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ABSTRACT 

Academic staff retention is a global issue that affects both industrialized and developing 

countries. Talent management practices should be used by businesses to identify, attract, 

integrate, develop, and motivate employees to stay with them. The study's overall objective was 

to determine the moderating effect of perceived organizational support on the relationship 

between talent management practices and academic staff retention. The specific objectives 

included: to establish the effect of training, succession planning, career management, mentoring 

and coaching on retention of academic staff in Kenyan universities; and to determine the 

moderating effect of perceived organizational support on the relationship between talent 

management practices and academic staff retention. The study adopted a cross-sectional survey 

research design. The sampling frame for this study was 13,441 academic staff teaching in thirty-

one (31) public universities and thirty-two (32) private universities in Kenya. The sample size 

comprised 388 academic staff. 308 respondents filled and returned the questionnaires making a 

response rate of 79.3%. Data was analysed using Statistical Package of Social Sciences (SPSS). 

Both descriptive and inferential statistics were used in the data analysis. Training, succession 

planning, career management, mentoring, and coaching were all found to be significant positive 

indicators of academic staff retention in the study. The combined effect of talent management 

practices (training, succession planning, career management, mentoring, and coaching) was also 

found to be a significant positive predictor of academic staff retention. Finally, the research 

found that the perceived organizational support has no significant moderating effect on the 

relationship between talent management techniques and academic staff retention. The study 

contributed to Herzberg's two-factor theory, theory of work adjustment, and three-stage model of 

talent management by arguing that employers have a responsibility to improve the retention of 

their best employees, which can be accomplished by effectively managing talent within the 

organization. As a result, university presidents should establish policies that support talent 

management, which will help academic staff retain their jobs. Finally, the study suggests that 

future research should investigate into the effect of talent management techniques on other work 

attitudes such as job satisfaction, organizational commitment, turnover intentions, and 

organizational citizenship behavior. 
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CHAPTER ONE 

INTRODUCTION 

1.1 Background of the Study 

Many organizations' success is dependent on personnel possessing the requisite abilities to 

properly fulfil the duties required to achieve the company's strategic goals (Robbins, 2004). 

Employees have been acknowledged as valuable assets in the fulfilment of organizational goals 

by a number of academics (Armstrong, 2007; Schuler, 2011). As a result, concentrating on 

minimizing employee intentions to quit or stay can have a favourable influence on firms, 

resulting in higher employee productivity, performance, job quality, profit, and retention. 

According to several studies, organizations should use talent management techniques in order to 

identify, recruit, integrate, develop, and encourage employees (Agarwal, 2018; Bratton & Gold, 

2017; King et al., 2001; Schuler & Tarique, 2012).  

 

Talent, according to Schuler et al. (2011), is a natural ability to excel at a responsibility or action, 

or a group of people, such as employees, who have a particular aptitude for certain duties. A 

talented person is someone who possesses unique skills that are difficult to duplicate or replicate, 

is a top performer with strategic competencies that are difficult to acquire, and whose lack of 

these skills and competencies would jeopardize the company's competitive advantage. Talent 

management is the systematic recruitment, recognition, growth, maintenance, and development 

of those individuals who are vital to an organization's success, either because of their great 

potential for the future or because they are performing critical organisational functions (Beechler 

& Woodward, 2009). The significance of talent management came into light after a research by 

McKinsey and company found that the most important company asset in future will be talent. 

The core competencies of a talented person can be explored for the competitive advantage of the 

organization (Beechler & Woodward, 2009).  

 

Many organizations throughout the world are competing for the top employees (Frase, 2007), 

and Kenyan universities are no exception (Ng'ethe, 2012). In this conflict, the most successful 

companies strive to improve their short- and long-term plans, policies, and procedures for 

attracting, developing, repositioning, and reducing intentions to leave of key employees.  
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According to a study conducted by Selvanathan (2019), on the Lecturer's Perspective on Talent 

Management in Private Higher Learning Institutions in Kuala Lumpur, Malaysia, there is a 

significant correlation between lecturer retention and talent management. Academics' perceptions 

of talent identification, talent development, and talent management are the most important 

contributors to talent management competency for academics, according to Annakis et al. 

(2014), in their study on factors that influence talent management competency of academics in 

Malaysian public universities and non-government universities. The study also indicated that 

academic talent management competency levels were much higher when management used 

integrated HR systems to establish value, monitor performance and progress, assess and 

contribute to sustainable development, provide honest formal feedback, and reward good 

performance.  

 

Agarwal (2018), identified a significant relationship between employee retention and talent 

management in Indian IT firms in a study on the effect of talent management practices and 

organizational performance on employee retention in Indian IT firms. Organizational 

performance, on the other hand, did not emerge as a driving factor for employee retention on its 

own. Organizational performance, in addition to talent management practices, was found to have 

a major impact on employee retention. The impact of implementing talent management practices 

on sustainable organizational performance in Cyprus, according to Aina and Atan (2020), found 

that talent attraction and retention had no impact on sustainable organizational performance, 

whereas learning and development and career management had significant positive impacts. 

According to the study, management should focus on learning and development, as well as 

employee career management, by focusing on coaching and training programs, as well as job 

rotation, in order to achieve long-term organizational performance. 

 

Lesenyeho et al. (2018), found that management support, talent development, compensation and 

recognition, and satisfaction with institutional practices significantly improves early career 

academics' organizational commitment and reduces their turnover intentions in South African 

higher education institutions. Frimpong et al. (2016), concluded that the most important role of 

talent management was to offer employees with learning and progress, according to their study 

on the influence of talent management on organizational performance concentrating on the 
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Ghana Revenue Authority. According to the survey, talent management offers a chance to assist 

individuals in achieving their personal best while also reducing employee attrition. In an 

Ethiopian management institute study on the impact of talent management practices on employee 

turnover intention, Andualem (2017), revealed a substantial negative correlation between talent 

management practices and employee turnover intention. The talent assessment process and talent 

deployment were both identified as unique contributors to employee retention in the study. 

 

Muthina (2017), found that talent development had a positive significant influence on the 

performance of employees of Commercial State Corporations in Kenya in a study on the effects 

of talent management on employee performance of commercial state corporations in Kenya. The 

organizations under study had well designed talent management activities which enhanced 

employee performance, they aligned talent development strategy with organizational strategy, 

they had in-house development programs for effective talent development practice and they used 

coaching by line managers to develop effective talents. The study further found that   career 

development reduced employee absenteeism and turnover, improved employee commitment as 

well as employee performance. According to a study conducted by Kibui (2015), on the impact 

of talent management on employee retention in Kenya's state enterprises, talent management had 

a positive and significant impact on staff retention. The findings revealed a substantial positive 

relationship between competency mapping, employee engagement, performance management, 

career development, and employee retention in Kenyan state enterprises. 

 

1.1.1  Employee Retention 

Employee retention, according to Marchington and Wilkinson (2006), is defined as taking steps 

to encourage people to stay in the institutions where they work for a long time. The relationship 

between the intention to leave or stay in an organization and the actual leaving or staying has 

been the focus of job retention study. In general, research supports the widely held belief that the 

intention to leave or stay in an organization is the strongest predictor of actual leaving or staying 

(Carroll, 2016). According to Huselid (2008), while attracting brilliant people for a position is 

important, lowering employees' intentions to quit is more significant. He goes on to say that there 

are plenty of chances for talented people. Furthermore, according to Huselid (2012), many firms 

compete for skilled people, and employees who are dissatisfied with their positions may choose 
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to switch to more appealing jobs. Employee retention is critical for a firm in today's market, thus 

a smart employer should understand how to recruit and keep staff (West, 2009). The war for 

talent shortages between companies is the biggest challenge for human resource managers 

(Makela & Brewster, 2009; Tarque & Schuler, 2010). 

 

Reducing employee intention to quit the organization has come to gain great attention all over 

the world (Orina, 2014). Intention to quit the organization is an indicator of whether a business' 

or organization's employees plan to leave their positions. The global problem of academic 

employees wanting to leave the organization affects both developed and developing countries 

(Tettey, 2006). A study of full-time faculty members in the United States of America found that 

more than 40% had planned to change occupations (Sanderson et al., 2000). In Turkey, Koc 

(2017), found that lecturers employed in foundation universities were more likely than those 

employed in state universities to want to leave their jobs. Lecturers at state universities had a 

higher level of emotional involvement than those at foundation universities. In both state and 

foundation institutions, the study found that lecturers' rates of abandoning the position decreased 

as their degrees of emotional and normative commitment grew. 

 

According to Agmasu (2021), who conducted a study on job satisfaction and turnover intentions 

of academic staff at Woldia University in Ethiopia, personnel who felt their work less enjoyable 

were more likely to leave their institutions. In a study of generation Y professors in South 

African higher education institutions, Robyn (2012), found that work satisfaction had a 

significant negative impact on intention to resign. In Egypt, Fahmi (2020), found a substantial 

beneficial association between talent management techniques and academic staff engagement. 

The findings also demonstrated a significant negative correlation between talent management 

practices and academic staff resignation intentions.  

 

Amboka and Ssemugenyi (2019), showed that human resource management practices had a 

significant positive effect on intention to stay in a study on the role of human resource 

management practices on employee retention in Kenya Power Company Limited. Compensation, 

leadership, job placement, and training all influenced employees' intentions to stay with their 

company, according to the study. Ndonye and Genga (2019), established a relationship between 
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human resource management methods and the intention of employees to stay. The survey also 

found that employee retention is influenced by career progression methods like training and 

development, availability opportunities, and study leave. 

 

1.1.2  Talent Management 

The practice of attracting, managing, and keeping personnel is referred to as talent management 

(Schuler et al., 2011). Attracting, identifying, hiring, developing, motivating, promoting, and 

retaining workers with strong potential to succeed inside the organization is what talent 

management is all about (Armstrong, 2007). Training, mentoring, and coaching, career 

management, and succession planning are all dimensions of talent management practices 

(Brandit & Kull, 2007). Employees' strengths are recognized and developed in the most effective 

way possible through coaching. Mentoring is when a manager helps employees develop self-

esteem by providing support, praise, and encouragement. The emphasis of training is on 

leadership development and managerial education. Identifying potential successors and 

equipping them with the necessary skills for current and future jobs is part of succession 

planning. Career management is the act of creating and implementing goals, plans, and strategies 

that enable an organization to meet employee needs while also allowing individuals to reach their 

professional objectives (Brandit & Kull, 2007). 

 

Employees are an organization's most valuable asset, according to talent management scholars 

(Schuler et al., 2011; West, 2009). This is important for both public and private institutions of 

higher learning since there is a push for competency and high-quality service to students both 

inside and outside the lecture hall (Cobb, 2015). Cobb continues to assert that universities can't 

afford to fall behind in their talent management processes and then expect to recruit and retain 

the workers needed to keep the company afloat. Putting in place a people management strategy 

that focuses on fostering a performance-based culture improves efficiency, lowers turnover costs, 

fosters staff growth, and ensures that students receive a higher level of service (Walsh & Taylor, 

2007). Talent management distinguishes itself from traditional HRM by incorporating new 

knowledge rather than just repackaging old technologies and ideas under new titles (Chuai et al., 

2008). 
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A report by Government of Kenya reveals that academic staff turnover in public and private 

universities are real which affects employee retention (GOK, 2014). The report further reveals 

that there is still internal turnover where academic staffs in Kenyan universities leave to join 

non-academic organizations in Kenya. Waswa and Katana (2008), reported that University 

lecturers have left teaching for better paying jobs locally and abroad. Universities globally are 

facing a problem, caused by severe budget cuts and increasing student enrolment due to search of 

degrees. Kenyan universities are facing similar problems of staff turnover that have contributed 

to inefficiency and deteriorating academic standards (Nyaigotti-Chacha, 2004). A wide research 

has been directed on the relationship between talent management practices and employee 

retention or turnover intentions (Brundage & Koziel, 2010; Chitsaz-Isfahani & Boustani, 2014; 

Frank & Taylor, 2004; Kibui et al., 2014). These studies have found a positive correlation 

between talent management practices and employee retention and a negative correlation between 

talent management practices and turnover intentions. 

 

1.1.3  Perceived Organizational Support 

Perceived organizational support (POS) is defined by Eisenberger (2002), as a condition in 

which employees acquire an attitude or a belief about how much their employer values their 

contributions and cares about their well-being. Perceived organizational support can also be 

thought of as the certainty that help will be available from the organization when it is needed to 

do one's work well or deal with stressful conditions (Rhoades & Eisenberger, 2002). According 

to Dabos and Rousseau (2004), when an organization treats its employees fairly and values their 

contributions and well-being, the employees will feel obligated to reciprocate. 

 

The employee's reciprocal behaviour may involve increased organizational engagement and 

loyalty, resulting in a reduced desire to leave the company (Allen et al., 2003). The transition of 

Human Resource Management to Talent Management, according to Human Science Council 

(2004), is placing new demands on Human Resource practitioners to redefine their profession in 

order to help firms address the challenges. Supportive Human Resource Practices have been 

found to be a precursor of POS in studies (Allen, 2003; Du Plessis, 2015). When Human 

Resource Practitioners value and care about employees, and the organization is prepared to 

invest in them and appreciates their contribution, the institutions are said to be supportive of their 
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employees. Employees' discernment of Human Resource or Talent Management practices (a 

precursor to POS) serve as the framework for their perceptions of management and supervisory 

support, which in turn serve as the foundation for their overall perception of the organization's 

support (Allen, 2003). Various Researchers have found a positive relationship between Perceived 

Organizational Support and retention (Allen 2003, Armstrong-Stassen & Ursel, 2009; Riggle et 

al., 2009). 

 

1.1.4 Universities in Kenya 

Kenya’s university education started in 1922 when Makerere University was established and 

expanded to meet the needs of the three East African countries (Magutu, 2011). The Royal 

Technical College was established in Nairobi in 1954 and later renamed the university college, 

Nairobi in 1963 (Magutu, 2011). After gaining independence in 1963, Kenya placed a high value 

on the role of education in supporting economic and social development (Sifuna, 2010). Court 

and Ghai (1974), cited by Nyaigotti-Chacha (2004), noted that the expansion of the education 

system was to prepare qualified persons to take up positions in the growing economic and 

administrative institutions. 

 

The first Private universities emerged in the years 1980s and 90s with enrolments ranging from 

500 to 2,000 students. Most private universities offer arts-based courses due to lack of resources 

to mount science-based courses and some of their graduate qualifications have been questioned 

due to inadequately qualified manpower to deliver the courses they provide (Nyaigotti-Chacha, 

2016). CUE (2016), reported that private universities only had 9% of their academic staffs with 

PhDs. Ngome (2010), reported that many professors have migrated to other countries for better 

pay which has affected the teaching needs of the Kenyan universities. 

 

The emergence of a global information driven economies and expansion in international higher 

education places new demands on Universities, new ways of providing relevant courses, income 

generations, up to standard education quality, human resource management and management of 

longstanding brain drain (Nyaigotti-Chacha, 2004). In the year 2018, nearly one-third of public 

university campuses in Kenya closed, owing in part to a failure to meet accreditation standards. 

Between 2014 and 2017, 81 campuses opened, bringing the total number of universities to 168, 
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however 57 have since closed as a result of strict KCSE test management requirements 

(Economic Survey, 2019).  

 

A record number of students were qualifying for university admission prior to measures adopted 

in 2016 to combat KCSE exam cheating. Over 170,000 students achieved the minimal university 

entry grade in 2015, but with additional controls in place, student numbers decreased to 70,000 

in 2017, causing universities to operate below their declared capacity (Onyango, 2019). Aside 

from a decrease in the number of candidates scoring C+ (plus) or higher in the Kenya Certificate 

of Secondary Education exams since 2016, universities have been victims of ongoing quality 

assurance audits by the Commission for University Education (CUE), which have resulted in the 

closure of some campuses that were found to be below the Commission's standards.  

 

The decline in the number of students pursuing parallel degree programs, whose tuition are set at 

market rates, has harmed university budgets, forcing them to halt hiring and scale down growth 

plans as they grapple with massive debts. This is in contrast to previous trends, in which 

enrolment at both public and private colleges climbed by double digits as institutions expanded 

and the demand for higher education soared (CUE, 2019). Falling student enrolment appears to 

be easing the workload of academic staff, which is likely to reduce academic staff intentions to 

leave universities. It will also relieve strain on the Higher Education Loans Board (Helb), which 

has struggled to meet the needs of a huge number of students, many of whom are from low-

income households who required loans to continue their education (CUE, 2019). 

 

Altinoz (2013), Tiwari (2013), Hughes (2008), Walsh and Taylor (2007) and Chitsaz (2014) 

discovered a favourable and significant association between talent management strategies and 

employee retention outside of Africa. However, there is a scarcity of research on this topic in 

Africa, particularly in Kenya. The aim of this study was to determine the effects of talent 

management practices on academic staff retention in Kenyan universities, as well as to test the 

moderating effect of perceived organizational support on the relationship. 
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1.2 Statement of the Problem 

For many years, employee intention to leave or stay has been a major issue for employers (Chen, 

Lin, & Lien, 2010), and academic staff are no exception (Lok, 2019). Academic personnel 

quitting their current employers have had a number of negative consequences. When compared 

to other businesses, the production of academic research and the prestige of educational 

institutions are significantly dependent on the competence and devotion of their academic 

employees (Robyn & Du Preez, 2013). The problem of academic staff intentions from moving 

from one university to another is rampant with highly skilled academics moving within 

institutions in search for better packages and professional growth (Wamukoya, 2014). 

 

According to talent management research, talent management practices can influence whether or 

not employees want to leave or stay with the company (Barkhuize, 2014; Du Plessis, 2015; 

Ndungu & Omondi, 2015; Ngobeni, 2015). According to Chitsaz-Isfahani and Boustani (2014), 

there is a favorable and significant link between talent management practices and staff academic 

retention at Iran's Isfahan University. Kissoonduth (2017), discovered a significant positive 

relationship between talent management and academic staff retention in a study on Talent 

Management: Attracting and Retaining Academic Staff at Selected Public Higher Education 

Institutions in South Africa. Njanjobea (2016), found a correlation between talent management 

and academic staff retention in 65 academic staff members at Durban University of Technology 

in South Africa. The studies revealed methodological and contextual inadequacies, emphasizing 

the need for more local research as well as need for larger sample sizes and observation units. 

 

Despite the theoretical link between talent management practices and retention, empirical studies 

testing the effect of talent management practices on retention are scanty. Further, the few 

empirical studies that have been conducted to examine the relationship between the two variables 

have mainly considered the direct influence of talent management practices on employee 

retention (Kekgonegile, 2014; Tymon et al., 2010). In addition, studies focusing on the direct 

effect of talent management practices on retention have yielded inconsistent results whereby 

some studies reported a significant and positive effect of talent management on retention (Kibui 

et al., 2014; Mary et al., 2015) while other scholars have reported an insignificant effect (Chew 

& Wong, 2008; Mugambwa, 2018; Rana & Abbasi, 2013).  
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The inconsistent findings suggest that there may be other factors moderating the relationship. 

Theoretical literature by Eisenberger et al. (2014), report that perceived organizational support 

has a moderating effect on talent management practices and employee retention. However, past 

empirical studies have not considered this likelihood of examining the influence of perceived 

organizational support on the relationship between talent management practices and employee 

retention thereby presenting a conceptual and methodological gap. Further, existing literature 

reveals that the studies have examined individual relationships between the variables rather than 

developing an integrated model that interconnects the variables. Thus, the study sought to 

evaluate the effect of talent management practices on retention of academic staff in universities 

in Kenya and the moderating effect of perceived organizational support on the relationship. 

 

1.3  Objectives of the Study  

The general objective of this study was to establish the moderating effect of perceived 

organisational support on the relationship between talent management practices and retention 

among academic staff in universities in Kenya. The specific objectives were as follows: 

i. To establish the effect of training on academic staff retention in Kenyan universities. 

ii. To investigate the effect of succession planning on retention of academic staff in Kenyan 

universities. 

iii. To determine the effect of career management on retention of academic staff in Kenyan 

universities. 

iv. To establish the effect of mentoring on retention of academic staff in Kenyan universities. 

v. To establish the effect of coaching on retention of academic staff in Kenyan universities. 

vi. To determine the joint effect of talent management practices on retention of academic 

staff in Kenyan universities 

vii. To determine the moderating effect of perceived organizational support on the 

relationship between talent management practices and academic staff retention.  

 

1.4  Research Hypotheses 

The following hypotheses were tested: 

i. H01: Training does not have significant effect on academic staff retention in Kenyan 

Universities. 
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ii. H02: Succession planning does not have significant effect on academic staff retention  

 in Kenyan universities. 

iii. H03: There is no significant relationship between career management and academic 

staff retention in Kenyan Universities.  

iv. H04: There is no significant effect of mentoring on academic staff retention in Kenyan  

  Universities.  

v. H05: Coaching has no significant relationship with academic staff retention in Kenyan  

 Universities.  

vi. H06: The joint effect of talent management practices does not have significant effect on  

 retention of academic staff in Kenyan universities.  

vii. H07: Perceived Organizational Support does not moderate the relationship between 

Talent management practices and academic staff retention in Kenyan Universities. 

 

1.5  Significance of the Study 

This study has made contributions to both theory and practice. The study conceptualized and 

empirically investigated the effect of perceived organizational support   on the relationship 

between talent management practices and academic staff retention. This study adds to the 

existing literature in talent management practices by arguing that the combined effect of talent 

management practices; training, career management, succession planning, coaching and 

mentoring, influenced academic staff retention in universities in Kenya. A series of hypotheses 

to support this argument were developed drawing from Herzberg’s two factor theory, theory of 

work adjustment and the three stage model of talent management. 

 

The study has implications to management policy and practice. Employers must improve the 

retention of their finest employees, which can be accomplished by efficiently managing talent 

inside the company. As a result, university presidents should establish policies that support talent 

management, which will improve academic staff retention and competitiveness. Because 

committed employees are likely to be lost to competitors during the current economic downturn, 

firms must invest in them. The current study's findings will be useful in offering information on 

how to engage employees in order to increase commitment. Academicians, scholars, and other 

stakeholders will benefit from the study as a platform for additional research on the impact of 
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talent management in employee retention in Kenyan universities. This research will be useful to 

academic researchers and students in understanding talent management practices, and it will, in 

turn, offer up further research gaps. 

 

1.6  Scope and limitations of the study 

Although there are other factors influencing employees’ retention, this study investigated the 

effect of talent management practices; succession planning, training, career management, 

mentoring and coaching, on retention of academic staff in public and private Universities in 

Kenya. The study was conducted within a period of twelve months i.e. data was collected from 

September 2020 to February 2021 and analysis of the data from March 2020 to September 2020. 

The study focused on Academic staff retention. The study also looked at how perceived 

organisational support moderated the correlation between talent management practices and 

academic staff retention  

 

The goal of the study was to gather information from academic staff at private and public 

universities about sensitive topics surrounding talent management strategies in use. The study 

predicted that academic personnel could be hesitant to disclose the requested information. The 

study overcame this obstacle by obtaining the appropriate NACOSTI research permits as well as 

an authorisation letter from the universities under investigation. The researcher also informed the 

participants in the study that anonymity and other aspects of research ethics would be upheld.  

 

The study also had issues administering the questionnaires because it addressed various types of 

academic professionals. The academic staff has very tight schedules, so finding time to fill out 

the questionnaires was difficult. The 'drop and pick' approach of questionnaire administration 

was used to overcome this issue in the study. Finally, the study used a cross-sectional research 

approach, which means that the data was gathered at a single point in time, making it impossible 

to establish the long-term impact of talent management practices on academic staff retention. As 

a result, the study suggests that a similar study utilizing a longitudinal research design be done to 

evaluate the long-term impact of these associations. 
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1.7  Assumptions of the Study 

The study assumed that Universities were experiencing a problem of academic staff retention. 

Secondly, the study assumed that talent management practices (Training, Career management, 

Monitoring, Coaching, Training and Succession Planning) contribute to reduction of academic 

staff attrition. Thirdly, the study assumed that the respondents understood the questions and 

responded truthfully. Lastly, the study also assumed that the sample size of the study was a good 

representation of the population in order to make inferences. 

 

1.9  Operational definition of terms 

Academic Staff:  A member of the faculty of a university who is primarily or 

entirely involved in the teaching activities of an academic centre, 

and who is expected to perform research. 

Career Management:  Lifelong, self-motivated process of career planning that involves 

choosing and setting personal goals, and formulating strategies for 

achieving them. 

Coaching:  It is a process whereby an academic in a lower position is guided 

and directed by experienced senior academics thus enabling 

learning and development to occur leading to improvement of 

performance. Coaching is short term and is aimed at completing a 

given task 

Academic staff Retention: This is the ability of a university to engage talented staff for a long 

period. It is measured by job satisfaction, intention to leave and 

intention to stay. 

Human resource management: This is the process of recruiting and developing a company's   

                                                workforce.   

Mentoring: A process where an academic staff in lower position is helped and 

given advice by a senior experienced academic staff to grow 

professionally. Mentoring is a long term process that develops an 

informal association between the mentor and mentee.  
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Perceived organizational support: This is the employees’ perception about the extent to which 

organization values their contribution and cares about their 

wellbeing. 

Private university:  A private university is an independent institution of higher learning 

that sets its own policies and goals, and is privately funded. Private 

universities are generally smaller than public universities. 

Public university:  This is an institution of higher learning which is partly funded by 

the exchequer.  

Succession planning:  This is a process of identifying and developing employees with the 

potential to fill key current and future leadership positions in the 

organisation. 

Talent Management: It is the systematic recruitment, identification, development, 

retention, and deployment of people who are important to a 

company, either because they perform vital business functions or 

because they have "high potential" for the future. 

Talent management practices: It consists of training, succession planning, career management, 

coaching and mentoring. 

Training:  It entails the use of formal methods to transfer knowledge and 

assist people in acquiring the skills they need to execute their 

professions satisfactorily. 

Turnover intention:  It is the voluntary intention of an employee to leave an 

organization. 
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CHAPTER TWO 

LITERATURE REVIEW 

2.1  Introduction 

This chapter deals with literature review and in particular theoretical framework, conceptual 

framework, Talent Management Practices influencing staff retention, perceived organizational 

support and research gaps. 

 

2.2  Theoretical Review 

Employee attrition involves being attentive to employee needs and demonstrating the distinctive 

frameworks in meeting these requirements (Armstrong, 2006), and hence the utilization of 

critical motivation theories in this study. Most outstanding are Herzberg’s two factor theory, the 

theory of work adjustment and the three stage model of talent management all of which are 

relevant to this study. 

 

2.2.1  Herzberg’s Two Factor Theory 

The Herzberg Two Factor theory also referred to as Herzberg dual factor theory was proposed by 

Frederick Herzberg, a behavioural scientist in 1959. The theory suggests that, there are certain 

factors at the workplace that cause job satisfaction and there are other factors that cause 

dissatisfaction (Herzberg, 1959). The two sets of factors act independently of each other 

(Armstrong, 2007). The factors that causes job satisfaction also called motivators include 

recognition for one’s achievement, involvement of employees in decision making, challenging 

work and responsibility. These factors arise from intrinsic conditions of the work itself, such as 

achievement and recognition. The other set of factors whose absence causes dissatisfaction and 

also referred to as hygiene factors include salary, fringe benefits, job security and status 

(Herzberg, 1968). These factors are also referred to as maintenance factors and are extrinsic to 

the work itself. They include aspects such as wage / salary, supervisory practices and company 

policies.  

 

Herzberg (1970) posits that employee dissatisfaction is caused by absence of Hygiene factors. 

Employees’ dissatisfaction can be decreased by offering reasonable salaries, ensuring job 

security, supportive interpersonal relationships and creating a positive culture in the workplace. 
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Herzberg proposes that decreasing dissatisfaction is only one half of the task of two factor 

theory. He further adds that increasing job satisfaction in the workplace encompasses the other 

half. He concludes by saying that this can be achieved by improving on motivating factors. The 

universities should devise strategies that would recognize academic staff achievement. 

Recognition comes when an employee has successfully performed a given task well (Armstrong, 

2007). Recognition and achievement has been classified by Herzberg as intrinsic factors or 

motivator factors that cause job satisfaction. Herzberg (1968) advanced that there is the need to 

address the motivating factors associated with work which results in job enrichment. His premise 

was that every job should be examined to determine how it could be made better and more 

satisfying to the person doing it.  

 

Using Herzberg Two Factor theory framework as a foundation, this research investigates the link 

between perceived talent management practices and academic staff retention. Academic staff 

who perceive fairness in their treatment with reference to talent management practices in their 

organizations would be less probable to be dissatisfied with the organization and seek alternative 

employment or leave their organization. On the contrary, where academic staffs perceive unfair 

practices and unfavorable treatment being meted out by the organization, they will develop 

dissatisfaction and reciprocate by thinking of quitting. For instance, where organizations fail to 

implement proper talent management practices, employees may feel dissatisfied and prefer to 

leave. 

 

2.2.2  Theory of Work Adjustment  

The theory of work adjustment (TWA) was put forward by Dawis et al. (1968). The theory is 

based on the idea that each person aspires to achieve and maintain correspondence with his 

surroundings. This is referred to as "work adjustment" in the context of work. Individual-work-

environment correspondence is considered as a function of tenure, satisfactoriness, and 

satisfaction. As a result, the relationship between work personality and work environment 

predicts job happiness, tenure, and satisfaction (Dawis et al., 1968). Individuals attempt to create 

an optimal balance between their personality attributes and the characteristics of their 

environment, according to TWA. In other words, people try to match their personalities (their 

abilities and needs) with the ability requirements and reinforces of their work environments, 
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which is why this theory is sometimes referred to as Person-Environment Correspondence 

Theory. It conceptualizes the interaction between people and their workplaces. 

 

According to the Theory of Work Adjustment, work environments necessitate the completion of 

specific tasks, and employees must bring the necessary abilities to complete those duties. In 

exchange, the individual expects monetary compensation and certain preferred working 

conditions, such as a safe and comfortable workplace. For that contact (job relationship) to 

continue, the environment and the individual must continue to meet each other's expectations 

(Dawis et al., 1968). Individuals obtain more satisfaction in their workplaces and become more 

productive workers as a result of the correspondence process.  

 

The result of this combination of contentment and satisfactoriness is referred to as 

correspondence (Dawis et al., 1968). Employees are satisfied by employment that match their 

demands, according to the Work Adjustment theory, which leads to improved performance. The 

more satisfied they are, the better they perform and the more likely they are to stay on the job 

(Roessler, 2002). Academic employees rely on the university work environment to reinforce 

their talents through training, whereas universities rely on individual academic staff to meet 

employment demands (Bandara, 2010). Job satisfaction, performance, and retention are all 

improved when academic staff and university work are more closely aligned. 

 

Mentoring and coaching are crucial techniques that help new professionals acclimate to their 

new work environment, according to the hypothesis. Most academic staff desire to do well at 

work, but they don't always have the expertise or know-how to do so. When coaching is done 

properly, it aids employees in gaining new abilities more quickly, creates pride and confidence in 

their work, and builds trust in the organization. Giving employees the opportunity to excel at 

what they do and advance their careers helps businesses attract and retain great talent. Academic 

faculty will tend to quit institutions of higher learning in pursuit of alternative chances for 

growth and success if coaching and mentoring are not a prominent part of talent management 

methods. Turnover is a cost to a firm, which is why coaching and mentoring programs in 

universities should be developed. 
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Employees who cannot meet critical job demands are considered unsatisfactory by their 

employers, who eventually terminate them; or employees who are not involved in preferred 

activities or receive desired reinforcers on the job are likely to become dissatisfied with their 

work and eventually voluntarily leave the workplace. Lecturers cannot keep their positions 

without correspondence (a good job-person match). As a result, a job-person fit is a critical 

component of career adaptation and job retention (Bandara, 2010). 

 

In their article Integrating the theory of work adjustment and attachment theory to predict job 

turnover intentions, Dahling and Librizzi (2015), used the theory to predict job turnover 

intentions, which is the opposite of retention. They used data from the Minnesota Theory of 

Work Adjustment (TWA) and Attachment Theory to develop a model that predicted turnover 

intentions in 131 working individuals from various industries. The findings demonstrated that 

job satisfaction was positively associated to needs–supplies (N-S) fit, and that job satisfaction 

partially mediated the association between N-S fit and intentions to leave the current position. In 

their study of applying the theory of work adjustment to Latino immigrant workers, Eggerth and 

Flynn (2012), employed the theory as well. This theory is crucial in this research since it 

supports the dependent variable. 

 

The theory is relevant to this study in examining how talent management practices will predict 

satisfaction and tenure of the academic staff. In the framework of the theory of work adjustment, 

correspondence between academic staff and universities drives satisfaction of the academic staff, 

which in turn leads to tenure, or the length of time that the academic staffs will remain employed 

in the universities. 

 

2.2.3  Three Stage Model for Talent Management  

The three stage Model of Talent Management was hypothesised by Brandt in 2007. The theory 

consists of identifying, developing and retaining talents (Brandt & Kull, 2007). The model 

defines a talent as an intangible asset that the organization can acquire. The first step in the 

model is to identify talents and attract them to the organization. The strategies that can be used to 

attract the talents are offering a competitive salary, a balance between work and life, 

opportunities of career development, opportunities of learning and development and work 
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challenges. The second step in the model involves talent development. After attracting talents, an 

organization needs to develop and grow the talents. At this stage, the organization determines the 

learning process and programs to participants (Brandt & Kull, 2007). The third step is to retain 

talent. The model proposes that retaining talents involves creating a sense of belonging and 

commitment to the organization’s employees, motivating and creating a good atmosphere for 

learning. Chitsaz-Isfahani & Boustani (2014), asserts that, developing existing staff through 

talent management strategies costs less than acquiring new talents. 

 

Cloutier (2015), observes that, skill recognition influences employee retention. The model views 

the dimensions of talent management as comprising training, succession planning, career 

management, coaching and mentoring and which will consequently be adopted by this study. 

The first dimension as conceptualised by Brandt and Kull (2007), is coaching where employees’ 

strengths are pointed out in order to be able to develop in the best possible manner. The second 

dimension is mentoring where a manager builds self-esteem in the employees by offering 

support, praise and encouragement. Training is the third dimension which emphasizes leadership 

development and managerial education. The fourth dimension is succession planning which 

involves identifying possible successors and providing them with the appropriate skills for 

present and future roles. The last dimension as conceptualized by the model is career 

management that involves recognition of the individual career choices and development instead 

of what positions are to be filled (Brandt & Kull, 2007). 

 

Academic staff must be aware of their strengths and, as a result, the areas in which they may 

improve in order to develop to their full potential. Academic staff should be given feedback in 

order to clarify areas where they need to improve. Coaching builds on this knowledge by 

providing instructions, direction, and assistance to enable employees to respond to feedback 

(Brandt & Kull, 2007). Leaders who excel at offering critical development tools like feedback 

and coaching should do it on a regular basis, in both vocal and written form, including genuine 

affirmation and direction on how the employee may grow and improve (Marquis & Huston, 

2009).  
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Mentoring is an important part of the talent development process. A senior academic staff 

member should boost the self-esteem of high-potential junior academic staff members by 

praising, encouraging, and supporting them, and believing in their ability to exceed everyone's 

expectations. The mentored academic staff will experience greater career satisfaction and 

commitment due to mentoring and this may result to the staff staying with the organization for 

long. The universities should offer both on-the-job and off-the-job training techniques that will 

equip the academic staff with skills that will enable them to perform their duties well as well as 

keeping them up-to-date with the happenings of the organization where they are working. 

Training in universities can also inculcate the academic staff on leadership principles and values 

of the university he is working in (Gosling et al., 2009). 

 

Universities must plan for succession in order to know who will take over for someone who 

leaves or is promoted internally. Universities will be proactive and have a pool of people who 

can be promoted into leadership posts both now and in the future thanks to succession planning 

programs. Each university must create its own career development programs in order to improve 

academic staff retention, which can lead to higher productivity and lower turnover rates. 

 

2.3  Empirical Literature 

Various facets of the study variables, such as talent management practices (training, career 

management, succession planning, coaching and mentoring) will be discussed in the literature 

review and academic staff retention. The literature review will be carried out with a view of 

establishing what other scholars have done on the variables of the study. The literature review 

will also find out the knowledge gaps that exist and how the current study will bridge the 

knowledge gaps. 

 

2.3.1  Employee Retention 

The ratio of employees with a specific length of service (usually one year or more) represented 

as a percentage of overall workforce numbers is referred to as retention (Chaminade, 2006). 

Employee retention refers to an organization's voluntary decision to establish an atmosphere that 

keeps employees engaged for the long haul (Chaminade, 2006). 'To avoid a lack of competent 

people from leaving productivity and profitability,' according to a more thorough and modern 
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definition of retention (Chiboiwa et al., 2010). According to Allen et al. (2010), a contrast should 

be made between low-performing individuals and talented top-performing people, so that 

retention efforts are focused on valuable, contributing employees. 

 

Employers' primary goal in a commercial setting is to reduce employee turnover, which reduces 

training expenses, recruitment costs, and the loss of talent and organizational expertise (Allen, 

Bryant and Vardaman, 2010). Employers can improve retention rates and lower the costs 

associated with high turnover by applying lessons learnt from fundamental organizational ideas 

(Chaminade, 2006). This isn't always the case, since employers may desire "positive turnover," 

in which they attempt to keep only those employees who they deem to be really talented (Rakesh 

& Niveditha, 2017). Employee retention, according to some, is the outcome of the 

implementation of policies and processes that encourage employees to stay with the company by 

providing a work environment that fits their demands (Gordon, 2006).  

 

According to Chaminade (2006), employee retention is the polar opposite of turnover, which is 

defined as the total number of voluntary and involuntary separations between an employee and 

his or her employer. According to Breaugh and Starke (2000), analysing employee retention in 

terms of employee turnover is insufficient; instead, focus should be on how employee retention 

fosters the safeguarding of a workforce capable of meeting the corporation's needs. Employee 

turnover is necessary for them in order to remove individuals who are unable to accomplish the 

organization's goals, whilst successful retention focuses on keeping those who can. Because 

employees' knowledge and abilities are critical to a company's ability to be economically 

competitive, retaining talented personnel is important (Breaugh & Starke, 2000). 

 

Because seasonal labor constraints might limit the availability of high-performing staff, 

employee retention is becoming increasingly crucial to businesses (Jones & Skarlicki, 2003). As 

a result, workers are looking for better job prospects, while employers are looking for ways to 

keep their employees (Lee, 2003). However, attempting to retain personnel is fraught with 

difficulties (Barney, 1991; Taplin &Winterton, 2007). According to Yamamoto (2011), retaining 

personnel, particularly high performers, is a critical issue for businesses. The author claims that 

the primary goal of retention is to keep talented individuals from leaving a company, as this 
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could harm production and revenue. It is critical for an organization's success to retain highly 

engaged employees (Breaugh & Starke, 2000). Talent retention, as a component of talent 

management, denotes the organization's intention to keep its most talented employees or those 

who are likely to depart. The fear of high turnover can be alleviated by taking a proactive 

approach to developing an efficient employee retention program. True employee retention 

necessitates investment of time, effort, and resources (Nyanjom, 2013). 

 

Employees that are brilliant and have high potential for a company are more beneficial, content 

with their jobs, and have a reduced inclination to resign, according to studies (Hornung et al., 

2010). According to a study conducted by Oehley (2007), talent management competences such 

as attracting and recruiting talent have a significant impact on employees' intentions to leave the 

company. According to Du Plessis's (2015), research, there is a significant negative relationship 

between employees' perceptions of the company's talent management methods and their intention 

to leave. The data also imply that when employees have a positive perception of how talent 

management practices are used, they are less likely to leave the company (Du Plessis, 2010). 

 

Sharma and Chaturvedi (2017), investigated the factors that influence academic staff attrition 

and retention in higher education institutions in Uttar Pradesh, India. The study used a 

quantitative research design and a survey research approach. The study's goal was to see how 

specific work characteristics affected the retention of 150 senior academic personnel in ten 

universities across Uttar Pradesh. The study's findings revealed that the majority of respondents 

prioritized demanding work, interpersonal relationships, access to research resources, and 

employment stability as reasons for staying at their current institutions. The research did not look 

at how talent management practices can increase retention of academic staff in universities 

therefore presenting a conceptual gap. Furthermore, because the study was conducted in India, 

there is a contextual gap regarding the need for a similar study to be conducted locally.  

 

Tettey (2006), found unhappiness with remuneration to be a primary factor eroding academics' 

commitment to their institutions and professions, and hence their decision or purpose to quit, in a 

comparable study on academic staff attrition at African universities. Tettey's research focused 

mostly on public institutions, leaving private colleges out, resulting in a methodological gap 
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about the need to include private universities.  According to a study by Pienaar and Bester 

(2008), on academic retention in the early career phase in South Africa, more than 21% of the 

original respondents departed the university while the survey was still ongoing. The most 

common reason given by respondents for considering quitting institutions was a lack of financial 

compensation. 

 

Masum and Beh (2015), investigated the factors that influence academic work satisfaction in 

private Bangladeshi institutions. Using non-probability sampling, a total of 346 respondents from 

ten private universities were considered. Compensation package, supervisory assistance, job 

security, training and development possibilities, team cohesion, career progression, working 

conditions, and organizational culture and policies were all positively related to academics' job 

satisfaction, according to the findings. The survey also revealed that three characteristics stood 

out as important drivers to academic job satisfaction: salary package, job security, and working 

circumstances.  

 

According to Masum and Beh (2015), private university administrators should concentrate their 

efforts on three areas of human resource management in order to sustain academic work 

satisfaction and employee retention. The study highlights a conceptual gap regarding the need to 

focus on additional independent variables that can influence retention, such as talent 

management practices, as well as a contextual gap regarding the necessity to conduct a 

comparable study locally. In addition, the study reveals a methodological gaps regarding the 

requirement to include public universities in the target group. Therefore, it was important to 

carry out the current study to establish the effect of talent management practices on academic 

staff retention in Kenyan public and private universities.  

 

The levels of role stress and intention to quit were greater among female academic staff, 

according to a Hundera (2014), study on Factors affecting academic staff turnover intentions in 

Ethiopia. The effect of role stress on job satisfaction and intention to leave was also shown to be 

much stronger in women than in men, according to the study. Furthermore, the study discovered 

that overall satisfaction had a substantial impact on both female and male academic staff 

commitment, however the effect was stronger among female academic staff. The impact of talent 
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management practices on academic staff retention, as well as the moderating effect of perceived 

organizational support, was not examined in this study. As a result, the current study was 

necessary in order to determine the moderating effect of perceived organizational support on the 

link between talent management techniques and academic staff retention in Kenyan universities. 

 

Chepchieng and Ochola (2015), looked into the impact of academic staff retention on the quality 

of education in Kenyan private universities. The data was collected from a sample of 336 

respondents, including human resource managers, academic staff, and students from the selected 

universities, using a survey research design. The study discovered that academic staff retention 

has an impact on the quality of education in Kenya's private universities. To reduce excessive 

academic staff turnover, the report recommended that private universities develop and implement 

retention policies and invest enough resources.   

 

Kimani (2017), investigated the factors that influence non-academic staff retention in a few 

private universities in Kiambu County, Kenya. The study's major goal was to see how four 

factors affected non-academic staff retention in Kenyan private universities: work environment, 

incentive compensation, work engagement, and training and development. The dependent 

variable (work environment, reward systems, employee engagement, and training and 

development) was found to have a positive association with the independent variables (work 

environment, reward systems, employee engagement, and training and development) (non- 

academic staff). The analysis reveals a methodological gap in the need for public colleges to be 

included. As a result, the current study was necessary in order to determine the impact of talent 

management techniques on academic staff retention in Kenyan public and private universities. 

 

Mamuli (2017), investigated the impact of workload on academic staff retention in Kenyan 

universities. Workload had a considerable impact on academic staff retention in Kenyan 

universities, according to the study, but the effect was more in public universities than in private 

institutions. Universities should reassess their workload patterns, according to the study, in order 

to achieve and improve academic staff retention. The study highlights a conceptual gap about the 

need of focusing on other factors that influence retention, such as personnel management 
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methods. As a result, the current study was necessary to determine the impact of talent 

management techniques on academic staff retention in Kenyan universities. 

 

Khan (2018), investigated the impact of human resource policies on employee retention and 

organizational commitment in Indian IT enterprises. The research was carried out in stages using 

quantitative approaches. The data was collected from IT industry personnel using snowball and 

convenience sampling techniques. Regression analysis was used to examine the data. Human 

resource practices had a considerable beneficial effect on employees' intention to stay, according 

to the findings of the study. Human resource practices and organizational dedication were also 

found to have a positive relationship, according to the study. 

 

Xyian et al. (2021), investigated whether human resource management techniques influence the 

intention of young employees to stay with Chinese state-owned firms. The study was conducted 

using a quantitative survey design. Young employees under the age of 35 in 11 state-owned 

firms in Tongling, Anhui Province, China, were the target population. A total of 127 

questionnaires were collected and used for data analysis using the purposeful sampling approach. 

The data was analyzed using the structural equation modeling-partial least squares (SEM-PLS) 

approach. The findings revealed that HRM methods such as recruiting and selection, 

performance appraisal, and compensation had a significant beneficial impact on young 

employees' intention to stay; however, training and development had no such impact. As a result, 

the relationship between HRM practices and intention to stay in China's state-owned firms was 

interlaced in order to secure the attainment of organizational goals by retaining more youthful 

employees. 

 

Guchait and Cho (2010), investigated the effect of organizational commitment in mitigating the 

impact of human resource management practices on employee intention to leave in the service 

industry in India. Data was collected from 183 employees of an Indian service organization using 

online survey questionnaires. The hypotheses were tested using multiple linear regression and 

hierarchical linear regression analysis. Not only did the study discover that HRM policies reduce 

employee intentions to leave, but it also discovered that the link is mediated in part by 

organizational commitment. The study's findings not only reinforced the idea that firms should 
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pay attention to their employees' impressions of HRM practices, but also suggested that human 

resources should go beyond setting policies and procedures to creating an employee-friendly 

workplace. 

 

2.4  Talent Management Practices 

The concept of talent has been defined differently in relation to different disciplines. Colvin 

(2008), defines talent as a special ability for doing something or a special favour from nature or 

by God. Transley (2011), views talent as an inborn ability of accomplishing a function. Sloboda 

(2013), sees a talent in music as a singer with enormous amount of gift. Talent identification in 

sports involves screening people with a view of identifying those with potential for success in a 

particular sport (Carter & Ackland, 2005). The term talent as used in business organization is 

defined in various ways by different authors. Transley (2011), defines talent as a superior ability 

that a person possesses and can easily employ. Gagne (2004), refers to talent as an advanced 

mastery of gifts and knowledge in at least one of the areas of human efforts. Wardynski (2009), 

defines talent as a total of a man’s ability, his skills, knowledge, experience, character, drive, 

attitude and intelligence. Sojka and Stefko (2014), concludes the definitions by saying that a 

talented person is one who has high potential, who stands out as far as his skills, experience, 

capabilities and development potential are concerned and who increases his organization 

efficiency. 

 

Talent management, according to Tansley (2011), is the systematic attraction, identification, 

development, retention, and deployment of people who are important to a company either 

because they play vital roles in business operations or because they have "high potential" for the 

future. Talent management, according to Armstrong (2007), is a set of interconnected 

management functions that identify, recruit, integrate, develop, motivate, and retain talented 

people. Attracting, identifying, hiring, developing, motivating, promoting, and retaining workers 

with strong potential to succeed inside the organization is what talent management is all about 

(Beechler & Woodward, 2009). 

 

Through strategic human resource management, there has been a paradigm change from people 

management to talent management. Personnel management, according to Kochan and Cappelli 
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(1999), prioritized employee salary, welfare, and benefits. In the 1970s and 1980s, it was the 

department in charge of people in organizations. Following that, in the 1980s and 1990s, the 

concept of strategic HR emerged. Recruitment and selection, training and development, 

personnel management, and remuneration were all priorities. According to Kochan and Cappelli 

(1999), a paradigm change has occurred from strategic HR to talent management, with a focus 

on competency management, systems integration, performance management, succession 

planning, leadership, and development. 

 

In Iran University of Medical Sciences, Kheirkhah et al. (2016), investigated the relationship 

between talent management and organizational learning. The sample size for the study was 

midwives working at hospitals connected with Iran University of Medical Sciences, and the 

study used a descriptive cross-sectional research methodology. According to the study, talent 

management combined with human resource management can tackle the problem of high 

turnover and labour shortages. A statistically significant relationship between talent management 

and organizational learning was also discovered in the study. The study focused on only one 

university in Iran, leaving out the others, resulting in a methodological gap about the necessity to 

increase the target population. As a result, it was critical to conduct the current research in order 

to determine the moderating effect of perceived organizational support in the relationship 

between talent management and academic staff retention in Kenya's public and private 

institutions. 

 

The effects of talent management on employee retention were studied by Chitsaz-Isfahani and 

Boustani (2014), among employees of Isfahan University in Iran. The study used a descriptive 

survey research method, with a sample size of 280 employees chosen at random. According to 

the findings of the study, there is a link between talent management, employee retention, and 

organizational trust. Because the study was limited to one university, there was a methodological 

gap that necessitated the need to enlarge the sample size. Furthermore, the study used 

organizational trust as a moderating variable, obviating the need to investigate the moderating 

influence of another variable, such as perceived organizational support. As a result, the current 

study was necessary to determine the function of perceived organizational support in the 
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relationship between talent management practices and academic staff retention in Kenyan 

universities. 

 

Bu and Zhang (2012), conducted research on the investigation and practice of clinical pharmacist 

talent team design and performance management. The study's goal was to establish a model for 

building talent teams and managing clinical pharmacists' performance at Xinhua Hospital, which 

is connected with Shanghai Jiaotong University's School of Medicine. The study discovered that 

using a talent team construction and performance management model effectively can help 

clinical pharmacy employees learn and strengthen their disciplinary skills. The study also 

concentrated on the impact of talent management techniques on performance, revealing a 

conceptual gap on the necessity to pay attention to other dependent variables in talent 

management studies, such as employee retention. The purpose of this research was to determine 

the impact of perceived organizational support on the link between talent management practices 

and academic staff retention in Kenyan universities. 

 

The implications of talent management on performance management were investigated by 

Kamal and Lukman (2017). The major goal was to determine the effects of TM on Performance 

Management (PM) in a few Malaysian public universities. A total of 238 people from three 

public universities were included in the study. The study found that TM had a modest level of 

effect on PM. According to the survey, university administrators should take steps to improve 

their current Talent Management procedures in order to improve the organization's overall 

performance management. The study only looked at three public institutions and ignored private 

universities, resulting in a methodological gap that necessitated a larger sample size. The 

research also concentrated on performance rather than academic staff retention. As a result, the 

current study was necessary to determine the impact of talent management techniques on 

academic staff retention in Kenya's public and private universities. 

 

A study on managing academic talent void: Investigating determinants in academic turnover and 

retention in South Africa was done by Theron and Du Plessis (2014). A quantitative research 

design was used in this study. A total of 330 academic employees from 13 public higher 

education institutions in South Africa were included in the study. The study's goal was to find 
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out what factors influence academic turnover and retention, as well as to test the newly designed 

talent retention diagnostic tool in South African higher education institutions.  If higher 

education institutions in South Africa want to retain their key and talented academic staff, the 

research suggests focusing on compensation, emotional recognition, a bonus structure that 

reflects employee contribution, performance management systems, mentorship, and career 

development opportunities. The study identifies a conceptual gap in the requirement for other 

talent management constructs such as training, career management, mentorship, coaching, and 

succession planning to be included. The current study aimed at establishing the effect of talent 

management practices (training, career management, mentoring, coaching and succession 

planning) on academic staff retention in Kenyan public and private universities.  

 

In a study on the role of talent management on the competitiveness of public universities in 

Kenya, Gichuhi et al. (2014), found that public universities in Kenya have adopted relatively 

strong talent management methods. The survey also revealed that there were areas where 

improvement was needed, such as rewarding strong performance, supporting employees as they 

learn from their mistakes, encouraging talent development, and highlighting proper usage of 

employee potential. The study solely looked at public universities and left private universities 

out, resulting in a methodological gap about the need to expand the target audience. The study 

went on to focus on the impact of talent management methods on competitiveness, revealing a 

conceptual gap about the necessity to pay attention to other dependent variables in talent 

management studies, such as employee retention. The purpose of this study was to determine the 

impact of talent management methods on academic staff retention in Kenyan universities. 

 

Thiriku and Were (2016), identified a strong positive correlation between talent management 

practices and employee retention among private enterprises in Kenya in a study on the effect of 

talent management techniques on employee retention. Organizations should recognize and 

reward good performance to assist encourage and improve employee engagement, training, and 

development that focuses on continuous learning, according to the report. According to the 

study, retraining and knowledge retention tactics should be implemented, non-monetary 

incentive and recognition programs should be developed, and performance evaluation system 

procedures should be objective and fair. Because the study was done in private enterprises in 
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Kenya rather than academic institutions, it leaves a contextual gap regarding the need for a 

similar study to be conducted in a university setting. The purpose of this study was to determine 

the impact of talent management methods on academic staff retention in Kenyan universities. 

 

Knott (2016), researched on the effects of talent management practices on employee 

performance among real estate companies in Kenya. The objective of the study was to find out 

how talent retention strategies affect employee performance. The study adopted a descriptive 

survey research design and had a sample size of 76 respondents. The study’s findings posited 

that talent retention strategies affect employee performance. There was also a statistically 

significant correlation between talent retention strategy and employee performance, according to 

the study. The majority of respondents stated that identifying and preparing potential employees 

to take over the responsibilities of key employees leaving a business improves employee 

performance. The majority of respondents also stated that having well-articulated succession 

plans in place that allow employees to take on managing roles improves employee performance. 

The study’s sample size was small and was carried out in a real estate company and not a 

university set up presenting a methodological and contextual gap on the need to carry out a 

similar research in an institution of higher learning environment and to increase the sample size. 

Therefore, it was important to carry out the current study to establish the moderating role of 

perceived organisational support in the relationship between talent management practices and 

academic staff retention in Kenyan Universities. 

 

Talent management has become an important subject in many organizations whether private or 

public (Chitsaz-Isfahani & Boustani, 2014). According to Awan and Farhan (2016), businesses 

have acquired a significant interest in the topic of talent management over the last several years, 

with polls revealing that at least 75% of Chief Executive Officers (CEOs) recognize that talent 

management is at the top of their agendas. Training, succession planning, career management, 

coaching, and mentoring are all constructs of talent management techniques (Brandit, 2007, 

Chitsaz-Isfahani & Boustani, 2014, Onyando, 2018, Theron & Du Plessis, 2014). These are 

discussed in the subsequent subsections. 
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2.4.1  Training and Employees Retention 

Employees' knowledge, abilities, and attitudes required to execute successfully on a specific 

activity or job are developed in a methodical manner through training (Cole, 2002). According to 

Aguinis and Kurt (2009), training is a planned organizational effort or activities aimed at 

assisting an employee in acquiring specific and immediately usable skills, knowledge, concepts, 

attitude, and behaviors that will allow him or her to perform more efficiently and effectively on 

their current job. Training is a key tool for reducing turnover since it is a part of employees’ 

psychological contract of employment that ensures that they get the opportunity to develop and 

improve their skills. 

 

In a research of Nigerian universities, Onah and Anikwe (2016), discovered that employers are 

interested in staff retention because of the negative consequences of excessive staff turnover. The 

study also discovered that academic staff attraction and retention in Nigerian universities needed 

to be managed, and that various elements, including training, had a good effect on academic staff 

attraction and retention. 

 

In a study of how business schools manage their human resources, Day and Peluchette (2009), 

discovered that faculty members were dissatisfied with the training and development 

opportunities provided by their institutions. Respondents who have worked in their business 

schools for a long time were less enthusiastic about their schools' training and development 

programs. Faculty felt that there were insufficient opportunities for skill development in 

technological innovations (for example training). Furthermore, according to the study, the 

business school's ability to cope with the rising rate of change in business is likely to be harmed 

by a lack of formal training.  The study solely looked at business schools and ignored the other 

schools at the university. Furthermore, the study did not take into account the paradigm shifts 

from human resource management to talent management. The study highlights a methodological 

gap on the necessity to cover all faculties/schools at universities, as well as the requirement to 

focus on talent management and retention, as dictated by the paradigm change from human 

resource management to talent management. Therefore, it was important to carry out the current 

study to establish the moderating role of perceived organisational support in the relationship 

between talent management practices and academic staff retention in Kenyan Universities. 
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Ng'ethe (2013), surveyed 496 respondents from Kenyan higher education institutions about the 

factors that influence staff retention. The study's goal was to see if training and promotion had an 

impact on staff retention, and it revealed that a large majority of respondents (49.4%) agreed that 

training options outside the country pushed academic employees to leave. Training also showed 

a positive and significant link with academic staff retention, according to the study. Despite the 

paradigm shift from human resource management to talent management, the study did not 

examine into the impact of talent management strategies on employee retention. The study also 

concentrated on seven public universities in Kenya that were founded prior to 2007, indicating a 

methodological gap on the need to include universities founded after 2007. As a result, the 

current study sought to determine the significance of perceived organizational support in the 

relationship between talent management practices and academic staff retention at Kenyan 

universities. 

 

The effects of training and development on workplace diversity in Kenyan public institutions 

were investigated by Bana et al. (2016). The major goal was to look at the impact of training and 

development on workplace diversity at Kenyan public institutions through the eyes of senior 

administrators or managers in administrative departments and schools/faculties. A descriptive 

cross-sectional survey design was used in this investigation. A total of 245 managers were polled 

from the 22 state-chartered public colleges that made up the sampling frame. According to the 

findings, training and development has a significant impact on workplace diversity. The study 

did not look into how training can affect academic staff retention. As a result, the current study 

sought to determine the significance of perceived organizational support in the relationship 

between talent management practices and academic staff retention at Kenyan universities. 

 

According to Ayodo (2014), a study on the impact of training on employee retention in Kenyan 

public institutions found that lowering staff attrition will result in lower acquisition costs, as well 

as reduced training and induction expenses. Employee exit signifies wasted organization 

resources owing to training of personnel who eventually leave the organization to apply their 

abilities elsewhere, hence staff retention was also vital. Private universities were not included in 

the survey. Training is regarded as a sort of human capital investment, regardless of whether it is 

made by an individual or a company (Ng'ethe, 2012). The studies done by Ng,ethe (2012) and 
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Ayodo (2014), highlight the necessity for a similar study to be conducted on all universities, both 

public and private, old and new. Furthermore, the findings reveal a knowledge gap on the need 

of focusing on the effects of talent management techniques on academic staff retention. As a 

result, the current research needed to concentrate on determining the moderating impact of 

perceived organizational support in the relationship between talent management practices and 

academic staff retention in Kenyan universities. 

 

According to Acton and Kraiger (2009), job-related training can help employees improve their 

problem-solving abilities. Furthermore, once employees feel confident and driven to complete a 

task, they are more likely to stay with the company and reduce turnover. Hong (2012), 

discovered a significant relationship between employee training and retention in a research of the 

impact of human resource management practices on employee retention in institutions of higher 

learning, with a sample size of 278 lecturers. According to the report, firms should provide 

suitable training and development programs to employees in order to keep them confident and 

informed about current operations. Employees are able to work with minimum supervision and 

hence become more dedicated to the firm as a result of training, according to the study. 

Organizations should provide sufficient training programs for employee growth, according to 

Budhwar et al. (2006), in order to retain personnel.  

 

As a result, it can be concluded that staff training is critical for keeping workers in any business. 

Lee and Bruvold (2003), found that perceived investment in employee training development had 

a substantial positive correlation with emotional commitment and a smaller correlation with 

continuation commitment in a study of nurses from the United States and Singapore. In the long 

run, failure to provide proper training and development opportunities by organizations was likely 

to result in low morale, lower commitment, and high turnover rates. Furthermore, individuals 

who leave the company take with them critical expertise that has taken years to establish 

(Kipkebut, 2010). Kipkebut further reported that this scenario is made worse if the skills are 

scarce in the market and costly to develop. 

 



34 

2.4.2  Succession Planning and Employee Retention 

Succession planning, according to Whitmore (2006), is the process of identifying and developing 

people who have the potential to fill important business leadership positions in the firm. 

Succession planning increases the likelihood of having experienced and talented employees 

ready to fill these positions as they become available (Armstrong, 2012). Geroy et al. (2005), 

defined succession planning as "important role replacement planning." Building a number of 

feeder groups up and down the entire leadership pipeline or progression is important to effective 

succession of talent pool management. A mindset that contends that top talent in the business 

should be handled for the organization's best interests is critical to the succession management 

process (Charan et al., 2001). 

 

In a research of 280 employees at Isfahan University in Iran, Chitsaz-Isfahani and Boustani 

(2014) looked at the effects of talent management on employee retention with the mediating 

influence of organizational trust. According to the findings, there is a positive and significant 

link between succession planning and staff retention among university personnel. The function 

of perceived organizational support in modulating the relationship between succession planning 

and academic staff retention was not examined in this study. As a result, the current study was 

necessary to determine the function of perceived organizational support in the relationship 

between talent management practices and academic staff retention in Kenyan universities. 

 

The influence of succession planning on organizational survival was investigated by Adewale, 

Abolaji and Kolade (2011), among 150 employees in private tertiary institutions in Nigeria. The 

study's findings revealed that succession planning has a major impact on an organization's 

survival and growth. The impact of succession planning on academic staff retention was not 

examined in this study. As a result, it was critical to conduct this study in order to determine the 

moderating effect of perceived organizational support in the relationship between talent 

management practices and academic staff retention in Kenyan universities. 

 

Salaman (2014), explored the correlation between succession planning and employee retention in 

Kenya's leading media companies. The research discovered a relationship between succession 

planning and employee retention. Eshiteti (2013), investigated the effects of succession planning 
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programs on staff retention among 90 sugar industry employees in Kenya's Western Province. 

The study discovered that succession planning is a significant determinant in employee retention. 

According to the study, succession planning has an impact on staff retention by providing 

possibilities for employee advancement and job satisfaction. The study concluded that a 

business's investment in employee development results in a talent pool, which helps the entire 

organization through retention.  

 

In a study on the link between succession planning practices and corporate strategy among 

Kenyan commercial banks, Chepkwony (2012), found that there was a positive link between 

talent management practices, succession planning, and corporate strategy among Kenyan 

commercial banks, with the target population being HR managers in the banking industry. Also, 

as part of their retention strategy, banks rely on management trainees. The investigations by 

Eshiteti (2013), Chepkwony (2012), Rahman et al. (2008) and Salaman (2014), were done in 

private companies and did not include universities. The studies highlight a contextual and 

methodological gap in the need for a similar investigation in both public and private institutions 

of higher learning. As a result, the current study was necessary to determine the function of 

perceived organizational support in the relationship between talent management practices and 

academic staff retention in Kenyan universities. 

 

Internal staffing, according to Milkovich and Boundreau (2008), succeeds when it places the 

proper amount and quality of current employees in the right employment possibilities at a low 

cost. They go on to say that succession plans encourage people to stay with the company, 

lowering turnover, particularly through resignations. Investing in human labour necessitates 

meticulous preparation. Succession planning and leadership development are significant 

organizational business methods for developing and retaining talent within the talent 

management umbrella. According to the Human Capital Index Report (2005), succession 

planning is also one of the most important techniques for lowering turnover costs and increasing 

employee engagement. As a result, attracting and retaining outstanding people should be a top 

organizational goal because they are, by definition, valuable assets (Whitmore, 2006). 
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2.4.3  Career Management and Retention 

High employee turnover should be worrying to any employer due to expenses associated with 

recruitment, interviewing and training new employee. The recruited employees may take time to 

adopt to the new roles than the employees they are replacing (Huselid, 2005). As the economy 

grows and job market improves, workers have more options to leave the organizations they are 

working for making employee retention more challenging (West, 2009). Among the reasons why 

employees leave the organization is where employees are unhappy with their career prospects. 

Huselid (2012), posits that career development programmes can address these concerns thereby 

reducing turnover. 

 

Korantwi-Barimah (2017), investigated the factors that influence academic staff retention at a 

Ghanaian Technical University. The study used a qualitative approach, which included an 

interview with university academic staff to learn about the aspects that they believed were 

significant in their retention. Career management was one of the characteristics that appeared to 

influence academic staff retention at the university. Selesho and Naile (2014), investigated 

academic staff retention as a human resource component at a number of South African 

universities. A total of 80 academics from various institutions took part in the poll. More than 

35% of the academic staff in the sample had worked at a higher education institution for more 

than 10 years. Academic progress and retention were found to have a favorable and substantial 

association in the study.  

 

The majority of respondents in the study stated that career advancement was the driving force 

behind their continued employment at the university. Korantwi-Barimah (2017), study was 

conducted on only one university in Ghana and left out all the other universities. Selesho and 

Naile (2014), study’s sample size was small presenting a methodological gap on the need to 

increase the sample size. Further, the two studies did not focus on talent management practices.  

It was therefore important to carry out the current study to establish the moderating role of 

perceived organisational support in the relationship between talent management practices and 

academic staff retention in Kenyan Universities. 
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Foong-ming (2008), conducted a study on linking career development practices to turnover 

intention. The study investigated the mediating role of perceived organizational support (POS) in 

the relationship between career development practices (CDP) and turnover intention among a 

sample size of 357 Malaysian knowledge workers. The study found a negative relationship 

between career development plans and turnover intentions. The study was conducted in private 

firms presenting a contextual gap on the need to carry out a similar study in public institutions. 

Therefore, it was important to carry out the current study to establish the moderating role of 

perceived organisational support in the relationship between talent management practices and 

academic staff retention in Kenyan Universities.  

 

A study by Allen et al. (2003), revealed that growth opportunities offered by employers reduced 

employees’ turnover intentions. Shao (2013), studied on factors influencing employee retention 

in public organizations in Tanzania revealed that one of the primary reasons why employees 

leave an organization is lack of career growth. The study further revealed that more than 40% of 

the respondents disclosed that they would leave their present employer for another employer 

with the same benefit if that job provided better career development prospects and greater 

challenges. 20% of the respondents pointed out that lack of career opportunities was one of the 

reasons for leaving an organisation. Employees are loyal to a company, according to Lockwood 

(2007), if the employer is committed to and helpful in their long-term career development. 

Employees come to companies with certain needs, desires, and skills, and they expect to be 

offered an atmosphere in which they may use and grow their abilities while also meeting many 

of their demands. Lockwood went on to say that employees in their survey believed that their 

training and development needs were not being met appropriately. 

 

Career development can also aid retention by instilling a sense of loyalty in employees toward 

companies who are prepared to invest in them. When it comes time to hire personnel, career 

development programs can also be used to attract new recruits (Buckingham & Vosburgh, 2001). 

An organization must create its own distinct career development programs in order to promote 

employee retention, which can lead to greater productivity and revenues (Lockwood, 2007). An 

evaluation plan should be included as the organization develops a career development program 

to ensure that the outcomes are as planned. 



38 

In a study of human resource management practices and organizational commitment in Kenyan 

universities, Kipkebut (2010), discovered that career development was a significant positive 

predictor of organizational commitment, intrinsic job satisfaction, and a negative predictor of 

turnover intentions among academic staff. The study did not look at private institutions or focus 

on talent management strategies in the universities under review, indicating methodological and 

conceptual limitations in the need to include private universities, respectively. As a result, it was 

critical to conduct the current research in order to determine the moderating effect of perceived 

organizational support in the relationship between talent management practices and academic 

staff retention at Kenyan public and private universities. 

 

The effect of talent management on employee retention at Kenya's state enterprises was explored 

by Kibui et al. (2014), who found that career development had a significant beneficial impact on 

employee retention. Career development was ranked as the most significant element impacting 

employee retention in state enterprises in Kenya in a similar survey by Nyanjom (2013). The 

study by Kibui et al. (2014), focused on how competence mapping, employee engagement, 

career development, and performance management influenced employee retention, highlighting a 

conceptual gap about the need to focus on other aspects of talent management. The study 

narrowed its focus to state enterprises rather than public universities.  

 

Mangusho (2015), found that through career management practices such as job rotation, the 

organization was able to enhance employee competencies and thus achieve high employee 

performance in his study on the impact of talent management on employee performance in the 

beverage industry at Del Monte Kenya Limited. The survey also found that the firm was able to 

develop its talent by having a clear plan for career advancement and progression, which had a 

direct impact on employee performance and retention. Staff retention was not a focus of the 

study, which was undertaken in the beverage sector rather than universities. The study identifies 

contextual, methodological, and empirical deficiencies that should be addressed. As a result, the 

current study was necessary to determine the function of perceived organizational support in the 

relationship between talent management practices and academic staff retention in Kenyan 

universities. 
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2.4.4  Mentoring and Employee Retention 

The term mentor dates back to Greek mythology and describes a “relationship between a 

younger adult and an older, more experienced adult who helps the younger individual learn to 

navigate the adult world and the world of work” (Kram, 1985) cited by Allen et al. (2004). 

Mentoring, according to Tahir (2016), is the practice of assigning a more trained or experienced 

individual to a lesser skilled person with the purpose of helping them improve and develop 

specific competencies.  

 

Mentoring aids in the development of individuals' and groups' abilities and competences, as well 

as the positive transformation of employees' skills, resulting in enhanced performance and 

organizational outcomes. Mentoring is viewed as a cost-cutting activity by many firms because it 

is less expensive to manage. It yields a high return in terms of information delivery and transfer, 

as well as training and educating one another on how to attain organizational objectives. Seniors 

and professionals, in the form of mentors, share their knowledge and expertise with mentees, 

fostering a stronger sense of devotion to the organization and increasing their dedication to it 

(Tahir, 2016). 

 

According to Teferra and Altbachl (2004), high levels of turnover and low levels of recruitment 

in institutions of higher education have been the trends for some time. They also suggested that 

mentoring, as a kind of workplace learning, may be used to address some of the issues 

surrounding academic staff recruitment and attrition. Mentoring has traditionally taken place at 

higher education institutions either informally or as a formal one-on-one program in which junior 

staff members are paired with experienced staff members.  

 

While participants have reported benefits from such programs, many others miss out. Mentors 

also do nothing to promote a more collaborative environment in higher education (Darwin, 

2008). Mentoring is an essential component in the development of junior scholars in general, as 

well as underrepresented groups in particular, for successful academic careers (Tetty, 2006). 

Tetty also believes that, given the low representation of female faculty in African universities, 

mentorship activities should be directed toward expanding their numbers. 
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Mundia (2014), examined the role of mentoring programs on employee performance in public 

universities in Nyeri County, Kenya. Mentorship programs have an essential role in employee 

performance, according to the study, and are boosted by information transfer, career 

development assistance, and skill building in mentoring. Despite the fact that the study was done 

at universities, private universities were not included. As a result, it was critical to conduct this 

study in order to determine the moderating effect of perceived organizational support in the 

relationship between talent management techniques and academic staff retention in Kenyan 

universities. 

 

In a study of the impact of mentoring on employee retention in Nairobi County elevator 

installation firms, Kiguru (2018), discovered a statistically significant link between mentoring 

and employee retention. Employee retention was also influenced by other factors like as 

remuneration, employee perception of value, training and career development initiatives, and the 

interaction between employees and their superiors, according to the study. Kamau (2017), 

investigated the impact of career development methods on employee retention in Kenyan public 

universities and discovered that mentoring has a beneficial effect on retention. 

 

Allen (2004), conducted a meta-analysis study comparing mentored and non-mentored 

individuals. The goal of the study was to see if people who had been mentored had better 

professional results than people who had not been mentored. Mentored individuals reported 

higher career satisfaction, dedication, and growth aspirations, according to the study. Employees 

who reported higher levels of career-related mentoring duties reported better levels of career-

related outcomes like income and job satisfaction, as well as more promotions. 

 

Bradford (2014), conducted a comparative analysis study of training, mentoring and coaching in 

a sales environment in Georgia, USA. The research looked into whether training, mentorship, 

and/or coaching are more helpful at increasing sales learning transfer. Personal learning was 

found to fully mediate the association between internal mentoring and affective and sustained 

organizational commitment in the study. Employees who are exposed to professional 

development experiences feel obligated to stay with the business and put up extra effort to 

compensate them for their investment, according to the study.  
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Allen (2004) and Bradford (2014), conducted their research at private companies outside of 

Kenya. The investigations were not conducted in Kenya's private and public universities, 

indicating a need for similar studies to be conducted locally and in a university setting. As a 

result, the current study was necessary to determine the function of perceived organizational 

support in the relationship between talent management practices and academic staff retention in 

Kenyan universities. 

 

2.4.5  Coaching and Employee Retention 

Coaching is a type of structured feedback that aims to improve professional abilities, 

interpersonal awareness, and personal effectiveness (Utrilla et al., 2015). Coaching is a method 

of providing people with the tools, knowledge, and chances they need to advance their careers 

and become more effective. Employees must be aware of their strengths and, as a result, the 

areas in which they may improve in order to grow to their full potential. Furthermore, if no 

feedback is offered, highly bright people may be derailed, and a lack of these procedures can be 

directly destructive to a corporation (Von, 2013). People should be given feedback in order to 

identify areas where they need to improve. Coaching adds to this information by providing 

instructions, advice, and support so that employees can act on the feedback they receive. 

Managerial coaching is one of the most effective retention techniques available to a manager. It 

occurs as part of the day-to-day connection between the employee and the management. 

 

According to Chitsaz and Boustani (2014), there is a favorable and significant association 

between coaching and employee retention among Isfahan University employees. In the UK hotel 

industry, Neupane (2015), investigated the effects of coaching on employee performance. A 

sample of 172 managers and supervisors who had previously worked as coaches or mentors in 

the different hotels were chosen for the study, which used a cross-sectional quantitative method. 

Coaching was found to be favourably associated to employee performance in the study. Muriithi 

(2016), looked on the impact of coaching on employee performance at Kenya's Standard 

Chartered Bank. Employee performance was influenced by frequent feedback and a planned 

coaching plan, according to the study. The study also found that a systematic coaching strategy 

boosts employee morale, stimulates them, and improves their productivity.  
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At the Co-operative Bank of Kenya, Bwengi (2015), conducted a similar study on the perceived 

effects of coaching on employee performance. The goal of the study was to determine the impact 

of coaching on employee performance at the Cooperative Bank of Kenya. Employee 

performance at the bank, as evaluated by quarterly performance reviews, has improved since 

coaching began, according to the report. Mwangi et al. (2018), investigated the impact of 

coaching on employee performance in Kenyan government agencies. The study's overall goal 

was to look into the impact of coaching on employee performance in Kenyan State Corporations. 

The sample size for the study was 126 State Corporations, which were chosen at random from a 

target population of 187. Regression analysis was used to examine the data. Coaching was 

discovered to be a significant predictor of employee performance variance. In comparison to 

other knowledge transfer procedures, the study advised that State Corporations spend more 

resources to coaching activities. 

 

Utrilla et al. (2015), examined the effects of coaching on organizational performance in Spain 

using a sample of 498 respondents. According to the findings, there is a relationship between 

managerial coaching and mentoring and organizational success. The study also discovered that 

managerial coaching behaviors had a significant impact on an employee's organizational 

commitment, resulting in lower employee turnover. Cheong (2008) reported that there were 

indications that managerial coaching had a positive effect on organizational commitment and a 

negative effect on turnover intention of employees in Malaysian organizations in his study on the 

impact of managerial coaching on employees' organizational commitment and turnover intention. 

This demonstrates the need of managerial coaching in Human Resource development programs 

such as Leadership Development.  

 

Bwengi (2015), Muriithi (2016), Mwangi et al. (2018), Neupane (2015), and Utrilla et al. (2015) 

studies were not conducted in a university setting, and the Chitsaz-Isfahani and Boustani (2014), 

study was conducted in Iran rather than Kenya and did not look at the moderating effect of 

perceived organizational support in the relationship between the dependent and independent 

variables. The results highlight the necessity for a similar study to be conducted locally and in a 

university setting. The results highlight the necessity for a similar study to be conducted locally 

and in a university setting. As a result, the current study was essential in determining the 
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moderating impact of perceived organizational support in the relationship between talent 

management methods and academic staff retention at Kenyan public and private universities. 

 

2.5  Academic Staff Retention in Universities 

Reduced turnover of bright individuals in universities, which are regarded as knowledge hubs, 

has become a major issue (Mubarak et al., 2012). The necessity to maintain the quality of 

teaching in universities in order to improve the quality of graduates from universities, as well as 

the requirement for continual research, have sparked global interest in reducing academic staff 

attrition (Amaral et al., 2016). University Academic staff attrition refers to the loss of 

experienced employees from the system, particularly when those leaving are more effective or 

competent academics. This may result in a less capable pool of lecturers staying in the 

classroom, as well as demoralization among the surviving personnel. High staff turnover costs 

money in terms of additional recruitment costs, lost know-how and customer goodwill, lost 

production costs, increased training costs, and employee replacement. 

 

Numerous university studies have been undertaken around the world, all of which indicate to an 

issue with academic staff retention. According to a paper published in May 2013, attrition rates 

in Australia are alarmingly high, with researchers estimating that 30 to 50 percent of professors 

leave within the first five years. According to Tetty (2006), student-to-faculty ratios in several 

African countries have risen over time. This clearly highlights the issue of academic staff churn 

in higher education institutions. Metcalf et al. (2005), found that roughly two-thirds of academics 

in the UK intended to stay in academia until retirement, and that the reason for leaving was 

unhappiness with non-monetary (non-financial) components.  

 

Non-monetary factors included the work itself, relationships with managers, being allowed to use 

one's own initiative, hours worked, relationships with co-workers, and physical work conditions, 

according to the study. The study also discovered that having a pause in one's academic career 

and being on a non-permanent contract is a non-monetary factor that contributes to academic 

discontent. In addition, the study revealed non-monetary factors such as the perception of hard 

workload, unfair postings or promotions at their current university, and unhappiness with 

compensation and pay level (but not estimated relative pay) (Metcalf et al., 2005). 
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Bernard (2012), discovered that academic staff recruitment and retention are influenced by the 

entire employment package (job rewards and benefits) in comparison to other employment in a 

study on factors that determine academic staff retention and commitment in private tertiary 

institutions in Botswana. Pay and fringe benefits (pension and gratuity, comparative pay levels, 

pay systems, pay discrimination), intrinsic aspects of the job (such as teaching and research for 

academics), job security, work organization, autonomy, progression (changes in career paths, 

internal promotion, promotion criteria), Research assessment exercise, family-friendly practices, 

colleague congeniality are some of these and the working environment among others. 

 

A study on management delivery and challenges in polytechnic education in Ghana was 

undertaken by Iddrisu et al. (2014). The study used a cross-sectional research approach to recruit 

65 respondents from seven polytechnics in Ghana's postsecondary sector. The study found that a 

high incidence of faculty turnover in polytechnics is caused by a combination of factors 

(individual, institutional, and environmental factors), all of which interact to impact turnover. In 

addition, turnover was determined to have a detrimental influence on polytechnics, their clients 

(students), and Ghana's national economy. Selesho and Naile (2014), investigated the factors that 

contribute to low academic staff retention at a number of South African universities. A total of 

80 academics with more than ten years of experience working in higher education institutions 

were included in the study. The survey found that job satisfaction was the most important 

element in retaining academics in their jobs. Job happiness, on the other hand, has been 

connected to both professional and academic advancement. Working conditions could not be 

ruled out as a factor impacting retention in the study.  

 

May (2013), Tetty (2009), and Metcalf et al. (2005) did their studies outside of Africa, whereas 

Bernard (2012) and Iddrisu, Alhassan and Kinder (2014), conducted their studies outside of 

Kenya. Furthermore, the studies did not look into how talent management techniques affect 

university retention. The studies highlight the need for a similar study to be conducted locally, as 

well as the necessity to investigate the impact of personnel management techniques on academic 

staff retention. As a result, the current study was necessary to determine the function of 

perceived organizational support in the relationship between talent management practices and 

academic staff retention in Kenyan universities. 
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Academic staff turnover is a concern in Kenyan universities, with experienced academics leaving 

to other sectors of the country. Ng'ethe (2012), investigated the factors that influence academic 

staff retention in higher education institutions. The sample size was 496 people from Kenya's 

seven public universities. Reduced employee turnover is one of the issues that many public and 

private institutions face, according to the report. Globalization has heightened competition and 

increased the movement of highly trained workers, according to the report.  

 

Mugove and Mukanzi (2018), studied on the determinants of employee turnover in selected 

Kenyan public universities. The research was conducted at Masinde Muliro University, Maseno 

University, and Kibabii University, all of which are public universities in Kenya. The survey 

aimed to reach a total of 2274 respondents, including both teaching and non-teaching employees. 

The study's independent factors (job happiness, work environment, and work flexibility) had a 

substantial negative relationship with the dependent variable (academic staff turnover). 

 

At South Eastern Kenya University, Muimi (2016), investigated the factors that influence 

employee turnover intentions. The study's major goal was to determine the impact of four factors 

on employee turnover intention at South Eastern Kenya University: job satisfaction, motivation, 

organizational culture, and demographic characteristics. Employee turnover intentions at South 

Eastern Kenya University are influenced by demography, according to the study. At South 

Eastern Kenya University, the study discovered that corporate culture had an impact on 

employee turnover intentions. 

 

According to the findings, management should devise methods for appropriately rewarding 

employees and training all staff. Academic staff attrition is a serious problem in Kenyan public 

universities, but these institutions operate in a highly competitive environment and rely on their 

employees for success and survival. The studies by Ng’ethe (2012), Mugove and Mukanzi 

(2018) and Muimi (2016), presents a conceptual gap on the need to investigate how other 

variables such as talent management practices can influence retention of academic staff in 

universities. As a result, it was critical to conduct the current research in order to determine the 

moderating effect of perceived organizational support in the relationship between talent 

management practices and academic staff retention at Kenyan public and private universities. 



46 

2.6 Perceived Organizational Support  

A moderator variable is a qualitative or quantitative variable that influences the intensity and 

direction of a relationship between an independent or predictor variable and a dependent or 

criterion variable (Sekaran, 2003). Perceived organizational support, according to Neves and 

Eisenberger (2014), is a worker's perception and attitude about the amount to which their 

contribution is acknowledged and recognized by their institution, as well as their own well-

being. Wann-Yih and Hatik (2011), define perceived organizational support (POS) as an 

employee's perception of how concerned the organization is for their well-being and how well it 

is organized. According to studies, POS has an impact on employee performance and retention 

(Neves & Eiseneberger, 2004). 

 

Employees establish a sense of organizational support to meet their requirements for acceptance, 

esteem, and affiliation, as well as to estimate the rewards of putting in more effort. According to 

Eisenberger (2011), POS results in increased retention and a decrease in withdrawal behaviors 

such as absenteeism and turnover. Employees believe that the organization's agents' actions are 

motivated by the organization rather than the agent's personal motives. Furthermore, according 

to Levinson (1965), referenced by Aselage and Eisenberger (2003), the personification of the 

organization is revealed through the organization's legal, moral, and financial obligations shown 

by the organization's agents' actions. Employees see how the company treats them, both 

positively and negatively, as a reflection of how much the company values their contributions 

and cares about their well-being (Aselage & Eisenberger, 2003). 

 

The role of perceived organizational support as a moderator variable has been investigated by a 

number of studies. In their study on variables connected with job satisfaction among university 

teachers in the North Eastern Region of China, Pan, Shen, Liu, Yang, and Wang (2015), 

discovered that greater levels of POS were associated with better job performance and retention 

among Chinese university faculty members. In Pakistani universities, Ambreen, Naz, Bhatti and 

Khan (2014), investigated the role of perceived organizational support as a moderator in the 

relation between autonomy and affective commitment. The sample was obtained from 250 

respondents from Pakistani universities, and the study used a quantitative research design. When 
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perceived organizational support was incorporated in the model, the relationship between 

autonomy and affective commitment became stronger, according to the findings. 

 

In a study investigating whether POS moderates the association between workplace bullying and 

victims' intention to quit, Djurkovik et al. (2008), discovered that POS reduced the effects of 

bullying on the intention to leave. The impacts of bullying on intention to leave were significant 

with lower levels of POS but non-significant with higher levels of POS, according to the study. 

The study did not investigate how perceived organizational support influences the link between 

talent management strategies and academic staff retention. Erdogan and Enders (2007) 

discovered that when supervisors had high POS, the relationship between leader member 

exchange and job satisfaction was stronger. 

 

Perceived Organizational Support has been found in studies to operate as a moderator of 

organizational supportive human resource practices and retention. Employees are more likely to 

have a positive attitude about the organization that supports them. The employer-employee 

relationship is strengthened, increasing emotions of obligation to repay the organization through 

the reciprocity norm, resulting in high retention rates (Allen et al., 2003; Hossain & Aktar, 

2012). Perceived organizational support is positively connected to emotional organizational 

commitment and adversely related to turnover intentions, according to Hossain and Aktar (2012). 

As a result, the availability of POS can be considered as a mitigating factor in the negative 

relationship between supportive HR policies and employee turnover. 

 

Enhancing diversity incentive on employee commitment through perceived organizational 

support in commercial banks in Kenya was studied by Eshiteti et al. (2018). The study's major 

goal was to look into the role of organizational support in moderating the link between diversity 

pay and employee commitment in Kenyan commercial banks. Organizational support has a 

favorable and significant moderating influence on the relationship between diversity incentive 

and employee commitment, according to the study's findings. According to the findings, firms 

should place a greater emphasis on assisting their employees in completing their jobs as they 

advance professionally and become more devoted to the organization. 
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Eshiteti et al. (2018), Pan et al. (2015), Ambreen et al. (2014), Djurkovik et al. (2008) and 

Erdogan and Enders (2007), studies did not look at the moderating effect of perceived 

organisational support on the relationship between talent management practices and 

organisational support. Some of the research was carried out in universities outside of Kenya, 

while others were carried out in non-academic institutions. The studies highlight a conceptual 

gap in the need to investigate the impact of perceived organizational support on the relationship 

between talent management practices and academic staff retention, as well as a contextual gap in 

the need to conduct similar research locally and in a university setting. The goal of this study is 

to see if POS acts as a moderator in the relationship between employee perceptions of talent 

management techniques (supportive HR practices) and employee retention. 

 

2.6.1  Talent Management Practices, Perceived Organizational Support and Employees 

Retention 

It is necessary to have a match between talent management methods and favorable organizational 

support in order to achieve employee retention (Irshad & Afridi, 2012). According to the Theory 

of Work Adjustment, an employee is more likely to have a positive attitude toward an 

organization that gives organizational support in order to boost a person's desire to stay with the 

company. Talent management techniques are major determinants of whether or not employees 

will stay with the company. Supportive human resource policies demonstrate a company's 

readiness to invest in its people in order to improve employee retention. 

 

 Previous research on talent management practices found a negative relationship between talent 

management and employee intention to quit (Ndungu & Omondi, 2015; Ngobeni, 2015; 

Barkhuize, 2014), whereas other research on talent management and retention found a positive 

relationship between the two variables (Barkhuize, 2014; Chitsaz-Isfahani & Boustani, 2014; 

Kibui et al., 2014; Ndungu & Omondi, 2015; Ngobeni, 2015). As a result, the capacity of talent 

management techniques to improve retention shows that these policies can reduce employees' 

desire to leave the company. 

 

https://independent.academia.edu/StephenEshiteti
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2.7  Summary of Literature and Research Gaps 

Past studies examining talent management practices, perceived organizational support and 

retention have largely focused on individual relationships in isolation rather than developing an 

integrated model that interconnects the variables to examine the interaction effects (Du Plessis, 

2015; Kekgonegile, 2014; Mpofu, 2013). This study seeks to adopt an integrative perspective of 

the variables to portray a more complete picture of the relationships among the variables. This 

will contribute to new knowledge on effect of talent management practices on employee 

retention and the moderating role of perceived organizational support, which is rarely fused in 

studies as an integrated model.  

 

A survey of the literature revealed that significant research has been done on the variables 

considered in the study. Most research, it's worth noting, agree on the importance of talent 

management practices in affecting employee retention. Despite the fact that research has been 

done on the topics of interest, many important aspects of the issues remain unaddressed. As a 

result, the review has created numerous gaps. The gaps are divided into four categories: context, 

conceptual, empirical, and methodology. The goal of determining empirical gaps is to give a 

large guideline of variables under talent management. Most of the past studies addressed isolated 

dimensions of talent management and therefore need for an expansion of the variables addressed 

(Adewale et al., 2011; Bana et al, 2016; Selesho & Naile, 2014). 

 

Empirical gaps are further identified in that some past findings present conflicting results; some 

studies reported an insignificant relationship between talent management and retention (Oladapo, 

2014; Mugambwa, 2018) while other studies reported a significant positive effect (Kamal & 

Lukman, 2017), creating the need for follow up studies. Some studies (Hundera, 2014; Masum & 

Beh, 2015; Sharma & Chaturvedi, 2017) were conducted in other countries presenting contextual 

gaps on the need to replicate similar studies locally for more applicability of the results. The 

review has also identified methodological gap on some studies. Kimani (2017), study had a small 

sample size (only a few selected private universities in Kiambu County) presenting a need to 

increase the sample size and include the public universities. Kheirkhah et al. (2016), studied only 

one university in Iran and left out the other universities presenting a methodological gap on the 

need to increase the target population.  
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Muriuki (2017), Salau (2018) and Amanin (2014), studies used descriptive statistics to analyze 

data presenting a methodological gap on the need to include inferential statistics to analyze data. 

Other studies reviewed by the literature present conceptual gaps. Gichuhi et al. (2014), focused 

on the role of talent management on effectiveness presenting a conceptual gap on the need to 

look at the role of talent management on retention of academic staff. Theron and Du Plessis 

(2014), focused on mentorship and career development as constructs of talent management 

presenting a conceptual gap on the need to focus on other dimensions of talent management. To 

bridge these knowledge gaps, this study seeks to adopt contingency perspective to develop an 

integrated model to examine the interaction effects of talent management practices on retention 

of academic staffs in Kenyan universities. Table 2.1 helps to outline a summary of studies 

relating to talent management and retention and the knowledge gaps. 
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Table 2.1. Summary of Literature and Research Gaps 

Author Focus of The Study Methodology Findings and Research 

Gaps 

Focus of this Study 

Ngethe 

(2014) 

Determinants of 

academic staff 

retention in public 

universities in 

Kenya 

Survey Research 

design. Target 

population was 

Seven public 

universities in 

Kenya. Data was 

analysed using: 

Pearson Product 

analysis and 

multiple regression 

The study revealed that 

leadership style negatively 

influenced academic staff 

retention. The findings also 

indicated that promotion 

influenced academic staff 

retention. The study focused 

on public universities and 

left out private universities 

presenting a methodological 

gap. The study also focused 

on leadership and promotion 

as the determinants of 

retention and not talent 

management presenting a 

conceptual gap 

The present study will look at both private 

and public universities. The present study 

will also focus on talent management 

practices that can influence academic staff 

retention 
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Gichuchi, 

Gakure and 

Waititu 

(2014) 

Talent management: 

its role in 

competiveness of 

public universities in 

Kenya 

Survey research 

design 

Target population 

was even public 

universities in 

Kenya. 

Data was analysed 

using Factor 

Analysis and 

Correlation 

analysis 

Data analysis revealed a 

positive relationship 

indicating a significant 

linear relationship between 

talent management and 

competitiveness The study 

looked at role of talent 

management on 

effectiveness and not 

retention of academic staff 

presenting a conceptual gap. 

This study will focus on role of talent 

management on retention. Data will be 

analysed using Pearson’s correlation 

analysis and regression analysis 

Bernard 

(2012) 

Factors that 

determine academic 

staff retention and 

commitment in 

private tertiary 

institutions in 

Botswana 

Target population 

was private tertiary 

institutions in 

Botswana 

The study found there is a 

dearth of research that 

focuses on academic staff 

retention in private tertiary 

education institutions in 

Botswana. 

The study focused on 

private institutions and was 

also conducted in Botswana 

preventing a methodological 

The current study will be conducted in 

Kenyan public and private universities 
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and contextual gap. 

Kipkebut 

(2010) 

Organizational 

commitment and job 

satisfaction in higher 

educational 

institutions. The 

Kenyan case 

Cross-sectional 

research design 

Target population 

was academic and 

non-academic staff 

in seven public 

universities in 

Kenya. 

Data was analysed 

using: hierarchical 

and stepwise 

regression analysis  

Pearson 

Correlation  

The findings indicated that 

the independent variable 

(i.e. personal characteristics, 

job and role-related factors, 

professional commitment 

and HR practices) were 

stronger predictors of 

organizational commitment, 

job satisfaction and turnover 

intentions for academics 

than for the administrative 

employees. 

The study focused on both 

academic and non-academic 

staff and looked at 

organizational commitment 

and job satisfaction 

on turnover intention 

presenting a conceptual gap. 

The study will focus on the key people in 

the organization who are the academic 

staff and will also look at retention which 

is the opposite of turnover. 
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Cheraisi, 

Kipchumba 

and Ayuo 

(2014) 

A study on the effect 

of motivational 

strategies on 

organizational 

performance: A case 

study of public 

universities in 

Nakuru County, 

Kenya.  

Sample size 435 

Target population 

was public 

universities in 

Nakuru County, 

Kenya. 

Data was analysed 

using Pearson 

Pearson product 

moment, 

correlation ana 

multiple regression 

analysis. 

The results showed that 

public universities in 

Nakuru County motivational 

strategies showed Weak 

positive relationship against 

performance. 

The study looked at 

motivational strategies on 

organizational performance 

and focused on public 

universities only in Nakuru 

County presenting a 

methodological and 

conceptual gap. 

The present study will look at the role of 

talent management and will also focus on 

both public and private universities in 

Kenya. 
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Isfahani and 

Boustani 

(2014) 

Effect of talent 

management on 

employee retention: 

The immediate 

effect of 

organizational trust 

Descriptive 

correlative design 

Sample size 280 

Target population 

was staff of Isfahan 

University, Iran 

The results indicated that 

there is a significant 

relationship between Talent 

management, employee 

Retention and 

organizational trust. The 

sample size was small, only 

280 respondents and was 

also conducted in only one 

university in Iran presenting 

a contextual and 

methodological gap. 

The study will look at more than one 

university and the sample size will be 

expected to be more. The study will also be 

conducted in Kenya 
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2.8  Conceptual Framework  

A Conceptual framework shows the relationship between the independent, moderating and 

dependent variables (Mugenda & Mugenda, 2003). This study aims to investigate the effects of 

talent management practices on retention of academic staff in Kenyan universities and the 

moderating effect of perceived organisational support. The independent variables of the study are 

training, succession planning, career management, mentoring and coaching as depicted in Figure 

2.1. The dependent variable of the study is retention while the moderating variable is perceived 

organisational support. The study integrates the Three Stage Model of Talent Management, 

Herzberg Theory and the Theory of Work Adjustment to develop the framework for the study. 

The Three Stage Model of Talent Management postulates talent management practices consists 

of training, career management, succession planning, mentoring and coaching. Herzberg Theory 

has been very widely applied and has demonstrated empirical strength in predicting individual’s 

intentions and behaviour.  

 

The behaviour is the reduction of employees’ turnover intentions (which is the employee 

retention). The behaviour can be inculcated into an individual through exposing the individual to 

talent management practices. Individuals attach themselves to their organizations in exchange for 

particular rewards, according to the theory of work adjustment approach to organizational 

commitment or engagement. Employees' impressions of human resource or talent management 

practices (an antecedent to Perceived Organization Support) serve as the foundation for their 

perceptions of management and supervisory support, which in turn serve as the foundation for 

their overall perception of organizational support. Figure 2.1 depicts a model of the relationship 

between talent management practices, perceived organizational support, and academic staff 

retention.
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         Dependent variables 

                                                                                     H06 

                  Talent Management Practices                                      

                                                                 H01   

                                                                                   

  

                                                                  H02 

 

                                                                   H03 

  

                                                                  H04 

  

 

                                                                H05 

                      Independent variables 

Figure 2.1. The relationship between talent management practices, academic staff retention and 

the moderating effect of perceived organizational support. 

 

The model (figure 2.1) indicates the relationship between talent management practices and 

retention. Talent management practices positively enhance employee retention and negatively 

Training 

-Adequacy of Training 

-Skill Development 
 

Succession Planning 
-Needs Assesment 

-Professional 

Development 

 

Career Management 

-Career Development  

Policies 

-Personal Development 
 

Mentoring 

-Connection and Commitment 

-Ongoing opportunities 

 

Coaching 

-Personal Effectiveness 

-Feedback 

 

Perceived Organizational 

Support 

-Employee Welfare 

-Employee Opinion and 

Goals 

Academic Staff 

Retention  

-Job Satisfaction 

-Intent to Leave  

-Intent to Stay 
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relates to turnover intentions (Kekgonegile, 2014). Employees who are satisfied with the 

outcomes of their working interactions are more likely to respond with higher workplace 

performance (Shaw, Dineen, Fang & Vellella, 2009). Employees are more likely to respond by 

meeting their commitments to their supervisor and/or employing organization when they are 

satisfied with the outcomes of their working relationships. As a result, this research intends to 

reveal a beneficial relationship between talent management strategies and employee retention. 

Employees who are happy with their university's talent management strategies, such as training, 

succession planning, career management, mentoring, and coaching, are considered satisfied. 

 

According to Eisenberger (2002), the behavioral results of POS appear to be unique, including 

increased retention and a decrease in withdrawal behaviors such as absenteeism and turnover. 

Employee retention and affective organizational commitment are both favourably connected to 

perceived organizational support (Campbell & Allen, 2007). As a result, the presence of 

perceived organizational support can be seen as the explanation for a positive correlation 

between supportive HR practices and employee retention, suggesting that the effect of talent 

management practices (supportive HR practices) on retention will be moderated by perceived 

organizational support.  
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CHAPTER THREE 

RESEARCH METHODOLOGY 

3.1  Introduction 

This chapter discusses the methodology of the study. It describes the research design to be used, 

the study’s target population, sample size, sampling techniques, data collection techniques and 

methods of data analysis. 

 

3.2  Research Philosophy 

The two philosophical traditions that guide research in social science are Positivism and Social 

Phenomenology (Saunders et al., 2007). The two philosophical traditions were examined and 

positivism was considered the more appropriate tradition for the study. The roots of positivism 

tradition are grounded in empiricism (Kerlinger, 2002). That is, all factual knowledge is founded 

on positive information gleaned from visible experience, and only analytic truths are permitted to 

be known only by reason. Empirical regularities, or correlations between variables, are sought by 

positivist-guided research. This search enables the definition of laws and the prediction of 

outcomes, as well as the identification of measurement and analysis that can be easily replicated 

by other users, including academics.  

 

As a result, positivism is founded on quantitative study that employs numbers and statistical 

tools. The goal of this study on the relationship between talent management methods and 

academic staff retention was to find a probable link between these variables, with perceived 

organizational support serving as a moderating factor. Furthermore, positivist-oriented research 

tries to be highly objective by advocating for natural science methods, neutrality, measurement, 

and validity of results; maintaining an independent position; seeking objective, neutral, and 

predictable real facts of social phenomena, with little regard for individual subjectivity; and only 

phenomena that are observable and thus measurable can be considered knowledge. Researchers 

move from the known to the unknown using reduction and deterministic metrics, ignoring social 

and economic variations (Easter-Smith et al., 2000).  

 

Humans are regarded a part of the natural world and may be measured similarly to other natural 

elements, thus they are looking for causality and fundamental rules. Unlike the 
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phenomenological technique, which starts with known theoretical viewpoints and then collects 

data, analyses it, and draws conclusions about the nature and strength of the link between 

research variables, the empirical approach was used in the design of this study. The scientific 

approach was utilized, which included establishing theoretical underpinnings, deducing aims and 

hypotheses, gathering data to validate or falsify hypotheses, and then confirming or refuting 

existing ideas in whole or part. In addition, the study validated the assertions through empirical 

tests by operationalizing variables in the conceptual framework to enable for measurement and 

generalization of the findings across Kenyan universities. This study benefited greatly from the 

positivist approach. 

 

3.3  Research Design 

This study adopted a cross-sectional survey research design. A cross-sectional survey design 

entails collection of data across many research units at one point in time predominantly by 

questionnaire (Bryman & Bell, 2007). Survey design is useful in investigating the underlying 

relationships between variables (Bryman & Bell, 2007). In a survey research, variables can be 

measured without substantially increasing the time or cost. This survey design was used because 

it provides a snapshot of what is going on with the variables of interest for the research problem 

and the need to generalize the results obtained. Cross-sectional survey was appropriate because 

of the need to collect data from a cross-section of the population at one point in time and the 

results generalized to represent the entire population of the study. The research design also 

allowed the use of questionnaires for quantitative data.  

 

Data can be collected from many people at relatively low cost and depending on the survey 

design, relatively quickly. Survey design method lends itself to probability sampling from large 

populations (Bryman & Bell, 2007). Cross-sectional survey allows the gathering of numerical 

data and use statistical analysis such as correlational analysis to arrive at meaningful conclusions. 

Ngethe (2012), successfully used survey design in her study on determinants of academic staff 

retention in public universities in Kenya. Shader (2001) also used survey design to study factors 

influencing satisfaction and anticipated turnover for nurses in an academic centre in South 

Africa. 
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3.4  Location of the Study 

The study was conducted in all Public and Private Universities in Kenya. There are 63 

universities in Kenya which are distributed in most of the 47 Counties in the County as shown in 

appendix vii. 

 

3.5  Population of the Study 

Population in this study is the larger group from which the study sample were taken. The 

population of the study comprised all academic staff members in public and private universities 

in Kenya. The respondents were selected from the universities. The sampling frame for this study 

was all the 13,441 academic staff teaching in thirty-one (31) public universities and thirty-two 

(32) private universities in Kenya (CUE, 2018. The list was compiled from the Commission for 

University Education (CUE) report, (CUE, 2018). The unit of analysis was the academic staff in 

the universities. 

Table 3.1: The Distribution of the Target Population 

Designation                   Public universities    Private Universities   Total       Percentage   

Professors   544           200   744            5.54 

Associate Professors  779          168                         947           7.05 

Senior Lecturers                  1528       608                2136          15.89 

Lecturers                              3932                            2359                      6291  46.80 

Tutorial Fellows      2027         1296   3323  24.72 

Total        8810                            4631                       13441          100 

Source: (CUE, 2016) 

 

3.6  Sampling Design 

In this study, a sample is a subset of the population of interest. The goal of sampling is to find a 

representative sample of people who can help the researcher learn more about a population (Gay, 

1996; Mugenda & Mugenda, 2003). Yamane's method was used to determine the total number of 

academic staff who participated in the study (1967). 

 

Where: 
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 = the sample size 

 = the size of the population  

 = the error of 5% 

 

 

 

Following the determination of a total of 388 academic staff to participate in the study, 

proportionate stratified sampling using the formula by Krejcie and Morgan (1970) was used to 

determine the sub-sample size of academic staff in the category of universities (i.e. public and 

private) as follows: 

 

Where; 

 = Sub-sample size for each university category 

 = Population of academic staff in each category 

 = Total sample size for the study 

 = Total population of all the academic staff 

 

Substituting values in the above formula gives a distribution of sub sample size as shown in 

Table 3.2 below. 

 

Table 3. 2: The Distribution of the Sample Size as per Ranking in the University Category 

Designations                 Public universities      Private universities     Total           Percentage 

Professors   16          6                             22                 5.67 

Associate Professors               22                               5                              27                6.96 

Senior Lecturers                      44                              18                            62                 15.98 

Lecturers                                 113                             68                          181                46.65 

Tutorial Fellows                      59                               37                           96                 24.74 

Total                                      254                              134                         388                100 

Source: Researcher (2020) 
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Table 3.3: shows the distribution of academic staff by designations and university category. The 

sample comprised 388 academic staff drawn from thirty-one (31) Public and thirty-two (32) 

Private universities. To ensure that from each of the schools/ faculties in the universities were 

sampled for the study, academic staff were stratified according to schools/ faculties. Further, to 

select the sample units from each school/faculty, systematic sampling using the lottery method 

was used. This technique was preferred because it ensured representative coverage of all 

elements being considered in the study (Kothari, 2004). However, where applicable, care was 

taken to ensure as many female academic staff as possible participated in the study. 

 

3.7  Data collection 

Questionnaires were used to acquire primary data from academic staff. The survey was made up 

of closed-ended questions. The questionnaire approach was chosen as the best data collection 

strategy for this study because it allows the researcher to gather data from a broad, diversified, 

and geographically distributed sample (Mugenda & Mugenda, 2003). A review of the relevant 

literature was conducted prior to the questionnaire design to determine the essential constructs of 

the study variables. The study's questionnaire items were all derived from previous studies.  This 

was preferred due to two major reasons. Firstly, the questionnaire items have already been tested 

for reliability and validity. Secondly, the findings in subsequent research using the same 

constructs can be compared to prior studies (Linan et al., 2010).  

 

The questionnaire consisted of Four (4) sections as follows: Section One captured the bio-data of 

the respondents. Section Two consisted of items on the independent variables of the study, 

namely, talent management practices. These are as follows: Training comprising 13 items was 

adopted from studies conducted by Onah and Anikwe (2016) and Day and Peluchette (2009). 

Succession planning which consisted of 11 items was adopted from research conducted by 

Armstrong (2012), Charan, Darvish (2014) and Drotter and Noel (2012). Career management 

consisted of 13 items which was adopted from Huselid (2012), Korantwi-Barimah (2007), 

Selesho and Naile (2014). Finally, Mentoring and Coaching which comprised eight (8) and seven 

(7) items respectively were adopted from Kampa and Anderson (2001), Teferra and Altbachl 

(2004), Tettey (2006). Section Three consisted of items for the moderating variable which was 

Perceived Organizational Support consisting of eight (8) items which were adopted from Neves 
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and Eisenberger (2004). Finally, Section Four consisted of items of the dependent variable, 

namely, academic staff retention which had 12 items and were adopted from Allen et al. (2010), 

Kyndt (2009), and Metcalfe et al. (2005). The respondents were requested to indicate the extent 

to which they agreed that each of the statements in the questionnaire described their universities 

by ticking ‘√’ in the appropriate box (from 1 to 5); where: 1= Strongly Disagree (SD); 2 = 

Disagree (D); 3 = Neutral (N); 4 = Agree (A); and 5 = Strongly Agree (SA). 

 

3.8  Validity and Reliability of the Instruments 

Validity is the extent to which a scale or set of measures accurately represents the concept of 

interest (Hair et al., 2011). Kothari (2011), views validity as the degree to which a test measures 

what it is supposed to measure. Validity was determined through different methods. Firstly, prior 

to collection of the actual data, pilot testing of the questionnaire was done to test the accuracy of 

language and comprehension of meanings and to test whether the pilot respondents were able to 

understand the contents of the research instrument. The sample size for the pilot study consisted 

of 40 academic staff from one (1) public university and one (1) private university, both of which 

were not included in the final study. Piloting of the instruments helped to improve face and 

content validity. Secondly, content validity was improved through expert judgment. The 

questionnaire was also critiqued by Supervisors and other HR experts. The comments from the 

critique were used to revise the instrument to enhance face validity. Further, wording and format 

modifications were made to improve clarity of the questions and the general appearance of the 

questionnaire after pilot testing.  

 

The term "reliability" refers to the stability and consistency of something. It's a metric for how 

well a research instrument produces consistent outcomes or data after multiple trials (Mugenda 

& Mugenda 2003). Internal consistency reliability, the most often used test, was used to examine 

the reliability of research instruments. Internal consistency is justified by the fact that the 

individual items should all be measuring the same constructs and hence correlate positively (Hair 

et al., 2011). The most widely used measure for determining internal consistency is the Cronbach 

coefficient alpha. Cronbach alpha reliability coefficient normally ranges between 0 and 1. The 

generally agreed lower limit is 0.7 (Nunnally & Bernstein, 1994) or 0.6 in exploratory research 
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(Hair et al., 2011). A value greater than this lower limits indicates an acceptable level of 

reliability. Higher alpha coefficient values mean that scales are more reliable.  

 

The Cronbach alpha reliability coefficient was calculated using data from the pilot study, and the 

questionnaire was then revised before the main study. The pilot study's reliability coefficient was 

0.968, indicating that the data collection instrument was trustworthy. The Cronbach alpha results 

for the study are shown in Table 3.3. 

 

Table 3. 3: Summary of Cronbach Alpha Reliability coefficients 

Variables                                            No. of items                              Cronbach Alpha  

Training                                                   12     0.883   

Succession Planning                                12      0.819 

Career management                                12     0.853 

Mentoring                                                 8     0.868 

Coaching                                                  7     0.880 

Perceived Organisational Support            6     0.816  

Academic Staff Retention                         9     0.759 

All questionnaire items                         66     0.948 

 

Based on the Cronbach alpha test results summarized in Table 3.3, Training which had 12 items 

had a reliability coefficient of 0.883, Succession Planning with 12 items had coefficient of 0.819, 

Career Management with 12 items had coefficient of 0.853, Mentoring with eight (8) items had 

coefficient of 0.868, Coaching with seven (7) items had coefficient of 0.880, Perceived 

Organisational Support with six (6) items had a coefficient of 0.816. Academic Staff Retention 

with nine (9) items had coefficient of 0.759. The reliability coefficients for all 66 questionnaire 

items was 0.948, which is above the threshold of 0.70 (Hair et al., 1998; Maizura et al., 2009). 

 

3.9  Operationalization of Study Variables 

The study contained a number of measures designed to elicit information about the research 

variables: talent management practices, academic staff retention and Perceived organisational 

support. A concept must be made operational in order to render it measurable (Zikmund, 2000). 
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This is done by looking at dimensions, facets or properties denoted by construct which are then 

translated into observable and measurable elements on which measurement scale is developed 

(Bryman & Bell, 2007). The variables in this study were operationalized by borrowing from 

related past studies as discussed below. 

 

Academic staff retention, which was the dependent variable in this study, was measured using 

the widely used dimensions of Job satisfaction and intent to leave or stay (Allen et al., 2010; 

Kyndt, 2009; Metcalfe et al., 2005). The independent variables: training was measured by two 

aspects which are; adequacy of training and skill development opportunities which were adopted 

from the studies of Day and Peluchette (2009) and Onah and Anikwe (2016). Succession 

Planning comprising of needs driven assessment and professional development were adopted 

from studies by Armstrong, 2012, Charan et al. (2012) and Darvish (2014).  

 

Career Management consisted of career development policies and Personal development as 

constructs of measurement which were adopted from studies by Aronto-Barimah (2017), Huselid 

(2012) and Selesho and Naile (2014). Items for mentoring, which comprised of connection and 

commitment and ongoing opportunities were adopted from studies by Teferra and Altbachi 

(2004) and Tetty (2012). Finally, coaching consisted of personal effectiveness and feedback as 

aspects of measurement and were adopted from studies by Kampa & Anderson (2001) and 

Michael (2001). 

 

The moderating variable which was Perceived Organisational Support was measured using items 

developed by Nerve & Eisenberger (2004) that encompasses two dimensions: employee welfare 

and employees’ opinions and goals. Five-point Likert-type scales (from 1 = strongly Disagree to 

5 = strongly Agree) was used to measure the questionnaire items on the dimensions of talent 

management practices, perceived organizational support and Academic staff retention. The 

summary of specific variables, indicators, source and measurement scale adopted for the study 

are indicated in Table 3.4. 
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Table 3. 4. Operationalization of study variable 

Variable Indicator Source Measurement 

Scale 

Questionnaire 

Items 

Academic 

staff retention 

-Job satisfaction 

-Intent to leave or 

Stay 

Allen et al., (2010), 

Metcalfe et al., 

(2005) and Kyndt 

(2009) 

Five- point 

Likert type 

Scale 

Part viii 

(6items) 

Training -Adequacy of 

Training 

-Skill development 

Onah and Anikwe 

(2016) 

Day and Peluchette 

(2009) 

Five- point 

Likert type 

Scale 

Part ii  

(13 items) 

Succession 

Planning 

- Needs driven 

assessment 

-professional 

development 

Armstrong (2012) 

Charan et al., (2012) 

Darvish (2014) 

Five- point 

Likert type 

Scale 

Part iii  

(11 items) 

Career 

Management 

-Career 

Development      

   policies 

-Personal 

development 

Korantwi-Barimah 

(2017) Selesho and 

Naile (2014) 

 Huselid(2012) 

Five- point 

Likert type 

Scale 

Part iv 

(13 items) 

Mentoring -Connection & 

commitment 

-Ongoing 

Opportunity 

Teferra and Altbachi 

(2004);Tettey (2006) 

Five- point 

Likert type 

Scale 

Part v 

(8  items) 

Coaching -Personal 

effectiveness 

-Feedback 

Michael (2001) 

Kampa and Anderson 

(2001) 

Five- point 

Likert type 

Scale 

Part vi 

(8  items 

Perceived 

organizational 

support 

-Employees welfare 

-Employees 

opinions& goals 

Nerve and 

Eisenberger 

(2004) 

Five- point 

Likert type 

Scale 

Part vii 

(8  items 
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3.10  Data Collection Procedures 

The researcher obtained a letter of introduction from Egerton University Graduate School and a 

research permit from the National Council for Science, Technology and Innovation (NACOSTI) 

after the proposal was approved by the Graduate School. Research assistants were engaged for 

each of the University selected. The researcher and the research assistants used “drop and pick” 

method in the data collection. The respondents were given adequate time to fill the questionnaire 

considering their availability, geographical dispersion of the data collection centres and the 

length of the questionnaires. The researcher and the research assistants randomly selected the 

departments to participate in the study using the lottery method and   relied on the chairpersons 

of departments for personal contact with the academic staff to fill the questionnaire. The research 

team would there after collect the filled questionnaires from the chairs of departments after 

confirming through the phone that adequate number of questionnaires have been filled. 

 

3.11  Data Analysis and Presentation 

Data processing was carried out through various steps, which included data editing, coding, 

classification, tabulation and finally presentation. The data gathered was organized and 

processed using SPSS Version 24. Both descriptive and inferential statistics were used to analyse 

the data. The variables, training, succession planning, career management, mentoring, coaching, 

perceived organisational support and academic staff retention were measured using several 

quantities which were transformed to obtain quantitative discrete data for each of these variables 

(composite scores that is analysable in ordinary least squares (OLS). This transformation applied 

to the variables used in the analyses since they were all initially in nominal terms.  

 

The transformed data were then subjected to descriptive statistics using means and standard 

deviation for variability and presented in tables and charts. Inferential statistics were analysed 

using Pearson’s Correlation Analysis, Multiple Regression analysis and Hierarchical regression 

analysis. Pearson’s Correlation analysis (r) was used to determine the strength and direction of 

the relationships among the study variables. Simple and multiple regression analyses were used 

to test the hypothesized relationships and make generalization of the findings to the population. 

Hierarchical regression analysis was used to evaluate the moderating effect of Perceived 
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Organisational Support on the relationship between talent management practices and academic 

staff retention. 

 

Hypothesis One which states that Training does not have significant effect on academic staff 

retention in Kenyan Universities was tested using multiple regression analysis. To do the 

analysis, academic staff retention was regressed on the dimensions of training, namely, adequacy 

of training and skill development. Composite scores of adequacy of training and skill 

development and academic staff retention was analysed using simple regression analysis. The 

composite scores were computed by adding together scores of all the items measuring the 

respective variables and dividing the total score by the total number of the items (Pallant, 2005). 

The following multiple regression model (3.1) was used: 

Y= β0 + β1X1 + β2X2 + ɛ…………………………………..............................................(3.1) 

Where; 

Y= Academic staff retention 

β0 = the Y intercept 

β1– β2 = Regression coefficients or slope of the regression line 

X1 =adequacy of training 

X2 = skill development 

ɛ= Error term 

 

β1 – β2 slopes of the coefficients representing the influences of the association of independent 

and the dependent Variable. The results were interpreted based on the value of the regression 

coefficient and the R-squared. The independent variable was said to have a significant effect on 

the dependent variable if it had a p value of less than 0.05 while R squared showed the 

magnitude of the effect.  

 

Hypothesis Two which states that succession planning does not have significant effect on 

academic staff retention in Kenyan Universities was tested using multiple regression analysis. To 

do the analysis, academic staff retention was regressed on the dimensions of succession 

planning, that is needs driven assessment and professional development. Composite scores of 
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needs driven assessment and professional development and academic staff retention were used in 

the analysis. The following multiple regression model (3.2) was used: 

Y= β0 + β1X1 + β2X2 + ɛ……………………………………………………………... (3.2) 

Where; 

Y= Academic staff retention 

β0 = the Y intercept 

β1– β2 = Regression coefficients or slope of the regression line 

X1 =needs driven assessment 

X2 = professional development 

ɛ= Error term 

 

The third hypothesis which states that career management does not have significant effect on 

academic staff retention in Kenyan Universities was tested using multiple regression analysis. To 

do the analysis, academic staff retention was regressed on the dimensions of career management, 

that is career development policies and personal development. Composite scores of career 

development policies and personal development and academic staff retention were used in the 

analysis. The following multiple regression model (3.3) was used: 

Y= β0 + β1X1 + β2X2 + ɛ…………………………………………………………… (3.3) 

Where; 

Y= Academic staff retention 

β0 = the Y intercept 

β1– β2 = Regression coefficients or slope of the regression line 

X1 =career development policies 

X2 = personnel development 

ɛ= Error term 

 

The fourth hypothesis which states that mentoring does not have significant effect on academic 

staff retention in Kenyan Universities was tested using multiple regression analysis. To do the 

analysis, academic staff retention was regressed on the dimensions of mentoring, that is. 

connection and commitment and ongoing opportunity. Composite scores of connection and 
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commitment and ongoing opportunity and academic staff retention was used in the analysis. The 

following multiple regression model (3.4) was used: 

Y= β0 + β1X1 + β2X2 + ɛ………………………………………………………...…… (3.4) 

Where; 

Y= Academic staff retention 

β0 = the Y intercept 

β1– β2 = Regression coefficients or slope of the regression line 

X1 = connection and commitment 

X2 = ongoing opportunity 

ɛ= Error term 

 

The fifth hypothesis which states that coaching does not have significant effect on academic staff 

retention in Kenyan Universities was tested using multiple regression analysis. To do the 

analysis, academic staff retention was regressed on the dimensions of coaching, that is Personal 

effectiveness and feedback. Composite scores of personal effectiveness and feedback and 

academic staff retention were used in the analysis. The following multiple regression model (3.5) 

was used: 

Y= β0 + β1X1 + β2X2 + ɛ…………………………………………………………… (3.5) 

Where; 

Y= Academic staff retention 

β0 = the Y intercept 

β1– β2 = Regression coefficients or slope of the regression line 

X1 =Personal effectiveness  

X2 = feedback 

ɛ= Error term 

Hypothesis Six which states that the joint effects of talent management practices do not have 

significant effect on retention of academic staff in Kenyan universities was tested using multiple 

regression analysis. To do the analysis, academic staff retention was regressed on the dimensions 

of talent management, that is training, career management, succession planning, mentoring and 

coaching. Composite scores of training, career management, succession planning, mentoring, 
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coaching and academic staff retention were used in the analysis. The following multiple 

regression model (3.5) was used: 

Y= β0 + β1X1 + β2X2 + β3X3 + β4X4 +β5X5 +ɛ…………………………...…… 

Where; 

Y= Academic staff retention 

β0 = the Y intercept 

β1– β5 = Regression coefficients or slope of the regression line 

X1 =Training  

X2 = Succession planning 

X3 = Career management  

X4 =Mentoring  

X5 =Coaching  

ɛ= Error term 

Hypothesis Seven which states that, Perceived Organizational Support does not moderate the 

relationship between talent management practices and academic staff retention in Kenyan 

universities was tested using hierarchical regression analysis. Hierarchical regression analysis 

provides a method for testing contingency hypotheses in which interaction is implied by entering 

variables into a model sequentially in blocks to determine whether the addition of the potential 

moderator, interaction term increases the overall fit of the model (R Squared significantly 

(Easterby-Smith et al., 2012).  

 

Hierarchical regression analysis was used in related studies (Bierly & Daly, 2007; He & Wong, 

2004; Kombo, 2015) to test moderating effect. The investigation took into account composite 

scores for academic staff retention, training, succession planning, career management, 

mentoring, coaching, and perceived organizational support. The composite scores were 

calculated by summing the scores from all of the questions that measured the different factors 

and then dividing the total score by the number of items (Pallant, 2005). Dimensions of 

Perceived Organizational Support that were considered in this study were employees’ welfare 

and employees’ opinions. The dimensions were collapsed to form a composite score for 

Perceived Organizational Support that was used in the analysis. Three regression models (3.6, 

3.7 and 3.8) as specified below were used to test the hypothesis: 
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Y= β0 + β1X1 + β2X2 +  β3X3 + β4X4+ β5X5+ɛ      (3.6) 

Y= β0 + β1X1 + β2X2 +  β3X3 + β4X4+ β5X5+β2Z +ɛ     (3.7) 

Y= β0 + β1X1 + β2X2 +  β3X3 + β4X4+ β5X5+ + β2Z + β3XZ+ɛ    (3.8) 

Where: Y is the dependent variable (academic staff retention) 

β0 = the Y intercept 

β1-β5 are the regression (beta) coefficients  

X1 –X5 are the independent variable  

Z is the moderating variable (perceived organizational support) 

 XZ is the cross-product of the independent variable and moderator (interaction term)  

ɛ is the regression error term  

 

In the first equation (3.6), the dependent variable (academic staff retention) was regressed on the 

independent variables, namely, training, succession planning, career management, coaching and 

mentoring; second equation (3.7) had the dependent variable (academic staff retention), the 

independent variables (training, succession planning, mentoring, career management and 

coaching) and the moderator (perceived organizational support). Finally, in the last equation 

(3.8), the dependent variable was regressed on independent variable, moderator, and the cross 

Product of the independent variable and the moderator. The cross product determined the effect 

of the interaction between the independent variable and the moderator on the dependent variable. 

If the addition of interaction term significantly increases the R squared, then the interaction of 

the moderator effect exists. Table 3.5 presents a summary of the research objectives, hypotheses 

and inferential statistics to test hypotheses. 
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Table 3. 5: Summary of Objectives, Hypotheses and Analysis Techniques  

Objective  Hypothesis Analysis technique Interpretation 

To establish the 

effect of Training 

on academic staff 

retention  

Training does 

not have 

significant effect 

on academic 

staff retention  

 

Multiple régression : 

Y= β0 + β1X1 + β2X2 + ɛ 

Where; 

Y= Academic staff retention 

β0 = the Y intercept 

β1 – β2 = Regression 

coefficients  

X1 =adequacy of training  

X2 = skill development 

ɛ   = Error term 

Change in R2 value; If β 

values for adequacy of 

training and skill 

development are positive 

and F, β and t are all 

significant (p < 0.05), 

then training has positive 

and significant effect on 

academic staff retention 

To investigate the 

effect of 

succession 

planning on 

retention of 

academic staff in 

Kenyan 

universities 

Succession 

planning does 

not have 

significant effect 

on academic 

staff retention 

Multiple régression : 

Y= β0 + β1X1 + β2X2 + ɛ 

Where; 

Y= Academic staff retention 

β0 = the Y intercept 

β1 – β2 = Regression 

coefficients  

X1=needs driven assessment  

X2 = professional 

development 

ɛ   = Error term 

Change in R2 value; If β 

values for needs driven 

assessment and 

professional 

development are positive 

and F, β and t are all 

significant   (p < 0.05), 

then succession planning  

has positive and 

significant effect on 

academic staff retention 

To determine the 

effect of career 

management on 

retention of 

academic staff in 

Kenyan 

universities 

Career 

Management 

does not have 

significant effect 

on academic 

staff retention 

Multiple régression : 

: Y= β0 + β1X1 + β2X2 + ɛ 

Where; 

Y= Academic staff retention 

β0 = the Y intercept 

β1 – β2 = Regression 

coefficients  

X1 =career development 

Change in R2 value; If β 

values for career 

development policies and 

personnel development  

are positive and F, β and 

t are all significant   (p < 

0.05), then career 

management has positive 
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policies 

X2 = personnel development 

ɛ = Error term 

and significant effect on 

academic staff retention 

To establish the 

effect of 

Mentoring on 

retention of 

academic staff in 

Kenyan 

universities.  

Mentoring does 

not have 

significant effect 

on academic 

staff retention 

Multiple régression : 

Y= β0 + β1X1 + β2X2 + ɛ 

Where; 

Y= Academic staff retention 

β0 = the Y intercept 

β1 – β2 = Regression 

coefficients  

X1 =connection and 

commitment  

X2 = ongoing opportunity 

ɛ   = Error term 

Change in R2 value; If β 

values for connection 

and commitment and 

ongoing opportunity are 

positive and F, β and t 

are all significant       (p 

< 0.05), then career 

management has positive 

and significant effect on 

academic staff retention 

To establish the 

effect of 

Coaching on 

retention of 

academic staff in 

Kenyan 

universities 

Coaching does 

not have 

significant effect 

on academic 

staff retention  

 

Multiple régression : 

Y= β0 + β1X1 + β2X2 + ɛ 

Where; 

Y= Academic staff retention 

β0 = the Y intercept 

β1 – β2 = Regression 

coefficients  

X1 = Personal effectiveness  

X2 = feedback 

ɛ = Error term 

Change in R2 value; If β 

values for personal 

effectiveness and 

feedback are positive and 

F, β and t are all 

significant (p < 0.05), 

then coaching has 

positive and significant 

effect on academic staff 

retention 
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To establish the 

joint effect of 

talent 

management 

practices on 

retention of 

academic staff in 

Kenyan 

universities. 

 

 

 

 

 

 

 

To determine the 

moderating role 

of perceived 

organizational 

support on the 

relationship 

between Talent 

management 

practices and 

academic staff 

retention. 

 

The combined 

effect of talent 

management 

practices does 

not have 

significant effect 

on academic 

staff retention 

 

 

 

 

 

 

Perceived 

Organizational 

Support does not 

moderate the 

relationship 

between 

talent 

managem

ent 

practices and 

academic staff 

retention 

 

Multiple régression : 

Y= β0 + β1X1 + β2X2 + 

β3X3 + β4X4+ β5X5 +ɛ 

Where; 

Y= Academic staff retention 

β0 = the Y intercept 

β1 – β2 = Regression 

coefficients  

X1 = Training  

X2 = Career management 

X3=Succession planning 

X4=Coaching 

X5=Mentoring 

ɛ = Error term 

Hierarchical regression: 

Y= β0 + β1X1 + β2X2 + β3X3 + 

β4X4+ β5X5 +ɛ 

Y= β0 + β1X1 + β2X2 + β3X3 + 

β4X4+ β5X5 + + β2Z + ɛ 

Y= β0 + β1X1 + β2X2 + β3X3 + 

β4X4+ β5X5 + + β2Z + + β3XZ 

+ɛ 

Where: Y is the dependent 

variable (academic staff 

retention) 

 β0 = the Y intercept 

β1-β5 are the regression (beta) 

coefficients  

X1 –X5 are the Independent 

variable   

 

Change in R2 value; If β 

values for training, career 

management, succession 

planning, mentoring and 

coaching are positive and 

F, β and t are all 

significant (p < 0.05), 

then talent management 

practices has positive and 

significant effect on 

academic staff retention 

 

 

 

If change in R 2 after 

addition of interaction 

term (moderator) is 

significant (R 2 change, 

F change, β, t, are 

significant, p < 0.05), 

then perceived 

organizational support 

moderates the 

relationship. 
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Z is the moderating Variable 

(Perceived Organizational 

Support) 

 XZ is the cross-product of 

The independent variable 

and moderator (interaction 

term)  

ɛ is the regression error 

term  

3.12  Test for Multicollinearity  

To ensure that the study data was suitable for regression analysis, test for multicollinearity was 

carried out. Multicollinearity occurs when two or more independent variables are highly 

correlated. Some studies have suggested that multicollinearity can be ruled out when the 

correlation coefficients are not in excess of 0.75 (Hair et al., 1998; Tabachnick & Fidell, 1989; 

Pallant, 2005) while others suggest that it should not exceed 0.80 (Bryman and Cramer, 2006).  

In this study, Pearson Correlation analysis and Variance Inflation Factor were used to determine 

multicollinearity.  

 

3.12.1 Multicollinearity testing using Variance Inflation Factor 

Further tests of multicollinearity was done using variance inflation factor (VIF) a regression 

diagnostic test which was calculated using SPSS. Studies have shown that VIF value that is 

above 10 and tolerance value that is less than 0.2 is a sign of multicollinearity (Hair et al., 1998; 

Pallant, 2005).  

 

3.13  Ethical Consideration 

The main aim of ethical consideration was to safeguard confidentiality and anonymity of the 

academic staff during data collection. This was necessary because it encouraged the academic 

staff to be honest. No respondent was forced to take part in the study. Because of the sensitive 

nature of the data requested, academic staff were assured of anonymity and confidentiality. 

Authority to visit the respective institutions and offices was sought and a study permit was 

obtained from the National Council for Science and Technology. 
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CHAPTER FOUR 

RESULTS AND DISCUSSIONS 

4.1  Introduction  

The study's key objective was to evaluate how perceived organizational support affected the 

relationship between talent management practices and academic staff retention in Kenyan 

universities. The profiles of the research respondents, descriptive and inferential statistics, 

hypotheses tests, and discussion of the results are all presented in this chapter. 

 

4.2  Response Rate  

The study sample size was 388 academic staff drawn from thirty-one (31) Public and thirty-two 

(32) Private universities. Following the administration of the questionnaires, 308 questionnaires 

were filled and returned giving a response rate of 79.3%. According to Mugenda and Mugenda 

(2012) a response rate of 50% is adequate for analysis and reporting; a rate of 60% is good and a 

response rate of 70% and above is excellent.  Rogelberg and Stanton (2007) asserted that when 

cross – sectional studies of survey design are conducted at the individual level; 50% response 

rate is acceptable. Therefore, the response rate obtained in this study was adequate for analysis 

and reporting. 
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4.3  Multicollinearity Tests Results  

Table 4. 1. Multicollinearity testing using Correlation analysis  

  Training Succession 

Planning 

Career 

Management 

Mentoring Coaching Academic 

Staff 

Retention 
Training Pearson 

Correlation 

1 .632** .682** .466** .444** .421** 

Sig. (2-

tailed) 

  .000 .000 .000 .000 .000 

N 298 290 277 290 288 296 

Successio

n Planning 

Pearson 

Correlation 

.632** 1 .693** .588** .553** .425** 

Sig. (2-

tailed) 

.000   .000 .000 .000 .000 

N 290 296 274 286 286 292 

Career 

Managem

ent 

Pearson 

Correlation 

.682** .693** 1 .555** .607** .458** 

Sig. (2-

tailed) 

.000 .000   .000 .000 .000 

N  277 274 282 275 270 279 

Mentoring Pearson 

Correlation 

.466** .588** .555** 1 .696** .368** 

Sig. (2-

tailed) 

.000 .000 .000   .000 .000 

N 290 286 275 297 284 294 

Coaching Pearson 

Correlation 

.444** .553** .607** .696** 1 .341** 

Sig. (2-

tailed) 

.000 .000 .000 .000   .000 

N 288 286 270 284 296 290 

Academic 

Staff 

Retention 

Pearson 

Correlation 

.421** .425** .458** .368** .341** 1 

Sig. (2-

tailed) 

.000 .000 .000 .000 .000   

N 296 292 279 294 290 302 

** Correlation is significant at the 0.01 level (2-tailed). 
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Results from table 4.1 shows that the highest correlation coefficient is r = 0.696, p=0.000 which 

is between mentoring and coaching. The results further show that all the correlations are below 

the threshold of 0.75 (Hair et al., 1998; Tabachnick & Fidell, 1989; Pallant, 2005) which rules 

out multi-collinearity. 

 

Table 4. 2. Multicollinearity testing using Variance Inflation and Tolerance  

(Constant)  Tolerance  VIF  

Training .479 2.087 

Succession Planning .469 2.132 

Career Management .414 2.417 

Mentoring .457 2.189 

Coaching .470 2.127 

 

The results of this study revealed that VIF values ranged from 2.087 to 2.417 which were much 

lower than the recommended cut-off threshold of 10 thus suggesting the absence of 

multicollinearity. The results further show tolerance values of more than 0.2 further suggesting 

the absence of multicollinearity.  

 

4.4 Descriptive Analysis of the respondents 

This section gives a brief overview of the demographic features of the study's sampled 

respondents. This will provide a better understanding of the study's respondents. The following 

are the results of the demographic characteristics. 
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Table 4. 3. Demographic Characteristics 

Feature  Aspect   Frequency   Percentage (%) 

Gender   Male   194    63 

   Female   112    37 

Age   Below 30 years 15    4.3 

   30-39 Years  92    30.1 

   40-49 Years  121    40.4 

   50-59 Years  54    17.9 

   60 Years and above 22    7.3 

Tenure on the job 5 years and below 49    15.9  

6-10 years  108    35.3 

11-15 years  67    21.7 

16-20 years  26    8.4 

21-25 years  28    9 

26 years and above 29    9.7 

Tenure in the   Below 10 Years 181    58.7 

University  10-19 years  76    25 

                                     20-29 years  17    5.6 

                                    30 years and above 33    10.7 

Level of Education Masters  146              48.3    

                                     Phd   156              51.7 

Years intending Below 5 years  33    10.9 

 to work in the  5-10 years  59    19.5    

 university  11-14 years  70    23.2 

15-19 years  29    9.6 

Above 20 years 111    36.8 

Position held in  Tutorial Fellow 88    28.7 

the university  Lecturer  127    41.3 

   Senior Lecturer 55    18 

                                    Associate Professor    19    6.2 

   Professor  17    5.8 

University Sector Private   126    41.7 

   Public   176    58.3 
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The findings in table 4.2 shows that there were more male respondents (63%) than female 

respondents (37%).  These results are consistent with study by Mukhwana et al. (2016) which 

found that there were more males (68%) than females (32%) in Kenyan Universities. These 

comparable statistics resonate well with the policy of at least one-third gender rule enshrined in 

Kenya’s Constitution. The findings of the study further concur with a study by Gitaka and 

Machogu (2016) who found that in 2016 the senior level positions in the universities under study 

had 63 appointments. Out of this, 42 (66.7%) were males while 21 (33.3%) were females. 

Gender roles may play a role in the gender differences, as women are traditionally responsible 

for their families, which hinders their professional progress, whereas their male counterparts 

spend their time to productive work or recreation. Women who are responsible for housework 

and childcare have less energy available for remunerated work than men, according to Santos & 

Van-Phu (2019), which affects their job chances and productivity. 

 

The results of age distribution of the respondents reveal that majority of the respondents (70.5%) 

were between the age of 40-49 years (40.4%) and 30-39 years (30.1%).  Respondents who were 

below 30 years were only 4.3 % which can be explained with the fact that a lot of years are taken 

for one to qualify as an academic staff with the Commission of University Education (Kenya) 

requiring a minimum of a master’s degree to qualify to teach at the university level.  Academic 

staffs above 60 years were only 7.3%, which may be attributed to retention challenges in 

universities. The findings concur with a study by Kipkebut (2010) who found that the 

percentages of academic staff between 30 and 50 years was 72% while those above 50 years was 

19% clearly indicating the problem of   academic staff attrition in Kenyan’s universities. 

 

The results show a majority of the respondents had worked for 15 years and below (72.9 %) 

while only 27.1% had worked for more than 15 years, further depicting the problems universities 

are facing in staff retention.  Kenyan Universities are experiencing a problem of academic staff 

turnover where experienced academics are moving to other sectors in the Country. Ng’ethe 

(2012), reported that managing employee turnover was one of the challenges facing many public 

and private universities in Kenya. The study further disclosed that globalization had intensified 

competition and increased mobility of highly skilled employees. 
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The results of years worked in current university discloses that those who had worked for less 

than 10 years were the majority at 58.7 % while only 10.7% had worked for more than 30 years.  

The study reported those who had worked for between 10-19 years being 25% while those who 

had worked for 20-29 years were 5.6%. The results reveal that the universities are experiencing 

problems of academic staff attrition. The findings are supported by a study by Ng’ethe (2012), 

which reported that some academic staffs were moving to other universities to take up non-

academic careers while others left the country. The findings are backed up by a research by 

Theron et al. (2014), which found that the universities under investigation were losing academic 

staff. Over half of the respondents said they were dissatisfied with the universities where they 

were now employed. Significantly, 34% said they considered leaving their academic institution, 

with the most common reason being dissatisfaction with income, while 74.5 percent said they 

had previously sought for another position. 

 

The results show that 51.7% of the respondents had obtained a doctoral degree while 48.3% were 

Master’s degree holders, which is the minimum academic requirement for academic staff. The 

results indicate that there has been a great improvement of PhD holders working in Kenya’s 

Universities. This increase is likely to be because of a requirement by CUE for minimum 

qualification to teach in a university by November 2019 to be a PhD degree. The results of this 

study shows a great improvement from the findings of Mukhwana (2016) who had reported that 

34% of academic staff had doctoral degrees while 53% had Master’s qualification. 

 

The results of the years intending to work in the current university reveals that 53.6% of the 

respondents did not intend to work in the current university for more than 15 years. On the other 

hand, those intending to work for between 15-20 years were 9.6% while those intending to work 

for more than 20 years were 36.6%. The result indicates that the majority of the academic staff 

were intending to leave their current employment. Lecturers (41.3 percent) and Tutorial Fellows 

(41.3 percent) made up the majority of the staff (28.7 percent). Professors (5.8%), Senior 

Lecturers (18%), and Associate Professors (6.2%) made up the rest of the staff. This was a 

skewed distribution with troubling implications for university mentorship and academic 

leadership. The findings contradict those from South African universities, which found that the 
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bulk of personnel were in senior ranks (Senior Lecturer and Professor) rather than lower cadres 

(Higher Education in Africa, 2010). 

 

The results show that most of the respondents were found in public universities (58.3%) while 

41.7% were in private universities. The results are in tandem with results of Mukhwana (2016), 

who revealed that majority of the academic staff were found in public universities and their 

constituent colleges (74%) while 20% were from private chartered universities and their 

constituent colleges. This is because public universities have high student enrolment rate 

compared to private universities (CUE, 2016). 

 

4.5 Descriptive statistics of talent management practices 

The findings of descriptive statistics of responses on Talent management practices, which were 

classed as training, succession planning, career management, mentoring, and coaching, are 

shown in this part. Items on the questionnaire were graded on a 4-point Likert scale, with 1 

indicating Strongly Disagree, 2 indicating Disagree, 3 indicating Agree, and 4 indicating 

Strongly Agree. Mean scores and standard deviations were used to assess the replies.  

 

4.5.1 Influence of training practices 

The descriptive statistics of training, which consist of two dimensions namely, adequacy of 

training and skill development are discussed below: 



100 

Table 4. 4. Influence of training skills adequacy 

 Statement N Minimum Maximum Mean Std. 

Deviation 

I am enthusiastic about training 

offered by my university 

309 1.00 5.00 4.175 0.954 

The university offers on-the- job 

training 

307 1.00 5.00 3.896 0.901 

Fairness is practiced all the time in the 

implementation of training policy for 

the academic staff  in this university 

305 1.00 5.00 3.849 1.034 

Training and development offered in 

my university is adequate 

308 1.00 5.00 3.812 0.960 

The university offers off the job 

training 

305 1.00 5.00 3.757 1.048 

Training opportunities outside the 

country influences academic staff to 

quit 

306 1.00 5.00 3.745 1.084 

Training opportunities are offered in 

this university 

308 1.00 5.00 3.279 1.200 

Overall Mean      3.788 1.026 

 

The results as indicated in Table 4.4 show that the overall mean score for the items of training 

adequacy was M = 3.7888, suggesting that the respondents agreed that training in the universities 

was adequate. The mean scores suggest that majority of the respondents agreed with the 

adequacy of training as follows:  they were enthusiastic about training offered by their university 

(M = 4.175), that their universities offered on-the- job training (M = 3.896), that fairness was 

practiced all the time in the implementation of training policy for the academic staff in their 

university (M = 3.849), that the training offered in their university was adequate (M = 3.812), 

their universities offer off-the-job training (M = 3.757) and  training opportunities outside the 

country influenced academic staff to quit (M = 3.745). On the other hand, the respondents were 

uncertain on the item on “Training opportunities are offered in this university” with a mean of M 
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= 3.279. In conclusion, academic staff members stated that on-the-job and off-the-job training 

provided by their universities was adequate and that they were pleased about it. Furthermore, 

they stated that training opportunities outside of the country pushed academic employees to 

leave, and that fairness was always followed in the implementation of their university's training 

policy for academic staff, and that training opportunities were offered in their universities. 

 

Table 4. 5. Influence of training skills development 

 Statement  N Minimum Maximum Mean Std. 

Deviation 

Training makes me work with little or 

no supervision and makes me 

committed to my organization 

309 1.00 5.00 4.052 1.005 

The skills and knowledge learnt on the 

job in this university would transfer 

easily to most other similar 

organizations 

309 1.00 5.00 4.026 0.960 

Skill development opportunities and 

career progress was my major attractor 

to this university. 

307 1.00 5.00 3.831 1.148 

The university promotes staff after 

training 

308 1.00 5.00 3.549 1.277 

The  university  readily  invests  in  

professional  development  for the 

academic staff 

309 1.00 5.00 3.505 1.268 

Overall Mean      3.792 1.131 

 

The overall mean of skill development responses was (M = 3.792). The mean scores revealed 

that the majority of respondents agreed that training allowed them to work with little or no 

supervision and made them more committed to their organization (M = 4.052), that the skills and 

knowledge gained on the job in their university could easily be transferred to most other similar 

organizations (M = 4.026), that skill development opportunities and career advancement were 
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their primary reasons for attending their universities (M = 3.831), and that universities promoted 

staff after training (M = 3.831). 

 

In summary, the academic staff indicated that training offered by universities to their academic 

staff enhanced skills development which made them to work with little or no supervision and 

that the skills learnt could easily be utilised in other similar organisations. The results further 

indicated that skill development opportunities offered by their universities were a major 

motivator to the academic staff. The findings are backed up by the notion of job adjustment, 

which holds that employees who receive proper training in skill development from their 

employers are happier and feel motivated to compensate them with positive attitudes, loyalty, 

and devotion (Blau 1964; Mossholder et al., 2005). The findings also show that the respondents 

were satisfied with various parts of the training provided by their schools. The study's findings 

are consistent with Acton and Kraiger's (2009), conclusion that job-related training improves 

employees' problem-solving abilities. Furthermore, if employees are confident and driven to 

complete a task, they are more likely to do it, they are more likely to be committed to their job 

and reduce turnover rates.  

 

4.5.2    Influence of succession planning 

The dimensions of succession planning were needs driven assessment and professional 

development. table 4.6 presents the results of the analysis. 
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Table 4.6. Influence of Succession Planning (Needs Driven Assessment) 

 Statements  N Minimum Maximum Mean Std. 

Deviation 

Competencies and specifications 

required to undertake key roles are 

defined. 

309 1.00 5.00 4.155 0.951 

The university identifies future 

academic leaders 

308 1.00 5.00 4.000 1.015 

The university identifies faculty who 

have the potential to become future 

academic leaders 

308 1.00 5.00 3.893 1.001 

Employees are prepared in advance 

to hold higher positions for 

organizational survival. 

309 1.00 5.00 3.871 1.040 

The university identifies 

competencies required for future 

academic leaders 

307 1.00 5.00 3.847 0.973 

The university identifies the 

likelihood of academic 

administrators leaving the university 

308 1.00 5.00 3.756 1.035 

The university tracks potential 

administrative openings as a result of 

retirements 

307 1.00 5.00 3.739 1.037 

Overall Mean       3.895 1.007 

 

According to the results in Table 4.6, the mean score for the Needs Driven Assessment questions 

was M = 3.895, indicating that the respondents agreed that the universities were using needs 

driven assessment in succession planning. The mean scores indicate that the majority of 

respondents agreed that key role competencies and specifications are defined (M = 4.155), that 

universities identify faculty with the potential to become future academic leaders (M = 4.000), 

that universities identify competencies required for future academic leaders (M = 3.893), and that 
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employees are prepared in advance to hold higher positions for organizational survivability (M = 

3.893), the university determines essential competencies for future academic leaders (M = 

3.847), the possibility of academic administrators departing the institution (M = 3.756), and the 

university records possible administrative openings due to retirements (M = 3.739). In 

conclusion, the respondents stated that their institutions were performing needs-driven 

assessments as part of their succession planning. For organizational survival, competencies and 

specifications for key roles are specified, universities identify academics with the potential to 

become future academic leaders, and staff are prepared in advance to hold higher positions. 

 

While many organizations have some sort of framework in place for replacing leaders, few have 

executed a systematic succession-planning program. However, the obvious advantages of having 

a structure in place to manage institutional leadership succession and promote internal talent 

have motivated many post-secondary institutions to begin constructing such programs (Hanover 

Research Council, 2010). According to Mehrtak et al. (2014), building succession planning 

necessitates a long-term company strategy incorporating important areas that require continuity, 

as well as a requirements assessment of the key personnel that the organization employs. 
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Table 4.7. Influence of Succession Planning (Professional Development) 

 Statements  N Minimum Maximum Mean Std. 

Deviation 

The university encourages future 

academic leaders to create a 

personal development plan 

304 1.00 5.00 4.039 0.967 

The university uses performance 

appraisals to assess faculty 

performance 

305 1.00 5.00 3.970 0.988 

Individuals are trained to assume 

greater responsibilities for 

organizational continuity. 

307 1.00 5.00 3.635 1.089 

The succession planning process 

aligns with broader planning at the 

university 

306 1.00 5.00 3.569 1.079 

The university provides individual 

feedback to future academic leaders 

as they are developing 

307 1.00 5.00 3.472 1.073 

 Overall Mean       3.737 1.039 

 

The overall mean score for the components of Succession Planning (Personal Development) was 

(M = 3.737), as shown in Table 4.7. The majority of respondents agreed with the following 

items, according to the mean scores: Individuals are trained to assume greater responsibilities for 

organizational continuity (M = 3.635), succession planning aligns with broader planning at the 

university (M = 3.569), and future academic leaders receive individual feedback as they develop 

(M = 4.039).  

 

In conclusion, the respondents stated that universities encourage future academic leaders to 

develop a personal development plan, that universities use performance appraisal to evaluate 

academic staff performance, and that individuals are trained to take on greater responsibilities for 

organizational continuity. The respondents also stated that the succession planning process is in 



106 

line with the institution's overall planning (M = 3.569) and that the university provides individual 

input to future academic leaders as they progress. 

 

4.5.3 Influence of career management 

The dimensions of Career management were career development policies and career 

management (personal development).  

Table 4.8: Influence of Career management (Career Development Policies) 

 Statements  N Minimum Maximum Mean Std. 

Deviation 

Career  development  programs  

help  attract  new  recruits  in  this 

university 

302 1.00 5.00 3.934 1.026 

My university has in-house 

development programmes to 

develop its employees 

304 1.00 5.00 3.905 0.965 

Unique  career  development  

programs  in  this  university results  

to increased productivity and profits 

306 1.00 5.00 3.833 1.035 

This university always plans on 

employee career growth 

305 1.00 5.00 3.761 1.016 

Employee  career  development  

benefits  are  in  place  in  this 

university 

305 1.00 5.00 3.685 1.045 

I am satisfied by growth 

opportunities offered by this 

university 

304 1.00 5.00 3.628 1.042 

Overall Means 289     3.791 1.021 

 

The results in Table 4.8 show that the overall mean of the responses of career development 

policies was M = 3.791. The mean scores indicated that the respondents agreed that career 

development programs help attract new recruits in the universities (M = 3.934), that their 
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universities had in-house programmes to develop their employees (M = 3.905), that unique 

career development programs in the universities results to increased productivity and profits (M 

= 3.833), that the universities always plan on employee career growth (M = 3.761), that 

employee  career  development  benefits  are  in  place  in  the universities (M = 3.685) and that 

they are satisfied by growth opportunities offered by their universities (M = 3.628). 

 

In summary, the respondents indicated that universities have in-house programmes to develop 

their employees, career development benefits are in place in the universities, career development 

programs help attract new recruits in universities, results to increased productivity and profits to 

the universities. The academic staff are satisfied by growth opportunities in the universities and 

universities always plan on employee career growth. The results are echoed by Kamau & 

According to Kamara (2017), career development policies are a basic component of human 

resource management that enhances employees' short and long-term potential. Further, 

Henderson (2018) posits that career development policies give workers lifelong learning 

opportunities and ongoing self-improvement. Career development policies promote employee 

growth and participation, and improve work satisfaction, efficiency, and organizational support. 
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Table 4.9. Influence of Career management (Personal Development) 

 Statement  N Minimum Maximum Mean Std. 

Deviation 

This university's advancement and 

career development policy is well-

defined and well-understood by all 

workers. 

308 1.00 5.00 4.032 0.927 

As a supervisor, I routinely mentor 

employees to help them advance 

professionally. 

308 1.00 5.00 3.860 0.987 

Before outsourcing, every attempt is 

taken to employ internal expertise or 

build capacity. 

308 1.00 5.00 3.857 1.079 

Employee career development 

programs are tailored to the specific 

needs of each academic staff member. 

307 1.00 5.00 3.808 0.953 

All employees at the university are 

aware of the university's employee 

development strategy. 

306 1.00 5.00 3.739 1.042 

This university is continually thinking 

about how to advance its employees' 

careers. 

305 1.00 5.00 3.672 1.041 

Overall Mean      3.828 1.005 

 

The aggregate mean for Career management (Personal Development) was M = 3.828, as shown 

in Table 4.9. The mean scores for responses to items on Career management (personal 

development) show that the majority of respondents agreed with the following items: university 

progress and career development policy is clearly outlined and known to all employees (M = 

4.032), supervisors frequently mentor staff to grow professionally (M = 3.860), every effort is 

made to use skills from within or create capacity before outsourcing (M = 3.857), and their 

universities have a strong commitment to diversity (M = 3.857). Employee career development 
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programmes offered are linked to each academic staff career needs (M = 3.808) and finally, that 

their universities always plan on employee career growth (M = 3.672). 

 

In conclusion, respondents stated that career development plans are clearly outlined and 

understood by all employees, managers routinely mentor staff to help them improve 

professionally, and every effort is made to utilise capabilities from inside institutions or create 

capacity before outsourcing. Employee career development programs are related to each 

academic staff member's career needs, and the universities always plan on employee career 

advancement, according to their employee development strategy, which is fully recognized by all 

employees. 

 

4.5.4   Influence of mentoring 

The dimensions of mentoring were mentoring (ongoing opportunities) and mentoring 

(connection and commitment). Table 4.9 and 4. 10 presents the results of the analysis. 

Table 4. 10. Influence of Mentoring (Ongoing Opportunity) 

 Statements  N Minimum Maximum Mean Std. 

Deviation 

I respect my mentor’s ability to 

teach and instruct others 

308 1.00 5.00 3.779 1.157 

I try to model my behaviour after 

my mentor 

305 1.00 5.00 3.643 1.167 

My mentor has guided  me to finish 

assignments or meet deadlines that 

otherwise would have been difficult 

to complete 

307 1.00 5.00 3.599 1.207 

My  Chair  of  Department 

frequently  mentors  staff  to  grow 

professionally 

307 1.00 5.00 3.550 1.180 

Overall Mean 303     3.643 1.178 
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The results in Table 4.10 shows the mean scores of the responses of mentoring (ongoing 

opportunities) with an overall mean score of M = 3.643. The mean scores indicated that the 

respondents agreed that they respected their mentors’ abilities to teach and instruct others (M = 

3.779), they try to model their behaviour after their mentors (M = 3.643), that their mentors have 

guided them to finish assignments or meet deadlines that would otherwise have been difficult to 

complete (M = 3.599) and that their chair of department frequently mentor staff to grow 

professionally (M = 3.550).  

 

In summary, the respondents indicated that the academic staff respected their mentors’ ability to 

teach and instruct others, they try to model their behaviours after their mentors, their mentors 

guides them to complete assignments that would be difficult to complete and that the chairs of 

departments mentor staff to grow professionally. Tahir (2016) posited that seniors and 

professionals in the form of mentors share information and their experiences with mentees, 

which creates and develop in them a deeper sense of loyalty to the organization and increases 

their commitment to the organization. 
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Table 4. 11.  Influence of Mentoring (Connection and Commitment) 

 Statement  N Minimum Maximum Mean Std. 

Deviation 

Mentoring in this university  

nurtures  junior scholars for 

successful academic careers 

308 1.00 42.00 4.026 2.455 

My mentor has kept me informed 

about what is going on at higher 

levels, or how external conditions 

are influencing the university 

308 1.00 5.00 3.831 1.182 

My mentor  has  recommended me  

in   obtaining  assignments  that 

increased my personal contact 

with important administrators in 

the university 

306 1.00 5.00 3.686 1.173 

My  mentor  has  discussed  my  

concerns   about  advancement 

opportunities within  the 

university 

307 1.00 5.00 3.684 1.166 

Overall Mean      3.807 1.494 

 

The results in table 4.11 showed that the overall mean score for mentoring (connection and 

commitment) was M = 3.807. The mean scores indicated that the respondents agreed that 

mentoring in their universities  nurtured  junior scholars for successful academic careers (M = 

4.026), that their mentors kept them informed about what is going on at higher levels, or how 

external conditions are influencing the universities (M = 3.831), that their mentors  

recommended them in  obtaining  assignments  that increased their personal contact with 

important administrators in the university (3.686) and finally, that their  mentors discussed  their  

concerns   about  advancement opportunities within  the university (M = 3.684).  The results 

have indicated that the respondents agreed that mentoring programmes resulted in connection 

and commitment between the mentors and mentees in the universities.  
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In summary, the respondents indicated that mentoring nurtures junior scholars for successful 

academic careers, the mentors keep their mentees informed about what is going on at higher 

levels and how external conditions are influencing the universities. Further, they agreed that 

mentors have recommended their mentees in obtaining assignments that increases their personal 

contacts with important administrators in the university. The mentors discuss concerns with their 

mentees about advancement opportunities within the university leading to connection and 

commitment between the mentors and mentees in the universities.  Senior and more experienced 

academic staff were mentoring new entrants and academic staff in junior ranks to grow 

professionally and develop specific competencies.  

 

4.5.5  Coaching 

The dimensions of coaching were personal effectiveness and feedback.  Table 4.12 and 4.13 

presents the results of the analysis. 

Table 4. 12.  Influence of Coaching (personal effectiveness) 

 Statements  N Minimum Maximum Mean Std. 

Deviation 

My chair  enables me to finish 

assignments or meet deadlines that 

otherwise would have been 

difficult to complete 

308 1.00 5.00 4.097 1.016 

Coaching  helps  me  feel  

comfortable  with  management  

and encourages  open  

communication  resulting  in  a  

positive  work experience 

309 1.00 5.00 3.877 0.979 

 Coaching has inspired me to go 

above and beyond what is expected 

of me 

309 1.00 5.00 3.663 1.083 

The university has  coaching 

programmes 

305 1.00 5.00 3.508 1.049 

Overall Mean      3.787 1.032 
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Table 4.12 shows that the total mean of the coaching (personal effectiveness) replies was (M = 

3.787). Most respondents agreed that their chair of departments helps them finish assignments or 

meet deadlines that would otherwise be difficult to complete (M = 4.097), that coaching helps 

them feel comfortable with management and encourages open communication, resulting in a 

positive work experience (M = 3.877), and that coaching has inspired them to go above and 

beyond what is expected of them (M = 4.097). 

 

In summary, the respondents indicated that the chairs of departments in their universities helped 

academic staff to finish assignments and meet deadlines. In addition, coaching helped academic 

staff to feel comfortable with the management and encouraged open communication as well as 

inspiring the academic staff to go above and beyond what is expected of them resulting in a 

positive work experience. 

Table 4. 13.  Influence of Coaching (Feedback) 

Statements  

  

N Minimum Maximum Mean Std. 

Deviation 

I  experience  greater  sense  of  

connection  and  commitment  to  

the organization when 

professionals help mould my 

careers 

308 1.00 5.00 4.127 1.077 

My coach provides feedback that 

helps me focus on the work that I 

am doing 

302 1.00 5.00 3.993 1.025 

The feedback channels used in this 

university  are adequate to provide 

for my coaching needs 

305 1.00 5.00 3.620 1.048 

Overall Mean      3.913 1.050 

 

The results from table 4.13 showed that the overall mean for coaching (Feedback) was M = 

3.913. The respondents agreed that when professionals helped shape their careers, they felt more 

connected and committed to the organization (M = 4.127), according to the mean scores. that 
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their coach provided feedback that helped them to focus on the work that they are doing (M = 

3.993) and that feedback channels used in their universities were adequate to provide for their 

coaching needs (M = 3.620). 

 

In conclusion, respondents stated that when professionals assist academic employees in shaping 

their careers, they feel more connected and committed to the business. Further, they indicated 

that academic staff received feedback from their universities and that their coaches helped them 

to focus on their work.  

 

4.5.6  Perceived Organisational Support 

The moderating variable of the study, Perceived Organisational Support, had six (6) items. Table 

4.14 presents the results of the analysis. 

Table 4. 14. Mean and Standard Deviation Measures of Perceived Organizational Support 

 

The results in table 4.14 indicate that the mean score for Perceived Organisational Support was 

M = 3.893. The mean scores indicated that most of the respondents agreed that their universities 

 Statements  N Minimum Maximum Mean Std. 

Deviation 

My organization will forgive an 

honest mistake on my part 

305 1.00 5.00 4.344 0.947 

My organization really cares about 

my well-being 

307 1.00 5.00 4.104 0.940 

This university strongly considers my 

goals and values 

308 1.00 5.00 3.782 0.851 

My organization cares about my 

opinions 

307 1.00 5.00 3.733 0.950 

My organization is willing to help me 

if I need a special favour 

305 1.00 5.00 3.698 1.017 

My organization cares about my 

opinions 

307 1.00 5.00 3.697 1.011 

Overall Mean      3.893 0.953 
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would forgive an honest mistake on their part (M = 4.344), their universities really cares about 

their well-being (M = 4.104), that their universities cares about  their opinions (M = 3.733), their 

universities strongly considers their goals and values (M = 3.782), their organizations are willing 

to help them if they need a special favour (M = 3.698) and their organizations cares about their 

opinions (M = 3.697).  

 

In summary the respondents indicated that their organisations will forgive them for honest 

mistakes on their part, the organisations cares about their well-being and opinions. The 

universities consider the academic staffs’ goals and values and the universities are willing to help 

the academic staff when they are in need of special favours. 

 

4.5.7  Academic staff retention 

The dependent variable of the study was Academic staff retention which had nine (9) items. 

Table 4.15 presents the results of the analysis. 
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Table 4.15: Mean and Standard Deviation Measures of Academic staff retention 

 Statements  N Minimum Maximum Mean 

Std. 

Deviation 

If it were up to me, I would spend the 

next five years working for this 

university. 

302 1.00 5.00 3.854 4.357 

Working for this university is a dream 

come true for me. 
302 1.00 5.00 3.801 1.135 

My job at this university brings me 

satisfaction, and I envision a bright 

future for myself here. 

302 1.00 5.00 3.705 1.125 

If I wanted to change jobs or functions, 

I would first look at what is available at 

this university. 

302 1.00 5.00 3.533 1.246 

I previously looked into a job outside 

of university. 
302 1.00 5.00 3.243 1.264 

It makes no difference if I work for this 

university or another, as long as I am 

employed. 

302 1.00 5.00 3.003 1.466 

I previously looked for a position at 

another university. 
302 1.00 5.00 2.917 1.375 

Within the next three years, I intend to 

work for another university. 
302 1.00 5.00 2.887 1.442 

If it were up to me, I would spend the 

next five years working for this 

university. 

302 1.00 5.00 2.649 1.401 

Mean    3.288  

 

The results in Table 4.15 shows that most of the respondents agreed that they were contented in 

working in their current universities. The mean scores of the responses of academic staff 

retention items disclosed that most of the respondents agreed that if it were up to them, they will 
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definitely be working for their university for the next five years (M = 3.854), they love working 

for their university (M = 3.801), that work gives them satisfaction  within their university, (M = 

3.705), that they see a future for themselves within their universities (M = 3.533), that if they 

wanted to do another job or function, they would look first at the possibilities within their 

universities (M = 3.243) and that they have checked out a job outside their universities 

previously (M = 3.003). On the other hand, some respondents expressed uncertainty on the 

following items: It does not matter if they are working for their university or another, as long as 

they have work (M = 2.917), and that they have checked out jobs in other universities previously 

(M = 2.887), that they are planning on working for another university within a period of three 

years (M = 2.649).  

 

In summary, the respondents indicated that they intended to work for their current institutions for 

the next five years, that working in their current institutions gives them satisfaction and that they 

see themselves working for their current universities in the future. The respondents further 

indicated that before looking for another job elsewhere, they would look first at available 

opportunities within their current universities.  

 

4.6  Hypotheses testing  

This section discusses the testing of hypotheses one to five using inferential statistics.  Pearson’s 

correlation analysis was carried out to determine the strength and direction of the relationships 

between talent management practices and academic staff retention.  Regression analyses (i.e. 

simple, multiple and hierarchical) were carried out to establish the effect of talent management 

practices and perceived organisational support on academic staff retention. 

 

4.6.1 Results of Pearson’s Correlation Analysis 

Before hypotheses testing were carried out using regression analysis, preliminary analysis of the 

objectives was done using Pearson Correlation analysis to determine the strength and direction of 

the relationships among talent management practices and perceived organisational support on 

academic staff retention. Pearson correlation coefficient ranges from 0 (if no relationship exists) 

to 1 (for a perfect relationship). According to Field (2005) correlation coefficients (r) which are 

< 0.35 are generally considered to represent low or weak correlations, 0.36 to 0.67 moderate 
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correlations and 0.68 to 0.90 strong or high correlations with r coefficients > 0.90 very high 

correlations. 

        Table 4. 16: Pearson’s Correlation Analysis exploring the relationship between talent      

        management practices and academic staff retention 

 Statements Training Succession 

Planning 

Career 

Management 

Mentoring Coaching Academic 

Staff 

Retention 

Training Pearson 

Correlation 

1 .632** .682** .466** .444** .421** 

Sig.  

(2-tailed) 

  .000 .000 .000 .000 .000 

N 298 290 277 290 288 296 

Succession 

Planning 

Pearson 

Correlation 

.632** 1 .693** .588** .553** .425** 

Sig.  

(2-tailed) 

.000   .000 .000 .000 .000 

N 290 296 274 286 286 292 

Career 

Management 

Pearson 

Correlation 

.682** .693** 1 .555** .607** .458** 

Sig. (2-

tailed) 

.000 .000   .000 .000 .000 

N  277 274 282 275 270 279 

Mentoring Pearson 

Correlation 

.466** .588** .555** 1 .696** .368** 

Sig.  

(2-tailed) 

.000 .000 .000   .000 .000 

N 290 286 275 297 284 294 

Coaching Pearson 

Correlation 

.444** .553** .607** .696** 1 .341** 

Sig.  

(2-tailed) 

.000 .000 .000 .000   .000 

N 288 286 270 284 296 290 

Academic 

Staff 

Retention 

Pearson 

Correlation 

.421** .425** .458** .368** .341** 1 

Sig. (2-

tailed) 

.000 .000 .000 .000 .000   

N 296 292 279 294 290 302 

**. Correlation is significant at the 0.01 level (2-tailed). 
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4.6.1.1 Relationship between talent management practices and academic staff retention 

The results of correlation analysis in Table 4.16 show the relationship between the talent 

management practices and academic staff retention. The analyses have shown that all the talent 

management practices had significant positive correlations with academic staff retention as 

follows: training and academic staff retention (r = 0.421, p < 0.05), succession planning and 

academic staff retention (r = 0.425, p < 0.05), career management and academic staff retention (r 

= 0.458, p < 0.05), mentoring and academic staff retention (r = .368, p < 0.05) and finally, 

coaching and academic staff retention (r = .341, p < 0.05). This suggests that academic staff 

retention was enhanced when academic staff received adequate training, coaching, mentoring, 

career management and succession planning programmes. These results are consistent with 

studies that found positive relationships between talent management practices and staff retention 

(Chitsaz-Isfahani & Boustani, 2014; Thiriku & Were, 2016). Similarly, Kheirkhah et al. (2016) 

found a statistically significant relationship between talent management and organizational 

learning. Further Pearson’s Correlation analyses on the relationships between the dimensions 

of each of the talent management practices and academic staff retention were done and 

discussed below. 

 

4.6.1.2 Relationship between the dimensions of Training and Academic Staff Retention 

The results of correlation analysis between the dimensions of training comprising adequacy of 

training and skills development and academic staff retention are presented below. 
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Table 4. 17: Relationship between dimensions of Training and Academic Staff Retention 

 Statement Training 

Adequacy 

Training 

(Skills 

Development) 

Academic 

Staff 

Retention 

Training Adequacy Pearson Correlation 1 .615** .327** 

Sig. (2-tailed)   .000 .000 

N 299 298 296 

Training (Skills 

Development) 

Pearson Correlation .615** 1 .452** 

Sig. (2-tailed) .000   .000 

N 298 306 301 

Academic Staff 

Retention 

Pearson Correlation .327** .452** 1 

Sig. (2-tailed) .000 .000   

N 296 301 302 

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

 

The results from table 4.17 showed a significant positive relationship between adequacy of 

training and academic staff retention (r = .327, p < 0.05). The results also found a significant 

positive relationship between skills development and academic staff retention (r = 0.452,              

p < 0.05).  This is consistent with findings by Onah and Anikwe (2016) who found that training 

had a positive effect on attraction and retention of academic staff in Nigerian Universities. 

Similarly, Ng’ethe (2013) found a positive and significant relationship between training and 

academic staff retention. 

 

4.6.1.3 Relationship between the dimensions of Succession Planning and Academic Staff   

Retention  

The results of correlation analysis between dimensions of succession planning (namely, Needs 

Driven Assessment and Professional Development) and academic staff retention are presented 

below. 
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Table 4.18: Relationship between Succession Planning and Academic Staff Retention 

 Statement  Succession 

Planning 

(Needs Driven 

Assessment) 

Succession 

Planning 

(Personal 

Development) 

Academic 

Staff 

Retention 

Succession 

Planning (Needs 

Driven 

Assessment) 

Pearson Correlation 1 .662** .350** 

Sig. (2-tailed)   .000 .000 

N 304 296 299 

Succession 

Planning 

(Personal 

Development) 

Pearson Correlation .662** 1 .440** 

Sig. (2-tailed) .000   .000 

N 296 299 294 

Academic Staff 

Retention 

Pearson Correlation .350** .440** 1 

Sig. (2-tailed) .000 .000   

N 299 294 302 

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

 

The results in table 4.18 shows a significant positive relationship between Succession Planning 

(Needs Driven Assessment) and academic staff retention (r =0 .350, p < 0.05). The results also 

found a significant positive relationship between Succession Planning (Professional 

Development) and academic staff retention (r = 0. 440, p < 0.05). This implies that academic 

staff retention improved when universities implemented needs driven assessment and 

professional development aspects of succession planning.  The results are consistent with study 

by Salaman (2014), which found a positive relationship between succession planning and 

employee retention. Similarly, Rahman et al. (2008) found that succession planning had a 

negative effect on turnover intention and thus a positive effect on retention. 
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4.6.1.4 Relationship between the dimensions of Career Management and Academic Staff 

Retention 

The results of correlation analysis between dimensions of career management (namely, career 

development policies and personal development) and academic staff retention are presented 

below.  

Table 4. 19: Relationship between Career Management and Academic Staff   Retention 

 Statement Career 

Management 

Policies 

Career 

Management 

(Professional 

Development) 

Academic 

Staff 

Retention 

Career 

Management 

Policies 

Pearson 

Correlation 

1 .259** .118* 

Sig. (2-tailed)   .000 .043 

N 300 292 294 

Career 

Management 

(Professional 

Development) 

Pearson 

Correlation 

.259** 1 .331** 

Sig. (2-tailed) .000   .000 

N 292 300 294 

Academic Staff 

Retention 

Pearson 

Correlation 

.118* .331** 1 

Sig. (2-tailed) .043 .000   

N 294 294 302 

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

0.05 level (2-tailed). 

 

The results from Table 4.19 shows a significant positive relationship between career 

development policies and academic staff retention (r = 0. 118, p < 0.05). The results also found a 

significant positive relationship between Career management (Personal Development) and 

academic staff retention (r = 0. 331, p < 0.05). The results are consistent with study by Korantwi-

Barimah (2017) who found a positive relationship between career management and academic 

staff retention in universities. Similarly, Foong-ming (2008) found that career management had a 
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negative effect on turnover intention and thus a positive effect on retention. Kibui et al. (2014), 

also found a significant positive relationship between career development and employee’s 

retention. 

 

4.6.1.5 Relationship between the dimensions of Mentoring and Academic Staff Retention 

The results of correlation analysis between dimensions of mentoring (namely, ongoing 

opportunity and connection and commitment) and academic staff retention are presented below.  

 

Table 4.20. Relationship between Mentoring and Academic Staff   Retention 

Statements  Mentoring 

(Ongoing 

Opportunities) 

Mentoring 

(Connection 

and 

commitment) 

Academic 

Staff 

Retention 

Mentoring 

(Ongoing 

Opportunities) 

Pearson 

Correlation 

1 .723** .368** 

Sig. (2-tailed)   .000 .000 

N 303 297 299 

Mentoring 

(Connection and 

commitment) 

Pearson 

Correlation 

.723** 1 .317** 

Sig. (2-tailed) .000   .000 

N 297 302 297 

Academic Staff 

Retention 

Pearson 

Correlation 

.368** .317** 1 

Sig. (2-tailed) .000 .000   

N 299 297 302 

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

 

The results from table 4.20 shows a significant positive relationship between mentoring (ongoing 

opportunity) and academic staff retention (r = 0.368, p < 0.05). The results also found a 

significant positive relationship between mentoring (connection and commitment) and academic 

staff retention (r = 0.317, p < 0.05). The results are in tandem with findings of Kiguru (2018), 
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who found a statistically significant relationship between mentoring and employee retention. 

Similary Nkomo et al. (2017) found that mentoring had a positive significant effect on employee 

retention. 

 

4.6.1.6 Relationship between Coaching and Academic Staff Retention     

The results of correlation analysis between dimensions of coaching (namely, Personal 

Effectiveness and Feedback) and academic staff retention are presented below. 

Table 4. 21: Relationship between Coaching and Academic Staff   Retention 

  

Coaching 

(Personal 

Effectiveness) 

Coaching 

(Feedback) 

Academic 

Staff 

Retention 

Coaching (Personal 

Effectiveness) 

Pearson 

Correlation 
1 .695** .273** 

Sig. (2-tailed)   .000 .000 

N 302 301 301 

Coaching 

(Feedback) 

Pearson 

Correlation 
.695** 1 .306** 

Sig. (2-tailed) .000   .000 

N 301 301 300 

Academic Staff 

Retention 

Pearson 

Correlation 
.273** .306** 1 

Sig. (2-tailed) .000 .000   

N 301 300 301 

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

 

The results from Table 4.21 shows a significant positive relationship between Coaching 

(Personal Effectiveness) and academic staff retention (r = 0.273, p < 0.05). The results also 

found a significant positive relationship between Coaching (Feedback) and academic staff 

retention (r = .306, p < 0.05). Consistent with this study Chitsaz and Boustani (2014), found a 

positive and significant relationship between Coaching and employee Retention among 
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employees of Isfahan University. Nyanjom (2013), also found a significant positive relationship 

between coaching and employee’s retention. 

 

4.6.2  Results of Regression Analysis 

The findings of hypotheses testing using regression analyses are presented in this section. Simple 

and multiple regression analyses were used to test hypotheses one through six, while 

Hierarchical regression analysis was used to test hypothesis seven. As illustrated in Chapter 

Three, Section 3.12, the presence of multicollinearity was ruled out prior to regression analysis. 

The results of statistical analyses and interpretations of the findings in regard to the research 

hypotheses are presented in this part. 

H01:  Training does not have significant effect on academic staff retention in Kenyan 

Universities 

This hypothesis was analysed using Simple regression analysis and the results are presented in 

Table 4.22 below. 

Table 4.22. Results of Simple Regression Results establishing the effect of Training on 

Academic Staff Retention 

Model Summary 

Model R R Square Adjusted R 

Square 

Std. Error of the Estimate 

1 .421a .177 .175 6.07944 

a. Predictors: (Constant), Training 

ANOVAa 

Model Sum of 

Squares 

Df Mean Square F Sig. 

1 Regression 2344.512 1 2344.512 63.434 .000b 

Residual 10866.124 294 36.960     

Total 13210.635 295       

a. Dependent Variable: Academic Staff Retention 

b. Predictors: (Constant), Training 
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Coefficients 

Model Unstandardized Coefficients Standardized 

Coefficients 

t Sig. 

B Std. Error Beta 

1 (Constant) 16.443 1.824   9.014 .000 

Training .343 .043 .421 7.965 .000 

 a. Dependent Variable: Academic Staff Retention 

 

Training explains 17.7% of the variance in academic staff retention (R square=0.177), according 

to the model summary of the findings of simple regression analysis shown in Table 4.22. This 

means that non-study factors account for 82.3 percent of the variation in academic staff retention. 

Furthermore, the regression model's fitness is demonstrated by the F-test statistic (F = 63.434, p 

= 0.000), indicating that training was a significant predictor of academic staff retention. Training 

was a significant positive predictor of academic staff retention (=.421, p=0.000) according to the 

standardised beta coefficients. Thus, the hypothesis which states that training does not have 

significant effect on academic staff retention is rejected and the alternative hypothesis which 

states that training has significant effect on academic staff retention was accepted.  

 

The findings of the study reveal that universities with training programs in place are more likely 

to retain academic employees. The findings are congruent with those of Onah and Anikwe 

(2016), who concluded that staff retention is important to employers because of the detrimental 

consequences of excessive staff turnover in a study of Nigerian universities. The study also 

concluded that academic staff attraction and retention in Nigerian universities needed to be 

handled, and that various elements, including training, had a good effect on academic staff 

attraction and retention. Similarly, Ng’ethe (2013), in a study on the determinants of staff 

retention in universities in Kenya, found that training had a positive and significant relationship 

with academic staff retention. Further, multiple regression analysis was carried out to determine 

the effect of the dimensions of training on academic staff retention, as shown on Table 4.19 

below. 
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Table 4.23: Multiple Regression Results for Effect of Training (adequacy of training and skills 

development) on academic staff retention 

Model Summary 

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 .457a .209 .203 5.97383 

a. Predictors: (Constant), Training (Skills Development), Training Adequacy 

 

ANOVAa 

Model Sum of Squares Df Mean Square F  Sig. 

1 Regression 2754.435 2 1377.217 38.592 .000b 

Residual 10456.200 293 35.687     

Total 13210.635 295       

a. Dependent Variable: Academic Staff Retention 

b. Predictors: (Constant), Training (Skills Development), Training Adequacy 

Coefficientsa 

Model Unstandardized Coefficients Standardized 

Coefficients 

t Sig. 

B Std. Error Beta 

1 (Constant) 15.601 1.810   8.621 .000 

Training Adequacy .099 .084 .078 1.184 .237 

Training (Skills 

Development) 

.705 .115 .405 6.142 .000 

 a. Dependent Variable: Academic Staff Retention 

 

The model summary of the regression results presented in Table 4.23 indicate that training 

(adequacy of training and skills development) explained 20.9% of the variance in academic staff 

retention (R square = 0.209). This shows that 79.1% of the variance in academic staff retention 

was explained by factors not in the study. Further, the F-test statistic (F = 38.592, p = 0.000) 

shows the fitness of the regression model, which means that adequacy of training and Skills 

development were significant predictors of academic staff retention.  
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The standardised beta coefficients show that adequacy of training was insignificant predictor of 

retention (β = 0.078, t- value = 1.184, p = 0.237). This implies that the component of training 

(adequacy of training) does not contribute to academic staff retention. On the other hand, the 

standardised beta coefficients show that the component of training (skills development) was a 

significant positive predictor of retention (β = 0.405, t = 6.142, p = 0.000). This implies that 

retention in universities was enhanced when training programmes focused on skills development 

of academic staff.   

 

The results indicate an improvement in the regression model with an increase in the R squared 

from R2 = 0.1776 to R2 = 0.209 when focus is shifted to the dimensions of training. This implies 

that individual components explain the variance in retention better than consolidating the factors 

into one variable. This suggests that academic employees who participated in skills development 

programs at their institutions were more likely to stay longer. Skill development, according to 

Dikshit and Trilok (2017), plays a vital role in tackling the concerns of talent retention and 

performance enhancement by allowing employees to see the gap between their current status and 

the status they want to achieve. Skills development programs have been identified as a means of 

bridging this gap. As a result, having a highly engaged workforce with the requisite knowledge, 

skills, and expertise can help an organization achieve high levels of business success (Vance, 

2006). 

 

H02:  Succession planning does not have significant effect on academic staff retention in 

Kenyan universities 

Hypothesis two of the study sought to determine the effect of Succession Planning on academic 

staff retention in Kenyan Universities. The results of the analysis are presented in Table 4.24. 

Table 4.24. Simple Regression Results for Effect of Succession Planning on Academic Staff 

Retention 

Model Summary 

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 .425a .181   .178                                        6.02951 

a. Predictors: (Constant), Succession Planning 
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                                                         ANOVAa 

Model Sum of Squares Df Mean Square F Sig. 

1 

Regression 633.672 1 633.672 22.077 .000b 

Residual 8524.730 297 28.703   

Total 9158.401 298    

a. Dependent Variable: Academic Staff Retention 

b. Predictors: (Constant), Succession Planning 

Coefficients 

  

Unstandardized 

Coefficients 

Standardize

d 

Coefficients 

t Sig. 

Collinearity 

Statistics 

B Std. Error Beta Tolerance VIF 

(Constant) 18.797 1.210   12.215 .000     

Succession 

Planning 
.297 .031 .263 7.996 .000 1.000 1.000 

 

Table 4.24 shows that succession planning explained 18.1 percent of the variance in academic 

staff retention (R square = 0.181) in the model summary of the regression results. This means 

that non-study factors account for 81.9 percent of the variance in academic staff retention. 

Furthermore, the regression model's fitness is demonstrated by the F-test statistic (F = 22.077, p 

= 0.000), indicating that succession planning is a strong predictor of academic staff retention. 

The standardised beta coefficients revealed that succession planning (= 0.263, p=0.000) was a 

significant positive predictor of academic staff retention. This implies that academic staff 

retention increased when succession planning programmes were provided in the universities. 

Thus, the hypothesis which states that succession planning does not have significant effect on 

academic staff retention is rejected and the alternative hypothesis which states that succession 

planning has significant effect on academic staff retention was accepted. The study findings 

therefore show that universities having succession planning programmes in place are likely to 

achieve higher academic staff retention.  
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The findings are in line with those of Adewale et al. (2011), who found that succession planning 

has a considerable impact on an organization's survival and growth. Staff retention was 

positively influenced by succession planning, according to Eshiteti (2013), because it provided 

opportunity for employee advancement and job satisfaction. According to the Human Capital 

Index Report (2005), succession planning is one of the most important techniques for lowering 

turnover costs and increasing employee engagement. Further, multiple regression analysis was 

carried out to determine the effect of the dimensions of succession planning on academic staff 

retention, as shown on Table 4.25 below. 

 

Table 4.25: Results of Multiple Regression analysis establishing the effect of the dimensions of 

Succession Planning on academic staff retention 

Model Summary 

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 .448a .201 .195 5.96586 

a. Predictors: (Constant), Succession Planning (Personal Development), 

Succession Planning (Needs Driven Assessment) 

ANOVAa 

Model Sum of Squares Df Mean Square F Sig. 

1 Regression 2581.126 2 1290.563 36.260 .000b 

Residual 10285.956 289 35.592     

Total 12867.082 291       

a. Dependent Variable: Academic Staff Retention 

b. Predictors: (Constant), Succession Planning (Personal Development), Succession 

Planning (Needs Driven Assessment) 
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Coefficientsa 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

B Std. Error Beta 

1 (Constant) 17.974 1.553   11.573 .000 

Succession Planning 

(Needs Driven 

Assessment) 

.121 .075 .114 1.624 .106 

Succession Planning 

(Personal Development) 

.584 .113 .364 5.165 .000 

a. Dependent Variable: Academic Staff Retention 

 

The components of succession planning accounted for 20.1 percent of the variance in academic 

staff retention in Kenyan universities, according to multiple regression analysis (R Square=.201). 

This means that other characteristics not included in the study explained 79.9% of the variance in 

academic staff retention. Furthermore, the regression model's fitness (F = 36.260, p = 0.000) is 

demonstrated by the F-test statistic (F = 36.260, p = 0.000), indicating that the components of 

succession planning were significant predictors of academic staff retention. 

 

The standardised beta coefficients show that succession planning (needs driven assessment) was 

an insignificant predictor of retention (β = .114, t = 1.624, p = 0.106). This implies that 

succession planning (Needs Driven Assessment) does not influence academic staff retention. On 

the other hand, the standardised beta coefficients showed that Succession Planning (Professional 

Development) was a significant, positive predictor of academic staff retention (β = 0.364, t- 

value = 5.165, p = 0.000). This implies that academic staff retention in universities increased 

when succession planning programmes were based on personal development of the academic 

staff. 

 

The results show a marginal improvement in the regression model with an increase in the R 

square from R2 = 0.181to R2 = 0.201 when focus is shifted from analysing succession planning 
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as a single variable to analysing its two (2) dimensions. This implies that individual components 

explain the variance in retention better than consolidating the factors into one variable. 

Consistent with this study, Inamorato et al. (2019), found that professional development 

contributes a significant effect in the survival and growth of organizations. Professional 

development is widely recognized as a necessary condition for the competitiveness of individuals 

and organizations which means that insufficient Professional development of academics creates a 

considerable risk to the quality of higher education and, consequently, to society as a whole.  

 

The findings are also in line with Tetty's (2009), findings, which claim that professional 

development is the engine that maintains universities committed to their mission as centers of 

ideas and innovation. If no efforts are made in this direction, intellectual capital will stagnate, 

and universities' importance to society would dwindle. When faculty members participate in 

professional activities and national and international research gatherings, they benefit from the 

intellectual and collegial stimulus provided by their peers. As a result, faculty development 

activities will continue to be an important component of their professional lives. 

 

H03: Career management does not have significant effect on academic staff retention in 

Kenyan Universities 

Hypothesis Three sought to examine the effect of Career Management on academic staff 

retention. The results of the analysis are presented in Table 4.26. 

Table 4.26. Simple Regression Results for Effect of Career Management on academic staff 

retention 

Model Summary 

Model R R Square Adjusted R 

Square 

Std. Error of the 

Estimate 

1 .458a .209 .207 5.96431 

a. Predictors: (Constant), Career Management 
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ANOVAa 

Model Sum of Squares Df Mean Square F Sig. 

1 Regression 2611.369 1 2611.369 73.409 .000b 

Residual 9853.728 277 35.573     

Total 12465.097 278       

a. Dependent Variable: Academic Staff Retention 

b. Predictors: (Constant), Career Management 

 

Coefficientsa 

Model Unstandardized Coefficients Standardized 

Coefficients 

t Sig. 

B Std. Error Beta 

1 (Constant) 19.127 1.418   13.492 .000 

Career 

Management 

.295 .034 .458 8.568 .000 

 a. Dependent Variable: Academic Staff Retention 

 

Career management explained 20.1 percent of the variance in academic staff retention (R square 

= 0. 209), according to the model summary of the regression results shown in Table 4.26. This 

means that factors outside the research explained 79.9% of the variance in academic staff 

retention. Furthermore, the regression model's fitness was demonstrated by the F-test statistic (F 

= 73.409, p = 0.000), indicating that career management was a strong predictor of academic staff 

retention. As a result, the hypothesis that career management has no effect on academic staff 

retention was rejected, whereas the alternative hypothesis that career management does have an 

impact on academic staff retention was accepted. 

 

Career management was a substantial positive predictor of academic staff retention (b= 0.458, p 

= 0.000), according to the standardised beta coefficients. This means that when institutions 

offered career management programs, academic staff retention improved. As a result of the 
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study's findings, universities that have career management programs in place are more likely to 

retain academic employees. 

 

This finding is in line with the findings of Selesho and Naile (2014), who discovered a favorable 

and significant link between career management and academic staff retention among employees 

at a few South African universities. The majority of respondents said that advancement in their 

careers helped them stay at their colleges, according to the report. Similarly, Mangusho (2015), 

discovered that firms were able to develop their talent through defined strategies for career 

advancement and progression, which had a direct impact on employee performance. Career 

management had a favorable significant influence on academic staff performance in Kenyan 

public universities in the Coast area, according to Mwashila et al. (2017). In addition, the 

universities under investigation have programs to prepare their academic staff for future jobs, as 

well as self-assessment tools to help their academic staff understand their career goals and 

succession plans. 

 

Further, multiple regression analysis was carried out to determine the effect of the dimensions of 

career management on academic staff retention, as shown on Table 4.27 below. 

Table 4.27. Results of Multiple Regression analysis establishing the effect of the dimensions of 

Career Management on academic staff retention 

Model Summary 

Model R R Square Adjusted R 

Square 

Std. Error of the Estimate 

1 .465a .216 .210 5.95129 

 a. Predictors: (Constant), Career Management (Personal Development), Career Management 

Policies 
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ANOVAa 

Model Sum of 

Squares 

df Mean Square F Sig. 

1 Regression 2689.763 2 1344.881 37.972 .000b 

Residual 9775.334 276 35.418     

Total 12465.097 278       

a. Dependent Variable: Academic Staff Retention 

b. Predictors: (Constant), Career Management (Personal Development), Career Management 

Policies 

Coefficientsa 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

B Std. Error Beta 

1 (Constant) 19.243 1.417   13.582 .000 

Career 

Development  

Policies 

.420 .091 .358 4.639 .000 

Career 

Management 

(Personal 

Development) 

.165 .094 .135 1.749 .081 

a. Dependent Variable: Academic Staff Retention 

 

The components of career management accounted for 21.6 percent of the variance in academic 

staff retention in Kenyan universities, according to the results of a multiple regression study (R 

Square = 0.216). This means that other factors not studied accounted for 78.4 percent of the 

variance in academic staff retention. Furthermore, the regression model's fitness (F = 37.972, p = 

0.000) is demonstrated by the F-test statistic (F = 37.972, p = 0.000), indicating that career 

management components were significant predictors of academic staff retention. 
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Career Management (Personal Development) was an insignificant predictor of retention (=.135, t 

= 1.749, p = 0.081), according to the standardised beta coefficients. This means that Academic 

Staff Retention is unaffected by Career Management (Personal Development). Career 

Management (Career Development Policies), on the other hand, was a significant, positive 

predictor of academic staff retention (= 0.358, t-value = 4.639, p = 0.000) according to the 

standardised beta coefficients. This means that when Career Management programs were based 

on academic staff Career Development Policies, academic staff retention in universities rose. 

 

The findings support those of Amdany (2010), who discovered that career development policies 

were a major positive predictor of organizational commitment and employee retention. Similarly, 

Collings (2018) found that employee retention is boosted by career development initiatives. 

Employers who are prepared to invest in their employees build a sense of loyalty. Career 

development policies, according to Glen (2006), are critical tactics that firms utilize to keep 

valuable people from leaving. Employees who are dissatisfied with their company's career 

development policies are more likely to leave, according to Huselid (2012). These problems can 

be addressed by career development strategies, resulting in lower turnover. 

 

H04: Mentoring does not have significant effect on academic staff retention in Kenyan 

Universities 

Hypothesis Four sought to examine the effect of mentoring on academic staff retention. The 

results of the analysis are presented in Table 4.28. 

Table 4.28. Simple Regression Results for Effect of Mentoring on academic staff retention 

Model Summary 

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 .368a .135 .132          6.15601 

a. Predictors: (Constant), Mentoring 
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ANOVAa 

Model Sum of 

Squares 

df Mean Square F Sig. 

1 Regression 1728.642 1 1728.642 45.615 .000b 

Residual 11065.756 292 37.896     

Total 12794.398 293       

a. Dependent Variable: Academic Staff Retention 

b. Predictors: (Constant), Mentoring 

Coefficients 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

T Sig. 

B Std. Error Beta 

1 (Constant) 21.938 1.326   16.541 .000 

Mentoring .306 .045 .368 6.754 .000 

a. Dependent Variable: Academic Staff Retention 

 

Mentoring explained 13.5 percent of the variance in academic staff retention (R square = 0. 135), 

according to the model summary of the regression results reported in Table 4.22. This means that 

non-study factors account for 86.5 percent of the variance in academic staff retention. 

Furthermore, the regression model's fitness is demonstrated by the F-test statistic (F = 45.615, p 

= 0.000), indicating that mentoring is a strong predictor of academic staff retention. Mentoring 

was a substantial positive predictor of academic staff retention (= 0.368, p = 0.000) according to 

the standardised beta coefficients. This means that mentoring programs helped academic 

personnel stay at the university longer. Thus, the hypothesis that states that Mentoring does not 

have significant effect on academic staff retention was rejected and the alternative hypothesis 

that states that Mentoring has significant effect on academic staff retention was accepted. The 

study findings therefore show that universities that have Mentoring programmes are likely to 

achieve higher academic staff retention. 

 



138 

The findings are in line with a study conducted by Mundia (2014), which found that mentorship 

programs improve employee performance by facilitating information transfer, career 

development assistance, and skill enhancement in mentoring. Kiguru (2018), discovered a 

statistically significant relationship between employee retention and mentoring. Similarly, 

Kamau (2017 discovered that mentorship has a favorable effect on job retention in Kenyan 

public universities. Further, multiple regression analysis was carried out to determine the effect 

of the dimensions of Mentoring on academic staff retention, as shown on Table 4.29 below. 
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Table 4.29. Results of Multiple Regression establishing the Effect of the dimensions of 

Mentoring on academic staff retention. 

Model Summary 

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 .373a .139 .133 6.15182 

a. Predictors: (Constant), Mentoring (Connection and commitment), Mentoring (Ongoing 

Opportunities) 

ANOVAa 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 1781.541 2 890.770 23.537 .000b 

Residual 11012.857 291 37.845     

Total 12794.398 293       

a. Dependent Variable: Academic Staff Retention 

b. Predictors: (Constant), Mentoring (Connection and commitment), Mentoring (Ongoing 

Opportunities) 

Coefficients 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 21.660 1.346   16.090 .000 

Mentoring (Ongoing 

Opportunities) 
.445 .126 .277 3.523 .000 

Mentoring (Connection 

and commitment) 
.178 .117 .120 1.517 .130 

a. Dependent Variable: Academic Staff Retention 

 

The components of Mentoring accounted for 13.9 percent of the variance in academic staff 

retention in Kenyan universities (R Square=0.139), according to the model summary in Table 

4.29. This means that other factors account for 86.1 percent of the variation in academic staff 

retention. Furthermore, the regression model's fitness (F = 23.537, p = 0.000) is demonstrated by 
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the F-test statistic (F = 23.537, p = 0.000), indicating that the components of Mentoring were a 

significant predictor of academic staff retention. 

 The standardised beta coefficient shows that Mentoring (Ongoing Opportunity) was a significant 

predictor of academic staff retention (β = .277, t = 3.523, p = 0.000). This implies that the 

component of Mentoring (Ongoing Opportunity) is a significant predictor to academic staff 

retention. On the other hand, the beta coefficients show that the component of Mentoring 

(Connection and Commitment) was an insignificant predictor of academic staff retention (β = 0. 

.120, t = 1.517, p = 0.130). This means that when senior academic staff focus their mentoring 

programs on enhancing the professional progress of academic staff in the lower ranks, academic 

staff retention in universities increases. The findings are in line with previous research that has 

discovered statistically significant favorable links between mentorship and employee retention 

(Kamau, 2017). Similarly, Allen (2004), discovered that mentored workers had higher job 

satisfaction, dedication, and progression aspirations. Employees who reported higher levels of 

career-related mentoring duties reported better levels of career-related outcomes like income and 

job satisfaction, as well as more promotions. 

 

H05: Coaching does not have significant effect on academic staff retention in Kenyan             

Universities. 

The study sought to examine the effect of coaching on academic staff retention. The analysis was 

done using simple regression and multiple regression analysis. The results of the analysis are 

presented in Table 4.30. 
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Table 4.30. Simple Regression Results for Effect of Coaching on academic staff retention 

Model Summary 

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 .341a .116 .113 6.23417 

a. Predictors: (Constant), Coaching 

  ANOVAa 

Model Sum of 

Squares 

Df Mean Square F Sig. 

1 Regression 1474.790 1 1474.790 37.947 .000b 

Residual 11193.086 288 38.865     

Total 12667.876 289       

a. Dependent Variable: Academic Staff Retention 

b. Predictors: (Constant), Coaching 

Coefficientsa 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

B Std. Error Beta 

1 (Constant) 23.052 1.307   17.641 .000 

Coaching .338 .055 .341 6.160 .000 

a. Dependent Variable: Academic Staff Retention 

 

Coaching explains 11.6 percent of the variance in academic staff retention (R square = 0.116), 

according to the model summary of the regression results shown in Table 4.30. This means that 

non-study factors accounted for 88.4 percent of the variance in academic staff retention. 

Furthermore, the regression model's fitness (F = 37.947, p = 0.000) is demonstrated by the F-test 

statistic (F = 37.947, p = 0.000), indicating that coaching was a significant predictor of academic 

staff retention. As a result, the hypothesis that coaching has no influence on academic staff 

retention was rejected, whereas the alternative hypothesis that coaching does have an effect on 

academic staff retention was accepted. Coaching was a significant positive predictor of academic 

staff retention (= 0.341, p = 0.000), according to the standardised beta coefficients. This means 

that academic employees who participated in coaching programs at their universities were less 
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likely to leave their positions. Further, multiple regression analysis was carried out to determine 

the effect of the dimensions of Coaching on academic staff retention, as shown on Table 4.31 

below. 

Table 4.31. Results of Multiple Regression analysis establishing the effect of the components of 

Coaching on academic staff retention 

Model Summary 

Model R R Square Adjusted R Square Std. Error of the 

Estimate 

1 .375a .141 .135 6.15924 

a. Predictors: (Constant), Coaching (Feedback), Coaching (Personal 

Effectiveness) 

ANOVAa 

Model Sum of Squares Df Mean Square F Sig. 

1 Regression 1780.188 2 890.094 23.463 .000b 

Residual 10887.688 287 37.936     

Total 12667.876 289       

a. Dependent Variable: Academic Staff Retention 

b. Predictors: (Constant), Coaching (Feedback), Coaching (Personal Effectiveness) 

Coefficientsa 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 23.222 1.292   17.968 .000 

Coaching 

(Personal 

Effectiveness) 

-.002 .131 -.001 -.016 .987 

Coaching 

(Feedback) 
.776 .164 .376 4.743 .000 

a. Dependent Variable: Academic Staff Retention 
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The components of Coaching accounted for 14.1 percent of the variance in academic staff 

retention in Kenyan universities (R Square= 0.141), according to the results of the multiple 

regression analysis in Table 4.31. This means that other characteristics not included in the study 

explained 85.9% of the variance in academic staff retention. Furthermore, the regression model's 

fitness (F = 23.463, p = 0.000) is demonstrated by the F-test statistic (F = 23.463, p = 0.000), 

indicating that the components of coaching were significant predictors of academic staff 

retention. 

 

From the analysis, the standardised beta coefficient of Coaching (Personal Effectiveness) was an 

insignificant predictor of academic staff retention (β = -.001, t = -.016, p = 0 .987). This means 

that the Personal Effectiveness component of coaching does not contribute to academic staff 

retention. Coaching (Feedback) was a significant positive predictor of academic staff retention 

(=.376, t = 4.743, p = 0.000), according to the beta coefficients. This means that when academic 

staff received feedback on their performance during the coaching process, their retention at 

universities rose. The results show the importance of feedback as it highlights areas that 

academic staff need to improve in order to enhance their performance. Coaching adds to this 

information by providing instructions, advice, and support so that employees can act on the 

feedback they receive. The findings are in line with those of Chitsaz and Boustani (2014), who 

discovered a positive and significant correlation between coaching and employee retention 

among Isfahan University employees. Locally, the findings match those of Muriithi (2016), who 

found that frequent feedback and a planned coaching plan enhanced employee performance. The 

study further posited that structured coaching plan enhances morale, motivation and helps in 

improving employees’ productivity. 

 

H06: The combined effect of Talent management practices does not have an effect on 

academic staff retention in Kenyan Universities 

Hypothesis Six sought to examine the joint effect of talent management practices on academic 

staff retention in Kenyan universities. The analysis was done using multiple regression analysis. 

The results of the analysis are presented in Table 4.32. 
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Table 4.32. Results of Multiple Regression analysis establishing the joint effect of Talent 

Management Practices on academic staff retention. 

Model Summary 

Model R R Square Adjusted R Square 

Std. Error of the 

Estimate 

1 .514a .264 .249 5.73712 

a. Predictors: (Constant), Coaching, Training, Succession Planning, Mentoring, 

Career Management 

ANOVAa 

Model Sum of 

Squares 

df Mean Square F Sig. 

1 Regression 2901.689 5 580.338 17.632 .000b 

Residual 8096.989 246 32.915     

Total 10998.679 251       

a. Dependent Variable: Academic Staff Retention 

b. Predictors: (Constant), Coaching, Training, Succession Planning, Mentoring, Career 

Management 

Coefficientsa 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

B Std. Error Beta 

1 (Constant) 14.844 1.906   7.787 .000 

Training .093 .062 .118 1.496 .136 

Succession 

Planning 

.104 .058 .155 1.803 .034 

Career 

Management 

.115 .057 .183 2.015 .045 

Mentoring .101 .066 .125 1.531 .127 

Coaching .028 .079 .029 .350 .727 

 

a. Dependent Variable: Academic Staff Retention 
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Talent Management Practices explained 26.4 percent of the variance in academic staff retention 

(R squared = 0.264), according to the model summary of the regression results shown in Table 

4.27. This suggests that other factors not studied accounted for 73.6 percent of the variance in 

academic staff retention. Furthermore, the regression model's fitness is demonstrated by the F-

test statistic (F =17.632, p = 0.000), indicating that Talent Management Practices are strong 

predictors of academic staff retention. As a result, the null hypothesis (that talent management 

practices have no statistically significant effect on academic staff retention in Kenyan 

universities) is rejected, and the alternative hypothesis (that talent management practices have a 

statistically significant effect on academic staff retention in Kenyan universities) is accepted. 

 

Career Management (= 0.183, p = 0.045) and Succession Planning (= 0.155, p = 0.034) were 

significant positive predictors of academic staff retention, according to the standardised beta 

coefficients. This means that when institutions implemented career management and succession 

planning programs for academic personnel, retention rose. The standardised beta coefficients, on 

the other hand, demonstrate that Training, Coaching, and Mentoring had no significant effect on 

academic staff retention (p > 0.05). This means that training, coaching, and mentoring had no 

effect on the retention of academic personnel. 

 

Because Succession Planning has a positive beta coefficient, it raises the likelihood of having 

experienced and capable people ready to take on higher-level responsibilities when they become 

available. Geroy et al. (2005) defined succession planning as "important role replacement 

planning." Building a number of feeder groups up and down the entire leadership pipeline or 

progression is at the heart of effective talent pool management succession planning. A mindset 

that contends that top talent in the business should be handled for the organization's best interests 

is critical to the succession management process (Charan et al., 2001). This finding is in line 

with a study by Milkovich and Boundreau (2008), who discovered that succession planning 

through internal staffing succeeds when it places the proper amount and quality of current 

employees in the right jobs at a low cost. They went on to say that succession plans encourage 

people to stay with the company, lowering turnover, particularly through resignations. Investing 

in human labor necessitates meticulous preparation. Succession planning and leadership 
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development are significant organizational business methods for developing and retaining talent 

within the talent management umbrella. 

 

Korantwi-Barimah (2017), revealed that career management was one of the elements that 

influenced the retention of university academic staff in Ghana, which is consistent with the study 

findings on career management. In South Africa, Selesho and Naile (2014), discovered a 

favorable and significant link between academic staff career progression and retention. The 

majority of respondents in the study stated that career advancement was the driving force behind 

their continued employment at the university. 

 

Training, succession planning, and mentorship, on the other hand, had no effect on academic 

staff retention, according to the study. This contradicts the findings of Ng'ethe (2013), who 

identified a statistically significant relationship between training and academic staff retention, 

and Kiguru (2018), who found a statistically significant link between mentoring and employee 

retention. The findings, on the other hand, are similar with those of Rahman et al. (2008), who 

observed that succession planning had a negative impact on turnover intentions, which is the 

opposite of retention. 

 

Further, multiple regression analysis was carried out to determine the effect of the dimensions of 

talent management practices on academic staff retention, as shown on Table 4.33 below. 
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Table 4.33. Results of Multiple Regression analysis establishing the joint effect of dimensions of 

Talent Management Practices on academic staff retention  

Model Summary 

Model R R Square Adjusted R Square 

Std. Error of the 

Estimate 

1 .563a .317 .289 5.58203 

a. Predictors: (Constant), Coaching (Feedback), Training (Skills Development), Succession 

Planning (Personal Development), Mentoring (Ongoing Opportunities), Training Adequacy, 

Career Management (Personal Development), Coaching (Personal Effectiveness), 

Succession Planning (Needs Driven Assessment), Mentoring (Connection and 

commitment), Career Management Policies 

ANOVAa 

Model 

Sum of 

Squares df Mean Square F Sig. 

1 Regression 3489.344 10 348.934 11.198 .000b 

Residual 7509.334 241 31.159     

Total 10998.679 251       

a. Dependent Variable: Academic Staff Retention 

b. Predictors: (Constant), Coaching (Feedback), Training (Skills Development), Succession 

Planning (Personal Development), Mentoring (Ongoing Opportunities), Training Adequacy, 

Career Management (Personal Development), Coaching (Personal Effectiveness), Succession 

Planning (Needs Driven Assessment), Mentoring (Connection and commitment), Career 

Management Policies 

Coefficientsa 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

B Std. Error Beta 

1 (Constant) 14.221 1.935   7.348 .000 

Training Adequacy -.117 .092 -.094 -1.265 .207 

Training (Skills Development) .421 .131 .250 3.207 .002 

Succession Planning (Needs -.039 .088 -.038 -.444 .657 
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Driven Assessment) 

Succession Planning (Personal 

Development) 

.268 .132 .171 2.026 .044 

Career Management Policies .167 .105 .146 1.593 .113 

Career Management (Personal 

Development) 

.038 .100 .031 .377 .707 

Mentoring (Ongoing 

Opportunities) 

.166 .131 .107 1.270 .205 

Mentoring (Connection and 

commitment) 

.041 .130 .028 .315 .753 

Coaching (Personal 

Effectiveness) 

-.266 .137 -.166 -1.948 .053 

Coaching (Feedback) .463 .172 .232 2.695 .008 

a. Dependent Variable: Academic Staff Retention 

 

Further, multiple regression analysis of the dimensions of talent management practices jointly 

accounted for 31.7% of the variance in academic staff retention (R squared = 0. 317). This shows 

that 68.3% of the variance in academic staff retention was explained by factors not in the study. 

The standardized beta coefficients show that the only significant positive predictors of academic 

staff retention were Coaching (Feedback) β = 0.232, t = 2.695, p = 0. 008, Succession Planning 

(Personal Development) with a coefficient of β = 0. 171, t = 2.026, p = 0.044 and Training 

(Skills Development) with a coefficient of β = 0.250, t = 3.207, p = 0.002. This implies that 

academic staff retention in universities increased when academic staff received feedback on their 

performance during coaching process, academic staff retention was enhanced due to succession 

planning programmes that focused on personal development and retention increased when 

training programmes were aimed at skills development.  

 

On the other hand, Training (Adequacy of training), Succession Planning (Needs Driven 

Assessment), Career Management (Career Management Policies), Career Management (Personal 

Development), Mentoring (Ongoing Opportunities), Mentoring (Connection and commitment) 
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and Coaching (Personal Effectiveness) does not significantly influence academic staff retention 

(p > 0.05). 

 

The results are consistent with the study by Maragia (2013) who investigated the effects of 

succession planning programmes on staff retention in three sugar-manufacturing companies in 

Western Province of Kenya and established that the companies under study engaged in 

formalized succession planning in order to offer the knowledge to help high potential employees 

fit into management positions. In this study, Succession planning (personal development 

Development) programs emerged as a strong factor influencing staff retention. The influence 

was mainly through provision of employee growth opportunities and job satisfaction. The 

succession planning process provided some guidelines to assist managers understand how to 

reduce employee turnover, increase job satisfaction and enhance employees’ personal 

development. Thus, organizations investment in their staff and improvement contributed to a 

pool of talent, which benefits the whole organization through retention.  

 

The results show that academic staff retention in universities increased when academic staff 

received feedback on their performance during coaching process. The results show the 

importance of feedback as it highlights areas that academic staff need to improve in order to 

enhance their performance. Coaching builds on this knowledge and contributes instructions, 

guidance and support to allow employees to act on the feedback that they are given. The results 

are consistent with the findings of Utrilla et al. (2015) in a study on the effects of coaching on 

employees and organizational performance which reported that feedback should be given to 

allow employees to understand areas which they need to improve. Coaching builds on this 

knowledge and contributes instructions, guidance and support to allow employees to act on the 

feedback that they are given. Locally the results are consistent with study by Muriithi (2016) 

who found that frequent provision of feedback and structured coaching plan influenced employee 

performance. The study further reported that structured coaching plan enhances morale, 

motivation and helps in improving employees’ productivity. 

 

The results further indicted that academic staffs that benefitted from skills development 

programmes in their universities were likely to remain longer in their universities. Consistent 
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with this study,  Ahmad (2013) disclosed that a positive relationship exist between employees 

skills development and retention. Employees’ decision to stay for a longer period of time can be 

influenced by training practices focused on skills development. Dikshit & Trilok (2017) study 

also reported that skill development plays a key role in addressing the issues of talent retention 

and performance enhancement by making the employees visualize the gap between where they 

are currently in and what status they wish to attain.  

 

H07: Perceived Organizational Support does not moderate the relationship between 

Talent management practices and academic staff retention in Kenyan Universities 

Hypothesis Seven sought to examine the moderating effect of perceived organizational support 

on the relationship between talent management practices and academic staff retention in Kenyan 

universities. It was hypothesized (Hypothesis H06) that perceived organizational support does not 

moderate the relationship between talent management practices and academic staff retention in 

Kenyan universities. The hypothesis was tested using hierarchical regression analysis. The 

analysis involved entering variables in steps. In the first step, academic staff retention was 

regressed against talent management practices. In the second step, the composite score of the 

dimensions of the moderating variable namely, perceived organisational support was entered in 

the model. In the third step, the interaction term was added to the model. The regression outputs 

were checked to determine whether there was a significant change in R squared which could be 

attributed to the interaction effect of talent management practices and perceived organisational 

support. The results of the analysis are presented in Table 4.34. 

 

H07: Perceived Organizational Support does not moderate the relationship between 

Talent management practices and academic staff retention in Kenyan Universities. 

Hypothesis Seven looked into the role of perceived organizational support in mediating the link 

between talent management methods and academic staff retention in Kenyan universities. In 

Kenyan institutions, it was hypothesized (Hypothesis H06) that perceived organizational support 

has no influence on the link between talent management techniques and academic staff retention. 

Hierarchical regression analysis was used to evaluate the hypothesis. Variables were entered in 

stages during the analysis. Academic staff retention was compared to talent management 

practices in the first step. The model was then updated using the composite score of the 

https://www.researchgate.net/profile/Umer-Ahmad-3
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dimensions of the moderating variable, namely, perceived organizational support. The 

interaction term was introduced to the model in the third phase. The regression results were 

examined to see if there was a significant change in R squared due to the interaction effect of 

talent management techniques and perceived organizational support. Table 4.34 summarizes the 

findings of the study. 

 

Table 4.34. Results of Hierarchical Regression Analysis for the Moderating Effect of Perceived 

Organizational Support on the Relationship between Talent Management Practices 

and Academic Staff Retention 

Model Summary 

Model R R Square Adjusted R 

Square 

Std. Error of 

the Estimate 

Change Statistics 

R Square 

Change 

F 

Change 

df1 df2 Sig. F 

Change 

1 .484a .234 .231 5.91711 .234 77.616 1 254 .000 

2 .500b .250 .244 5.86516 .016 5.520 1 253 .020 

3 .506c .256 .247 5.85626 .005 1.769 1 252 .185 

a. Predictors: (Constant), Talent Management Practices 

b. Predictors: (Constant), Talent Management Practices, Perceived Organisational Support 

c. Predictors: (Constant), Talent Management Practices, Perceived Organisational Support,tps_perce 

ANOVAa 

Model Sum of 

Squares 

df Mean 

Square 

F Sig. 

1 

Regression 2717.506 1 2717.506 77.616 .000b 

Residual 8893.104 254 35.012   

Total 11610.609 255    

2 

Regression 2907.385 2 1453.693 42.258 .000c 

Residual 8703.224 253 34.400   

Total 11610.609 255    

3 

Regression 2968.059 3 989.353 28.848 .000d 

Residual 8642.551 252 34.296   

Total 11610.609 255    
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a. Dependent Variable: Academic Staff Retention 

b. Predictors: (Constant), Talent Management Practices 

c. Predictors: (Constant), Talent Management Practices, Perceived Organisational Support 

d. Predictors: (Constant), Talent Management Practices, Perceived Organisational Support 

Talent*perceived organization 

Coefficientsa 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

T Sig. 

B Std. Error Beta 

1 

(Constant) 4.448 3.013  1.476 .141 

Talent 

Management 

Practices 

.138 .016 .484 8.810 .000 

2 

(Constant) 3.028 3.047  .994 .321 

Talent 

Management 

Practices 

.121 .017 .424 7.044 .000 

Perceived 

Organisational 

Support 

.201 .086 .141 2.349 .020 

3 

(Constant) 18.548 12.058  1.538 .125 

Talent 

Management 

Practices 

.031 .070 .108 .442 .659 

Perceived 

Organisational 

Support 

-.453 .499 -.318 -.908 .365 

Talent*perceived 

organization 
.004 .003 .663 1.330 .185 

a. Dependent Variable: Academic Staff Retention 
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The results of Model 1 of the analysis in Table 4.34 shows that talent management practices 

contributed 23.4 % of the change in academic staff retention (R Square = 0. 234, p = 0.000). This 

shows that 76.6 % of the variance in academic staff retention was explained by factors not in the 

study. Further, the F-test statistic (F = 77.616, p = 0.000) shows the fitness of the regression 

model, which means that talent management practices was a significant predictor of academic 

staff retention. 

 

Model 2 shows that when Perceived Organization Support was added to the model, R Squared 

increased to 0.250 indicating that 25% of the variation in academic staff retention is explained by 

talent management practices and perceived organizational support. The model shows that R 

Squared change is 0.016, which shows that Perceived Organizational Support has contributed 

1.6% variation in academic staff retention. The additional variation in academic staff retention is 

significant (F change = 0.020, p < 0.05).  The ANOVA results show that the model which 

includes talent management practices and perceived organizational support is significant (F = 

42.258, p < 0.05) which shows the fitness of the regression model.  

 

The standardized beta coefficients show that talent management practices and perceived 

organisational support were a significant positive predictor of academic staff retention (β = 

0.424, t = 7.044, p < 0.05) and (β = 0.141, t = 2.349, p > 0.05) respectively. 

 

In Model 3, the interaction term (talent management practices* perceived organizational support) 

was introduced. The R Squared changed by only 0.6% (R2 = 0.256), indicating an insignificant 

variation in Academic staff retention explained by talent management practices, Perceived 

organizational support and the interaction term. The model also indicates that the interaction 

term was statistically insignificant (F change = 1.769, p > 0.05).  

 

Regarding the relative effect of the predictor variables in explaining variation in academic staff 

retention, standardized beta coefficients in model 1 and 2 revealed that talent management 

practices (β = 0.424 t=7.044, p = 0.000) and Perceived Organizational Support (β = 0. 141, t = 

2.349, p = 0.020) had significant positive effect on retention while the interaction term (β = 

0.663, t = 1.330, p = 0.185) in model 3 had insignificant effect on academic staff retention).  
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The results of Model 3 have shown that Perceived Organizational Support was an insignificant 

moderator of the relationship between talent management practices and academic staff retention, 

thus supporting Hypothesis Six which states that Perceived Organizational Support does not 

moderate the relationship between Talent management practices and academic staff retention in 

Kenyan Universities Thus, Hypothesis Six is accepted. Contrary to this findings, Pan, Shen, Liu, 

Yang, and Wang (2015) in their study on factors associated with job satisfaction among 

University teachers in North-eastern Region of China, found that Chinese university faculty 

members reported that higher levels of Perceived Organisational Support contributed to better 

job performance and retention. Further, Ambreen et al. (2014) in a study on Perceived 

Organizational Support as a Moderator in the relationship between autonomy and affective 

commitment in Pakistani universities found that when perceived organizational support was 

included in the model, the relationship between autonomy and affective commitment got 

stronger. 

 

4.6.5.3 Role of university sector on Talent Management Practices and academic staff retention  

This section seeks to determine whether there are any sector differences on the effect of talent 

management practices on academic staff retention. This was analysed using multiple regression 

analysis, as discussed below. 

 

Table 4.35.  Multiple regression analysis on effect of Talent Management Practices on academic 

staff retention in public universities and private universities 

Model Summary 

University Sector R R Square Adjusted R Square Std. Error of the Estimate 

Public 

University 

1 
.421a .178 .153         5.23913 

Private 

University 

1 
.334b .112 .074         5.18274 

a. Predictors: (Constant), Coaching, Training, Succession Planning, Mentoring, Career 

Management 

b. Predictors: (Constant), Coaching, Career Management, Mentoring, Succession Planning, 

Training 
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ANOVAa 

University Sector 

Sum of 

Squares 
df 

Mean 

Square F Sig. 

Public 

University 

1 Regression 977.718 5 195.544 7.124 .000b 

Residual 4528.996 165 27.448     

Total 5506.713 170       

Private 

University 

1 Regression 401.917 5 80.383 2.993 .014c 

Residual 3196.435 119 26.861     

Total 3598.352 124       

a. Dependent Variable: Academic Staff Retention 

b. Predictors: (Constant), Coaching, Training, Succession Planning, Mentoring, Career 

Management 

c. Predictors: (Constant), Coaching, Career Management, Mentoring, Succession Planning, 

Training 

Coefficientsa 

University Sector 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

T Sig. B 

Std. 

Error Beta 

Public 

University 

1 (Constant) 14.706 2.060   7.139 .000 

Training .076 .064 .113 1.185 .238 

Succession 

Planning 
-.016 .051 -.031 -.318 .751 

Career 

Management 
.153 .061 .271 2.517 .013 

Mentoring .038 .078 .050 .489 .625 

Coaching .076 .091 .084 .836 .404 

Private 

University 

1 (Constant) 20.223 2.532   7.987 .000 

Training -.076 .103 -.109 -.740 .461 

Succession 

Planning 
.095 .085 .162 1.119 .265 

Career 

Management 
.028 .081 .050 .343 .732 

Mentoring -.062 .080 -.107 -.783 .435 

Coaching .256 .105 .328 2.449 .016 

a. Dependent Variable: Academic Staff Retention 
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Table 4.35 demonstrates that talent management methods were responsible for 17.8% of the 

variance in academic staff retention in public universities (R Square =.178, p=0.000). This means 

that non-study factors account for 82.2 percent of the variance in academic staff retention. 

Furthermore, the regression model's fitness was demonstrated by the F-test statistic (F = 7.124, p 

=.000), indicating that talent management practices were a significant predictor of academic staff 

retention in public universities. Career Management was the sole significant positive predictor of 

retention (= 0.271, p=0.013), while Training, Succession Planning, Mentoring, and Coaching 

were insignificant predictors of academic staff retention in public universities (p > 0.05), 

according to the standardised beta coefficients. 

 

The significant beta value for Career Management indicates that career management programs in 

Kenyan public universities are well-defined and well-known to all employees. Mwashila et al. 

(2017) discovered that career planning had a positive substantial effect on academic staff 

performance in Kenyan public universities in the coast area in their study on the influence of 

career development practices on academic staff performance. Furthermore, the universities under 

investigation had programs to prepare their academic staff for future jobs, as well as self-

assessment tools to assist their academic staff in understanding their career goals and succession 

plans. They also stated that career advancement was based on academic staff abilities, equity, 

and merit. 

 

In the case of private universities, talent management practices were found to account for 11.2 

percent of the variance in academic staff retention. This means that non-study factors accounted 

for 88.8% of the variation in academic staff retention. Furthermore, the regression model's 

fitness was demonstrated by the F-test statistic (F = 2.993, p = 0.014), indicating that talent 

management practices were a significant predictor of academic staff retention in private 

universities. 

 

Coaching was a significant positive predictor of academic staff retention at private universities ( 

=0.328, p=.016), while Training, Succession Planning, Mentoring, and Career Management were 

insignificant predictors (p > 0.05). Because Coaching has a significant beta coefficient, it means 

that private universities in Kenya have effective coaching programs that enable academic staff to 



157 

have better relationships with management and encourage open communication between 

academics and their supervisors, resulting in positive work experiences. Furthermore, when 

professionals assist academic employees in shaping their careers, they have a stronger sense of 

connection and devotion to their business. Muriithi (2017) discovered that the coaching 

environment positively influenced employee performance in commercial banks in her study on 

the effect of coaching on employee performance in commercial banks. The results of this study 

also found that frequent feedback, a defined coaching plan, and a pleasant coaching environment 

were all major factors that improved bank employee performance. According to the findings, a 

coaching atmosphere improves employee morale, motivation, and production. 

 

Table 4.36: Summary of Objectives, Hypotheses and Analysis Techniques 

 Research Hypothesis  Results  Conclusion 

H01 Training does not have significant 

effect on academic staff retention  

Y= β0 + β1X1 + β2X2 +  ɛ 

 

R2 = 0.177, positive effect of 

training on academic staff retention 

(β=0.275,p=0.000) 

H01 Rejected 

H02 Succession planning does not have 

significant effect on academic staff 

retention 

Y= β0 + β1X1 + β2X2 +  ɛ 

 

R2  = 0.178, positive effect of 

succession planning on academic 

staff retention (β = 0.263, p=0.000) 

H02 Rejected 

H03 Career Management does not have 

significant effect on academic staff 

retention 

Y= β0 + β1X1 + β2X2 +  ɛ 

 

R2 = 0.209, positive effect of career 

management on academic staff 

retention (β=.295, p=0.000) 

H03 Rejected 

H04 Mentoring does not have significant 

effect on academic staff retention 

Y= β0 + β1X1 + β2X2 +  ɛ 

 

R2 =0.135 positive effect of 

mentoring on academic staff 

retention (β=.306, p=0.000) 

H04 Rejected 
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H05Coaching does not have significant 

effect on academic staff retention  

Y= β0 + β1X1 + β2X2 +  ɛ 

 

 

H06 Combined effect of talent 

management practices does not 

moderate the relationship between talent 

management practices and academic 

staff retention. 

 

 

 

 

 

 

R2 =0.116, positive effect of 

coaching on academic staff   

retention (β=.388, p=0.000). 

 

 

 

 

R2 = 0. 0.264, positive effect of 

career management on academic 

staff retention  

(β = 0.183, p = 0.045), positive 

effect of succession planning on 

academic staff retention (β = 0.155, 

p = 0.034), negative effect of 

training on academic staff 

retention(β = 0.118, p = 0.136), 

negative effect of mentoring on 

academic staff retention (β = 0.125, 

p = 0.127) negative effect of 

mentoring on academic staff 

retention(β = 0.029, p = 0.727) 

H05 Rejected 

 

 

 

 

 

 

H06 Rejected 

H07 Perceived Organizational Support 

does not moderate the relationship 

between talent management practices 

and academic staff retention. 

 

 

R2 =0.231, positive effect of talent 

management on academic staff 

retention (β=.424, p=0.000), 

significant effect of perceived 

organisational support on talent 

management practices and 

academic staff retention (β=0.141, 

p=0. 020), insignificant effect of 

the interaction term (β=0.663, p=0. 

183) 

H07 Accepted 
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CHAPTER FIVE 

SUMMARY OF FINDINGS, CONCLUSIONS AND RECOMMENDATIONS 

5.1  Introduction 

This chapter presents the summary of the study findings derived for the hypotheses testing, 

conclusions, implications and recommendations of the study. 

 

5.2  Summary of Findings  

The study examined the moderating effect of perceived organisational support on the relationship 

between talent management practices and academic staff retention in universities in Kenya. The 

study sample consisted of 388 respondents from 13 universities in Kenya (six Public universities 

and seven Private universities). The questionnaires were administered and 308 questionnaires 

were successfully filled and returned giving a 79.3% response rate.  

 

The first objective of the study was to determine the effect of training on academic staff retention 

in Kenyan universities.  The results of the regression analysis revealed that training positively 

contributed to academic staff retention. Multiple regression analysis was further carried out to 

determine the effect of the dimensions of training on academic staff retention and the results 

show an improvement in the explanation power of the regression analysis.  

 

Hence, the dimensions of training better explain the changes in academic staff retention if 

regressed together as individuals rather than regressing training as single component. Further, the 

standardised beta coefficients show that training (skills development) was a significant predictor 

of academic staff retention while adequacy of training was an insignificant predictor. Thus, the 

null hypothesis (H01) which states that training does not have a statistically significant effect on 

academic staff retention in Kenyan universities was rejected and the alterative hypothesis was 

accepted. 

 

The second objective of the study was to determine the effect of Succession Planning on 

academic staff retention in Kenyan universities. The regression results revealed that Succession 

Planning explained 17.8% of the variance in academic staff retention. The results further 

indicated an improvement in the model when the dimensions of succession planning (Needs 
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Driven Assessment and Professional Development) were regressed against retention which 

means that individual components explained the variance in retention better than consolidating 

the dimensions into one variable. The beta coefficients showed that Succession Planning 

(Personal Development) was a significant positive predictor of academic staff retention while 

succession planning (needs driven assessment) was an insignificant predictor. The null 

hypothesis (H02) which states that Succession Planning does not have a statistically significant 

effect on academic staff retention in Kenyan universities was rejected and the alternative 

hypothesis accepted. 

 

The third objective of the study was to determine the effect of career management on academic 

staff retention in Kenyan universities. The regression results revealed that career management 

explained 20.9% of the variance in academic staff retention. The rest of the variance are 

explained by factors outside career management. The results further indicated an improvement in 

the model when the dimensions of career management, were regressed against retention. 

Specifically, career development policies were the only component of Career management with a 

significant positive influence on academic staff retention. Thus, the null hypothesis (H03) which 

states that Career management does not have a statistically significant effect on academic staff 

retention in Kenyan universities was rejected and the alternative hypothesis accepted. 

 

The fourth objective of the study was to determine the effect of mentoring on academic staff 

retention in Kenyan universities. The regression results revealed that mentoring explained 13.5% 

of the variance in academic staff retention, which means that 86.5% of the variance was 

explained by factors not in the study.  This implies that academic staff retention in universities 

increased when academic staff were satisfied with mentoring programmes in their universities.  

Specifically, Mentoring (Ongoing Opportunity) was the only component of Mentoring with a 

significant positive influence on academic staff retention. This means that academics who 

received mentoring programmes that focused on their professional growth were more likely to 

remain in their universities. Thus, the null hypothesis (H04) which states that Mentoring does not 

have a statistically significant effect on academic staff retention in Kenyan universities was 

rejected and the alternative hypothesis accepted. 
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The fifth objective of the study was to determine the effect of coaching on academic staff 

retention in Kenyan universities. The regression results revealed that coaching explained 11.6% 

of the changes in academic staff retention with the rest of the variance explained by factors 

outside the study.  The results further indicate an increase in the R square from 0.116 to 0.141 

when the dimensions of Coaching were regressed against retention. This implies that 

components of Coaching explained the variance in retention better than combining the factors 

into one variable.  

 

The results of multiple regression analysis showed that Coaching (Feedback) had a significant 

positive influence on academic staff retention while coaching (Personal Effectiveness) was an 

insignificant predictor. This implies that academic staff retention in universities increased when 

was academic staff received feedback from coaching programmes in their universities. Feedback 

from coaching is important since highlights areas which academic staff need to improve and thus 

prepare them for growth in their universities. The null hypothesis (H05) which states that 

Coaching does not have a statistically significant effect on academic staff retention in Kenyan 

universities was rejected and the alternative hypothesis accepted. 

 

The sixth objective of the study was to determine the joint effect of talent management practices 

on academic staff retention in Kenyan universities. The regression results revealed that talent 

management practices explained 26.4% of the variance in academic staff retention with the rest 

of the variance explained by factors outside the study.  The results further indicate an increase in 

the R square when the dimensions of talent management practices were regressed against 

retention. This implies that components of talent management practices explained the variance in 

retention better than combining the factors into one variable.  

 

The results of multiple regression analysis showed that the only significant positive predictors of 

academic staff retention were Coaching (Feedback), Succession Planning (Personal 

Development) and Training (Skills Development). This implies that academic staff retention in 

universities increased when academic staff received feedback on their performance during 

coaching process, academic staff retention was enhanced due to succession planning 

programmes that focused on personal development and retention increased when training 
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programmes were aimed at skills development. The null hypothesis (H06) which states that the 

combined effect of talent management practices does not have a statistically significant effect on 

academic staff retention in Kenyan universities was rejected and the alternative hypothesis 

accepted. 

 

The Seven objective of this study was to determine the moderating effect of perceived 

organizational support on the relationship between talent management practices and academic 

staff retention in Kenyan universities. The regression results in Model 1 shows that talent 

management practices contributed 23.4 % of the change in academic staff retention with the rest 

of the variance explained by factors outside the study. The regression results in Model 2 shows 

that when Perceived Organization Support was added to the model, R Squared increased to 0.250 

indicating that 25% of the variation in academic staff retention was explained by talent 

management practices and perceived organizational support with the rest of the variance 

explained by factors outside the study.  

 

The model shows that R Squared change is 0.016, which shows that Perceived Organizational 

Support has contributed 1.6% variation in academic staff retention. The additional variation in 

academic staff retention is significant (F change = 0.020, p < 0.05).  The ANOVA results show 

that the model which includes talent management practices and perceived organizational support 

is significant which shows the fitness of the regression model. The standardized beta coefficients 

show that talent management practices and perceived organisational support were a significant 

positive predictor of academic staff retention respectively.  

 

In Model 3, the interaction term (talent management practices* perceived organizational support) 

was introduced. The R Squared changed by only 0.6% (R2 = 0.256), indicating an insignificant 

variation in Academic staff retention explained by talent management practices, Perceived 

organizational support and the interaction term. The model also indicates that the interaction 

term was statistically insignificant. 

 

Regarding the relative effect of the predictor variables in explaining variation in academic staff 

retention, standardized beta coefficients in model 1 and 2 revealed that talent management 



163 

practices and Perceived Organizational Support had significant positive effect on retention while 

the interaction term in model 3 had insignificant effect on academic staff retention. The results of 

Model 3 has shown that Perceived Organizational Support was an insignificant moderator of the 

relationship between talent management practices and academic staff retention, thus supporting 

Hypothesis Six which states that Perceived Organizational Support does not moderate the 

relationship between Talent management practices and academic staff retention in Kenyan 

Universities thus, Hypothesis Six is accepted. Summary should be an extended abstract  

 

5.3  Conclusions 

The findings of this study generally contribute significantly to the body of talent management 

practices literature by determining the extent to which talent management practices in Kenyan 

universities influenced academic staff retention. The purpose of this study was to determine the 

effect of talent management practices and perceived organisational support on academic staff 

retention in Kenyan universities. Specifically, the study determined the effect of talent 

management practices on academic staff retention in Kenyan Universities. It also determined the 

extent to which perceived organisational support affected the relationship between talent 

management practices and academic staff retention in universities in Kenya. The findings of the 

study yielded the following conclusions: 

 

To begin with, training aided in the retention of academic staff at Kenyan universities. Hong 

(2012) made a similar comment, arguing that firms should give employees with proper training 

and development programs to keep them confident and informed about current operations. 

Employees are able to work with minimum supervision and hence become more dedicated to the 

firm as a result of training, according to the study. Second, in Kenyan universities, succession 

planning is a strong favourable predictor of academic staff retention. This indicates that 

universities with strategies in place for succession planning are more likely to retain academic 

employees. This finding is in line with the findings of Adewale, Abolaji, and Kolade (2011), 

who found that succession planning has a major impact on an organization's survival and growth. 

Third, in Kenyan universities, career management is a substantial positive predictor of academic 

staff retention. This means that career management programs generate seasoned and talented 

employees who are ready to fill open positions when they arise. The findings support those of 
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Kipkebut (2010), who discovered that career growth was a strong positive predictor of 

organizational commitment, intrinsic job satisfaction, and a negative predictor of turnover 

intentions among academic staff at Kenyan universities. 

 

Fourth, at Kenyan universities, mentoring is a strong predictor of academic staff retention. It's 

likely that senior academic staff mentors lower-ranking personnel to help them grow 

professionally, which would increase academic staff retention in universities. The findings back 

up those of Kiguru (2018) and Kamau (2017), who discovered a statistically significant link 

between mentorship and employee retention. The findings also corroborate Allen's (2004) 

findings, which found that mentored persons reported higher levels of job satisfaction, 

dedication, and progression aspirations. 

 

Fifthly, the findings revealed that at Kenyan universities, coaching is a strong predictor of 

academic staff retention. In addition, coaching (Feedback) was the only aspect of coaching that 

had a substantial favourable impact on academic staff retention. This means that academic staff 

retention at universities rose when academic staff received feedback on coaching, as it identified 

areas where academics needed to improve. The findings are in line with those of Chitsaz and 

Boustani (2014), who discovered a positive and substantial association between coaching and 

employee retention among Isfahan University employees. 

 

Sixth, the findings revealed that a combination of talent management techniques (training, 

succession planning, career management, mentoring, and coaching) had an impact on academic 

staff retention in Kenyan universities. Career Management and Coaching were substantial 

positive indicators of academic staff retention, according to the standardised beta coefficients. 

This means that when colleges implemented career management and coaching programs for their 

academic employees, retention improved. The standardised beta coefficients, on the other hand, 

revealed that Training, Succession Planning, and Mentoring had no significant effect on 

academic staff retention. This means that university training, succession planning, and 

mentorship had little effect on academic staff retention. 
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Finally, the findings revealed that perceived organizational support had little bearing on the link 

between talent management methods and academic staff retention in Kenyan universities. The 

findings show that academic staff perceptions of how concerned universities are for their well-

being and how supportive they are of their employees have little bearing on the association 

between talent management practices and university retention. The findings of the study 

contradict those of Pan, Shen, Liu, Yang, and Wang (2015), who found that higher levels of 

perceived organizational support were associated with improved job performance and retention 

among university teachers in China's north-eastern region. Further, in a study on Perceived 

Organizational Support as a Moderator in the Relationship Between Autonomy and Affective 

Commitment in Pakistani Universities, Ambreen, Naz, Bhatti, and Khan (2014) discovered that 

when perceived organizational support was included in the model, the relationship between 

autonomy and affective commitment became stronger, contrary to the findings of this study. 

 

5.4  Recommendations 

The findings and conclusions of the study yielded the following recommendations that maybe 

considered to improve academic staff retention in institutions of higher learning.  First, training 

has a positive effect on academic staff retention in Kenyan chartered universities. Top 

management should focus attention on developing academic staff skills in their universities 

through training. Further, training programmes should focus on skills development as it plays a 

crucial role in career growth, thus enhancing academic staff retention in Kenyan universities. 

 

Secondly, succession planning was a significant and positively predictor of academic staff 

retention in Kenyan universities. Succession Planning (Professional Development) was the only 

component of succession planning with a significant positive influence on academic staff 

retention. In this regard, top management should focus on professional development in the 

succession planning programmes in their universities as it enhances the number of experienced 

and capable staff that are prepared to take up present and future vacant positions as they become 

available. 

 

Thirdly, career management has a positive effect on academic staff retention in Kenyan chartered 

universities. Top management should ensure that career management policies and programmes in 
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the universities are clearly outlined and known to all employees. Studies have shown that 

dissatisfaction with career growth prospects enhances employees desire to quit their 

organizations. Clearly defined career management programmes therefore can address these 

concerns thereby reducing turnover. 

 

Fourthly, the results showed that mentoring had a positive effect on academic staff retention in 

Kenyan universities. Top management should therefore come up with formal mentoring 

programmes where experienced senior academic staff mentors staff in the lower ranks so as to 

guide them on their professional growth. 

 

Fifthly, the results showed that coaching has a positive effect on academic staff retention in 

Kenyan universities. Feedback from coaching programmes was the only component of coaching 

with a significant positive influence on academic staff retention. University management should 

develop coaching policies that ensure that senior managers who have coaching responsibilities 

provide timely feedback to their coaches by highlighting areas of improvement, thus enabling 

them to achieve career growth.  

 

Sixth, the results indicated an insignificant moderating effect of perceived organisation support 

on the relationship between talent management practices and academic staff retention in 

universities in Kenya. The role of perceived organisational support in the relationship between 

talent management practices and academic staff retention should be enhanced by the leadership 

in the universities to achieve better performance.  

 

5.4.2  Implications for the Theories  

The study found that the combined effect of talent management practices (training, succession 

planning, career management, mentoring and coaching) influenced academic staff retention in 

universities in Kenya. This finding supports the arguments in Herzberg’s Two Factor Theory. 

The theory identified career progression as a key motivation factor for employees. As a result, 

universities can help academic employees succeed in their careers by providing possibilities for 

professional development and internal promotions. Lecturers should be given opportunities for 

training and growth so that they can pursue the roles they choose inside universities. 



167 

Furthermore, university administrators must encourage professors to work as a team and delegate 

as much responsibility as feasible to each team member. In the teams, freshly hired academics 

should be mentored by veteran academics with many years of expertise. 

 

The findings that training has an impact on academic staff retention in Kenyan universities are 

consistent with work adjustment theory. Employees are satisfied by employment that match their 

demands, according to the Work Adjustment theory, which leads to improved performance. The 

more satisfied they are, the better they perform and the more likely they are to keep the job. 

Academic employees rely on the university work environment to reinforce their abilities through 

trainings, whereas universities rely on individual academic staff to meet employment demands. 

The better the correlation between academic staff and university work, the higher job happiness, 

productivity, and profitability. 

 

The Three Stage Model of talent management is consistent with the findings that succession 

planning influences academic staff retention in Kenyan universities. Universities must plan for 

succession in order to know who will take over for someone who leaves or is promoted 

internally. Universities will be proactive and have a pool of people who can be promoted into 

leadership posts both now and in the future thanks to succession planning programs. 

 

The findings of the study, which show that career management has an impact on academic staff 

retention at Kenyan universities, are consistent with the Three-Stage Talent Management Model. 

Each university must create its own career development programs in order to improve academic 

staff retention, which can lead to higher productivity and lower turnover rates. 

 

The study found that mentoring had an impact on academic staff retention at Kenyan 

universities, which is consistent with the Three-Stage Model of talent management. Mentoring is 

an important part of the talent development process. A senior academic staff member should 

boost the self-esteem of high-potential junior academic staff members by praising, encouraging, 

and supporting them, and believing in their ability to exceed everyone's expectations. Because of 

mentoring, mentored academic staff will have a higher level of job satisfaction and dedication, 

which may lead to them staying with the organization for a longer period of time. 
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Coaching has a statistically significant influence on academic staff retention at Kenyan 

universities, according to the study. According to the findings, the feedback component emerged 

as a contributing factor and plays an essential role in boosting academic staff retention in Kenyan 

universities, which is in line with the Three-Stage Model of talent management. Academic staff 

should receive feedback from coaching programs in order to identify areas where they need to 

improve. Coaching adds to this information by providing instructions, advice, and support so that 

employees can act on the feedback they receive. Leaders who excel at offering critical 

development tools like feedback and coaching should do it on a regular basis, in both vocal and 

written form, including genuine affirmation and direction on how the employee may grow and 

improve. 

 

In this study, an integrated model was used to look at the combined influence of three variables: 

talent management methods, perceived organizational support, and academic staff retention. 

Academic staff retention in Kenyan institutions was influenced by the combined effect of talent 

management methods (training, succession planning, career management, mentoring, and 

coaching). The aspects of Career management related to Succession Planning (Professional 

Development) and Personal Development were proven to have a positive substantial effect on 

academic staff retention in universities. This means that combining the elements of the two 

dimensions will result in better memory. 

 

5.4.3  Implications for Management Policy and Practice 

Policy and practice in management will be affected by the findings. Employers must improve the 

retention of their finest employees, which can be accomplished by efficiently managing talent 

inside the company. As a result, university presidents should establish policies that support talent 

management, which will improve academic staff retention and competitiveness. Talent 

management practices were found to have a beneficial impact on academic staff retention in the 

study. This means that in a university setting, personnel management strategies such as training, 

succession planning, career management, mentoring, and coaching are critical for academic staff 

retention. As a result, in order to encourage academic staff to stay at their current institutions, 

university administrators must incorporate talent management practices into their retention 

programs. 
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5.5  Recommendations for Further Research 

This research adds to our knowledge of the link between talent management techniques and 

academic staff retention, as well as the moderating role of perceived organizational support in 

this relationship. As a result, a future comparison study on the effect of talent management 

practices on retention among academic and non-academic personnel can be conducted. 

 

The current study focused on the role of perceived organizational support in moderating the 

effect of perceived organizational support. Personal variables such as age, level of education, 

gender, term of service, and professional competence, among others, should be considered in 

future investigations. Future research might look into the impact of talent management 

techniques on additional work attitudes including job satisfaction, organizational commitment, 

turnover intentions, and organizational citizenship behaviour, to name a few. Finally, a 

comparable study may be conducted among personnel in other industries, such as county 

governments, banks, and state businesses. 
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Appendix I: Letter of Introduction 

EGERTON UNIVERSITY 

Faculty of Commerce 

P.O. BOX 13357-20100 

NAKURU 

 

Dear Sir/Madam, 

RE: REQUEST FOR RESEARCH DATA FROM YOUR ORGANISATION 

I am a PhD in Business and Management student at Egerton University conducting a research 

study entitled “Talent Management Practices, Perceived Organisational Support and retention 

of Academic Staff in Universities in Kenya” 

You've been identified as a key player in this field, and your contribution to this research would 

be extremely valuable. As a result, the goal of this letter is to respectfully urge that you respond 

to these questions as truthfully and precisely as possible. Responses will be kept private and will 

only be used for academic purposes. Please check the applicable boxes or fill in the blanks with 

the required information. 

 

Thank you. 

Yours faithfully, 

 

Leonard Kiragu 
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Appendix II: Research licence 
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Appendix III: Research Questionnaire 

PART I: Personal and Contextual Data 

SECTION ONE 

Please complete the following section which asks for information concerning you and your 

work.  Kindly answer all the questions. 

 

1. Gender (Please tick):  Male         Female  

2. Age:  Below 30            30 – 39            40 - 49              50 - 59            60-70 

                            70-75 

3. Number of years worked as an academic:  5years and below 6 – 10 

11 – 15                  16-20   21-25  26-30  31 and above 

4. Number of years worked in this University:  

9years and below           10-19   20-19           20-29         30 & Above 

5. Please select thehighest level of educational qualification you hold from below 

  Bachelor’s degree  

  Masters degree  

  PhD degree 

6.  How many years  are you intending to work in this University? 

  Below 5 years 5-10 10-14 15-20  20and above 

7. Your current designation (Please tick as appropriate). 
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Professor  

Associate Professor  

Senior Lecturer  

Lecturer  

Assistant Lecturer  

SECTION TWO: TALENT MANAGEMENT PRACTICES 

a)TRAINING 

The statements presented below describe aspects of training in universities. Please indicate the 

extent to which you agree that each of the statements describes your university by ticking ‘√’ in 

the appropriate box (from 1 to 5); where: 1= Strongly Disagree (SD); 2 = Disagree (D); 3 = 

Neutral (N); 4 = Agree (A); 5 = Strongly Agree (SA) 

 

i) Adequacy of Training 1 2 3 4 5 

 1 Training and development offered in my university is adequate 1 2 3 4 5 

 2 I am enthusiastic about training offered by my university 1 2 3 4 5 

 3 

Training opportunities outside the country influences academic 

staff to quit 

1 2 3 4 5 

 4 The university offers on-the- job training 1 2 3 4 5 

 5 The university offers off the job training 1 2 3 4 5 

 6 Training opportunities are offered in this university 1 2 3 4 5 

 7 

Fairness is practiced all the time in the implementation of 

training policy for the academic staff  in this university 

1 2 3 4 5 

 

ii) Skill Development      

 1 

The skills and knowledge learnt on the job in this university 

would transfer easily to most other similar organizations 

1 2 3 4 5 

 2 

Training makes me work with little or no supervision and 

makes me committed to my organization 

1 2 3 4 5 
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 3 

Skill development opportunities and career progress was my 

major attractor to this university. 

1 2 3 4 5 

 4 The university promotes staff after training 1 2 3 4 5 

 5 

The  university  readily  invests  in  professional  development  

for the academic staff 

1 2 3 4 5 

 

b) SUCCESSION PLANNING 

The statements presented below describe aspects of Succession Planning   in universities. Please 

indicate the extent to which you agree that each of the statements describes your university by 

ticking ‘√’ in the appropriate box (from 1 to 5); where: 1= Strongly Disagree (SD); 2 = Disagree 

(D); 3 = Neutral (N); 4 = Agree (A); 5 = Strongly Agree (SA) 

 i) Needs Driven Assessment 1 2 3 4 5 

 1 

The university tracks potential administrative openings as a 

result of retirements 

1 2 3 4 5 

 2 

The university identifies the likelihood of academic 

administrators leaving the university 

1 2 3 4 5 

 3 

The university identifies competencies required for future 

academic leaders 

1 2 3 4 5 

4 

The university identifies faculty who have the potential to 

become future academic leaders 

1 2 3 4 5 

 5 The university identifies future academic leaders 1 2 3 4 5 

 6 

Employees are prepared in advance to hold higher positions for 

organizational survival. 

1 2 3 4 5 

 7 

Competencies and specifications required to undertake key 

roles are defined. 

1 2 3 4 5 

  ii) Professional Development 1 2 3 4 5 

 1 

The university encourages future academic leaders to create a 

personal development plan 

1 2 3 4 5 
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 2 

The university provides individual feedback to future academic 

leaders as they are developing 

1 2 3 4 5 

 3 

Individuals are trained to assume greater responsibilities for 

organizational continuity. 

1 2 3 4 5 

4 

The succession planning process aligns with broader planning 

at the university 

1 2 3 4 5 

 5 

The university uses performance appraisals to assess faculty 

performance 

1 2 3 4 5 

 

c) CAREER MANAGEMENT 

The statements presented below describe aspects of Career Management in universities. Please 

indicate the extent to which you agree that each of the statements describes your university by 

ticking ‘√’ in the appropriate box (from 1 to 5); where: 1= Strongly Disagree (SD); 2 = Disagree 

(D); 3 = Neutral (N); 4 = Agree (A); 5 = Strongly Agree (SA) 

 i) Career Development Policies 1 2 3 4 5 

 1 This university always plans on employee career growth 1 2 3 4 5 

 2 

Career  development  programs  help  attract  new  recruits  in  

this university 

1 2 3 4 5 

 3 

Unique  career  development  programs  in  this  university 

results  to increased productivity and profits 

1 2 3 4 5 

4 

My university has in-house development programmes to 

develop its employees 

1 2 3 4 5 

 5 

Employee  career  development  benefits  are  in  place  in  this 

university 

1 2 3 4 5 

 6 I am satisfied by growth opportunities offered by this university 1 2 3 4 5 

  ii) Personal Development      

 1 

Employee  career  development  programmes  offered  are  

linked  to each academic staff career needs 

1 2 3 4 5 
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 2 

In  this  university  progress and career  development  policy  is 

clearly outlined and known to all employees 

1 2 3 4 5 

 3 

The university has an employee development strategy which is 

clearly understood by all the employees 

1 2 3 4 5 

 4 As a supervisor I frequently mentor staff to grow professionally 1 2 3 4 5 

5 This university always plans on employee career growth 1 2 3 4 5 

 6 

Every  effort  is  made  to  use skills from within  or  create  

capacity  before outsourcing 

1 2 3 4 5 

d) MENTORING 

The statements presented below describe aspects of Mentoring   in universities. Please indicate 

the extent to which you agree that each of the statements describes your university by ticking ‘√’ 

in the appropriate box (from 1 to 5); where: 1= Strongly Disagree (SD); 2 = Disagree (D); 3 = 

Neutral (N); 4 = Agree (A); 5 = Strongly Agree (SA) 

 i) Ongoing Opportunities 1 2 3 4 5 

 1 

My  Chair  of  Department frequently  mentors  staff  to  grow 

professionally 

1 2 3 4 5 

 2 

My mentor has guided  me to finish assignments or meet 

deadlines that otherwise would have been difficult to complete 

1 2 3 4 5 

3 I respect my mentor’s ability to teach and instruct others 1 2 3 4 5 

 4 I try to model my behaviour after my mentor 1 2 3 4 5 

  ii) Connection and commitment      

 1 

My  mentor  has  discussed  my  concerns   about  advancement 

opportunities within  the university 

1 2 3 4 5 

 2 

My mentor has kept me informed about what is going on at 

higher levels, or how external conditions are influencing the 

university 

1 2 3 4 5 

 3 

My mentor  has  recommended me  in   obtaining  assignments  

that increased my personal contact with important 

administrators in the university 

1 2 3 4 5 
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 4 

Mentoring in this university  nurtures  junior scholars for 

successful academic careers 

1 2 3 4 5 

e) COACHING 

The statements presented below describe aspects of Coaching in universities. Please indicate the 

extent to which you agree that each of the statements describes your university by ticking ‘√’ in 

the appropriate box (from 1 to 5); where: 1= Strongly Disagree (SD); 2 = Disagree (D); 3 = 

Neutral (N); 4 = Agree (A); 5 = Strongly Agree (SA) 

 i) Personal Effectiveness 1 2 3 4 5 

 1 

Coaching  helps  me  feel  comfortable  with  management  and 

encourages  open  communication  resulting  in  a  positive  

work experience 

1 2 3 4 5 

 2 The university has  coaching programmes 1 2 3 4 5 

3 

Coaching has inspired me to go above and beyond what is 

expected of me 

1 2 3 4 5 

 4 

My chair  enables me to finish assignments or meet deadlines 

that otherwise would have been difficult to complete 

1 2 3 4 5 

  ii) Feedback       

 1 

The feedback channels used in this university  are adequate to 

provide for my coaching needs 

1 2 3 4 5 

 2 

I  experience  greater  sense  of  connection  and  commitment  

to  the organization when professionals help mould my careers 

1 2 3 4 5 

 3 

My coach provides feedback that helps me focus on the work 

that I am doing 

1 2 3 4 5 
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SECTION THREE: PERCEIVED ORGANIZATIONAL SUPPORT 

The statements presented below describe dimensions of Perceived Organizational Support in 

universities. Please indicate the extent to which you agree that each of the statements describes 

your university by ticking ‘√’ in the appropriate box (from 1 to 5); where: 1= Strongly Disagree 

(SD); 2 = Disagree (D); 3 = Neutral (N); 4 = Agree (A); 5 = Strongly Agree (SA) 

 

i) Employees Welfare 1 2 3 4 5 

 1 My organization really cares about my well-being 1 2 3 4 5 

 2 

My organization is willing to help me if I need a special 

favour 

1 2 3 4 5 

 3 My organization cares about my opinions 1 2 3 4 5 

 

ii) Employees Opinions and Goals      

 1 My organization cares about my opinions 1 2 3 4 5 

 2 My organization will forgive an honest mistake on my part 1 2 3 4 5 

 3 This university strongly considers my goals and values 1 2 3 4 5 

SECTION FOUR: ACADEMIC STAFF RETENTION 

The statements presented below describe dimensions of Academic Staff Retention in 

universities. Please indicate the extent to which you agree that each of the statements describes 

your university by ticking ‘√’ in the appropriate box (from 1 to 5); where: 1= Strongly Disagree 

(SD); 2 = Disagree (D); 3 = Neutral (N); 4 = Agree (A); 5 = Strongly Agree (SA)  

 i) Intent to leave 1 2 3 4 5 

 1 I’m planning on working for another university within a period 

of three years. 

1 2 3 4 5 

 2 I have checked out a job in another university previously. 1 2 3 4 5 

 3 I have checked out a job in outside university previously 1 2 3 4 5 

  ii) Intent to Stay      

 1 If I wanted to do another job or function, I would look first at 

the possibilities within this university. 

1 2 3 4 5 
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 2 It doesn’t matter if I’m working for this university or another, 

as long as I have work. 

1 2 3 4 5 

3 If it were up to me, I will definitely be working for this 

university for the next five years. 

1 2 3 4 5 

 iii) Job Satisfaction      

1 Within this university, my work gives me satisfaction 1 2 3 4 5 

2 I love working for this university. 1 2 3 4 5 

3 I see a future for myself within this university. 1 2 3 4 5 
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Appendix IV. Accredited Universities in Kenya as at November 2016 

 

 Chartered public universities 

Status Tota

l Profess

or 

Senior 

lecture

r 

Lectur

er 

Assista

nt 

Lecture

r 

Gradua

te 

Assista

nt 

 University of Nairobi 509 450 820 256 363 2398 

Moi university 129 155 353 172 58 867 

Kenyatta university 99 200 868 628 4 1799 

Egerton university 104 99 256 132 38 629 

Jommo Kenyatta of Science 

& Technology 

98 112 219 236 102 767 

Maseno university 57 47 143 157 0 404 

MasindeMurilo University of 

Science & Technology 

27 31 105 45 11 219 

DedanKimathi University of 

Technology 

15 13 41 311 12 392 

Chuka University 11 24 81 118 23 257 

Technical university of 

Kenya 

30 38 183 157 62 470 

Technical University of 

Mombasa 

3 8 31 106 83 231 

Pwni University 18 20 43 83 8 172 

Karatina University      137 

Kisii University 11 25 88 112 11 247 

University of Eldoret 50 38 131 75 18 312 

Msasai Mara University 14 9 90 392 0 505 

JaramogiOgingaOdinga 

University of Science & 

Technology 

20 17 45 43 7 132 
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Laikipia University 5 12 60 23 0 100 

 South Eastern Kenya 

University 

     120 

Total 1200 1298 3557 3046 800 9901 

 

Private Chartered Universities 

University Professor 
Senior 

lecturer 
Lecturer 

Assistant 

Lecturer 

Graduate  

Assistant 
Total 

University of Eastern Africa, 

Baraton 
10 13 56 91 58 228 

Catholic University of Eastern 

Africa 
8 18 63 29 0 118 

Scott Theological College 1 6 27 29 4 67 

  Status Total 

Professor Senior 

lecturer 

Lecturer Assistant 

Lecturer 

Graduate 

Assistant 

 Embu 7 8 15 20 0 50 

 Meru      92 

Krinyaga 3 0 4 30 31 68 

Murang'a 3 2 6 22 12 45 

Machakos 3 7 20 125 34 189 

Rongo 23 8 15 35 15 96 

TaitaTaveta 5 6 10 36 12 69 

Kibabii University      64 

Co-operative 10 3 99 34 5 151 

 Multimedia University 

of Kenya 

     100 

 Garissa university      23 

 Muranga      52 

Total 54 34 169 302 109 999 
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Daystar University 7 36 56 10 0 109 

United States International 

University 
36 94 126 0 0 256 

African Nazarene University 6 12 182 0 2 202 

St' Paul's University 7 24 393 10 0 434 

Pan Africa Christian University 7 11 9 29 1 57 

Strathmore University 10 22 34 169 25 260 

Kabarak University 5 11 42 41 2 101 

KCA University 7 17 159 109 3 295 

Mount Kenya University 20 29 227 424 0 700 

Great Lakes University 9 6 102 33 19 169 

Africa International University 10 11 17 52 2 92 

Adventist University of Africa 27 21 1 0 0 49 

Kenya Highlands Evangelical 

University 
0 2 2 21 0 25 

Total 170 333 1496 1047 116 3162 

 

  

 

Status Total 

Professor Senior 

lecturer 

Lecturer Assistant 

Lecturer 

Graduate 

Assistant 

 Presbyterian University of 

Africa 

1 17 23 0 0 41 

Riara University 6 9 111 5 0 131 

The East African University 23 7 5 22 13 70 

Management University of 

Africa 

4 18 56 4 6 88 

Umma University 1 3 56 25 0 85 

Zetech University 1 1 0 49 0 51 

KiririUnivesity 0 3 7 14 5 29 

Aga Khan 20 33 77 2 0 132 
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Pioneer 7 0 30 0 0 37 

International Leadership 

University 

13 7 60 12 0 92 

KAG 34 4 1 47 2 88 

Total 110 102 426 180 26 844 

Private Constituent Colleges 

University Professor 
Senior 

lecturer 
Lecturer 

Assistant 

Lecturer 

Graduate  

Assistant 
Total 

Hekima 8 16 9 8 0 41 

Tangaza 16 15 32 44 0 107 

Regina Pacis 2 0 18 6 0 26 

Uzima 4 5 31 20 0 60 

Marist 1 3 9 16 0 29 

Total 31 39 99 94 0 263 

Source: (CUE,2016) 
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Appendix V.  Distribution of Public and Private Universities in Kenya 

                          

Source: Independent Electoral and Boundaries Commission, (2016) 

 

 

 

 

 



206 

Appendix VI. Publications 
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