
 
International Journal of Advanced Academic Research | ISSN: 2488-9849 

Vol. 7, Issue 8 (August, 2021) | www.ijaar.org  

 

31 
 

JOB RETENTION AND EMPLOYEE SATISFACTION IN 

PUBLIC UNIVERSITIES 
 

 

1
Abiola Funbi Deborah, 

2
Prof. B.C. Onuoha & 

3 
Dr. A. D. Alagah 

Department of Management, University of Port Harcourt 

 

 

 

Abstract 

This study examined the extent to which job retention significantly relates with employee 

satisfaction. Monitoring and job coaching were adopted as dimensions of job retention while 

employee satisfaction was measured with intention to stay, increased satisfaction and 

commitment to work. A population of 3559 was drawn from three universities in Port 

Harcourt and a sample size of 359 was derived using Taro Yamene formula. The study 

findings revealed a significant relationship between all the dimensions and measures under 

study. The study also recommended that management of the Universities should encourage 

mentorship and coaching amongst staff to enable transfer of ideas, thought and reduce 

anxiety. 
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Introduction 

Hoppock (2005) defined employee satisfaction as any combination of psychological, 

physiological and environmental circumstances that cause a person, worker or employee to 

truthfully say I am satisfied with my job (Hoppock, 2005). According to this approach 

although job satisfaction is under the influence of many external factors, it remains something 

internal that is seemingly associated with the way and manner an employee feels. This 

concept simply represents a hybrid of positive and/or negative feelings that workers perceive 

towards their work. Summarily, job satisfaction ultimately represents the extent to which 

expectations are being met and match the real awards. Job satisfaction as a concept is 

complex and multifaceted which can mean different things to different people. Mostly, job 

satisfaction is usually linked with motivation, but the nature of this relationship is not clear as 

satisfaction is known to differ from motivation. Job satisfaction is more of an attitude, an 

internal state which could, for example, be associated with a personal feeling of achievement, 

either quantitative or qualitative (Mullins, 2005). Job satisfaction can be considered as one of 

the main factors when it comes to efficiency and effectiveness of business organizations. This 

is so because the new managerial paradigm points to and insists that employees be treated 

and considered primarily as human beings that have their own wants, needs, personal desires 

etc. that summarily are very good indicator or catalyst for job satisfaction in contemporary 

organizations. When analyzing job satisfaction, the logic that a satisfied employee is a happy 

employee and a happy employee is a successful employee must always come to play. The 

importance of job satisfaction solitarily emerges to surface considering the numerous 

negative consequences of job dissatisfaction such a lack of loyalty, increased absenteeism, 

increase number of accidents etc.   

 

Spector (1997) outlined three outstanding features of job satisfaction. First, he put forward 

that organizations should be guided by human values. Such organizations should be oriented 

towards treating employee fairly and with respect. In such cases the assessment of job 

satisfaction may serve as a good indicator of employee effectiveness. High levels of job 

satisfaction may be a sign of good emotional and mental state of employees as well. 

Secondly, the behaviour of workers depends on their level of job satisfaction which thus 

affects the functioning and activities of the organization's business. From this it can be 

concluded that job satisfaction always result in positive behavior and vice versa, 

dissatisfaction from the work will yield negative behaviour of employees. Finally, job 

satisfaction may serve as indicators of organizational activities. Through job satisfaction 

evaluation can be done on different levels of satisfaction in different organizational units, 

which in turn can serve as a good indicator regarding several organizational unit changes that 

would boost performance when implemented. Humans (employee) play a role as a blood for 

any organization running through organizational veins. Even though organizations are well 

equipped with the latest technological resource, however, humans as a resource are always 

required to control and direct the technology and seen as a vital segment of any organization 

(Wright, Dunford & Snell, 2001). In recent times, organizations are facing challenges in 

terms of managing human resource but faces steeper challenges with regards to retaining 

them as a tool towards survival through competitive market (Govaerts, Kyndt, Dochy & 

Baert, 2011).  

 

Job retention has been defined as a careful and necessary effort by an organization to keep 

employees for longer period (Frank, Finnegan & Taylor, 2004). That is why Khan, Mariyum, 

Pasha & Hasnain, (2011) followed the previous definition and defined this concept as a 

strategic initiative in order to develop a long lasting link between organizations and 
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employees so that they can be sustained and kept. In compliance with the previous 

definitions, Das and Baruah (2013) defined job retention as a process based on motivational 

tools initiated by organizations in order to sustain and retain valuable employees for longer 

period of time. 

Muchinsky, (2009) carried out studies and argued that attentiveness, responsiveness, and 

openness of communications on the part of management are elements of the business vision 

that sustain high retention, even under difficult circumstances. Nevertheless, the literature 

strongly supports the notion that people stay with their employers if the culture of 

commitment is strong. Beyond this, however, it is also clear that people are more likely to 

stay if the perceived workplace culture is a good “fit” with the individual‟s own interests, 

orientation and attitudes (Muchinsky, 2009). Zhao, Wayne, Glibkowski, & Bravo, (2007) 

suggest that while compensation, personal and professional development opportunities, and 

other incentives are important in attracting people and keeping them happy, their decision to 

stay with the company depends vitally on how well they fit in to the company‟s way of doing 

business, how it treats employees, what it expects of them, and how people relate to one 

another in the workplace. 

Fitz-enz (1990) recognized that employee retention is not influenced by a single factor, but 

there are hosts of factors which are responsible for retaining employees in an organization.  

 

Management need to pay attention to factors such as compensation & rewards, job security, 

training & developments, supervisor support culture, work environment and organization 

justice etc. According to Osteraker (1999), the employee satisfaction and retention are the 

key factors for the success of an organization. The Retention factor can be divided into three 

broad dimensions, i.e., social, mental and physical. The mental dimension of retention consist 

of work characteristics, employees always prefer flexible work tasks where they can use their 

knowledge and see the results of their efforts which, in turn, helps in retaining the valuable 

resources. The social dimension consists of the contacts that the employees have with other 

people, both internal and external. The physical dimension consists of working conditions 

and pay. Stein & Scharfstein (2000), Clarke (2001), Parker and Wright (2001) have rightly 

observed that organization must utilize an extensive range of human resource management 

factors to influence employee commitment and retention. Walker (2001) identified seven 

factors that can enhance employee retention: (i) compensation and appreciation of the 

performed work, (ii) provision of challenging work, (iii) chances to be promoted and to learn, 

(iv) invitational atmosphere within the organization, (v) positive relations with colleagues, 

(vi) a healthy balance between the professional and personal life, and (viii) good 

communications. Together, these suggest a set of workplace norms and practices that might 

be taken as inviting employee engagement. Kehr (2004) divided the retention factors into 

three variables: power, achievement and affiliation. Dominance and social control represents 

power. When personal performance exceeds the set standards, it represents achievement and 

affiliation refers to social relationships which are established and intensified.  

 

Hytter (2007) carried out research and found that factors such as personal premises of loyalty, 

trust, commitment, and identification and attachment with the organization have a direct 

influence on employee retention. She also explained that workplace factors such as rewards, 

leadership style, career opportunities, the training and development of skills, physical 

working conditions, and the balance between professional and personal life have an indirect 

influence. Pritchard (2007) was of the opinion that training and development is one of the 

important retention programmes incorporated in an effort to retain their employees. Eva, 

Filip, Maya and Bastiaan (2009) have found in their study, while investigating employee 
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retention that personal factors such as level of education, seniority, self-perceived leadership 

skills, and learning attitude and organizational factors such as appreciation and stimulation, 

and pressure of work are of great relevance in employee retention. Savery (2009) highlighted 

the job satisfaction of nurses in Perth, Western Australia. The job satisfaction level of the 

nurses was mainly due to interesting and challenging work which was followed by a feeling 

of achievement wherein, he even said salary was ranked as a very low satisfier. The job 

satisfaction level increased as the person grew old where in the variables like gender, time in 

hospital, position held were controlled. Organizations should always focus on satisfying the 

three basic needs (Individual motivators, Employee relationships and personal relationships) 

of an employee which will in return help the employees in achieving job satisfaction. 

 

Melvin (1993) stated that the environmental design of an organization plays a very important 

role in job satisfaction at the same time it also plays an important role in employees‟ high job 

involvement. A good environmental design of an organization helps in resolving the conflicts 

and confusion. The author even cites that it is the responsibility of the management to design 

the environment in such a manner that it reduces the dissatisfaction where in the work tasks, 

working patterns are properly mentioned. Burke and MacDermid (1999) studied the job 

satisfaction level of workaholics. He said there are six variables of workaholic patterns i.e. 

Workaholics, Enthusiastic Workaholics, Work Enthusiastic, Unengaged Workers, Relaxed 

Workers and Disenchanted Workers. The job satisfaction level and career satisfaction level 

was much more in Enthusiastic Workaholics , Work Enthusiastic, Relaxed Workers than 

Workaholics, Unengaged Workers and Disenchanted Workers because of the future career 

prospects, working involvement, drive and work enjoyment. The cited works, thus present a 

perceived gap as none have included the possible effect of job retention as a veritable tool 

towards attaining employee satisfaction level in universities in Port Harcourt, Nigeria. It is 

upon this perceived theoretical lacuna that this study aims to look into and or examine the 

relationship between job retention and employee satisfaction in universities in Port Harcourt, 

Nigeria. 

 

Research Objectives 

1. Examine the relationship between mentoring and job coaching with intention to stay of 

universities in Port Harcourt. 

2. Determine the relationship between mentoring and job coaching with increased customer 

satisfaction of universities in Port Harcourt. 

3. Identify the relationship between mentoring and job coaching with commitment to work 

of universities in Port Harcourt.   

Research Hypotheses 

Ho1: There is no significant relationship between mentoring and job coaching with 

intention to stay of universities in Port Harcourt  

Ho2: There is no significant relationship between mentoring and job coaching with 

increased customer satisfaction of universities in Port Harcourt 

Ho3: There is no significant relationship between mentoring and job coaching with 

commitment to work of universities in Port Harcourt 

 

Theoretical Framework  

This section provides a number of theories which help in understanding the relationship 

between employee retention and job satisfaction. The various theories of job satisfaction are 

subsumed under two categories namely; content theories and process theories. The former 
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category emphasizes the specific factors which motivate the individual towards job, while the 

latter category deals with dynamics of this motivational process. 

Abraham Maslow’s Need Hierarchy Theory (1943)  

This is one of the content theories of job satisfaction. Abraham Maslow proposed his 

hierarchical theory of five important needs more than 74 years back in 1943. The theory 

gained ground over the years and because of its innate logic it became widely accepted and 

part of compulsory reading for every management student and Human Resource Professional. 

Over the years it has been questioned, analysed and thought by later thinkers to be inadequate 

in certain respects but there is no denying its basic merit in understanding human and 

employee behaviour in the workplace. His basic premise concerns the meeting of human 

needs which progressively move up the value chain as simpler and more basic needs are met. 

Maslow‟s theory opines that indicated have five progressive sets of needs, the first set being 

purely physical needs, also called Physiological needs. These include all the needs a person 

needs first to stay alive like, food, water, air, the maintenance of body temperature and the 

necessity of voiding of natural human waste. It is only when this basic need set is satisfied 

that the next set of needs will be thought of for satisfaction. 

The five need sets that are in sequential order are physiological needs, safety and security 

needs, love and belonging needs, status and prestige needs and actualization needs. Humans 

work to satisfy these needs and as people and societies move up in life their need set also 

changes. This is true of all people, it could apply to the situations, individuals in 

progressively larger groups and also to whole countries as well. Growth of the individual or 

group causes the needs to shift upwards whereas the opposite causes downward movement in 

need fulfillment desire. The safety needs can be broken up into physical safety, family 

security, monetary security and employment security and love; belonging needs can be 

broken up into parental love, love between partners, sibling and children. It is easy to 

understand why these needs were classified as hierarchical, with physiological needs at the 

base and actualization needs at the apex of a hierarchical pyramid. 

Using this classification Maslow reasons that as a person moves up in life his need changes 

and if a person is unable to access needs appropriate to him he will basically be dissatisfied, 

even though he may not know it. 

Frederick Herzberg Two Factor Theory (1959) 

Frederick has tried to modify Maslow‟s need Hierarchy theory. His theory is also known as 

two factor theory or Hygiene theory. He stated that there are certain satisfies and dissatisfies 

for employees at work. Intrinsic factors are related to job satisfaction while extrinsic factors 

are associated with dissatisfaction. He devised his theory on the question: “What do people 

want from their jobs?” He asked people to describe in detail such situations when they felt 

exceptionally good or exceptionally bad. From the responses that he received, he concluded 

that opposite of satisfaction is not dissatisfaction. Removing dissatisfying characteristics from 

a job does not necessarily make the job satisfying. He states that presence of certain factors in 

the organisation is natural and the presence of the same does not lead to satisfaction. 

However, their nonresponse leads to dissatisfaction. In similar manner there are certain 

factors, the absence of which causes no dissatisfaction, but their presence has motivational 

impact. 

Sensing the fact that it is the motivation of an employee that contributes to the perception and 

experience of satisfaction and dissatisfaction of workers, the process theories attempt to trace 

the process involved in the development of different motivations. They explain the employee 
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motivation from the initial energization of behaviour through the selection of behavioural 

alternatives, to actual effort. The important theories having relevance in the context of job 

satisfaction are; 

The Equity Theory  

In the equity theory Adams argues that people are motivated by inequity and keep on 

comparing their efforts with that put in by others around them in the workplace as also the 

rewards being meted out to them. Equity is likened to a perception of fairness involved 

between efforts and rewards given to coworkers in the work place. A fair situation where all 

employees are treated with equality obviously envisages similar outcomes for similar inputs; 

and if some employees feel that others are being given higher rewards for similar work they 

will obviously hold back some of their efforts. In case an employee putting in hard work 

happens to see an inefficient and unproductive colleague being rewarded with the same salary 

may probably feel demotivated to put in the same level of work continuously. Motivation is 

thus very difficult without the establishment of fairness in the appraisal and reward process. 

Methodology 

The accessible population was narrowed down to 3 selected Universities in Port Harcourt, 

Rivers State for easy accessibility to information.     

Information about the Universities for this research study was adopted from Field Research. 

The institutions are University of Port Harcourt, Rivers State University and Ignatius Ajuru 

University of Education. As such the population includes; 1,452 university of Port Harcourt 

Staff, 897 staff of Rivers State University and 518 staff from Ignatius Ajuru University of 

Education. The population for the study is 2867 staff, which cuts across both academic and 

non academic staff. 

To empirically evaluate the relationship between the dependent and independent variables, 

the Spearman Rank- order correlation Co-efficient (Spearman‟s Rho) Statistical technique  

was employed, using the SPSS (statistical Package for Social Science). This data analysis 

tool was adopted because the variables in question are measured in ordinal scale. The 

moderating variable which is organizational culture was measured using the partial 

correlation coefficient. 
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Data Analyses and Findings 

Test of Hypotheses Outcome 

Spearman correlation result for hypothesis one: “There is no significant relationship between 

mentoring and job coaching with intention to stay of Universities in Port Harcourt”. 

 

Correlations 

 MENTORING 

& 

JOB 

COACHING 

INTENTION 

TO STAY 

Spearman's rho 

MENTORING & JOB 

COACHING 

Correlation 

Coefficient 

1.000 .885
**

 

Sig. (2-tailed) . .000 

N 350 350 

INTENTION TO STAY 

Correlation 

Coefficient 

.885
**

 1.000 

Sig. (2-tailed) .000 . 

N 350 350 

**. Correlation is significant at the 0.01 level (2-tailed). 

 

Test result reveals a significant relationship existing between mentoring/coaching with 

intention to stay with a correlation coefficient of 0.885 and a p-value of 0.000 which is less 

than alpha of 0.05. We therefore reject the stated hypothesis. 

 

Correlations 

 MENTORING 

& 

JOB 

COACHING 

INCREASED 

CUSTOMER 

SATISFACTION 

Spearman's rho 

MENTORING & 

JOB COACHING 

Correlation 

Coefficient 

1.000 .947
**

 

Sig. (2-tailed) . .000 

N 350 350 

INCREASED 

CUSTOMER 

SATISFACTION 

Correlation 

Coefficient 

.947
**

 1.000 

Sig. (2-tailed) .000 . 

N 350 350 

**. Correlation is significant at the 0.01 level (2-tailed). 

 

Test result reveals a significant relationship existing between mentoring/coaching with 

increased satisfaction with a correlation coefficient of 0.947 and a p-value of 0.000 which is 

less than alpha of 0.05. We therefore reject the stated hypothesis. 
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Correlations 

 MENTORING 

& 

JOB 

COACHING 

COMMITMENT 

TO WORK 

Spearman's rho 

MENTORING &  

JOB COACHING 

Correlation 

Coefficient 

1.000 .920
**

 

Sig. (2-tailed) . .000 

N 350 350 

COMMITMENT TO 

WORK 

Correlation 

Coefficient 

.920
**

 1.000 

Sig. (2-tailed) .000 . 

N 350 350 

**. Correlation is significant at the 0.01 level (2-tailed). 

 

Test result reveals a significant relationship existing between mentoring/coaching with 

commitment to work with a correlation coefficient of 0.920 and a p-value of 0.000 which is 

less than alpha of 0.05. We therefore reject the stated hypothesis. 

Conclusion 

The spearman rank order correlation coefficient result obtained for this study shows a strong 

to very strong significant positive relationship between the dimensions of Job Retention 

(Mentoring & Job Coaching and Salary bonus & Incentives) and measures of Employee 

Satisfaction (Intention to stay, increased customer satisfaction, commitment to work). Also, 

the study outcome shows organizational culture as an organizational factor does moderate 

significantly between Job Retention and Employee Satisfaction in Universities in Port 

Harcourt, Nigeria. 

Based on these results obtained from this study, the study shows that employee satisfaction is 

very important in terms of job retention. Employees who are mentored and coached have 

lower anxiety and take lesser time to achieve mastery of their job roles and duties. Hence, 

they are satisfied with their job and will want to remain with such organization. Similarly, a 

good compensation plan in terms of salary bonus with other incentives to employee serves as 

a serious drive towards achieving satisfaction for employee. 

Public universities should build a good organizational culture that promotes job retention 

through putting up strategies for employee satisfaction in order to avoid burnout which is a 

minus to any organization. Similarly, for Universities in Port Harcourt to improve on service 

delivery to students, there is also need for a good career plan devoid of politics, ethnicity or 

bias in order to build a satisfied workforce. 

Recommendations 

The following recommendations are made for this study; 

 Management of the Universities should encourage mentorship and coaching amongst 

staff to enable transfer of ideas, thought and reduce anxiety. 

 The organizational culture of the Universities should be such that encourages 

compensation for good work and also provide room for a smooth career path. 

 Such study as this should be carried out to cut across other tertiary institutions across 

the state and geo-political zone to enable for a more robust outcome and conclusion. 
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