, A.  & Bates, R.  (2020). The role of supervisor and peer support in training transfer in 

institutions of higher education. International Journal of Training and Development, 

24 (2): 89-104. 

Yameen, M., Bharadwaj, S., & Ahmad, I. (2021). University brand as an employer: 

demystifying employee attraction and retention. Vilakshan-XIMB Journal of 

Management, 18(1), 26-41. 

Yin, R. K. (2009). Case study research: Design and methods (Vol. 5). sage. 

Yin, R. K. (2018). Case study research and applications. Sage. 

Yirdaw, A. (2016). Quality of Education in Private Higher Institutions in Ethiopia. SAGE 

Open, 6(1), 215824401562495. https://doi.org/10.1177/2158244015624950 

Yusliza, M. Y., Noor Faezah, J., Ali, N. A., Mohamad Noor, N. M., Ramayah, T., Tanveer, M. 

I., & Fawehinmi, O. (2021). Effects of supportive work environment on employee 

retention: the mediating role of person–organisation fit. Industrial and Commercial 

Training, 53(3), 201-216. 

Zehra, F., & Rukhsana, N. (2020). Faculty job satisfaction in a private medical university: a 

cross-sectional study from Karachi, Pakistan. Rawal Medical Journal, 45(1), 211-211. 

Zhang, S. X., Liu, J., Jahanshahi, A. A., Nawaser, K., Yousefi, A., Li, J., & Sun, S. (2020). At 

the height of the storm: Healthcare staff’s health conditions and job satisfaction and 

their associated predictors during the epidemic peak of COVID-19. Brain, behavior, 

and immunity, 87, 144-146. 

 

 

 

 



134 
 

                                                            APPENDICES  

 

                               APPENDIX 1:INFORMED CONSENT FORM 

 

INFORMATION SHEET AND CONSENT FORM 

Dear sir/madam 

My name is Matome Peter Mokgathi and employed by Central Johannesburg TVET college as 

a lecturer at the Park town campus. I am currently studying at the University of KwaZulu-Natal 

in Durban, South Africa for a Master’s degree in education (Educational management and 

leadership).  

For me to complete the programme, I need to conduct a research and write a report about my 

work. For that reason, you are kindly invited to participate in the following research study: 

Attracting and retaining highly skilled academic staff: A case of a technical, Vocational 

education and Training college in Johannesburg. 

The study aims to explore the strategies that are used by TVET college to attract and retain 

highly skilled academic staff. Participation in this study is voluntary and there will be no 

remuneration for participation. You may also withdraw participation at any point if you feel 

uncomfortable. 

Through your participation, I hope to understand how the TVET college attracts and retains 

highly skilled academic staff. The results of this survey are intended to contribute to the 

understanding of what is being done and what needs to be done to attract and retain such 

academic staff in the college. 

The interview will not take more than 30 minutes of your time as you are considered to be 

having a busy schedule and as a participant, you will not incur any penalty or discrimination, 

or be liable for any cost should you decide to withdraw from the discussion. However, I as the 

researcher kindly request you to inform me in advance, should you not want to proceed with 

participation.  

Privacy and Confidentiality:  

As the researcher in this study, I assure you as the participant that your anonymity and 

confidentiality will always be upheld. There will not be sharing of information for any other 

reasons outside the purposes of this research. You are not obliged to use your real name; you 

may use pseudonyms. Research findings will only be shared with the supervisor who will be 

guided by the University of KwaZulu-Natal research ethics.  
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CONSENT FORM 

I ______________________________________________(Full names and Surname), have 

been informed about the study entitled (Attracting and Retaining Highly Skilled Academic 

Staff in the college) by (Matome Peter Mokgathi). I understand the purpose and procedures of 

the study.  

I declare that my participation in this study is entirely voluntary and that I may withdraw at any 

time without any consequences. If l has any further questions/concerns or queries related to the 

study I understand that I may contact the researcher at ( ) if I have any further 

questions or concerns about my rights as a study participant, or if I am concerned about an 

aspect of the study.  

  YES  NO 

1 I have read the participant information sheet and have understood 

what my participation will involve. 

  

2 I have had the opportunity to ask questions.   

3 I understand that my participation is voluntary and that I can 

withdraw my data, without providing a reason, until the time and date 

outlined in the participant information sheet by contacting the lead 

researcher.  

  

4 I am happy for my data to be anonymised and used in the writing of 

a thesis/academic papers 

  

5 I prefer a face-to-face interview   

6 I prefer the online interview   

7 Audio-record my interview    

8 Video-record my interview    

   

Signature of Participant                            Date 

 

____________________   _____________________ 
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                                    APPENDIX 2: INTERVIEW SCHEDULE 
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1. Now that you have discussed what causes high rate of attrition in the college, as part of college 

management, would you share with me what the college management is doing to try and 

address this high rate of attrition? 

2. What is it that the college do to attract and retain these academic staff or how do you ensure 

that these academic staff do not leave the college. 

3. You just shared with me what the college is doing to ensure that academic staff is not leaving 

the college, in your own view, is that what the college is doing working? Please explain in 

detail. 

4. Does the TVET college provide opportunities for academics to grow? Please explain how it is 

done in detail. 

5. Do you regard the current pay/ remuneration offered by the college to PL1 and PL2 lecturers 

as adequate? if yes/No please explain in detail. 

6. Do you regard the current working conditions as toxic/ conducive for highly skilled academic 

staff? If yes/ No, please explain in detail. 

7. What do you think of the current training and development of academic staff? are they properly 

developed and given relevant training? Please explain in detail. 

8. After academic staff has been trained and developed, are there plans in place to ensure that they 

are considered for promotions so as to ensure that you do not develop them for your competitors 

or other sectors? Please explain in detail. 

9. Other than creating a conducive or supportive work environment, developing and training 

academic staff, creating growth opportunities, creating a work–life balance, and providing 

satisfactory pay, what other strategies do you suggest and how will you apply them to attract 

and retain highly skilled academic staff? Please explain in detail. 

10. In a normal work environment employees need to be motivated to remain in the organisation, 

what motivational strategies do you use to ensure that academic staff are not leaving the 

organisation? 

11. What other information can you add regarding the attraction and retention of highly skilled 

academic staff? 

 

Thank you for your cooperation! 

 






