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ABSTRACT

Human resource is faced with the challenge of retaining employees and this has led to the
problem of brain drain between universities within the country and movement internationally.
The increase in the turnover of employees in Nigerian Private Universities has become a matter
of concern. This paper focuses on employee retention strategies and job-hopping intentions
depending mainly on the Markov chain to predict the number of employees in the coming years.
This research is aimed to examine the extent to which employee training, career development,
compensation package, and work environment affect the job-hopping intention of lecturers at
Covenant University. Due to the nature of this study, a prescriptive research design was used,
quantitative research method was adopted with the use of Questionnaire as a research
instrument, the population of the study was 479, the sample size was 217 of which 186
respondents participated, Statistical Package for Social Science(SPSS) was used for
descriptive analysis of variables based on gender, Markov chain was used to analyze data for
prediction and to show the probability of the employee's transition and retention rate. A
transition matrix was developed for the four variables used in this study to predict employee
willingness to stay or leave to other universities of their choice. A model has been applied to
show the predicting probability of the total number of employees willing to stay or transmit to
their most preferred university. This study presented the job-hopping probability of the total
number of employees based on the variables used in this research to aid prediction and
recommendation for Covenant University. The result showed that out of 85 employees who
initially preferred Covenant University, 83 employees are likely to stay with the university if
training is offered to them. if career development is provided 79 employees are likely to remain
and 77employees may stay if an attractive compensation package is offered or a conducive
work environment is provided for the effective delivery of their service. This study revealed that
Training as a retention strategy is preferred by employees and it is considered to be the most
potent strategy that can help retain employees of Covenant University. It was further
discovered that the lecturers preferred to maintain their previous job-hopping intentions,
despite the retention strategies put in place by the university. The study recommends that the
Markov model developed in the study should be used as a guide by the HR department of the
university to monitor future job-hopping behavior, to formulate an appropriate retention
strategy that will help to reduce such concurrence. The university is advised to consciously
ensure that the performance of subordinates is immediately recognized and commended by
superiors, and also promote a good relationship between superiors and subordinates.

Keywords: Career Development, Compensation, Employees, Job Hopping, Lecturers,
Retention, Training, Workers, Work Environment.
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