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Abstract

The worldwide problem of academic staff retention affects developed countries the same way as it affects developing countries. Talent management is about attracting, identifying, recruiting, developing, motivating, promoting and retaining employees with strong potential to succeed within the organization. The objective of the present study is to examine the effects of talent management practices on retention among academic staff in public and private 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, Pearsons Correlation and Multiple Regression analysis. The results of the independent samples t-test showed that there were no statistically significant differences in the mean scores of talent management practices and academic staff retention among respondents from public and private universities (p > 0.05). However, the t-test results showed that academics from private universities had significantly higher mean scores for adequacy of training than academics from public universities. The results of Pearson’s Correlation analysis showed that talent management practices (training, career management, succession planning, mentoring and coaching) had significant positive correlations with academic staff retention in public universities while in private universities, all talent management practices, except training, had significant relationship with retention. Finally, the results of multiple regression analysis showed that career management (personal development) was a significant positive predictor of retention in public universities while career development policies, career management (personal development) and coaching (feedback) were significant predictors of retention in private universities.
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1. 0.
Introduction

Success of many organizations depends on the employees with skills required to successfully perform the duties required to attain the company’s strategic goals (Robbins, 2004). Various scholars have identified employees as valuable assets to any organization and they are using this phrase to recognize the important role employees play within an organization (Armstrong, 2007; Schuler, 2011). Therefore, focusing on reducing employee turnover intentions can have positive impact on organizations as it increases employee productivity, performance, quality of work, profit and retention. King, Fowler and Zeithaml (2001) reported that organisations should adopt talent management practices in order to identify, attract, integrate, develop and motivate employees to remain in their organisations.  

According to Nyanjom (2003), talent management is referred as the identification and growth of the existing talent in an organization within the human resource function. Over the past few years, there has been an increased interest within organizations in the field of talent management in which a survey showed that 75 per cent of the leadership acknowledged that talent management is their priority in an organization (CIPD, 2010). Talent management is being viewed as a tool to support organizational competence through employee retention, career development, performance enhancement and succession planning (Iles, 2007). 
Academic staff retention is foremost critical issue that top management of higher education institutions should focus attention on. Retention in the education industry with on-going development in research and teaching is one of the top priorities of any private or public university and to do so retaining the academic staff is important in the achievement of its mission and vision. The utmost goal of an education institution is to have talented academics and to retain them. Furthermore, losing talented academicians is a key factor in the reduction of research output and thus damage the image of a ranking of a university is dependent on knowledgeable and committed academics (Robyn, & Du Preez, 2013). 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 academics for its success and sustainability.
2.0
Statement of the problem

The success of any organization depends on the support of the employees. This applies to the academic institutions as well. Despite the critical role universities play in Kenya, issue of talent management practices and academic staff retention has been less documented as it is in other developing and developed countries.  The studies done on academic staff retention in Kenya are scanty and most of the studies focus on other dimensions influencing academic staff retention without looking at how talent management practices can result in retention thereby presenting a knowledge gap on the need to look at other dimensions that can result to academic staff retention. Ngethe (2014) looked at the determinants of academic staff retention in public universities in Kenya and revealed that leadership style, remuneration, training and promotion influenced retention of academic staff. Mamuli (2017) studied the influence of selection on academic staff retention in universities in Kenya and established that selection practices had an influence on academic staff retention in universities in Kenya. Maina (2014) researched on the effect of human resource management practices on employees’ retention in institutions of higher learning in Kenya and reported a positive relationship between the employees training, employee recruitment, employee welfare facilities and employee career growth on employees’ retention. Employee retention has been extensively discussed but only a few researches have focused on the relationship between talent management practices and academic staff retention. Therefore, this study sought to fill this knowledge gap by answering the question: What is the influence of talent management practices on academic staff retention in public and private universities in Kenya?
3.0
Literature Review

The literature review will discuss various aspects of the study variables namely, talent management practices and retention. 

3.1 Academic Staff Retention
Organizations invest a large amount of money in today's competitive market climate to train and retain workers, only for them to leave for greener pastures (Jeremy, 2014). Executives have difficulties maintaining highly skilled workers because they are drawn to rivals with various forms of benefits (Lee, 2009). Until companies recognize and execute effective retention strategies, they will continue to experience key staff turnover and therefore lose their professional employees to competitors. Universities have not been spared from the challenge of academic staff attrition. For the last three decades, retention of academic personnel has been a critical problem at higher education institutions (Ng'ethe, Iravo and Namusonge, 2012). High turnover of academic personnel has significant implications on the quality of the academic graduates that these institutions generate. Staff turnover may have detrimental consequences when teaching roles are vacant and then filled by inexperienced staff who will deliver poor services to the students (Masaiti and Naluyeke, 2011).
Numerous studies have been conducted worldwide on the state of universities and all point out to a problem of academic staff attrition. Chivandire (2017) researched on the determinants of academic staff retention in two universities in Matabeleland Region of Zimbabwe. The study was quantitative and it employed survey research design. The total population of the academic staff in the two universities covered by the study was 491. Stratified random sampling was used to select a sample of 119 respondents from the two universities. The study revealed that marital status, educational level, training and development, workload, remuneration and career advancement opportunities significantly affect academic staff retention in Zimbabwean universities. Towns (2019) studied on effective strategies to increase employee retention in higher education institutions in central Florida. The study revealed that open communication, generational gap, work–life balance, and effective implementation of retention strategies influenced academic staff retention in the Seven universities studied. The study recommended that social change could include the potential for leaders in higher education to improve employee morale and job satisfaction by applying strategies to retain employees and reduce turnover.
Samuel & Chipunza (2013) conducted a study on attrition and retention of senior academics at institutions of higher learning in South Africa. The study sought to identify and evaluate factors that facilitate the attrition and retention of senior academic employees in South African universities. The study adopted survey research method using quantitative research design. A self-administered questionnaire was used to gather primary data from respondents. The study examined the influence of certain work attributes on the retention of 255 senior academic staff in 10 universities across South Africa. Results of the study indicated that most of the respondents placed greater importance on challenging work, inter-personal relationship, access to research resources and job security as factors influencing their retention. Manogharan, Thivaharan & Rahman (2018) studied academic staff retention in private higher education Institute in Kuala Lumpur. The findings indicated that there are several factors that spearhead to failure in retaining academic staff in private higher institution including task and work load, conflict of role, underpaid, and other intrinsic factors
3.2
Talent Management practices
Morton (2004) viewed a talent to be “individuals capable of making a major difference to the company's current and future success." A talented worker within the company is the key employee with outstanding success and integrity capable of providing the organization with a competitive advantage. Talent management is a mechanism for recruiting, cultivating and maintaining high-potential stars from both outside and within the company. It is a continual cycle of recruiting and selection from outside and internal growth and retention. This is achieved through talent acquisition (Morton, 2004). Talent acquisition is a proactive approach for long-term perspective in which high talent are recruited not for only current positions but for future positions which are not yet known but is expected to be there in future. Moreover, talent acquisition not only involves talent identification and development but also talent engagement and retention in the organization (Lewis & Heckman, 2006).  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).
3.3
Relationship between Talent Management practices and retention
Various studies have pointed to the potential of talent management practices in influencing retention of employees and a positive relationship between the two constructs.  Agarwal (2018) examined the role of talent management practices and organizational performance on employee retention in the Indian IT sector. Primary data was collected from 33 IT firms, leading to a total of 68 responses. The results revealed that significant relationship was found between talent management and employee retention. On the other hand, organizational performance, on its own, didn’t emerge as a driving factor for employee retention. However, along with talent management practices, organization performance was found to have significant effect on employee retention. Alias, Nor & Hassan (2016) studied on the relationships between talent management practices, employee engagement, and employee retention in the information and technology organizations in Selangor, Singapore. A total of 581 respondents took part in the study. The findings indicated that talent management practices (managerial support, employee career development, and rewards and recognitions) had a positive correlation with employee engagement. It was also found that employee engagement had a positive correlation with employee retention. Chitsaz & Boustani (2014) studied the effects of talent management on employees’ retention with the mediating effect of organizational trust. The research adopted a descriptive survey. The results indicated that there was a significant relationship between talent management, employee retention and organizational trust. Mugambwa (2018) studied the effects of talent management practices on employee retention in state corporations in Uganda. Results showed that talent acquisition affects employee retention, talent development does not affect employee retention and lastly, talent rewards influence employee retention.

Kigo (2016) studied effects of talent management strategies on employee retention in the insurance industry in Kenya. The analysis showed that talent acquisition had the strongest positive influence on employee retention. In addition, talent development, compensation strategies and succession planning were positively correlated to employee retention. The study established that the management of the organization did not properly plan and manage career path. The succession plan strategy employed by the organization had not improved their willingness to be retained in the organization. The study also recommended that on boarding programmes should help to ensure employees retention.
From the above reviewed literature, the following research hypotheses were proposed:

H01: There are no differences in talent management practices and academic staff retention among employees in public and private universities.

H02: There are no significant relationships between talent management practices and retention among academic staff in Universities in Kenya.

H03: The combined effect of talent management practices does not have a significant effect on retention among academic staff in Universities in Kenya.

H04: The combined effect of the dimensions of talent management practices does not have a significant effect on retention among academic staff in Universities in Kenya.

4.0 METHODOLOGY
The study adopted a cross-sectional survey research design. 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, Pearsons Correlation and Multiple Regression analysis. 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.
Table 1: Summary of demographic characteristics of the respondents

	Variables
	Frequency
	Percent (%)

	Gender

Male

Female
	194

108
	64.2

35.8

	
	302
	100

	Age

Below 30 years

30 - 39 years

40 – 49 years

50 - 59 years 

60 years and above
	13

91

122

54

22
	4.3

30.1

40.4

17.9

7.3

	
	302
	100

	Level of Education

Bachelors Degree

Masters Degree

Doctorate Degree
	12

134

156
	4.0

44.4

51.7

	
	302
	100

	Tenure as an academic

5 years and below

6-10 years

11-15 years

16 years and above
	 49

108

 67

78
	16.2

35.8

22.2

25.8

	
	302
	100

	Tenure in the present university

Below 10 years 

10 - 19 years 

20 years and above
	181

 74

 47
	59.9

24.5

15.6

	
	302
	100

	Position 

Assistant Lecturer

Lecturer

Senior Lecturer

Professor
	 88

123

 55

 36 
	29.1

40.7

18.2

11.9

	
	302
	100


	University Sector

Public University

Private University
	176

126
	58.3

41.7

	
	302
	100


4.1 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 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). 
5.0 RESULTS

The testing of the study hypotheses was subjected to statistical analysis as shown below. Independent samples t-test was used to test Hypothesis One, Pearson Correlation analysis was carried out to test Hypothesis Two while multiple regression analysis was conducted to test Hypothesis Three and Four.
i. Results of Independent samples t-tests 

H01: There are no differences in talent management practices and academic staff retention among employees in public and private universities.

Table 2: Results of Independent Samples t-test exploring differences in talent management practices and academic staff retention based on university sector

	
	University Sector
	N
	Mean
	Std. Deviation
	t
	Sig.

	Training
	Public University
	175
	39.42
	8.49
	-1.037
	.301

	
	Private University
	126
	40.41
	7.71
	 
	 

	Succession Planning
	Public University
	174
	37.53
	10.74
	-1.280
	.201

	
	Private University
	126
	39.05
	9.15
	 
	 

	Career Management
	Public University
	176
	37.38
	10.07
	-1.247
	.213

	
	Private University
	125
	38.83
	9.79
	 
	 

	Mentoring
	Public University
	176
	27.55
	7.45
	.442
	.659

	
	Private University
	126
	27.12
	9.30
	 
	 

	Coaching
	Public University
	175
	21.68
	6.32
	-1.481
	.140

	
	Private University
	126
	22.82
	6.91
	 
	 

	Academic Staff Retention
	Public University
	175
	25.50
	5.66
	-.837
	.403

	
	Private University
	126
	26.04
	5.38
	 
	 


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 respondents from public and private universities (p > 0.05). This suggests that there were no differences in satisfaction or dissatisfaction with talent management practices and decision to remain or quit the university among employees in public and private universities.

Further independents samples t-test was carried out to determine whether there are any differences in the dimensions of talent management practices and retention among academic staff in public and private universities as shown in Table 3 below.
Table 3: Results of Independent Samples t-test exploring differences in dimensions of talent management practices and academic staff retention based on gender

	
	University Sector
	N
	Mean
	Std. Deviation
	t
	Sig.

	Adequacy of training
	Public University
	175
	21.76
	5.27
	-2.005
	.046

	
	Private University
	126
	22.97
	4.99
	 
	 

	Skills development
	Public University
	176
	17.66
	3.99
	.503
	.615

	
	Private University
	126
	17.44
	3.40
	 
	 

	Succession Planning (Needs Driven Assessment)
	Public University
	174
	21.85
	6.26
	-1.177
	.240

	
	Private University
	126
	22.67
	5.58
	 
	 

	Succession Planning (Personal Development)
	Public University
	176
	15.69
	5.94
	-1.104
	.271

	
	Private University
	126
	16.37
	4.18
	 
	 

	Career Development Policies
	Public University
	176
	18.34
	5.09
	-1.615
	.107

	
	Private University
	126
	19.32
	5.31
	 
	 

	Career management (Personal Development)
	Public University
	176
	19.04
	6.18
	-.691
	.490

	
	Private University
	125
	19.50
	5.05
	 
	 

	Mentoring (Ongoing Opportunity)
	Public University
	176
	14.06
	3.94
	.136
	.892

	
	Private University
	126
	13.99
	4.24
	 
	 

	Mentoring (Connection and Commitment)
	Public University
	176
	13.49
	3.96
	.623
	.534

	
	Private University
	126
	13.13
	6.12
	 
	 

	Coaching (Personal Effectiveness)
	Public University
	176
	12.35
	3.80
	-1.859
	.064

	
	Private University
	126
	13.21
	4.27
	 
	 

	Coaching (Feedback)
	Public University
	175
	9.32
	3.06
	-.775
	.439

	
	Private University
	126
	9.60
	3.23
	 
	 

	Academic Staff Retention
	Public University
	175
	25.50
	5.66
	-.837
	.403

	
	Private University
	126
	26.04
	5.38
	 
	 


The results in Table 3 show that with the exception of adequacy of training, there were no statistically significant differences in the mean scores of dimensions of talent management practices and academic staff retention among respondents from public and private universities   (p > 0.05). The analysis has shown that there were significant differences in the mean scores of adequacy of training with respondents from private universities having significantly higher mean scores (M = 22.97, p = 0.046) than respondents from public universities (M = 21.76). This implies that academic staff from public universities perceived that training received from their universities were inadequate as compared to academics from private universities.
ii. Results of Pearson Correlation analysis

Hypotheses Two sought to determine the effect of talent management practices on academic staff retention. This hypothesis was tested using Pearson’s Correlation analysis which determines the strength and direction of the relationships among the study variables. 
H02: There are no significant relationships between talent management practices and retention among academic staff in public and private universities in Kenya

Table 4: Pearson’s Correlation Analysis exploring the relationship between talent management practices and staff retention in public and private universities

	University Sector
	Talent Management Practices
	Training
	Succession Planning
	Career Management
	Mentoring
	Coaching
	Academic Staff Retention

	Public University
	Training
	1
	.546**
	.628**
	.512**
	.421**
	.336**

	
	Succession Planning
	.546**
	1
	.616**
	.559**
	.519**
	.270**

	
	Career Management
	.628**
	.616**
	1
	.577**
	.599**
	.409**

	
	Mentoring
	.512**
	.559**
	.577**
	1
	.645**
	.301**

	
	Coaching
	.421**
	.519**
	.599**
	.645**
	1
	.316**

	
	Academic Staff Retention
	.336**
	.270**
	.409**
	.301**
	.316**
	1

	Private University
	Training
	1
	.716**
	.767**
	.524**
	.522**
	.172

	
	Succession Planning
	.716**
	1
	.727**
	.612**
	.581**
	.245**

	
	Career Management
	.767**
	.727**
	1
	.517**
	.509**
	.196*

	
	Mentoring
	.524**
	.612**
	.517**
	1
	.745**
	.194*

	
	Coaching
	.522**
	.581**
	.509**
	.745**
	1
	.300**

	
	Academic Staff Retention
	.172
	.245**
	.196*
	.194*
	.300**
	1


**. Correlation is significant at the 0.01 level (2-tailed*; Correlation is significant at the 0.05 level (2-tailed).
The results in Table 4 shows that there is a weak, significant positive relationship between training and academic staff retention (r = 0.336, p = 0.000) in public universities. This suggests that retention was high among academics who were satisfied with training in public universities or vice versa. On the other hand, the results show that training had insignificant relationship with retention in private universities. (r = .172, p > 0.05). This suggests that training did not influence academic staff to stay in private universities. The correlation analysis shows that there is a weak, significant positive relationship between succession planning and academic staff retention in both pubic (r = .270, p = 0.000) and private universities. (r = .245, p = 0.000). This suggests that retention was high among academics who were satisfied with succession planning practices in their universities or vice versa. There is a weak, significant positive relationship between career management and academic staff retention in both public universities (r = .409, p = 0.000) and private universities (r = .196, p = 0.000). This suggests that retention was high among academics who were satisfied with career management practices in their universities or vice versa. The analysis has shown that mentoring has a weak, significant positive relationship with academic staff retention in both public universities (r = .301, p = 0.000) and private universities (r = .194, p = 0.000). This suggests that retention was high among academics who were satisfied with mentoring in their universities or vice versa. Finally, the correlation analysis has shown that  coaching has a weak, significant positive relationship with academic staff retention in both public universities (r = .316, p = 0.000) and private universities (r = .300, p = 0.000). This suggests that retention was high among academics who were satisfied with coaching programs in their universities or vice versa.
iii. Results of Multiple regression analysis

Hypothesis Three and Four were tested using multiple regression analysis. Multiple regression analysis was carried out to determine the joint effect of talent management practices and its dimensions on academic staff retention.

H03: The combined effect of talent management practices does not have a significant effect on retention among academic staff in public and private universities in Kenya.

Table 5: Results of multiple regression analysis establishing the joint effects of talent management practices on academic staff retention 
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

	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


Coefficients
	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
The model summary of the analysis in Table 5 shows that talent management practices (training, succession planning, career management, mentoring and coaching) contributed 17.8% change in academic staff retention in public universities (R Square = .178, p= 0.000). This shows that 82.2% of the variance in academic staff retention was explained by factors not in the study. Further, the F-test statistic (F = 7.124, p = .000) shows the fitness of the regression model, which means that talent management practices was a significant predictor of academic staff retention in public universities. The standardised beta coefficients showed that Career Management             (β = .271, p=0.013) was the only significant positive predictor of academic staff retention in public universities while Training, Succession Planning,  Mentoring and Coaching were insignificant predictors of academic staff retention (p > 0.05). 

The positive beta coefficient for Career Management  means that in Kenyan Public  universities progress and career  development  policy  are  clearly outlined and known to all employees, Supervisors  frequently mentor staff to grow professionally, every  effort  is  made  to  use skills from within  or  create  capacity  before outsourcing, universities  have  an employee development strategy which is clearly understood by all the employees and the  universities  always plans on employee career growth thus they are able to retain their academic staff. The results are consistent with the findings of Mwashila, Ibua & Kazungu (2017) on their study on Influence of career development practices on academic staff performance in Kenyan public universities in coast region, which found that career planning had a positive significant influence on academic staff performance in Kenyan public universities. 
On the other hand, the regression analysis showed that Talent management practices contributed 11.2% change in academic staff retention in private universities (R2 = 0.112). This shows that 88.8% of the variance in academic staff retention was explained by factors not in the study. Further, the F-test statistic (F = 2.993, p = 0.014) showed the fitness of the regression model, which means that talent management practices was a significant predictor of academic staff retention in private universities. The standardised beta coefficients showed that Coaching (β = .328, p= .016) was the only significant positive predictor of academic staff retention in private universities while Training, Succession Planning, Mentoring and Career Management were insignificant predictors of academic staff retention (p > 0.05). The positive beta coefficient for Coaching implies that in Kenyan private universities have well established coaching programmes which helps the academic staff to feel comfortable with management  and encourages  open  communication  resulting  in  positive  work experience. The academic staff also experience greater sense of connection and commitment to their organization when professionals help mould their careers. The results are consistent with the findings of Muriithi (2017) on her study on effect of coaching on employee performance in commercial banks, which established that coaching environment influenced employee performance to a great extent. The study findings further revealed that frequent provision of feedback; structured coaching plan and coaching environment were all significant factors and positively influenced employee’s performance of the banks. The study concluded that a coaching environment enhances morale, motivates and helps in improving productivity.

Further analysis was carried out to compare the effect of the dimensions of talent management practices on academic staff retention in public and private universities as shown on Table 5 below.
H04: The combined effect of dimensions of talent management practices does not have a significant effect on retention among academic staff in Universities in Kenya.
Table 6:  Multiple Regression Analysis for the Joint Effect of Talent Management Practices on Academic Staff Retention

	Model Summary

	University Sector
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	Public University
	1
	.465a
	.216
	.167
	5.19426

	Private University
	1
	.436b
	.190
	.119
	5.05575

	a. Predictors: (Constant), Coaching (Feedback), Skills development, Career management (Personal Development), Succession Planning (Personal Development), Mentoring (Ongoing Opportunity), Succession Planning (Needs Driven Assessment), Adequacy of training, Coaching (Personal Effectiveness), Career Development Policies, Mentoring (Connection and Commitment)

	b. Predictors: (Constant), Coaching (Feedback), Career management (Personal Development), Mentoring (Connection and Commitment), Skills development, Succession Planning (Needs Driven Assessment), Coaching (Personal Effectiveness), Mentoring (Ongoing Opportunity), Adequacy of training, Succession Planning (Personal Development), Career Development Policies

	ANOVAa

	University Sector
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	Public University
	1
	Regression
	1189.855
	10
	118.985
	4.410
	.000b

	
	
	Residual
	4316.859
	160
	26.980
	 
	 

	
	
	Total
	5506.713
	170
	 
	 
	 

	Private University
	1
	Regression
	684.439
	10
	68.444
	2.678
	.006c

	
	
	Residual
	2913.913
	114
	25.561
	 
	 

	
	
	Total
	3598.352
	124
	 
	 
	 

	a. Dependent Variable: Academic Staff Retention

	b. Predictors: (Constant), Coaching (Feedback), Skills development, Career management (Personal Development), Succession Planning (Professional  Development), Mentoring (Ongoing Opportunity), Succession Planning (Needs Driven Assessment), Adequacy of training, Coaching (Personal Effectiveness), Career Development Policies, Mentoring (Connection and Commitment)

	c. Predictors: (Constant), Coaching (Feedback), Career management (Personal Development), Mentoring (Connection and Commitment), Skills development, Succession Planning (Needs Driven Assessment), Coaching (Personal Effectiveness), Mentoring (Ongoing Opportunity), Adequacy of training, Succession Planning (Personal Development), Career Development Policies


Coefficients
	University Sector
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	Public University
	1
	(Constant)
	15.211
	2.105
	 
	7.227
	.000

	
	
	Adequacy of training
	-.025
	.110
	-.023
	-.226
	.821

	
	
	Skills development
	.226
	.147
	.158
	1.535
	.127

	
	
	Succession Planning (Needs Driven Assessment)
	-.168
	.088
	-.185
	-1.907
	.058

	
	
	Succession Planning (Professional Development)
	.129
	.088
	.136
	1.470
	.144

	
	
	Career Development Policies
	.112
	.137
	.101
	.818
	.414

	
	
	Career management (Personal Development)
	.180
	.083
	.196
	2.177
	.031

	
	
	Mentoring (Ongoing Opportunity)
	-.143
	.170
	-.099
	-.838
	.404

	
	
	Mentoring (Connection and Commitment)
	.243
	.176
	.170
	1.377
	.170

	
	
	Coaching (Personal Effectiveness)
	.051
	.163
	.034
	.312
	.755

	
	
	Coaching (Feedback)
	.120
	.194
	.064
	.621
	.536

	Private University
	1
	(Constant)
	19.882
	2.596
	 
	7.660
	.000

	
	
	Adequacy of training
	-.178
	.150
	-.165
	-1.183
	.239

	
	
	Skills development
	-.012
	.203
	-.007
	-.059
	.953

	
	
	Succession Planning (Needs Driven Assessment)
	.020
	.141
	.020
	.138
	.890

	
	
	Succession Planning (Personal Development)
	.301
	.199
	.234
	1.514
	.133

	
	
	Career Development Policies
	-.376
	.160
	-.373
	-2.359
	.020

	
	
	Career management (Personal Development)
	.400
	.156
	.375
	2.569
	.011

	
	
	Mentoring (Ongoing Opportunity)
	-.106
	.171
	-.083
	-.620
	.537

	
	
	Mentoring (Connection and Commitment)
	-.114
	.105
	-.130
	-1.093
	.277

	
	
	Coaching (Personal Effectiveness)
	.083
	.158
	.066
	.524
	.601

	
	
	Coaching (Feedback)
	.674
	.254
	.404
	2.654
	.009


The results of regression analysis in Table 6 to compare the effect of the dimensions of talent management practices on academic staff retention in public and private universities shows that various component of talent management practices accounted for 21.6% of the variance in academic staff retention in Kenyan Public universities (R Square=0.216), 19% of the variance in academic staff retention in Kenyan Private universities (R Square=0. 190). This shows that 78.4% and 81% of the variance in academic staff retention in public and private universities respectively was explained by other factors not in the study. Further, the F-test statistic (F = 4.410, p = 0.000) shows the fitness of the regression model, which means that the component of talent management practices is a significant predictor of academic staff retention in public universities. The significance level of the private universities (F = 2.678, p = 0.006) shows that the component of talent management practices were significant predictors of academic staff retention in private universities.

The standardised beta coefficients show that Career management (Personal Development) was the only significant predictor of academic staff retention in public universities (β = .196, p = .031). This implies that career management programmes that focused on the personal development positively influenced retention among academic staff in public universities.
On the other hand, the standardised beta coefficients show that Career Development Policies ( β = -.373, p=.020), Career management (Personal Development)  (β = .375, p =.011), and Coaching (Feedback)  (β = .404, p =.009) were significant predictors of academic staff retention in private universities in Kenya.  The results have shown that career management programmes that focus on personal development and feedback provided from coaching programmes positively influenced academic staff retention in private universities. On the other hand, the analysis showed that career development policies were a negative predictor of academic staff retention which implies that dissatisfactory career development policies were mostly to enhance turnover rates in private universities and vice versa.
6. Discussions
The main objective of the study was to determine the effect talent management practices on academic staff retention in public and private universities in Kenya. Studies have found that talent management practices are important in determining employee retention (Alias, Nor & Hassan, 2016; Chitsaz & Boustani, 2014; Mugambwa, 2018). The results of Independent samples t-test showed that there were no statistically significant differences in the mean scores of talent management practices and academic staff retention among respondents from public and private universities. This finding is contrary to results of Hitu (2015) which found that talent management practices and employee retention had significant differences between public sector banks and private sector banks in India with private sector banks having well developed talent management and retention initiatives as compared to public sector banks. Further, the analysis showed that academics in private universities perceived their training to be adequate unlike academics from public universities.
The results established that talent management practices had significant positive correlations  with retention among academic staff in public universities. This is consistent with previous research which found significant positive relationships between talent management practices and employee retention in the public service (Kibui, Gachunga & Namusonge, 2014; Narayanan & Menon, 2019; Chitsaz & Boustani, 2014). Similarly, Aibieyi (2015) in a study of talent management and employees’ retention in Nigerian public universities found that talent management strongly enhanced employee retention. The results of regression analysis showed that career management (personal development) was a significant predictor of retention among academic staff in public universities. These means that universities that tailor their career management programmes towards academic personal development would be able to enhance their retention.
Further, the results found that training had insignificant correlations with retention in private universities. This is contrary to studies that found significant relationship between training and retention (Onah & Anikwe, 2016; Ng’ethe, 2013; Kipkebut, 2010). On the hand talent management practices, namely, succession planning, career management, mentoring and coaching had significant positive correlations with academic staff retention in private universities. This finding is consistent with previous studies which found that talent management practices had significant positive relationship with employee retention (Agarwal, 2018; Ochieng, 2016; Addy, 2014). Alias, Nor & Hassan (2016) on a study on the relationships between talent management practices, employee engagement, and employee retention in the information and technology organizations in Selangor found that talent management practices (managerial support, employee career development, and rewards and recognitions) had positive correlation with employee engagement.  In addition, the results of regression analysis found that career management (personal development) and coaching (feedback) were significant positive predictors of retention while career development policies was a significant negative predictor of retention in private universities. This means that retention among academics in private universities was enhanced by career management programmes that focused on their personal developments and feedback from coaching programmes.  On the other hand, career development policies was a significant negative predictor of retention in private universities which means that academics who were satisfied with the career development policies were more likely to stay in their universities while those who were dissatisfied with these policies were more likely to turnover.
7. Conclusions 

The main objective of this study was to establish the effect of talent management practices on retention among academic staff in public and private universities in Kenya. The analyses showed that talent management practices (training, succession planning, career management, mentoring and coaching) had significant, positive relationships with academic staff retention in public universities while talent management practices, with the exception of training, had significant, positive relationships with academic staff retention in private universities. Finally, the study found out that career management (personal development) was a significant positive predictor of retention in public universities. On the other hand, career management (personal development) and coaching (feedback) were significant positive predictors of academic staff retention while career development polices was a significant negative predictor of retention in private universities. 
8. 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 talent management practices 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 talent retention strategies targeting all academic staff. These can include creating a pleasant and supportive work environment, recognition, rewards and provision of adequate training, career management programmes, mentoring, coaching, succession planning and promotion. Universities should enact policies that promote talent management which will in turn promote sustainable academic staff retention and competitive advantage. 
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