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Abstract:- The main objective of the study was to 

investigate factors associated with retention in service 

among staff at Makerere University- Uganda. The study 

used secondary data of administrative records on 1500 

academic staff at Makerere university recruited in the 

period (2000-2017). The epoch of retention at Makerere 

University was estimated from date of first appointment to 

date of exit i.e. resigning or absconding. A time to event 

approach using the log-rank and a cox proportional 

hazard model was adopted in the investigation.  

 

The probability distribution of retention in service of 

4.56 years (range; 0.22-23.32) obtained from the results 

suggests a high turn-over of academic staff at Makerere 

university. In the multivariable assessment, low retention 

in service was noted among young academic staff, those at 

lower ranks of assistant lecturers and teaching assistants 

and those with high academic qualification at recruitment. 

In light of these results, there is necessity to put in place 

measures in retaining staff at lower academic qualification 

than primarily focusing on academic staff with doctorates. 

 

Keywords: Academic Staff Retention, Predictors, Makerere 

University, 

 

I. INTRODUCTION 

 

A. Background to the study 

For any organization to thrive, retaining and maintaining 

of staff is essential. Staff is considered a valuable asset in an 
organization (Harting, 2010; Tetty, 2010). Undesirable 

employee turnover is associated with not only a cost of 

recruitment and training new starters, but also creates an 

additional burden on remaining staff. 

 

The ability to retain lecturers in Ugandan Universities 

has been recognized in literature to a combination of factors 

comprising, however, not limited to: (i) Benefits (Rolfe, 

Stevens and Weale, 2005: Muceke, Iravo and Namusonge, 

2012, Giles, 2004: Ssesanga and Gorret, 2004) (ii) Social 

demographic characteristics of teaching staff (e.g Luekens, 

Lyter and fox, 2004; Roessler, 2002), (iii) academic – 
qualification (Mamdam 2007). Likewise, motivators such as 

positive rewards play a critical role in enhancing employee 

intention to stay (Giles, 2004) 

 

Makerere university which started way back in 1922 as a 

technical school and is the largest with the highest student and 

lecturers enrolment figures (NCHE 2015), had a total of 1327 

teaching staff by 2016 (Makerere university, 2014) is not 

exceptional with regards to employee turn-over, recruiting and 

retaining staff at the university was regarded as a challenge 

according to Makerere University 2014 annual report 
(Makerere university, 2014 and Kajubi 1990) 

 

Evidence by Ssesanga and Garret (2005), Xiaoyang 

(2004) as well as shicherman (2005) does not reveal otherwise 

with regards to job retention at the university particularly, 

these studies reveal a setback with regards to job retention 

among the teaching staff. This evidence does not argue well 

with the university’s vision of being a leading institution for 

academic excellence and innovations in Africa. In other 

words, the university’s excellence would largely depend upon 

the people it’s able to enlist and retain in its academic units. 

Persistence of this situation is certainly likely to affect the 
learning outcomes (NCHE, 2014)  

 

B. Problem statement 

Much as majority of African universities are striving to 

become leading institutions for academic excellence and 

innovation in Africa, attraction and retention of committed 

staff is still a challenge as evidenced in the Makerere 

university annual report (2008). Persistence of this situation is 

likely to cause, the following among other aspects: affect 

quality of learning, and consequently affect the learning 

outcomes (NCHE, 2004). The extent of this situation with 
regard to academic staff at the university remains unknown 

and unanswered. 

 

Recent studies on related aspects have addressed mean 

intentions to stay in service (Amutuhaire, 2011). However, 

hardly any assessment has been done to provide precise 

estimates of retention in service and its pattern by staff 

characteristics though an attempt to provide estimates of 

service in the university was done by Amutuhaire (2010), the 

investigations were limited with regard to scope and coverage; 

his study was not only conducted among academic staff in 

education, agriculture and engineering faculties but also 
included non – academic staff. Thus, Amutuhaire’s 

conclusions of his study could not be generalized for the 

academic staff retention for the whole university. This leaves a 

lot of aspects unanswered with regard to staff retention and 

http://www.ijisrt.com/


Volume 9, Issue 2, February – 2024                                     International Journal of Innovative Science and Research Technology                                                 

                                                              ISSN No:-2456-2165 

 

IJISRT24FEB737                                                                 www.ijisrt.com                         1330 

pattern among academic staff at Makerere University in 

general. 
 

C. Theoretical and conceptual frame work 

The study was based on the equity theory (Adams, 

1963). According to this theory, lecturers are expected to have 

their own opinions that affect their work. The theory further 

postulates that lecturers develop a rational ratio of the inputs 

to the job and their outputs from the same job. These inputs 

are considered as efforts, loyalties, hard-work, commitment, 

skills, abilities, adaptability, flexibility, tolerance and 

determination. The outputs are defined as financial rewards, 

training, benefits, promotion and others. The equity theory 

proposes that lecturers feel it is fair if the exchange of output 
is seen to be as equal as the input. If the lecturer’s outputs are 

less than inputs, it would imply under payment thus, the 

chances of exiting increase. In applying the theory, the frame 

work in figure 1 below was developed to indicate the 

conceptualization of the variables under study. 

                             

 
Fig 1 Theoretical and conceptual frame work 

 

D. Conceptualization of factors associated with retention in 

service 

The frame work postulates that academic staff 
characteristics and benefits directly affect retention in service. 

Retention in service was defined as time taken in service by 

lecturers at Makerere University. Academic staff 

characteristics were defined as, salary scale, age, gender, 

marital status, academic qualification and rank while benefits 

were taken as scholarship and housing facility. It was 

conceptualized that staff with higher academic qualifications 

and rank are more likely to be of old age and with a higher 

salary scale. More still those with higher ranks were more 

likely to get a housing facility. 
 

II. METHODOLOGY 

 

A. Data Source: 

The study was carried out among the academic staff at 

Makerere University. By 2015, Makerere university had a 

total of 1,725 teaching staff of which 382 were female 

(Makerere-university report, 2015). 

 

Administrative data was retrieved from the integrated 

tertiary system (ITS), the information system used by the 

university at the time of data collection. Particularly, the data 
was obtained from the sub-system of HURIS and FINIS. 

Information at recruitment was obtained on age, gender, salary 

scale, academic qualification, marital status and rank. 

Information on whether the academic staff had ever got a 

scholarship or had a housing facility was not available thus, 

the variables were not included in the assessment. Salary scale 

was also not included in the assessment as it gave the same 

information as academic staff’s rank. 

 

This information was got on academic staff joining 

between 1st January 2000 and 1st January 2017. Some of these 
academic staff either resigned or absconded. This was a 17 

years follow up of academic staff at the university. Those who 

joined the university before 1st January 2000 were not 

considered for analysis since their exit could have been 

influenced by unavoidable circumstances. Those staying 

beyond 1st January 2017 were taken as censored observations. 

 

B. Data Analysis 

Analysis of data was done in three stages. First, each 

variable in a data set was explored separately. Frequency 

tables and summary statistics were obtained to show the 

distribution of each potential predictor. Retention in service at 
Makerere University was tested to the Shapiro-wilk test for 

non-normality (Shapiro and Wilk 1965). At the second stage, 

the log-rank was used to test for equality across different 

categories of potential predictor’s in service. For retention in 

service, Kaplan-Meier functions were used to provide insight 

into the shape of retention function for each group and to give 

an idea of whether or not the groups were proportional or not 

proportional. Test of equality using log-rank were performed 

to compare retention distribution of different categories of the 

variables in the study. 

 
Finally, Cox proportional hazards regression analysis 

was used to examine the rate of exit of service at Makerere 

University. Since retention in service or time in service was 

not normally distributed and observations were censored. The 

model employed was; 

 

H(t) = h0 (t) ex p(β1 x2 + …………… + βp 

xp)……………………..(1) 
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Where  

X; ɩ = 1, 2,3,4,5,6,7,8,…… p are the covariates and β1x2 + 
…..+ βp xp are the coefficients, h0(t) was the baseline hazard 

which depends only on time of stay at the university and h(t) 

was the hazard function. This model was based on the 

assumption of proportionality. 

 

The assumption of proportionality was achieved, thus 

Cox proportional hazard model is used to study the rate at 

which staff exits service at Makerere University. The 

dependent variable was taken as time to exit and the covariates 

were age, gender, academic qualification, rank and marital 

status. Schoenfeld and scaled Schoenfeld residuals using log-

log plots were used to test proportionality. All variables i.e 

rank, gender, marital status, academic qualification and age 

were proportional. 
 

The observed data was evaluated using Cox-Snell 

residuals. The cumulative hazard function followed the 450 

mark; thus, it was concluded that the Cox model fitted the data 

very well. 

 

III. DISCUSSION OF RESULTS 

 

The rate of exodus of Makerere academic staff was 

computed using a cox model. The table below shows Cox 

regression estimates of the rate at which Makerere Academic 

staff leaves teaching service. 
 

Table 1: Rate of leaving of academic staff 

RANK  VARIABLE B HR P.VALUE 

Ass. Professor and above+  1   

Senior Lecturer     

Lecturer     

Ass. Lecturer     

Teaching assistant     

SEX Male+  1   

Female 0.012 1.012 0.181 0.947 

MARITAL STATUS Married+  1   

Not Married -0.235 0.791 0.144 0.198 

ACADEMIC 

QUALIFICATION 

Doctor of philosophy+  1   

Masters -0.184 0.832 0.168 0.360 

Bachelors -0.390 0.677 0.270 0.032 

OLDNESS 40 years and above  1   

33 – 39 years 0.492 1.635 0.402 0.046 

29 – 32 years 0.836 2.308 0.609 0.001 

Below 29 years 2.480 11.941 0.054 0.000 

 

According to the table 1 above, it was found out that the 

Cox model fitted the data very well. The probability of the 

Chi-square of the log likelihood is significant (P<0.001). 

 

There was a positive relationship between rank and 

retention in service (P<0.001). Academic staff at the levels of 

senior lecturer, lecturer, assistant lecturer and teaching 

assistants compared with the academic staff at the levels of 

associate professor and professor had higher chances of 
parting the university service. 

 

Academic qualification was found to be significant (p< 

0.05). Academic staff with bachelor’s degree was less likely to 

leave university service (p<0.001). Thus, increase in one’s 

academic qualification, increases the rate of leaving the 

university. 

 

 

 

It was found out that there was a positive (p<0.05) 

relationship between oldness and retention in service. It was 

revealed that older academic staff at Makerere University had 

lower rate of leaving university service compared to the young 

ones. Thus, increasing age, increases retention in service at 

Makerere University. Gender, marital status was found to have 

no significant effect with retention in service at Makerere 

University. 

 
A. Regression Analysis 

Three regressional tests were done. First, the 

proportionality tests of the hazards using the schoefeld and 

scaled schoefeld residuals and log-logistics plots were 

satisfied since the variable in violated the proportionality 

assumption of the cox model. Second, the Log-Log hazard 

function was well specified which was predicted by the Hat- 

statistic (hat: P< 0.05) 
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B. Specification error of the link Function 

 
Table 2 Specification error of the link Function 

Log Hazard 

Function 

Coefficient Std error P. value 

Hat 1.4861 0.4002 0.000 

Hatsq -0.1316 0.1055 0.212 

 

Thirdly, the observation of values of goodness of fit was 

evaluated using the Cox-snell residuals. 

 

IV. SUMMARY, CONCLUSIONS AND 

RECOMMENDATIONS 

 

The major objective of the study was to establish factors 

associated with retention in service among academic staff at 

Makerere University in Uganda. The results are summarized 
as follows – 

 

Academic staff retention in service at Makerere 

University increases with higher rank. Academic staff with 

bachelors and or masters’ had low rates of leaving university 

service compared to those with Doctor of Philosophy. With 

respect to age, increasing academic staff’s age at recruitment 

increases retention in service at Makerere University. On the 

contrary, gender, marital status did not have significant 

associations with retention in service at the university. In other 

words, retention in service of academic staff at Makerere 

University did not vary significantly by these variables. 

 

A. Conclusion 

From the above findings, the following conclusions were 

made in line with the hypothesis of the study. The rank, 

oldness and academic qualification of academic staff at 

recruitment has significant effect on retention in service at the 

university. However, the marital status, and gender did not 

influence retention in service at the university 

 

B. Recommendation 

In light of the results which show that young teaching 
staffs, are leaving the university at a high rate, there is need to 

set-up measures in retaining academic staff at lower academic 

qualifications rather than focusing primarily on those with 

doctorates. This is because academic staff at the lower rank 

constitutes a pool from which the future generation of the 

academics will be drawn. In other words, retaining of staff at 

the lower ranks is important for Makerere University in 

achieving its goal of being a leading institution for academic 

excellence and innovation in Africa. Training these young 

staff and ensuring that their goals are secure will not only 

increase retention in service but also improve the standards of 

the university as well trained and experienced academic staff 
will be retained. 

 

 

 

 

C. Areas of Further research 

Apart from the variables that the researcher concentrated 
on, further research using primary data should be done to 

assess whether academic staff’s religion with housing facility 

and scholarship at Makerere University influence their 

retention in service. There is need to investigate whether 

academic staff that quit Makerere University switch to other 

universities or other employment sectors. 
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