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ployees at Moonlight Academy. Employee turnover intention has a major problem
in education sector because of work load and stress. Moonlight Academy is one of
those education sectors that suffer high rate of employee turnover intention. From
the total of 50 employees were selected through census survey. To collect primary
data structured questionnaires were distributed to 50, out of which all are usable
questionnaires were collected. The collected data were analyzed using SPSS ver-
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Introduction

Education is the foundation of any nation devel-
opment and it is the agent of change of ideas and
life styles of the society. Kusumaningtyas, (2015)
argue that Teacher is the very determinant educa-
tion component in the shape of education face. The
concept of Teachers’ high performance is a critical-
ly important determinant of student development
and achievement as well as later life outcomes
(Chetty et al., 2011). So, schools managements are
highly responsible on improving teachers’ job sat-
isfaction to minimizing staff turnover because one
of the most important aspects of management is
that of monitoring and improving employees’ job
satisfaction.

In human resources context, staff turnover is the
rate at which an organization gains and losses em-
ployees (Afework, 2015). Staff turnover describes
the number of staff who leaves an organization
compared with the number of people who remain
employed. High staff turnover rate is a warning
sign of low morale according to Rahman (2012)
cited in Aman (2015), employee turnover refers to
simply the movement of employees out of an or-
ganization. It is a negative aspect, which might
lead to the failure of employee retention strategies
in the organizations. Leaving of job appears to re-
flect significant work place problems, rather than
opportunities for advancement into better jobs.

It is generally considered undesirable to have high
employee turnover, because this means that the
organization wasmade up of mostly new hires
without many years of experience. High turnover
may be harmful to organization’s productivity if
experienced and qualified staffs are often leaving.
The result of high turnover is that new employees

constantly need to be hired and trained, which can
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get expensive and time-consuming. (Afework,

2015).

Consequently, Ethiopia, as part of the Sub-Saharan
African countries, shares the problem of teacher
turnover. Researchers conducted in different parts
of the country for example (Mulugeta, 2010; Mo-
tuma, (2006) indicated that teachers either leave
the teaching profession or move from one school
to another and join other occupation every year.
These days the problem of teacher turnover, are
not limited only to government schools only. Pri-
vate schools also experience similar problems. The
factors that cause teacher turnover at government
and private schools might not be identical. Howev-
er, the problem persists. One of the reasons for the
shortage of qualified teachers is teachers’ turnover.
The retention of qualified teachers is a serious
problem in Ethiopia; high level of teachers’ turno-
ver creates significant decreases in students’ per-
formance and disrupts the effectiveness of school.
Turnover reduces the quantity of teachers available
to schools. The quality of teachers is also affected,
especially if the most able teachers are the most
likely to leave (Douglas, 2005). Accordingly, it is
necessary to make safe that in every school there
are well experienced, Dedicated, qualified teachers
and those stay long period of time in the teaching
profession in every school throughout the country.
Therefore, to create awareness and seek solution in
advance, this study is intended to identify prob-
lems arising like pay, carrier development and the
working environment which lead to dissatisfaction
among personnel and possible causes of high turn-

OVCEI.

Statement of the problem

Masri (2009) pointed out by knowing the
factors contributing to the employees™
satisfaction;

organizations can plan



properly and take appropriate step to
increase positive behavior among em-
ployees. According to the annual report
of moonlight Academy (2019), turnover
among skilled personnel at the Academy

is substantially high.

According to Aman (2015) Frequent
turnover of employees, could cost the
project in terms of productivity (perfor-
mance), money and time. In addition,
Solomon (2007) stated that beside loss in
productivity, money and time, the organ-
ization also losses in terms of some indi-
rect costs like lowering of existing em-
ployee morale that may be due to in-
creased work or due to the arousing dis-

satisfaction with the organization.

The previous researchers mainly focus to
reduce employee turnover needs to mo-
tivate and reward high performance in
order to prevent them from leaving. The
study not considers the factors that cause
to employee turnover. So these studies
fill the gap that the previous study not
identified problems like pay, carrier de-
velopment and the working environment
that leads to dissatisfaction and cause to

high turnover.

Hence the study tries to identify prob-
lems arising like pay, carrier develop-
ment and the working environment
which lead to dissatisfaction among per-
sonnel and possible causes of high turn-

OVCer.

The following are basic questions of the

study
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1. What is the level of job satisfaction in
moonlight academy?

2.What is the level of intention to leave
in moonlight academy?

3.What is the effect of satisfaction on
intention to leave in moonlight acade-
my?

4. What are the factors of satisfaction

affecting turnover more

Research Framework

Based on the reviewed literatures, Pay,
Work environment, career development
and distributive justice were considered
as factors affecting job satisfaction and
employees™ turnover intention which
form the frame work for this project. In
this project, Job Satisfaction is a derived,
not an explicit variable, and manifested
through the above listed factors. The
selected framework was adapted from
the study conducted by Samuel (2012)
and I included promotion opportunity as
an additional factor. These factors of job
satisfaction were assumed to relate to the
project turnover problem. This apparent-
ly implied the framework’s capacity to
address the major areas which have im-
pact on intentions of the project employ-

ees™ turnover.

1. The framework’s concern area
matched with the scope of this pro-
ject. All factors identified in the
framework contained within the in-
ternal facets of an organization
which exactly tallies with the re-
search’s predefined scope.

2. This project intended to examine the
relationship between job satisfac-
tion, the independent variable, and



intentions of employees™ turnover,
the dependent variable. The four
factors considered to affect job sat-
isfaction are pay, work environment,

Results and Discussions

career development and distributive
justice.

Variables Pearson (7) Level of Significance
)

\Pay& Benefit -0.181%** 0.001

Career development -0.107** 0.061

Work environment -0.238** 0.000

Distributive justice . -0.253 %% .022

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

Source; SPSS output

Table 4.8 Relationship between Pay & Benefit,

R R Adjusted [ Std. Error of the
Square |R Square | Estimate
328" 108 .096 .67022

a. Dependent Variable: turnover intention

b. Predictors: (Constant), tenure, work
environment, pay and benefit, career de-
velopment, age of respondents, distribu-
tive justice

Summary of the findings

The data collected were analyzed by
using SPSS Version 20. Out of 50 sam-
ples distributed, the researcher managed
to collect back all the questionnaires
with the help of academy director and

coordinators.

This study aimed at answering the question
“Do job satisfaction factors have relationship

with turnover intention?” The hypothesis

career development, work environment, distribu-

tive justice and Turnover Intention

Regression Analysis and their Interpre-
tation

states, “There are strong negative relationship
between pay and benefit, career development,
the work environment, distributive justice
and turnover intention among employees.
Furthermore, the scores on job satisfaction
variables were comparing between each other
to find out the most dominant factor of turno-

ver intention.

The four variables of job satisfaction namely
pay and benefit, career development, the
work environment and distributive justice
were selected because there are the most
common variables in the Academy that will
cause satisfaction of the workers. Only the
two facets of job satisfaction show significant
negative relationships with turnover inten-
tion. Thus, the entire hypothesis is substan-
tial. It shows that pay and benefit and career
developments are tested in this study can in-
fluence the intention of workers to leave the

Academy.




The mean value of job satisfaction was calcu-
lated as (mean = 3.7158) resulting into disa-
gree response regarding job satisfaction; thus,
the average employee reports to be dissatis-

fied.

Turnover Intention data (mean value of 2.36)
indicates that most employees of the Acade-
my are agree about having turnover intention;
thus, the average employee reports agreement

in having intentions to leave the Academy.

Pay & Benefit data (mean value of 3.8795)
indicates that most employees of the Acade-
my are disagree about pay & benefit; thus,
significant effect of pay & benefit on job sat-

isfaction.

Career development in Moonlight Academy
has been rated disagree by employees as (the
mean value of 3.9653) indicated in this re-
search; thus, career development was signifi-
cant effect on employees’ job satisfaction.
(Mean value of 4.0611) for working envi-
ronment shows that the employees in the
Academy are disagree about working envi-
ronment and thus, significant effect of work-

ing environment on job satisfaction.

Distributive justice in Moonlight Academy
has been rated disagree by employees as (the
mean value of 3.4656) indicated in this re-
search; thus, distributive justice will have
moderate effect on employees™ job satisfac-

tion.

Relationship between Job Satisfaction and

Turnover Intention

Job satisfaction was measured as a sum-
mation of the facets pay and benefit, ca-

reer development, distributive justice and
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work environment. Based on the descrip-
tive statistics on job satisfaction, employ-
ees of Moonlight Academy were reported
a mean of 3.72 on the 5-point Likert scale.
It is evident that the average employee

reports to be dissatisfied.

Employees' turnover intentions were
measured as a single variable. Based on
the descriptive statistics, of Moonlight
Academy were reported a mean of 2.37 on
the 5point Likert scale. Thus, the average
employees’ report agreement in having

intentions to leave the Academy.

Based on the correlation test it became
evident that the average respondent who
reported levels of disagreement with
being satisfied also reported levels of
agreement with having turnover inten-
tions to leave Academy. Thus, in the case
of Moonlight Academy, the correlation
test results prove the existence of a sig-
nificant strong negative relation between

job satisfaction and turnover intention.

This significant negative cause-effect
relationship is supported by similar find-
ings mentioned in the theoretical frame-
work. Noteworthy is one of the most
traditional turnover theories, which was
developed by Mobley (1977). He theo-
rized that job satisfaction, or lack there-
of, led to thinking about quitting, which
led to job search, which could then lead
to an intention to quit, or vice versa,
which could eventually result in actual

turnover.

The measurement of job satisfaction and

turnover intentions is a snapshot and can



change. In Moonlight Academy case, the
existing feeling of job dissatisfaction is
associated with intentions to quit. The
current employees at Moonlight Acade-
my mostly have good educational back-
grounds, attractive skill-sets and have
relatively high expectations towards at-
tractive pay levels career opportunities
and attractive work environment. If the
high expectations are not met, job dissat-
isfaction in its various facets could be
the effect to turnover intentions and ac-
tual turnover could be the final result.
The correlation tests in chapter four con-
firm that the four job satisfaction facets
pay& benefit, career development, dis-
tributive justice and work environment
have high correlation coefficients with
turnover intention. Moreover, there was
a strong negative relationship between
turnover intention and these two pay and
benefit and distributive justice facets
meaning that these facets are associated
the most with intending to leave the or-

ganization based on job satisfaction

Conclusion

The main purpose of this study was to
identify the main factor in job satisfac-
tion that would contribute turnover in-
tention among employees. Turnover in-
tentions are not explicit, but mere state-
ments, indicators and predictors of actual
turnover behavior. The formulated objec-
tive of this study was to investigate the
direct relationship between job satisfac-

tion and employees' turnover intent.

In regard to the first part of the objective

it can be concluded that the investigation
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has yielded significant evidence that is in
line with the theoretical assumptions on
which the study is based. The posed re-
search question related to the first part of
the objective was: “what is the level job
satisfaction in Moonlight Academy?”
The evidence shows that the majority of
the respondents are dis satisfied by the
pay and benefit, work environment and
distributive justice even if it was sup-
ported by high official during the inter-
view. In regard to the second part of the
objective of this study it can be conclud-
ed that the examination of the effects
satisfaction with work environment, pay
and benefit, distributive justice and ca-
reer development all have a significant
negative relationship with turnover in-
tention. The related research question
was: “what are the factors of satisfaction
affecting turn over intention? “The evi-
dence presents a significant negative
relationship between job satisfaction
factors (pay and benefit and distributive
justice) and turnover intentions. This is
proven by the acceptance of the one and
four hypotheses (H1&4): “There is a
significant negative relationship among
pay and benefit and distributive justice

and turnover intention”

This research endorses the existence of
relationship between job satisfaction and
turnover intention. Statistical results
demonstrate that the independent varia-
bles like pay and benefit, career devel-
opment, work environment and distribu-
tive justice influence the turnover inten-
tion; hence the statement upheld in hy-

potheses is supported by evidences fur-



nished in study factor that effect the

turnover intention.

Finally the researcher concludes that, no
variables made a unique, contribution to
the prediction of turnover intention of

Moonlight Academy.

Recommendation

Based on the findings and conclusions of
the study, the researcher forwards the
following recommendations to the man-
agement of Moonlight Academy and
other researchers.

Since the findings of the study proved
that there are different factors that affect
the level of intention, the management
give attention these factors that have
direct or indirect influence on turnover
intention of staffs so that the sense of
responsibility may be uplifted by the
employees.

The Academy management should con-
sider incentives and periodically adjust
salary for employees to increase their
satisfaction with pay and benefits. Not
forgetting to mention also devising per-
formance-based reward and benefit sys-
tem, and salary increment to staff mem-
bers during the same period.
Management should work towards creat-
ing smooth and conducive work envi-
ronment and work closely with subordi-
nates and providing all required comfort
and ease to perform the job to the em-
ployees to retain its qualified and experi-
enced employees. A distributive justice
to a higher level within the organization
was one of the important factors influ-

encing level of intention. However, em-
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ployees of this Academy were found less
satisfied in this regard as the result, to
reduce turnover intention, the Academy
management should provide encourages
and promotes non-discrimination against
any of its employees and the Academy
need to evaluate and modify their pro-
motion policies in a fair way which
would enable promotions for candidates
only on the basis of employee perfor-
mance

Finally, future research also needs to
explore the effects of additional varia-
bles such as organizational commitments
and culture, supervision, co-workers and
others those were not measured in the
current study, which can also directly or

indirectly influence turnover intention.
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