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Abstract: Many organizations globally, including universities in Kenya are engaged in the battle for the best 

talents.  In this war for talent, the best organizations aim at improving their short and long term plans, policies 

and practices for the attraction, development, repositioning and enhancing retention of talents vital for their 

business needs. The objective of the present study is to examine the effects of demographic characteristics (age, 

gender, education, tenure as an academic, tenure in the current university and job position) and talent 

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

academic staff retention in universities in Kenya. The sample of the study consisted of 388 academic staff drawn 

from a population of 13,441 academic staff in 31 public universities and 32 private universities in Kenya. 

Questionnaire method was used to collect data which was analysed using inferential statistics which included 

Independent Samples T Test, One Way Analysis of Variance (ANOVA), Pearsons Correlation and Multiple 

Regression analysis. The results showed that biographical characteristics (gender and education) did not 

influence satisfaction with talent management practices and decision to remain in the university; Age, tenure as 

an academic, tenure in the current university and job position did not influence satisfaction with talent 

management practices; Age, tenure as an academic, tenure in the current university and job position had 

significant influence on retention of academic staff; level of education influenced satisfaction with mentoring 

programmes in the university; Talent management practices (training, succession planning, career management, 

mentoring and coaching) had significant, positive effects on academic staff retention. The study recommends 

that universities should enact policies that promote talent management which will in turn promote sustainable 

academic staff retention and competitive advantage. 

Keywords: Demographic Characteristics, Talent Management Practices, Retention, Universities. 

Introduction 

University academic staff attrition represents the loss of experienced employees especially where those who are 

leaving the profession are highly qualified academics. This may have the effect of leaving a less capable pool of 

staff in the lecture room as well as lead to demoralization among remaining academics (Selesho & Naile, 2014). 

Universities globally are facing challenges mainly due to severe budget cuts amid increasing student enrolment. 

Kenyan universities face similar staff turnover problems which have contributed to inefficiency and 

deterioration of academic standards (Losem, 2015). 

Talent management refers to the general practice of developing, managing and retaining employees (Schuler, 

Jackson & Tarique, 2011). Talent management is about attracting, identifying, recruiting, developing, 

motivating, promoting and retaining employees with strong potential to succeed within the organization 

(Armstrong, 2007). Talented employees with high potential to an organization are more beneficial, more 

satisfied with their jobs and have lower rates of intentions to quit (Hornung, Rousseau & Weigl, 2010). A study 

by Oehley (2007) found that talent management competencies of attracting and recruiting talent have a 

significant negative effect on employees‟ intention to quit the organisation. Similarly, Du Plessis (2015) found a 
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significant negative relationship between employees‟ perception of the organisation‟s talent management 

practices and their intention to quit the organisation.  

Talent management is founded on the idea that employees are an organization‟s most valued asset (Schuler et 

al., 2011). This is significant for both public and private universities as there is a drive towards competency and 

providing top quality service to students both inside and outside the lecture hall (Cobb, 2015). Universities 

cannot afford to lag behind in their talent practices and then expect to recruit and retain employees required to 

drive organization success. Putting in place a talent management plan which focuses on cultivating a culture 

based on performance helps drive efficiency, decrease turnover costs, nurture employee development and 

ensures higher level of services are accorded to students (Walsh and Taylor, 2007).  

Reduction of academic staff attrition is a pertinent issue in Public and private Universities in Kenya because 

these institutions are operating in a highly competitive environment and hence depend on these staff for success 

and sustainability. Various studies have been conducted in Kenya to investigate factors influencing academic 

staff retention (Ng‟ethe, 2012; Mugove & Mukanzi, 2018; Muimi, 2016). None of these studies have focused on 

the role of talent management practices in influencing academic staff retention which presents a knowledge gap 

on the need to investigate how other variables such as talent management practices can influence retention of 

academic staff in universities. This study therefore sought to provide empirical evidence on the effect of talent 

management practices on retention of academic staff in Kenyan Universities. 

Statement of the Problem 

The global interest in reduction of academic staff attrition has been prompted by factors such as the need to 

maintain quality of teaching in the universities so as to improve the quality of graduates from the universities 

and the need for continuous research (Amaral, Orlanda, Sonia and Cristina, 2016). Talent management practices 

are important predictors of workers‟ intention to stay or leave an organization. Supportive talent management 

practices indicate an organization‟s willingness to invest in human capital so as to enhance employee retention. 

Previous studies on talent Management practices found a negative relationship between talent management and 

employees‟ intention to quit (Ndungu and Omondi, 2015; Ngobeni, 2015; Barkhuize, 2014) while other studies 

have found positive correlations between talent management and retention (Kibui, Gachunga and Namusonge, 

2014; Chitsaz-Isfahani and Boustani, 2014). Therefore, the ability of talent management practices to enhance 

retention suggests that these practices are able to decrease employees' intention to quit the organization. Chitsaz-

Isfahani and Boustani (2014) in a study of 280 respondents found that there was a positive and significant 

relationship between talent management practices and employee retention among employees in Isfahan 

University in Iran. Kissoonduth (2017) study entitled „Talent Management: Attracting and retaining academic 

staff at selected public higher education institutions in South Africa‟, found a significant positive relationship 

between talent management practices and academic staff retention. Njanjobea (2016) in a sample of 65 

academic staff found a significant relationship between talent management and retention among academic staff 

in Durban University of Technology, South Africa. There is however no research that has linked the 

demographic characteristics, talent management practices and retention of academic staff in universities in 

Kenya. This study therefore sought to provide an empirical evidence of the effect of demographic characteristics 

and talent management practices on retention of academic staff in chartered private and public universities in 

Kenya. 

Literature review 

The literature review will discuss various aspects of the study variables namely, demographic characteristics, 

talent management practices and retention.  

Academic Staff Retention 

Marchington & Wilkinson (2006) defines employee retention as measures taken to inspire employees to remain 

in the institutions they are working in for a long period of time. Reduction in turnover of talented workers in the 

universities which are considered as the hub of knowledge has become a core issue (Mubarak, Wahab and Khan, 

2012). Global interest in reduction of academic staff attrition has been prompted by factors such as the need to 

maintain quality of teaching in the universities so as to improve the quality of graduates from the universities 

and the need for continuous research (Amaral, Orlanda,Sonia and Cristina, 2016). High rates of staff resignation 
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are expensive in terms of additional recruitment costs, loss of know-how and customer goodwill, lost production 

costs and increased cost of training.  

Numerous studies have been conducted worldwide on the state of universities and all point out to a problem of 

academic staff attrition. May (2013) report that attrition rates in Australian universities were worryingly high 

with researchers estimating around 30% to 50% of lecturers leaving in the first five (5) years. Roser (2017) 

reported that Student-to-employee ratios in many countries have generally increased over the years. This clearly 

brings out the problem of academic staff attrition in institutions of higher learning. Bernard (2012) in a study of 

factors that determine academic staff retention and commitment in private tertiary institutions in Botswana 

found that academic staff recruitment and retention were affected by the whole employment package which 

include pay and fringe benefits, intrinsic aspects of the job, job security, work organization, autonomy, 

progression and working environment among other factors. 

Selesho and Naile (2014) studied factors that influence retention rates of academic staff at selected universities 

in South Africa. The sample size was 80 academic staff who had worked at higher education institutions for 

more than 10 years. The study found that job satisfaction was the main factor keeping academic staff in their 

professions. In addition, job satisfaction was also linked to career growth and academic development. The study 

could not rule out the probabilities of working conditions as a factor influencing retention. Mugove and 

Mukanzi (2018) studied the determinants of employee turnover among 340 teaching and non-teaching staff in 

three public universities in Western region of Kenya. The study found job satisfaction, work environment and 

work flexibility had significant negative relationships with staff turnover. This means that turnover increased 

when university staff were dissatisfied with their jobs, work environment and lacked work flexibility. 

Employee demographic characteristics 

Several studies have been carried out to determine the effect of employee demographic characteristics on 

employee retention and intentions to turnover (Mathieu and Zajac, 1990; Kipkebut, 2010; Kipkebut, 2013; Ngigi 

and Kipkebut, 2014; Agyeman and Ponnaih, 2014; Segbenya, 2014; Murupus and Kipkebut, 2015). 

Demographic characteristics include age, gender, race, and tenure among others (Rustiana and Rahmaningtyas, 

2018). According to Gupta, Kumar and Seemarani (2015) demographic characteristics such as age, tenure, level 

of education, level of income, job category and gender among others cannot be ignored as they influence 

employee retention and turnover intention. Agyeman and Ponnaih (2014) reported that demographic predictors 

(age, gender, tenure, education, and income levels) were predictors of retention and turnover intentions. Coetzee 

(2015) stated that understanding how retention factors may differ between employees with different 

demographic characteristics may contribute to knowledge on retention practices among diverse and multi-

cultural workforce. 

Segbenya (2014) in his study on the effects of demographic variables on employees‟ decisions to stay or quit in 

Ghana Commercial Bank, Kumasi, found that intentions to quit was high among mostly females, employees 

under the age of 35 years, employees in personal banking position, employees at the junior level of the bank and 

employees who had worked with the bank for less than 15 years. In their meta-analysis, Griffeth et al. (2000) 

found only a negligible difference between men and women in terms of turnover intentions with women being 

slightly more likely to leave their jobs than men. On the other hand, Jadoo et al. (2015) found that male 

employees were more likely to turnover than female employees. In case of age, the study revealed that younger 

employees were more likely to take risks at the beginning of their careers than older employees. They were also 

more likely to accept positions below their abilities and expectations at the beginning of their career and were 

always on a move to better opportunities. Griffeth et al. (2000) found negative age-turnover relationship. This 

study therefore seeks to determine whether age, gender, level of education, tenure as an academic, tenure in the 

university and current position will have significant effect on talent management practices and academic staff 

retention.  

The demographic characteristics to be investigated in this study in relation to talent management practices and 

retention are age, gender, tenure as an academic, tenure in the current university, education and job position. 

Age: Studies have found a significant relationship between age and employee retention (Ahuja et al, 2007; 

Borman and Dowling, 2017). Younger employees have a higher probability of leaving than older employees 

(Achoui and Mansour, 2007). In a study with sample size of 297 managers and staff working in a total of ten 

http://ses.library.usyd.edu.au/bitstream/2123/4529/1/Vol8No1Article1.pdf
http://au.educationhq.com/news/32435/early-career-educators-are-resigning-from-their-jobs-at-an-alarming-rate/
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five-star hotels in Istanbul, Emiroğlua et al. (2015) found that older workers in the age groups 46-55 and 56 

years and over had lower turnover intentions than young employees who were in lower age groups (26-30 

years).  

Gender: Studies have found conflicting results in the relationship between gender and retention. In a survey of 

377 academic staff in Malaysian private universities, Choong et al (2013) found that females had a higher 

intention to quit as compared to male academic staff. On the other hand, Obwoyere and Kipkebut (2016) found 

that there were no gender differences in intentions to turnover among employees at the Nakuru County 

Government, Kenya.  

Tenure as an academic: Job tenure which is a measure of number of years worked has a significant effect on 

intentions to turnover (Nadiri and Tanova, 2010). Previous studies have found that tenure was one of the major 

determinants of turnover intention whereby employees who have worked for many years have generally lower 

turnover intention (Karatepe et al., 2006; Nadiri & Tanova, 2010). It is expected in this study that academic staff 

with high tenure are less likely to desire to quit their jobs as compared to those with shorter tenure.  

Education: Studies have found that level of education was positively related to turnover intentions (Mathieu & 

Zajac, 1990; Kipkebut, 2013; Murupus & Kipkebut, 2015; Choong, Keh, Tan & Tan, 2013). Employees with 

higher levels of education were more likely to turnover than employees with low levels of education.  

Job position: Job position has a significant effect on intentions to turnover. Studies have shown that workers 

who perform unchallenging work are less likely to leave than employees with high employment status 

(Kipkebut, 2013; Cohen, 1992; Chiu, Chung, Wu &Ho, 2009). It is therefore expected that higher-ranking 

academic staff are more likely to have higher turnover intentions than lower-ranking academic staff. 

Talent management practices 

Transley (2011) defines a talent as a capability that a person has above other people and thus uses it with ease. 

Talent management is the organized attraction, identification, development, retention and deployment of those 

persons who are of importance to an organization either because they are fulfilling critical roles in business 

operations or in view of their “high potential” for the future. Talent management practices comprise a diversity 

of roles such as training, mentoring, coaching, career management and succession planning (Brandt & Kull, 

2007). Studies have shown that employees who are talented and with high potential to an organization are more 

beneficial, are satisfied with their jobs and have a lower intention to quit (Hornung et al., 2010). A study by 

Oehley (2007) found that talent management competencies of attracting and recruiting talent have a significant 

negative effect on employees‟ intention to quit the organisation. Du Plessis (2015) found a significant negative 

relationship between employees‟ perception of the organisation‟s talent management practices and their 

intention to quit the organisation. This suggests that satisfactory talent management practices result in low levels 

of employee intention to quit the organisation (Du Plessis, 2015). Bradley (2016) in his study on talent 

management in Australian universities found a positive significant relationship between talent management 

practices and performance. Thiriku & Were (2016) in a study on the effect of talent management strategies on 

employee retention among employees in private firms in Kenya found a significant positive relationship 

between talent management practices and employee retention. 

Research Hypotheses 

From the above reviewed literature, the following research hypotheses are proposed: 

H01: There are no differences in talent management practices and academic staff retention based on employee 

demographic characteristics, namely: age, gender, university and job tenure, education and job position. 

H02: Training does not have a significant effect on retention among academic staff in Universities in Kenya. 

H03: Succession planning does not have a significant effect on retention among academic staff in Universities in 

Kenya. 

H04: Career management does not have a significant effect on retention among academic staff in Universities in 

Kenya. 

H05: Mentoring does not have a significant effect on retention among academic staff in Universities in Kenya. 
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H06: Coaching does not have a significant effect on retention among academic staff in Universities in Kenya. 

H07: The combined effect of employee demographic characteristics and talent management practices do not 

have a significant effect on retention among academic staff in Universities in Kenya. 

Methodology 

The study adopted a cross-sectional survey research design. Using Nassiuma‟s (2000) formula a sample of 13 

universities from a total of 63 universities in Kenya was derived. The population of the study was 13,441 

academic staff from the 63 universities in Kenya. A formula by Yamane (1967) was used to derive a sample size 

of 388 academic staff. Stratified random sampling was used to determine the sample size per university and 

thereafter simple random sampling was used to select the respondents from each of the selected universities. 

Questionnaires were distributed through „drop and pick‟ method. A total of 302 questionnaires were filled 

giving a response rate of 77.8% which is excellent. Mugenda & Mugenda (2012) reported that a response rate of 

50% is adequate for analysis and reporting; a rate of 60% is good while a response rate of 70% and above is 

excellent. The descriptive statistics of the respondents‟ demographic characteristics are presented in Table 1 

below. 

Table 1: Summary of demographic characteristics of the respondents 

Variables Frequency Percent (%) 

Gender   

Male 194 64.2 

Female 108 35.8 

Total 302 100 

Age   

Below 30 years 13 4.3 

30 - 39 years 91 30.1 

40 – 49 years 122 40.4 

50 - 59 years  54 17.9 

60 years and above 22 7.3 

Total 302 100 

Level of Education   

Bachelors Degree 12 4.0 

Masters Degree 134 44.4 

Doctorate Degree 156 51.7 

Total  302 100 

Tenure as an academic   

5 years and below 49 16.2 

6-10 years 108 35.8 

11-15 years 67 22.2 

16 years and above 78 25.8 

Total 302 100 

Tenure in the present university   

Below 10 years  181 59.9 

10 - 19 years  74 24.5 

20 years and above 47 15.6 

Total 302 100 

Position    

Assistant Lecturer 88 29.1 

Lecturer 123 40.7 

Senior Lecturer 55 18.2 

Professor 36 11.9 

Total 302 100 

Measurement of variables 

Following extensive review of the literature, the questionnaire to collect data for the study was developed and 

measured on a 5-point likert scale ranging from strongly agree to strongly disagree, where 1 indicates Strongly 

Disagree, 2-Disagree, 3-Uncertain, 4-Agree and 5-Strongly Agree. The reliability of the study instrument was 
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tested using Cronbach Alpha test and the results showed acceptable reliability coefficients as follows: Training 

(α=0.883), Succession Planning (α = 0.819), Career Management (α=0.853), Mentoring (α=0.868), Coaching 

(α=0.880) and academic staff retention (α =0.629). The employee demographic characteristics are as follows: 

age, gender, tenure as an academic, tenure in the current university, education and job position. 

Results 

The testing of the study hypotheses was subjected to statistical analysis as shown below. Independent samples t-

test and One-way Analysis of Variance (ANOVA) was used to test Hypothesis One, Pearson Correlation 

analysis was carried out to test Hypothesis Two to Six while multiple regression analysis was conducted to test 

Hypothesis Seven. 

Results of Independent samples t-tests and one-way Analysis of Variance (ANOVA) 

H01: There are no differences in talent management practices and academic staff retention based on employee 

demographic characteristics, namely: age, gender, university and job tenure, education and job position. 

Gender 

Table 2: Results of Independent Samples t-test exploring differences in talent management practices and 

academic staff retention based on gender 

Gender of respondents N Mean Std. Deviation t Sign 

Training Male 193 40.10 8.04 .741 .460 

Female 108 39.37 8.43   

Succession Planning Male 192 37.85 8.98 -.732 .464 

Female 108 38.74 11.89   

Career Management Male 194 38.54 9.89 1.310 .191 

Female 107 36.97 10.05   

Mentoring Male 194 27.40 8.24 .083 .934 

Female 108 27.31 8.34   

Coaching Male 194 22.23 6.41 .268 .789 

Female 107 22.02 6.92   

Academic Staff Retention Male 194 25.68 5.49 -.184 .854 

Female 107 25.80 5.66   

The results in Table 2 show that there were no statistically significant differences in the mean scores of talent 

management practices and academic staff retention among male and female respondents (p > 0.05). This 

suggests that gender of academic staff did not influence satisfaction with talent management practices and 

decision to remain in the university.  
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Age 

Table 3: Results of One-Way ANOVA exploring differences in talent management practices and 

academic staff retention based on age 

  N Mean Std. Deviation F Sig. 

Training Below 30 years 13 42.31 8.96 .411 .801 

30-39 years 91 39.37 8.23    

40-49 years 121 39.75 7.92    

50-59 years 54 40.28 8.95    

60 years and above 22 39.68 7.25     

Succession Planning Below 30 years 13 40.38 9.05 .374 .827 

30-39 years 90 37.94 10.77    

40-49 years 121 37.61 8.78    

50-59 years 54 39.06 11.61    

60 years and above 22 38.68 11.42     

Career Management Below 30 years 13 39.38 8.19 .398 .810 

30-39 years 90 38.08 11.34    

40-49 years 122 37.34 9.01    

50-59 years 54 39.17 10.22    

60 years and above 22 37.45 9.77     

Mentoring Below 30 years 13 27.85 5.41 1.681 .154 

30-39 years 91 28.08 8.42    

40-49 years 122 25.95 7.80    

50-59 years 54 28.35 8.08    

60 years and above 22 29.59 10.96     

Coaching Below 30 years 13 26.00 3.89 1.336 .257 

30-39 years 91 22.08 6.84    

40-49 years 122 21.64 6.63    

50-59 years 53 22.40 6.65    

60 years and above 22 22.50 6.05     

Academic Staff 

Retention 

Below 30 years 12 30.17 4.04 3.783 .005 

30-39 years 91 26.49 5.01    

40-49 years 122 25.60 5.60    

50-59 years 54 24.41 6.06    

60 years and above 22 24.05 5.27     

The results in Table 3 show that there were no statistically significant differences in the mean scores of talent 

management practices namely, training, succession planning, career management, mentoring and coaching 

among academic staff in different age groups (p > 0.05). This means that age did not influence satisfaction or 

dissatisfaction with talent management practices. On the other hand, the analysis showed that there were 

significant differences in the mean scores of academic staff retention based on different age groups of 

respondents (F = 3.783, p = 0.005). Post-hoc comparisons using Tukey HSD analysis showed that respondents 

aged below 30 years had significantly higher mean scores (M = 30.17) than respondents aged 40 – 49 years 

(25.60), 50 – 59 years (M = 24.41) and 60 years and above (M = 24.05). This suggests that respondents aged 

below 30 years were more likely to continue working in their universities unlike respondents aged 40 years and 

above. 
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Tenure as an academic  

Table 4: Results of One-Way ANOVA exploring differences in talent management practices and 

academic staff retention based on tenure as an academic 

  N Mean Std. Deviation F Sig. 

Training Below 5 Years 49 39.43 7.19 .959 .413 

 6- 10 years 107 39.07 8.08     

11 - 15 years 67 41.16 9.25     

16 years and above 78 40.01 7.89     

Succession Planning Below 5 Years 49 36.37 8.06 .767 .513 

6 10 years 107 38.07 10.28     

11 - 15 years 66 38.59 10.26     

16 years and above 78 39.08 10.93     

Career Management Below 5 Years 48 37.52 9.63 .287 .835 

6 10 years 108 37.48 10.28     

11 - 15 years 67 38.25 10.58     

16 years and above 78 38.73 9.27     

Mentoring Below 5 Years 49 26.31 8.82 .614 .606 

6 10 years 108 27.37 8.18     

11 - 15 years 67 27.07 7.28     

16 years and above 78 28.28 8.84     

Coaching Below 5 Years 49 22.12 6.45 .171 .916 

6 10 years 108 21.84 6.29     

11 - 15 years 66 22.56 7.42     

16 years and above 78 22.27 6.43     

Academic Staff Retention Below 5 Years 48 26.15 6.40 2.833 .039 

6 - 10 years 108 26.28 5.13     

11 - 15 years 67 26.34 5.56     

16 years and above 78 24.17 5.32     

The results of one-way ANOVA in Table 4 shows that there were no statistically significant differences in the 

mean scores of talent management practices namely, training, succession planning, career management, 

mentoring and coaching among academic staff based on tenure as an academic (p > 0.05). This means that years 

worked as an academic did not influence satisfaction or dissatisfaction with talent management practices. On the 

other hand, the analysis showed that there were significant differences in the mean scores of academic staff 

retention based on tenure as an academic (F = 2.833, p = 0.039). Post-hoc comparisons using Tukey HSD 

showed that respondents who had worked as academics for below 5 years (M = 26.15), 6 – 10 years (M = 26.28) 

and 11 – 15 years (M = 26.34) had significantly higher mean scores than respondents who had worked as 

academics for 16 years and above (M = 24.17). This suggests that respondents who had worked as academics for 

16 years and above were more likely to quit their jobs unlike respondents who had worked as academics for 15 

years and below. 
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Tenure in the university 

Table 5: Results of One-Way ANOVA exploring differences in talent management practices and 

academic staff retention based on tenure in the university 

  N Mean Std. Deviation F Sig. 

Training Below 10 years 180 39.87 8.12 .223 .800 

10-19 years 74 39.39 8.78     

20 years and above 47 40.40 7.49     

Succession Planning Below 10 years 179 38.72 10.52 .646 .525 

10-19 years 74 37.42 8.90     

20 years and above 47 37.28 10.41     

Career Management Below 10 years 180 38.70 10.11 1.194 .304 

10-19 years 74 36.73 9.99     

20 years and above 47 37.21 9.26     

Mentoring Below 10 years 181 27.10 8.17 .347 .707 

10-19 years 74 27.49 9.27     

20 years and above 47 28.21 6.95     

Coaching Below 10 years 180 22.51 6.59 .746 .475 

10-19 years 74 21.41 6.97     

20 years and above 47 22.00 5.98     

Academic Staff Retention Below 10 years 180 26.37 5.32 5.194 .006 

10-19 years 74 25.58 5.61     

20 years and above 47 23.49 5.81      

The results of one-way ANOVA in Table 5 shows that there were no statistically significant differences in the 

mean scores of talent management practices namely, training, succession planning, career management, 

mentoring and coaching among academic staff based on tenure in the university (p > 0.05). This means that 

years worked in the university did not influence satisfaction or dissatisfaction with talent management practices. 

On the other hand, the analysis showed that there were significant differences in the mean scores of academic 

staff retention based on tenure in the university (F = 5.194, p = 0.006). Post-hoc comparisons using Tukey HSD 

showed that respondents who had worked in the university for 20 years and above had significantly lower mean 

scores (M = 23.49) than respondents who had worked in the university for below 10 years (M = 26.37). This 

suggests that respondents who had worked in the universities for less than 10 years were more likely to continue 

working in their universities unlike respondents who had worked for 20 years and above. This means that 

academics who had worked for 20 years and above were among the oldest and experienced in the academic 

ranks and thus likely to take early retirement or other assignments outside academia. 
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Level of education 

Table 6: Results of One-Way ANOVA exploring differences in talent management practices and 

academic staff retention based on level of education 

  N Mean Std. Deviation F Sig. 

Training Bachelor's Degree 12 36.83 8.18 1.045 .353 

Masters Degree 133 39.63 8.07     

Doctorate Degree 156 40.24 8.26     

Succession Planning Bachelor's Degree 12 34.92 8.92 1.017 .363 

Masters Degree 133 37.75 8.66     

Doctorate Degree 155 38.78 11.28     

Career Management Bachelor's Degree 12 34.58 10.45 1.039 .355 

Masters Degree 133 37.62 9.96     

Doctorate Degree 156 38.55 9.93     

Mentoring Bachelor's Degree 12 21.83 8.99 2.840 .050 

Masters Degree 134 27.63 8.93     

Doctorate Degree 156 27.57 7.48     

Coaching Bachelor's Degree 12 20.08 6.99 .820 .441 

Masters Degree 134 22.51 6.72     

Doctorate Degree 155 22.01 6.45     

Academic Staff Retention Bachelor's Degree 12 27.50 4.78 1.475 .231 

Masters Degree 133 26.11 5.37     

Doctorate Degree 156 25.26 5.72     

The results of one-way ANOVA in Table 6 shows that there were no statistically significant differences in the 

mean scores of talent management practices (training, succession planning, career management, coaching) and 

retention among academic staff based on level of education (p > 0.05). This means that level of education did 

not influence satisfaction with talent management practices and retention. On the other hand, the analysis 

showed that there were significant differences in the mean scores of mentoring based on level of education (F = 

2.840, p = 0.052). Post-hoc comparisons using Tukey HSD showed that respondents with Masters Degree (M = 

26.11) and Doctorate degree (M = 27.57) had significantly higher mean scores of mentoring than respondents 

with Bachelors Degree (M = 21.83). This suggests that respondents with Bachelors degree, mainly Graduate 

Assistants were dissatisfied with the mentoring programmes in their universities.  
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Job Position 

Table 7: Results of One-Way ANOVA exploring differences in talent management practices and 

academic staff retention based on job position 

  N Mean Std. Deviation F Sig. 

Training Assistant Lecturer 87 38.25 8.29 1.710 .165 

Lecturer 123 40.69 8.44     

Senior Lecturer 55 40.58 7.97     

Professor 36 39.61 6.94     

Succession Planning Assistant Lecturer 88 37.17 8.45 1.278 .282 

Lecturer 123 39.54 10.71     

Senior Lecturer 53 37.38 9.76     

Professor 36 37.11 12.00     

Career Management Assistant Lecturer 88 36.42 9.34 1.290 .278 

Lecturer 122 39.16 10.94     

Senior Lecturer 55 37.91 9.76     

Professor 36 37.94 7.88     

Mentoring Assistant Lecturer 88 26.34 8.55 1.916 .127 

Lecturer 123 28.72 8.72     

Senior Lecturer 55 26.33 7.31     

Professor 36 26.83 6.79     

Coaching Assistant Lecturer 88 21.34 6.32 1.256 .290 

Lecturer 122 23.01 7.02     

Senior Lecturer 55 21.62 6.39     

Professor 36 22.08 5.90     

Academic Staff Retention Assistant Lecturer 87 26.32 5.50 2.628 .050 

Lecturer 123 26.28 5.28     

Senior Lecturer 55 24.64 5.98     

Professor 36 24.03 5.48     

The results of one-way ANOVA in Table 7 shows that there were no statistically significant differences in the 

mean scores of talent management practices namely, training, succession planning, career management, 

mentoring and coaching among academic staff in different academic positions (p > 0.05). This means that job 

position did not influence satisfaction or dissatisfaction with talent management practices. On the other hand, 

the analysis showed that there were significant differences in the mean scores of retention based on different job 

positions (F = 2.628, p = 0.050). Post-hoc comparisons using Tukey HSD showed that Assistant Lecturers (M = 

26.32) and Lecturers (M = 26.28) had significantly higher mean scores than Senior Lecturers (M = 24.64) and 

Professors (M = 24.03). This suggests that Assistant Lecturers and Lecturers were more likely to stay in their 

universities than Senior Lecturers and Professors. 

Results of Pearson Correlation analysis 

Hypotheses Two to Six sought to determine the effect of talent management practices on academic staff 

retention. These hypotheses were tested using Pearson‟s Correlation analysis which determines the strength and 

direction of the relationships among the study variables.  
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Table 8: Pearson’s Correlation Analysis exploring the relationship between combined talent management 

practices and staff retention 

  Training 

Succession 

Planning 

Career 

Management Mentoring Coaching 

Academic Staff 

Retention 

Training 1 .609
**

 .683
**

 .508
**

 .464
**

 .275
**

 

Succession Planning .609
**

 1 .658
**

 .567
**

 .543
**

 .263
**

 

Career Management .683
**

 .658
**

 1 .541
**

 .562
**

 .327
**

 

Mentoring .508
**

 .567
**

 .541
**

 1 .688
**

 .248
**

 

Coaching .464
**

 .543
**

 .562
**

 .688
**

 1 .311
**

 

Academic Staff Retention .275
**

 .263
**

 .327
**

 .248
**

 .311
**

 1 

**. Correlation is significant at the 0.001 level (2-tailed). 

H02: Training does not have a significant effect on academic staff retention.  

The results in Table 8 shows that there is a weak, significant positive relationship between training and 

academic staff retention (r = 0.275, p = 0.000). This suggests that retention was high among academics who 

were satisfied with training in their universities or vice versa.  

H03: Succession planning does not have a significant effect on academic staff retention 

The results in Table 8 shows that there is a weak, significant positive relationship between succession planning 

and academic staff retention (r = 0.263, p = 0.000). This suggests that retention was high among academics who 

were satisfied with the succession planning programmes in their universities or vice versa.  

H04: Career management does not have a significant effect on academic staff retention 

The results in Table 8 shows that career management had a weak significant relationship with academic staff 

retention (r = 0.327, p = 0.000). This suggests that academics who were satisfied with the career management 

programmes in their universities were more likely to stay in their universities while those who were dissatisfied 

with career management programmes were more likely to quit.   

H05: Mentoring does not have a significant effect on academic staff retention 

The results in Table 8 showed that mentoring had significant, positive correlations with academic staff retention 

(r = 0.248, p = 0.000). This suggests that mentoring positively influenced academics desire to remain in their 

universities. On the other hand, dissatisfaction with mentoring programmes was likely to influence intentions to 

turnover. 

H06: Coaching does not have a significant effect on academic staff retention 

The results in Table 8 showed that there was a significant positive correlation between coaching and academic 

staff retention (r = 0.311, p = 0.000). This suggests that coaching positively enhanced academic staff retention. 

On the other hand, dissatisfaction with coaching was likely to influence intentions to turnover. 

Results of Multiple regression analysis 

H07: The joint effect of employee demographic characteristics and talent management practices do not 

have significant effect on retention among academic staff in Universities in Kenya. 

Hypothesis Seven was tested using multiple regression analysis. Multiple regression analysis was carried out to 

determine the joint effect of employee demographic characteristics (namely, gender, age, tenure as an academic, 

tenure in the university, level of education and job position) and talent management practices (namely, training, 

succession planning, career management, mentoring and coaching) on academic staff retention. 
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Table 9: Results of multiple regression analysis establishing the joint effects of employee demographic 

characteristics and talent management practices on academic staff retention  

Model Summary 

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 .422
a
 .178 .146 5.13939 

a. Predictors: (Constant), Coaching, Level of Education, Gender of respondents, Years worked in the university, Training, Position held, 

Age of the respondents, Succession Planning, Mentoring, Career Management, Years worked as an Academic 

ANOVA 

Model Sum of Squares Df Mean Square F Sig. 

1 Regression 1626.112 11 147.828 5.597 .000b 

Residual 7501.388 284 26.413     

Total 9127.500 295       

a. Dependent Variable: Academic Staff Retention 

b. Predictors: (Constant), Coaching, Level of Education, Gender of respondents, Years worked in the university, Training, 

Position held, Age of the respondents, Succession Planning, Mentoring, Career Management, Years worked as an 

Academic 

Coefficients
a
 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

T Sig. 

Collinearity 

Statistics 

B Std. Error Beta Tolerance VIF 

1 (Constant) 20.006 2.266   8.828 .000     

Gender  .348 .640 .030 .544 .587 .952 1.051 

Age  -.700 .435 -.122 -1.607 .109 .503 1.988 

Tenure as an Academic -.110 .343 -.030 -.320 .749 .332 3.009 

Tenure in the university -.116 .450 -.021 -.258 .797 .449 2.226 

Level of Education -.118 .639 -.012 -.185 .853 .662 1.511 

Position held -.393 .366 -.078 -1.074 .284 .552 1.811 

Training .041 .054 .060 .763 .446 .466 2.146 

Succession Planning .007 .044 .012 .148 .883 .441 2.265 

Career Management .099 .047 .178 2.099 .037 .403 2.481 

Mentoring .005 .054 .007 .090 .928 .446 2.241 

Coaching .144 .067 .171 2.152 .032 .460 2.172 

a. Dependent Variable: Academic Staff Retention 

The model summary of the regression analysis in Table 9 shows that employee demographic characteristics 

(namely, gender, age, tenure as an academic, tenure in the university, level of education and job position) and 

talent management practices (namely, training, succession planning, career management, mentoring and 

coaching) explained 17.8 % of the variance in academic staff retention (R squared = .178). Therefore, 82.2 % of 

the variance in academic staff retention was explained by other factors not in the study. Further, the F-test 

statistic (F = 5.597, p = 0.000) shows the fitness of the regression model, which means that employee 

demographic characteristics and talent management practices are significant predictors of academic staff 

retention. Thus, the null hypothesis which state that the joint effect of employee demographic characteristics and 

talent management practices do not have a significant effect on retention among academic staff in Universities 

in Kenya is rejected and the alternative hypothesis accepted.  

The standardised beta coefficients show that Career Management (β = 0.178, p = 0.037) and Coaching (β = 

0.171, p = 0.032) were significant positive predictors of academic staff retention. This implies that academic 

staff retention increased when universities had effective career management and coaching programmes for the 

academic staff. On the other hand, the standardised beta coefficients show that gender, age, tenure as an 

academic, tenure in the university, level of education, job position, Training, Succession Planning and 

Mentoring did not have any significant effect on academic staff retention (p > 0.05). This implies that 

demographic characteristics, training, succession planning and mentoring did not influence academic staff 

retention. 
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Discussions 

The main objective of the study was to determine the effect of employee demographic characteristics and talent 

management practices on academic staff retention in universities in Kenya. Studies have found that 

demographic characteristics are important in determining employee retention (Agyeman & Ponniah, 2014; 

Choong et al., 2013; Segbenya, 2014). 

Gender: The results showed that there were no statistically significant differences in the mean scores of talent 

management practices and academic staff retention among male and female academics. This is consistent with 

study by Obwoyere & Kipkebut (2016) which found that there were no gender differences in intentions to 

turnover among employees at the Nakuru County Government, Kenya. Contrary to these findings, Choong et al. 

(2013) found that turnover rates were higher among female academic staff as compared to male academic staff 

in private universities in Malaysia. Segbenya (2014) found that intention to quit was high among female 

employees as compared to the male employees in Commercial banks in Ghana.  

Age: The results show that there were no statistically significant differences in the mean scores of talent 

management practices based on the age of academic staff. This means that age did not influence satisfaction 

with the talent management practices. On the other hand, the analysis found that retention was higher among 

academics aged below 30 years than academics aged 40 years and above. This is contrary to studies that have 

found that older employees were less likely to turnover as compared to younger workers (Kipkebut, 2013; 

Segbenya, 2014; Murupus & Kipkebut, 2015; Choong et al., 2013).  

Tenure as an academic: The results showed that there were no statistically significant differences in the mean 

scores of talent management practices among academic staff based on tenure as an academic. This means that 

years worked as an academic did not influence satisfaction with talent management practices. On the other hand, 

the analysis showed that there were significant differences in the mean scores of academic staff retention based 

on tenure as an academic. Specifically, respondents who had worked as academics for 16 years and above were 

more likely to quit their jobs unlike respondents who had worked as academics for 15 years and below. 

Academics with 16 years and above experience in academia are likely to take early retirement or are eligible for 

assignments outside academia or top management positions in universities. This finding is contrary to results of 

previous studies that found that employees with long tenure have lower turnover intention than employees who 

have shorter tenure (Emiroğlua et al, 2015; Martin and Roodt, 2008). On the other hand, Hayes (2015) did not 

find a statistically significant difference between length of stay and intention to quit. 

Tenure in the university: The results showed that there were no statistically significant differences in the mean 

scores of talent management practices among academic staff based on tenure in the university. On the other 

hand, the analysis showed that there were significant differences in the mean scores of academic staff retention 

based on tenure in the university. The results show that respondents who had worked in the universities for less 

than 10 years were more likely to continue working in their universities unlike respondents who had worked for 

20 years and above. This is contrary to the findings of previous research which found that the employees with 

high tenure had lower turnover intentions (Choong et al, 2015; Nadiri &Tanova, 2010). Employees who had 

worked for long were willing to remain in their respective institutions as compared to those who had worked for 

few years (Agyeman & Ponnaiah, 2014; Segbenya, 2014). 

Level of Education: The results showed that the mean scores of training, succession planning, career 

development and coaching did not differ significantly among academic staff based on their level of education. 

The study found that mean scores of mentoring differed significantly based on the level of education with 

academics with Bachelors degree holders being more dissatisfied with the universities mentoring programmes 

than Masters and PhD holders. Bachelor degree holders are likely to be Graduate Assistants who would benefit 

highly from well-structured mentoring programmes in order to grow in their careers. The results further showed 

that there is no statistically significant difference in the mean scores of academic staff retention based on level of 

education. This shows that the level of education does not influence retention. Contrary to this finding Akovaa, 

Cetin & Cifci (2015) found a significant relationship between employee‟s level of education and turnover 

intentions where employees with higher qualifications had higher job satisfaction and lower turnover intentions. 

On the other hand, Hayes (2015) did not find a statistically significant relationship between education and 

intention to quit.  
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Job Position: The results showed that there were no statistically significant differences in the mean scores of 

training, succession planning, career management, mentoring and coaching among academic staff in different 

job positions. On the other hand, the analysis showed that Assistant Lecturers and Lecturers were more likely to 

stay in their universities as they have not accumulated adequate human capital unlike Senior Lecturers and 

Professors who were more likely to quit as they were eligible for attractive opportunities outside their 

universities. This is contrary to previous studies which found that employees who had higher position such as 

managers and assistant managers had lower turnover intention than employees who held lower positions 

(Arnoux-Nicolas, 2016; Agyeman & Ponniah, 2014). Similarly, Khan et al. (2013) reported that academicians in 

higher designations (Associate Professors and Professors) are more likely to stay in their universities since they 

have higher salaries, better furnished offices, better health facilities, higher responsibilities and other fringe 

benefits unlike academics in lower positions.  

Training: The results showed that there is a weak, significant positive relationship between training and 

academic staff retention. This is consistent with previous research which found a significant positive 

relationship between training and academic staff retention (Onah & Anikwe, 2016; Ng‟ethe, 2013; Ayodo, 

2014). Similarly, Hassan, Razi, Qamar, Jaffir & Suhail (2013) in a study of employees in Telecommunication 

sector in Pakistan found that training strongly enhanced employee retention.  

Succession planning:  The results showed that there is a weak, significant positive relationship between 

succession planning and academic staff retention. The findings are consistent with previous studies which found 

that succession planning enhanced employee retention (Adewale, Abolaji & Kolade, 2011; Eshiteti, 2013; 

Salaman, 2014; Milkovich & Boundreau, 2008).  

Career management: The results showed that career management has a weak significant positive correlation 

with academic staff retention. Further, results of regression analysis showed that career management was a 

significant positive predictor of retention. The findings are consistent with previous studies which found 

statistically significant positive relationship between career management and retention (Allen, Lynn & Rodger, 

2003; Korantwi-Barimah, 2017; Selesho & Naile, 2014). According to Huselid (2012) employees who are 

unhappy with their career prospects are most likely to leave their organization.  

Mentoring: The results showed that mentoring had significant, positive correlations with academic staff 

retention. The findings are consistent with previous studies which found statistically significant positive 

relationship between mentoring and retention (Mundia, 2014; Kamau, 2017). Omale, Oguche, Duru & Daniel 

(2017) found that mentoring enhanced retention among employees in four (4) private universities in Nigeria 

resulting in reduction of recruitment and training costs and loss of talent associated with managerial knowledge.  

Further, ANOVA results showed that academics with Bachelor‟s degrees (most likely Graduate Assistants) were 

most dissatisfied with mentoring programmes in their universities. Consistent with this finding, Allen (2004) in 

a meta-analysis study comparing mentored and non-mentored individuals established that mentored individuals 

reported greater career satisfaction, career commitment and expectations for advancement resulting in enhanced 

retention. 

Coaching: The results showed that there was a significant positive correlation between coaching and academic 

staff retention.  Further, the results of regression analysis showed that coaching was a significant positive 

predictor of retention. The results are consistent with the findings of Chitsaz and Boustani (2014) which 

revealed that there was a positive and significant relationship between Coaching and employee retention among 

employees of Isfahan University. Similary, Muriithi (2016) in a study on the effect of coaching on employee 

performance in Standard Chartered Bank, Kenya reported that frequent provision of feedback and structured 

coaching plan positively influenced employee performance resulting in enhanced employee morale and 

motivation thus improving employees‟ productivity.  

Conclusions  

The main objective of this study was to establish the effect of employee demographic characteristics and talent 

management practices on retention among academic staff in Kenyan universities. The analyses showed that 

there were no significant differences in the mean scores of Training, Succession Planning, Career Management, 

Mentoring and Coaching on the basis of gender, age, tenure and position held. In addition, the analysis showed 

that there were significant differences in the mean scores of mentoring on the basis of level of education. 
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Further, the analysis showed that retention was affected by age, tenure as an academic, tenure in the university 

and job position of academic staff. The results of correlation analysis showed that talent management practices 

had significant positive relationships with academic staff retention. Finally, the results of the multiple regression 

analysis showed that career development and coaching were significant positive predictors of retention. 

Recommendations  

The findings of this study have several recommendations for university top managers in order to improve 

academic staff retention in their universities. The significant effect of demographic characteristics on retention 

showed that the success of the universities in achieving their objectives was dependent on ensuring that 

academic staff are satisfied and committed thus enhancing retention and productivity.  Specifically, top 

university policy makers should implement various retention strategies targeting academics in the positions of 

Senior Lecturer and Professors, older academic (40 years and above) and those with longer tenure in academics 

(16 years and above) and in their universities (20 years and above). These can include creating a pleasant and 

supportive work environment, recognition, rewards and provision of adequate training and promotion.  

Universities should enact policies that promote talent management which will in turn promote sustainable 

academic staff retention and competitive advantage. Top management need to encourage academic staff to work 

as a team and give as much responsibility to each team member as possible. In the teams, newly recruited 

academic staff should be assigned to more experienced academic staffs who have worked for long for 

mentorship. The academic staff should also be provided with career development opportunities to advance in the 

universities through internal promotions. Training and development opportunities should be provided so that 

academic staff can qualify for higher positions within their universities. Succession Planning is important for 

universities so that they can identify qualified persons to fill vacant positions. Through succession planning 

programmes, top management should be proactive and have a pool of people that can fill current and future 

vacant leadership roles. Each university needs to develop its own unique career development programs that will 

improve academic staff retention which can result to increased productivity and reduced turnover intentions. 

Academic staff needs knowledge of their strengths and consequently the areas where they can improve to be 

able to develop in the best possible manner. Feedback should be given to the academic staff to clarify 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.  

Limitations of the Study 

The findings of this study should be considered with a few limitations in mind. The research sought to collect 

information from academic staff from private and public universities regarding sensitive issues on talent 

management practices being implemented in their universities. The study anticipated the possibility that the 

academic staff may not feel free to provide the information sought. The study addressed this challenge by 

acquiring necessary research permits from National Commission for Science, Technology and Innovation and 

authorization letters from each of the concerned Universities. The researcher also assured the study participants 

that confidentiality and other dimensions of research ethics would be observed. The study further encountered 

difficulties in questionnaire administration as it targeted all cadres of academic staff. The academic staff works 

on strict schedules and getting time with them to fill the questionnaires was quite difficult. The study addressed 

this problem by using the „drop and pick‟ method of questionnaire administration. Lastly, the study used cross-

sectional research design which means that data was collected at one point in time. This means that the study 

was unable to establish the long-term effects of demographic characteristics and talent management practices on 

retention among academic staff in Kenyan universities. Thus, future studies may carry out a similar research 

using longitudinal research design.  
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