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ABSTRACT
W

he purpose of this study intends to analyze the antecedents of employee retention in the at
institutions of higher education. The 596 university academic staff members from the T, s
institutions of higher education were recruited to participate as the representative samples ofahis
study. A stratified random sampling method was employed to obtain the participants @rsity
types. Respondents will be assessed using questionnaires with rating scale to measure t@o e%d

structural equation modeling.

Results revealed that job satisfaction had a significant positive effect on orga ional commitment
and both of them had direct effect on the retention of university academi ver, the structural
equation model presented that staff with a high level perception of organizafion ort and HR practices
had more positive job satisfaction, organizational commitment, and were morexlikely to increase retention

in their university.

Keywords: Employee Retention, University Academic Staffs, Causam%hip
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