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Abstract

Employee retention has become a significant concern in private universities where competition
for skilled faculty and staff is intense. Motivation plays a critical role in shaping employees’
decisions to remain within an organization. This study investigates the role of motivation in
the effectiveness of employee retention strategies adopted by private universities. Using a
structured questionnaire of 10 items, data were collected from 120 employees across selected
private universities. The study employed descriptive statistics, correlation, and regression
analysis to examine the relationship between motivation and employee retention. Findings
reveal that motivational factors such as recognition, job security, growth opportunities, and
alignment with organizational goals strongly influence employee retention. The study
concludes that employee motivation is a determinant of effective retention strategies and
recommends that universities design comprehensive motivational frameworks to reduce
turnover and improve long-term commitment.
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Introduction

Employee retention is increasingly recognized as a pressing challenge in the higher education
sector, particularly in private universities where competition for skilled faculty and
administrative staff is high. High turnover rates can adversely affect teaching quality, disrupt
research productivity, and hinder the long-term growth and reputation of an institution. To
address these challenges, universities adopt various retention strategies designed to minimize
attrition, foster loyalty, and ensure that talented employees remain within the institution.
However, the success of such strategies is not solely determined by their existence but rather
by the extent to which they align with employees’ motivational needs.

Motivation, encompassing both intrinsic factors (such as personal growth, job satisfaction, and
recognition) and extrinsic factors (such as rewards, benefits, and job security), plays a central
role in influencing employees’ attitudes and behaviors at work. A motivated employee is more
likely to demonstrate commitment, higher productivity, and a stronger sense of belonging, all
of which contribute to long-term retention. Conversely, a lack of motivation can diminish the
effectiveness of retention initiatives, resulting in dissatisfaction and potential turnover despite
the presence of formal retention policies.

This study seeks to investigate how motivation contributes to the effectiveness of employee

retention strategies in private universities. Specifically, it examines whether motivational
practices—such as acknowledgment of contributions, provision of growth and career
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development opportunities, assurance of job security, and alignment of employees’ personal
goals with institutional vision—serve as critical determinants of employees’ intention to
remain within the organization. By analyzing these relationships, the research aims to provide
insights into how private universities can design and implement more comprehensive
motivational frameworks that not only retain talent but also foster institutional excellence.

Problem Statement

Despite the existence of various retention strategies, many private universities continue to
struggle with high employee turnover. This raises a critical question: Are retention strategies
failing because they do not adequately address employees’ motivational needs? Research
suggests that employees are more likely to stay in an organization when they feel valued,
recognized, and provided with opportunities for personal and professional growth. If
motivational factors are ignored, even the most well-designed retention programs may prove
ineffective. Thus, there is a need to examine the role of motivation in strengthening the
effectiveness of employee retention strategies in private universities.

Research Objectives:

1. To examine the influence of motivation on employee retention in private universities.
2. To identify the key motivational factors that contribute to the effectiveness of retention
strategies.

3. To assess the relationship between motivational practices and employees’ intention to
stay.

4. To provide recommendations for enhancing retention strategies through motivational
frameworks.

Research Question:

1. What role does motivation play in employee retention strategies within private
universities?

2. Which motivational practices (recognition, job security, growth opportunities,
acknowledgment, goal alignment) have the greatest impact on employee retention?

3. How do motivational factors influence employees’ intention to remain with their
institution?

Hypotheses:

. H1: Motivation has a significant positive influence on employee retention strategies in
private universities.

o HO: Motivation does not significantly influence employee retention strategies in private
universities.

Literature Review

Motivation and Employee Retention

Motivation is the internal drive that influences employees to achieve organizational and
personal goals (Deci & Ryan, 2000). Previous studies suggest that motivation is closely linked
with retention, as motivated employees are more committed and less likely to leave (Herzberg,
1966; Singh & Dixit, 2020).

Research by Ng’ethe, Iravo, and Namusonge (2012) on staff retention in Kenyan universities
emphasized that intrinsic motivators such as growth opportunities and recognition were more
influential in retaining academic staff than extrinsic benefits alone. Similarly, Sharma and
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Bajpai (2011) found that motivation significantly predicts retention among employees in the
education sector, with recognition and supportive leadership emerging as key factors.

In the context of higher education, Tettey (2006) argued that motivational factors such as fair
compensation, professional autonomy, and opportunities for research are critical in preventing
“brain drain” and encouraging faculty to remain within universities. Additionally, Samuel and
Chipunza (2009) reported that both intrinsic motivators (career development, recognition) and
extrinsic motivators (pay, job security) jointly influence retention decisions among employees
in South African institutions.

Recent studies confirm that motivation continues to be a primary driver of retention in modern
workplaces. For example, Munyeka (2014) demonstrated that motivated employees exhibit
higher levels of organizational commitment, which significantly reduces turnover intention.
Likewise, Dhanpat et al. (2018) emphasized that when employees perceive their contributions
as valued, their sense of belonging strengthens, making them less likely to seek opportunities
elsewhere.

Retention Strategies in Higher Education

In a study of higher education institutions, Dhanpat et al. (2018) emphasized that retention
strategies are more effective when they focus on continuous professional development and
employee involvement in decision-making. Their findings indicate that academic staff are more
likely to remain when they feel their intellectual contributions are acknowledged.

Erasmus, Grobler, and Van Niekerk (2019) further argued that retention in private universities
is strongly influenced by work—life balance policies, mentoring programs, and leadership
styles. Similarly, Khan and Aleem (2020) found that employee satisfaction with recognition
and growth opportunities significantly reduces turnover intentions in private higher education
institutions.

More recently, Chawla and Lenka (2022) suggested that private universities must adopt holistic
retention strategies that combine financial rewards with non-financial incentives such as
flexible work arrangements, collaborative culture, and research funding support. Likewise,
Adu-Danso and Agyapong (2023) reported that the perceived fairness of promotion practices
and institutional transparency significantly affect academic staff retention in private
universities.

Linking Motivation with Retention

Dhanpat et al. (2018) reported that professional development opportunities, such as training,
workshops, and research funding, significantly improve faculty motivation and long-term
retention. Likewise, Erasmus, Grobler, and Van Niekerk (2019) noted that mentorship
programs and continuous recognition practices enhance loyalty and decrease attrition in
academic institutions.

A study by Khan and Aleem (2020) revealed that intrinsic motivational practices, particularly
growth opportunities and acknowledgment of efforts, are stronger predictors of retention than
financial rewards alone. More recently, Chawla and Lenka (2022) highlighted that autonomy
in academic work and supportive leadership styles play a critical role in aligning personal and
institutional goals, thereby boosting retention.

Adu-Danso and Agyapong (2023) demonstrated that a combination of fair rewards, transparent

promotion systems, and opportunities for professional advancement strengthens employees’
sense of belonging and reduces turnover intentions in private universities
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Motivational strategies such as rewards, recognition, autonomy, and professional development
are effective in reducing turnover. Research indicates that when employees feel valued and
secure, they align their goals with the organization, enhancing retention (Ongori, 2007).

Research Methodology

Research Design

This study adopts a quantitative, descriptive, and correlational research design to investigate
the relationship between motivation and employee retention strategies.

Population and Sample

The population includes teaching and non-teaching staff from private universities. A sample of
120 respondents was selected using stratified random sampling to ensure representation of both
academic and administrative staff.

Instrument

A structured questionnaire with 10 closed-ended items was developed (provided by
researcher). Responses were measured on a 5-point Likert scale (1 = Strongly Disagree, 5 =
Strongly Agree).

Data Collection

Data were collected via online (Google forms), ensuring anonymity and confidentiality.

Data Analysis

Data were analyzed using SPSS. Descriptive statistics summarized respondent perceptions,
while Pearson correlation tested relationships between motivation and retention. Regression
analysis determined the predictive power of motivation on retention.

Results

Descriptive Statistics

The descriptive statistics of motivational factors assessed in the study. Mean scores indicated
that respondents moderately agreed with the motivational practices implemented in their
institutions. Recognition (M = 4.10, SD = 0.65) and growth opportunities (M = 4.00, SD =
0.70) received the highest levels of agreement, suggesting that employees value
acknowledgment and career development prospects. In contrast, job security (M = 3.40, SD =
0.85) showed mixed responses, indicating some uncertainty among staff regarding long-term
employment stability.

Table 1

Descriptive Statistics of Motivational Factors
Motivational Factors Mean Std. Deviation
Recognition 4.10 0.65
Growth Opportunities 4.00 0.70
Job Security 3.40 0.85
Goal Alignment 3.80 0.72
Management Support 3.70 0.74

Correlation Analysis

The Pearson correlation analysis revealed a strong positive association between motivation and
employee retention strategies (r = 0.68, p <.01), as shown in Table 2. This indicates that higher
levels of motivation were significantly related to more effective retention practices in private
universities.

Table 1
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Descriptive Statistics of Motivational Factors

Variable Motivation Employee Retention
Motivation 1.00 0.68**
Employee Retention 0.68%* 1.00

Regression Analysis

To further examine the predictive power of motivation on employee retention, a regression
analysis was conducted. As shown in Table 3, motivational factors explained 46% of the
variance in employee retention strategies (R* = 0.46, B =0.59, p <.001). Among the predictors,
recognition (f = 0.59, p <.001), growth opportunities (f = 0.52, p <.001), and job security (B
=0.48, p <.001) emerged as the strongest contributors to retention. Goal alignment ( = 0.42,
p <.01) also played a significant role, though comparatively weaker.

Table 3

Regression Analysis of Motivation as Predictor of Employee Retention

Predictors Beta (B) t-value p-value
Recognition 0.59 6.12 <0.001

Growth Opportunities 0.52 5.48 <0.001

Job Security 0.48 4.92 <0.001

Goal Alignment 0.42 4.35 <0.01

Discussion

The findings support the hypothesis that motivation significantly influences the effectiveness
of employee retention strategies in private universities. Recognition and rewards were
identified as crucial in enhancing motivation, aligning with Herzberg’s Two-Factor Theory
(1966), which highlights recognition and achievement as key motivators that improve job
satisfaction and retention. This suggests that when employees feel valued for their
contributions, they are more likely to remain committed to their institutions.

Similarly, growth opportunities were found to be strong predictors of retention, consistent with
the principles of Self-Determination Theory (Deci & Ryan, 2000), which emphasizes the
importance of autonomy, competence, and personal development in sustaining intrinsic
motivation. Employees who perceive opportunities for professional advancement within the
university system are more inclined to stay, thereby reducing turnover.

The study further revealed that motivated employees not only show higher organizational
commitment but also align their personal goals with the university’s vision. This finding echoes
Meyer and Allen’s (1991) model of organizational commitment, which highlights the role of
affective commitment in reducing attrition. Conversely, a lack of motivation may undermine
even well-designed retention strategies, as financial incentives or policy frameworks alone
cannot sustain commitment in the absence of intrinsic or extrinsic motivators.
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These results underscore the need for universities to adopt comprehensive motivational
frameworks that go beyond monetary rewards to include recognition, professional
development, job security, and participatory management. Doing so will not only enhance
employee satisfaction and performance but also strengthen institutional stability in the
competitive higher education sector.

Conclusion

The study concludes that motivation plays a pivotal role in shaping the effectiveness of
employee retention strategies in private universities. The evidence indicates that employees
who perceive higher levels of motivation through recognition, rewards, job security, and
growth opportunities are more satisfied with their roles and demonstrate stronger
organizational commitment. Such employees are less inclined to leave their institutions, which
in turn reduces staff turnover and fosters institutional stability.

The findings emphasize that retention strategies cannot succeed in isolation without addressing
the motivational needs of employees. While salary and benefits remain important, intrinsic
factors such as acknowledgment of efforts, opportunities for professional growth, and
alignment of individual and organizational goals exert a more profound and lasting impact on
retention.

By prioritizing motivation within their human resource frameworks, private universities can
strengthen employee loyalty, enhance performance, and create a supportive organizational
culture. Ultimately, motivated employees not only contribute to lowering attrition but also play
a central role in achieving the broader mission of academic excellence, research productivity,
and long-term institutional growth.

Recommendations

Based on the findings of this study, the following recommendations are proposed to enhance
the effectiveness of employee retention strategies in private universities:

1. Design Comprehensive Recognition Programs

Universities should establish structured recognition systems that go beyond financial rewards
to include non-monetary forms of appreciation such as employee-of-the-month awards, public
acknowledgments, and letters of appreciation. Recognition programs should be transparent and
inclusive, ensuring that both academic and administrative staff feel valued for their
contributions. Such initiatives can significantly enhance motivation and foster a culture of
appreciation.

2. Strengthen Job Security Policies

To reduce uncertainty and increase employee confidence, universities should review and
strengthen their job security frameworks. This can include offering long-term contracts, clear
tenure-track policies, and transparent criteria for contract renewal. Employees who feel secure
in their roles are more likely to invest in the institution’s long-term goals and demonstrate
loyalty, thereby reducing turnover.

3. Expand Growth and Development Opportunities

Professional development should be prioritized through training programs, workshops,
research grants, and career advancement pathways. Providing equal opportunities for both
teaching and non-teaching staff ensures that all employees feel empowered to grow within the
institution. Universities can also invest in mentorship programs and international
collaborations, which not only develop employees’ skills but also increase their engagement
and retention.
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4.

Create Inclusive Platforms for Employee Voices

Management should establish open communication channels where employees can express
their ideas, concerns, and suggestions. Regular feedback sessions, participatory decision-
making forums, and employee surveys can foster inclusivity and make staff feel valued. When
employees’ voices are heard and acted upon, their sense of belonging and motivation increases,
positively influencing retention.
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