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Abstract: Human resourcing and retention are among the major concerns facing many firms both in developing 

and developed countries due to the high rate of employee turnover which continues to make it on the top five lists 

of challenges whether or not a firm is driven by the desire to improve human resourcing and retention of 

employees towards achieving better organizational performance. Given this, the primary purpose of this study was 

to assess the influence of human resourcing strategies on retention of employees in universities in Kenya. The 

specific objective of the study was: To assess the influence of employer branding strategies on retention of 

employees in universities in Kenya. The study is likely to aid university management boards and councils, 

employee unions, Human Resource professionals, researchers and scholars and government in policy formulation 

for employer branding strategies as a reliable means to improve retention of employees in universities in Kenya. 

The study adopted descriptive design. The fundamental models shaping this study were the linear regression 

models. The target population of the study comprised all employees in 70 accredited universities in Kenya with a 

total population of 50,670 employees. The sample size of the study was 384 respondents chosen by stratified 

random sampling technique. Questionnaires were the primary data collection tool. Linear regression models were 

used to analyze the data using SPSS (Version 23) software. The findings of the study were presented using tables 

and charts. The main findings from the study indicated that employer branding strategies influenced retention of 

employees in universities in Kenya. Also, this study found that 52.2% of retention of employees in universities in 

Kenya was explained by the employer branding strategies. Finally the study also contributed to theory and 

knowledge for humanity. In this study, the most significant factor influencing employee retention in universities in 

Kenya was focusing on employee relations strategy with P-value standing at .672, then followed by human resource 

planning strategy with P-value standing at .587, recruitment strategy with P-value standing at .585, career 

development strategy with P-value standing at .584 and employer branding strategy with P-value standing at .522. 

However, the study had various limitations among them being lack of objectivity of the respondents and also 

limited scope regarding sample size. The study concluded that employer branding strategies influenced retention 

of employees in universities in Kenya and recommended that  top universities management boards and councils  

enhance employer branding strategies on retention, make an effort to develop, implement and review a robust 

employer branding strategy which unites all employees and makes them be known to the world from sharing 

visual identity by a set of symbols. All universities should ensure their employer branding strategy is done in 

writing and effectively communicated to all levels of employees of the organization as an employer of choice to 

enhance awareness in the market.  

Keywords: Branding strategies and retention strategies.  

1.   INTRODUCTION 

Employees Today‟s sophisticated and dynamic global economic environment has changed drastically and continued to do 

so. Social developments such as globalization, technological innovation and growing competition for scarce resources 

place pressure on organizations, universities included, and this emphasizes their need to maintain their competitive 

advantage, at least in part through maintaining the skills of their employees. Furthermore, owing to these new 

developments, organizations have been pressured into stiff competition with each other in the business environment and 

also to have to manage their assets as efficiently as possible especially their human assets (Korir, 2014). Having in place 
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resourcing strategies such as employer branding strategies and retention strategies to acquire skilled, talented and 

committed employees plays a vital role in this process, because employees‟ skills and knowledge have turned out to be 

the most vital for organizations to be economically competitive (Kwon, 2009; HillTrop, 2009). 

Due to acute shortage of labor force facing organizations, there is a cut-throat competition among them worldwide to keep 

the most highly skilled, experienced, committed and talented employees for themselves as these serve as a source of their 

competitive advantage (Kwon, 2009). The emergence of psychological contract did not make the situation better because 

under the new contract, a large number of modern employees do not prefer a permanent career with one organization 

(Deloitte, 2015). Moreover, as a result, they are less devoted and more opportunistic than employees in the 

past.According to Global Human Capital Trends (Deloitte, 2015), many of today‟s employees work on global teams that 

operate on a 24/7 hours economy and an increasing number of skilled and experienced employees in the world today 

continually change jobs throughout their careers, endeavoring to secure the best for themselves. Beyond these economic 

pressures, organizations also face difficult demographic changes resulting in drastic changes in the composition of the 

current workforce. 

Johns (2017) categorizes generational cohorts into three groups; generation X, Y and Z according to human resourcing 

and retention strategies of employees in the workplace. Generation X belongs to the age group (1960-1980) while 

generation Y also called millennials falls in between (1981-1990). Generation X grew up before the internet inclusion but 

has learned over time to deal with online environments. Generation Y and Z (Palmer, 2009) grew up with technology 

based on the generational cohort theory. Nevertheless, generational cohorts do not act in the same manner (Meriac et al., 

2010), since consumers‟ behavior and attitudes vary with age (PwC, 2016; San-Martín et al., 2015). Generation Y are 

generally young, well informed, educated and have their unique needs and wants. Organizations will face grave 

challenges in attracting, recruiting and retaining generation Y (Hay group recruiting experts, 2016) since they view the 

world as a global village where they can bump from one job to another easily hence attracting, recruiting and retaining 

them is difficult. Furthermore, upon the retirement of generation X, there is a significant loss of skills and the capabilities 

which cannot be easily replaced by merely hiring new employees, all of which are essential in the current economic 

environment in which organizations have to compete (Kwon, 2009). 

According to Myskova (2011) and Ongori (2013), the Human Resource is strategically the most important asset in an 

organization through which organizations achieve competitive advantage. Human Resources are the life-blood of 

organizations, be they casual, temporary or permanent (Ongori, 2013). They are the ones capable of executing innovative 

activities with precision on a daily basis. These resources have to be acquired, developed and deployed in ways that will 

benefit the organization. Thus, this makes human resourcing function critical to the success and survival of organizations. 

Studies have shown that limited research work has been done on human resourcing/employer branding strategies by 

organizations despite its importance leading to staffing-human resourcing research gaps thus validating this study 

(Ployhart, 2006). At the same time, human resourcing strategies have also been moving rapidly, changing, becoming 

complex, dynamic, unpredictable and highly competitive in global markets, since firms worldwide are facing significant 

decisions and challenges in attracting, recruiting and selecting and retaining their employees and also improving them in 

learning and capacity development programmes to enhance their skills and the methods of rewarding employees for the 

acquisition of extra skills (Schuler, 2011). 

Researchers such as Bushe (2012) have confirmed that human resourcing and retention of key employees poses a 

significant challenge to organizations including universities. It is a global problem both for the developing and developed 

countries (Bushe, 2012). Ng‟ethe (2012) further confirms: employee retention is one of the key challenges facing modern 

organizations whether small, medium or large, be they public or private, occasioned by globalization that has intensified 

competition and increased the mobility of highly skilled employees. In order to achieve their mandate, organizations 

including universities ought to secure trained, skilled, experienced and committed employees.  

Studies have shown a tendency of academic staff in other parts of the world to quit their positions and to look for other 

lucrative job positions elsewhere.In the United Kingdom, a report written by Bunoti (2011) to Higher Education Statistics 

Agency, shows that there are numerous reports about the constant flow of scholastics willing to move abroad, enticed by 

reports of higher pay rates and better profession prospects. According to Hong, Hao, Kumar, Ramendran and Kadiresan, 

(2012) in Malaysia due to intense competition in higher education institutions which has rare high education talent, makes 

employee retention a significant move in keeping a competitive edge. Institutions tend to satisfy employees‟ satisfaction 

in their jobs by providing support to their motivational aspects, such as self-esteem, self-fulfillment and basic needs. The 

problem remains on whether or how high is the effect of each aspect having toward overall employees‟ retention. 
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Furthermore, in a paper titled “Challenges facing higher education in America: Lessons and opportunities” by Steven J. 

Rosenstone (revised 2017), it was noted that public universities in the U.S have witnessed dramatic cuts in state financing 

forcing both public and private universities to embark on capital fundraising drives to mitigate the consequences of cuts in 

state funding. The key consequences of this adverse action include; cutting faculty positions, closing programs and 

trimming support for research, student grants and employees‟ compensation. In addition, competition will further 

intensify as „‟baby-boomers‟‟ begin to retire over the next decade, increasing the number of outstanding scholars and 

teachers in the hiring pool. Unless the gap in resource allocation in universities is significantly narrowed, only very few of 

the nation‟s public universities would be competitively positioned to attract, recruit and retain distinguished faculty and 

talented graduates, professionals and undergraduate students. A study in Australian higher education institutions also 

indicated that 68% of the academic personnel wished to leave higher education (Anderson, Richard & Saha, 2002). 

According to Tettey (2006), retention of academic staff remains a challenge across the globe; the situation in many 

African countries appears to be notably worse. Pioneers of African Universities and colleges have as of late recognized 

the overwhelming effect of staff deficiencies on the objectives of establishments of advanced education and caution that if 

something is not done soon, the African Universities and colleges would not just lose their capacity to deliver satisfactory 

workforce to help the nations' human resource needs but also to uphold and protect the quality of intellectual life in the 

Africa region. In South Africa concerns of teachers‟ turnover has been noted because of its adverse effects on the 

provision of education. In a study in 2004 in South Africa by the Human Sciences Research Council for Education Labor 

relations council, it was found that 55% of the teachers would be leaving teaching if they could. In Uganda according to 

Chacha (2007) and Businge (2009), lecturers and tutors tend to dodge tertiary/university education due to poor 

remunerations hence most tertiary institutions and universities operate at a deficit staff numbers. In Nigeria, two-thirds of 

its 36,134 academic staff positions remain unfilled (Jaiyeoba & Jibril, 2008). This is due to poor remunerations offered by 

public universities in Nigeria. 

Kenya also faces a similar problem in the form of “brain-drain” (Waswa & Katana, 2008; Monis & Sreedhara, 2011; 

Waithaka, 2012; Oduma & Abbas, 2014; Hayes, 2015) where qualified academic and other professional personnel look 

for jobs abroad and spend most of their productive years working in foreign countries. A study by Mwiria (2007) also 

confirms that public universities, in particular, have precarious Human Resource Management practices such as poor 

remunerations. Empirical studies by Guma (2011) have also shown that public universities, in particular, have weak or 

poor retention policies for their employees. Selesho and Naile, (2014) have rightly observed that organizations must 

utilize an extensive range of Human Resource Management factors to influence retention of employees. Kipkebut (2010) 

and Ng‟ethe (2011) also examined factors that make academic staff, particularly in public universities to be committed 

and to stay. Their findings established that Human Resource Management practices such as good compensation packages, 

good corporate governance (Tettey, 2009) and education support for their families were among the factors that made the 

academic staff to be retained and to be committed. 

According to Global Human Capital Trends; (Deloitte, 2015) organizations are recognizing the needs to focus on culture 

and dramatically improve on employee engagement as they face a looming crisis in engagement and retention. The latest 

studies by Ngui, Elegwa and Gachunga, (2014) confirmed that resourcing strategies could help in employee retention. 

Therefore, this study would be relevant and timely and in particular, proposed the use of human resourcing strategies such 

as employer branding,strategies as a reliable means of influencing retention of employees in universities in Kenya. 

1.1 Statement of the Problem 

Employees are the most important asset in any organisation, whether they are on permanent, contract or temporary terms 

of service. In order to achieve their goals and objectives all organisations, including universities, need to secure trained, 

skilled, committed and engaged employees using effective employer branding strategies. Due to both internal and external 

factors including poor branding strategies by manager, employees in higher education institutions world-wide have shown 

a tendency to quit their positions and look for lucrative jobs elsewhere resulting in high staff turnover. According to 

Deloitte (2014), 68% of organizations in Kenya experience high rate of employees‟ turnover which hinders their 

competitive advantage. Ng‟ethe (2014), provides supporting statistics between 2006-2011 for public universities as 

follows; JKUAT a total of 2100, had left, the University of Nairobi lost 98, Kenyatta University 121 had left, Masinde 

Muliro University of Science and Technology had lost 88, Maseno University 124 had left while Egerton had lost 102 and 

at Moi University, 100 had left. Indeed private universities in Kenya have faced similar challenges. 
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Similarly, records obtained from Central and personnel registries of private universities such as, at KCA University show 

that 106 employees had left (2010-2016), Zetech University, 25 had left (2014-2017), Mount Kenya University, 70 had 

left (2010-2017), Pan African Christian University, 20 had left (2010-2016), Catholic University, 40 had left (2010-2016) 

and USIU University, 15 had left (2010-2016) amongst others. The high rate of employee turnover leads to decreased 

performance of the organizations, hampered continuity and succession, reduced innovativeness as well as standards 

(Kipkebut, 2010). This has been made worse by poor corporate governance (Tettey, 2009),poor branding strategies by 

university management leading to internal strategic poaching amongst universities, poor human resourcing strategies, 

precarious Human Resources practices (Mwiria, 2007) and poor or weak retention policies practiced in particular by 

public universities (Guma, 2011). 

Retention of key employees is critical to success or failure of any organization. The National Commission of Science, 

Technology and Innovation report of (2014) also underscored the critical role universities play in national development 

considering the development challenges the country is facing. Empirical studies show that extensive use of Human 

Resourcing practices, employer branding strategies included. may lead to improved retention of employees. Although 

studies are already available on retention of employees (Ngui, Mukulu & Gachunga, 2014) in their study identified the 

need for further research on retention of employees particularly in other organizations, universities included. So far, 

insignificant and inconclusive studies have been done on the influence of resourcing strategies on retention of employees 

in universities in Kenya. This study, therefore sought to fill that knowledge gap. It strives to examine the influence of 

employer branding strategies on retention of employees in universities in Kenya. 

1.2 Specific Objective 

1. To assess  the influence of employer branding strategies on retention of employees in universities in Kenya. 

1.2.1 Research Hypothesis 

A. H01: Employer branding strategy has no significant positive influence on retention of employees in universities in 

Kenya. 

2.   LITERATURE REVIEW 

2.1 Introduction 

This chapter presents the review of literature related to the subject under the study. It consists of the theoretical review, 

conceptual framework and furthermore, it also presents the key findings of past similar studies, a critique of existing 

literature, research gaps and finally the summary. 

2.2 Herzberg’s Two Factor Theory 

Herzberg (1959) argued that employees are motivated by internal values rather than external values to their day to day 

operations. In other words, motivation is internally generated and is propelled by variables that are intrinsic to the link in 

which Herzberg termed the motivators. These intrinsic variables included: advancement, growth, recognition, work itself, 

achievement and responsibility. On the other hand, Herzberg noted that certain factors induce dissatisfying experiences to 

employees and these factors mainly result from non-job related variables which he termed as extrinsic variables.Herzberg 

termed these variables as hygiene factors which although do not motivate employees but must be present in the workplace 

to make employees happy. These dissatisfy are: salary, co-worker relationships, company administration policies, 

supervising or management styles and work environment (Armstrong & Taylor, 2014). According to Herzberg, 

motivation would only occur as a result of the availability of intrinsic factors and lack of motivation means the employees 

would likely not stay (Samuel et al., 2009). 

Alternatively, where extrinsic factors do not give motivation for improved performance of the workforce, it does not mean 

that employees have to work and live in bad working conditions environment because this may result in reduced vigor to 

give their best and to achieve productivity. It should be noted that an unpleasant working condition is a recipe for the 

workers to start deserting their workplace for another employer. Therefore, the theory is relevant to the study in that it 

takes into account that workforce has two categories of needs that operate at the workplace and which need to be fulfilled 

otherwise they will seek ways to satisfy themselves including deserting/leaving. This theory guided objectives four and 

six of this study. 
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Conceptual Framework 

According to Young (2009), a conceptual framework is a diagrammatic representation showing the relationship between 

the independent variables and dependent variable.  

 

 

 

 

 

Independent Variables                              Dependent Variable 

Figure 2.1: Conceptual Framework 

2.3 Empirical Review 

There are a number of qualitative and quantitative studies on employer branding and its relationship to attracting and 

retaining staff. Studies by Kucherov and Zavyalova (2012), examined Russian companies, mines in Russia, farm 

industries including IT telecommunications, professional services, oil and gas and banking. 18 of 123 organizations were 

ranked as “best employers” and consequently were deemed to have strong employer branding. The remaining 95 

organizations were not ranked as „best employers” and were deemed to have weak employer branding.  

Organizations with strong employer branding invested more in training and development activities and had staff turnover 

ratio of 6% lower, engaged more in collaborative-decision-making with smart and in supportive management processes, 

thus promoting a positive image to the internal and external labor market (Kucherov & Zavyalova, 2012).A global study 

conducted by CLC find effective employer branding enables organizations to reach into a deeper part of talent (Corporate 

Leadership Council, 2004). Another study of more than 58,000 new hires and tenured employees from 90 organizations 

found that organizations with managed employment and employer brands are able to source from more than 60% of the 

labor force, while those with unmanaged brands can source only 40%. Finally, in a study by Collins and Han (2004) 

successful employer branding has been shown to increase the quantity and quality of job applicants and contributes to the 

bottom-line of a firm in a number of ways (Fumer, 2003). Specifically, employer branding reduces the costs of 

recruitment through better communication with potential employees; it contributes to retention of employees and thus 

reduces the cost of turnover and enhances employee engagement and corporate culture (Fumer, 2003). 

2.4 Critique of the existing literature review relevant to the study 

In his study Armstrong & Taylor (2014) as well as Decenzo & Robbins (2009), agree with the findings emphasizing that 

organizations ought to guarantee that they have the correct number and in addition, sorts of individuals, at the ideal place, 

at the perfect time, that can successfully and proficiently complete those undertakings that will help the organizations 

accomplish its general targets. These findings also concur with the ones of Rao, Rao, and Yadav (2007). Reilly (2001) 

expressed that there are various reasons why organizations participate in some type of human asset arranging and they fall 

into three general classes, that is: planning for substantive reasons, planning because of the process benefits and planning 

for organizations. Human Resource Planning is imperative since it urges managers to grow clear and express connections 

between their business and HR arranges and to incorporate the two all the more viably (Farnham, 2007). In a study by 

Muoki (2012), she watched that there were difficulties in actualizing human asset arranging procedures.In his study, 

Githui (2011) established that most organizations in Kenya are as of now confronting prominent difficulties of drawing in 

and holding qualified employees. In his study about recruitment strategy (Surbhi, 2015) established that recruitment and 

selection may not really be the main decision accessible, but rather might be the choice inside a general system, 

reconfiguring existing assets might be best, maybe as a course to fortifying the current hierarchical destinations or 

flagging changes to the work relationship in accordance with changing targets. In his study Ongori (2007), also found that 

the main causes of high turnover in an organization are poor personnel policies and poor recruitment policies in particular. 

In their study, Rynes and Cables (2001), established that specific recruitment activity timeliness in employment offer may 

impact whether the applicants acknowledges the occupation but hopefuls acknowledgment of an offer is affected by his or 

her inclination for choice strategies, in spite of the fact that issues of employment accessibility and allure and 
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organizations picture plainly have a noteworthy influence. Postponed correspondence all through the procedure builds 

vulnerability and they recommended that it might be taken as a sign that the organizations does not have much enthusiasm 

for the applicants best practices for instance maintenance would be by selecting the ideal individual in the correct place; 

which is in agreement with the findings of a study carried out by Oracle White Paper (2012) and keeping them drew in 

with the goal that they won't leave the organization. .According to the findings of a study by Franckeiss (2010), he 

established that organizations‟ ability administration, enlistment and maintenance arrangement can essentially diminish 

whittling down rates. In agreement, in his study, North (2011), also found out that it is critical and hard to hold skilled 

workers under high unemployment levels; as well as vital to hold them as a result of high preparing and enlistment costs 

so sort out rounds to hold workers. Regarding the employer branding strategy, Sullivan (2004), in his study established 

that utilizing the information on organizational culture, administration style, characteristics of current work, current 

business picture and impressions of item or administration quality supervisors; build up an idea of what specific esteem 

their organization offers representatives is essential for firms. In agreement Wilden (2010), in their study found that the 

potential representatives have communicated an inclination for working in a specific industry either in light of the items 

or administrations offered (e.g. the carrier business) or by the favored errands and recommended that employer branding 

should be undertaken and from other brand activities or independently of employees. 

In their study, Kucherov and Zavyalova (2012) also concluded that culture and experiment benefits were thus two main 

attractors for current and potential employees. As per the findings of a study carried out by Demirel (2009), there is need 

to adapt to fast changes in science and innovation in the 21st century and the need to acclimate to the pre-essentials of the 

information economy has realized the requirement for long lasting learning in regard to the career development strategy.  

The findings of CIPD (2014) are in agreement that employee management award survey of 2500 workers illustrated that 

employers are fallen short on the management of staff expectation and suggest employee defection which interferes with 

the career development strategy. Additionally, Reitman and Benatti, (2014), in their study illustrated how career 

development programs bolster worker's maintenance as they express those authoritative pioneers can utilize the 

accompanying procedures to direct the advancement of profession improvement programs in opening entryway discussion 

about vocation persevering. As per the findings of Bolagun (2005), modern organizations need their employees to adapt to 

constant changes with a minimal amount of disruption and they turn to constant employee development. In addition, this 

creates opportunity for employees to grow in their profession and to achieve a distinguished career. These findings are in 

agreement with those of Demirel (2009). 

Furthermore, the findings of previous studies have shown that there is a positive relationship between the career 

development practices and employees‟ retention at public universities in Kenya (Abbas, 2014; Oduma, 2014; Monis & 

Sreedhara, 2011). Hayes (2015) also found that qualified academic staffs are emigrating from Africa each year in search 

of better working conditions in developed countries. These studies confirm the study by Caroline (2014). The findings of 

a study by Werhane and Royal (2009), recommended that employee relations ought to be viewed as comprehensive, every 

part is key for businesses in the event that they wish to get the best out of their kin, enhance efficiency, increment optional 

exertion and decrease the time it takes to oversee individuals issues and hierarchical change. In their study, Purcell and 

Georgiades (2007) indicated that the more broad the range or voice frameworks utilized as a part of organizations the 

more probable it is that supervisor report benefits, from expanded yield to declining non-appearance which is convergent 

with the findings of (CIPD, 2011), indicating that setting up a formal mechanism is important especially if organizations 

wish to get a collective view of plans and proposals. Research has shown that the informal workplace climate appears to 

have a stronger influence than collective consultation machinery on employee satisfaction and commitment. 

2.5 Research Gaps 

Despite the vast studies on retention, Hausknech (2009), noted that literature on employee turnover which is aimed at 

identifying factors that caused employees to quit, much less is still not known about factors that compelled employees to 

stay. Ng‟ethe (2011), investigated determinants of academic staff retention in five public universities in Kenya and 

another study by Kipkebut (2010), also explored factors that caused academic staff in public universities in Kenya to be 

committed. Their findings established that top universities‟ management boards and councils should pay great attention to 

a number of Human Resource Management practices including adopting effective employer branding strategies if their 

staff are to be retained and to be committed. The latest study on the effect of human resourcing strategies focused on 

performance of Commercial banks in Kenya (Ngui, Mukulu & Gachunga, 2014). 
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The main research gap in this study was to show how organizations including universities can achieve retention of their 

valued employees from the time of recruitment through to selection and to exit using employer branding strategies. It is 

unclear whether or not universities in Kenya have put in place effective; employer branding. A study by Mwiria (2007), 

found that public universities in Kenya in particular have precarious Human Resource Management practices among them 

lack of effective employer branding strategies.Furthermore, in his study, Guma (2011) also confirmed that public 

universities in Kenya had poor/weak retention policies and practices. However, these studies are inadequate; in 

exhaustive, inconsistent and inconclusive. Therefore, this study focuses on the influence of  employer branding strategies  

on retention of employees in universities in Kenya to fill the knowledge gap left by scholars and researchers. 

3.   RESEARCH METHODOLOGY 

3.1 Introduction 

This chapter presents the methods to be used in this study. It describes the research design, study population, sampling 

frame, sample size and sampling techniques, data collection methods and techniques of data analysis. The statistical 

models that were used in the analysis and the tests for the research hypothesis were also provided. 

3.2 Research Design 

According to Orodho (2008), research design is a comprehensive plan for data collection and analysis. The researchers‟ 

beliefs and understanding of the world influence the research design. The study used descriptive survey design which 

adopted mixed mode research approaches, that is, both qualitative and quantitative. Kumar (2012) defines quantitative 

research as a formal, objective, systematic process to describe and test relationships and examine cause and effect 

interaction among variables. Surveys may be used for descriptive, explanatory and exploratory research. A descriptive 

survey is necessary because it provides an accurate portrayal or account of the characteristics. Qualitative research on the 

other hand, involves the interpretation of phenomenon without depending on the numerical measurements or statistical 

methods. It is mainly concerned with observing, listening and interpreting phenomenon (Zikmund et al., 2010). 

According to Mugenda and Mugenda (2003), the advantages of this design are: it is an efficient way to collect 

information about a large group of people, it is flexible medium that is standardized, so less susceptible to error, easy to 

administer and finally it can be tailored exactly to the phenomena the researcher wish to study. This design had been 

successfully used by the following scholars: Gathenya (2012), Machuki (2011), Murgor (2014) and Ongeti (2014) in their 

PhD degree dissertations. 

3.3 Target Population 

Any group of employees or observations which includes all the possible members of that category is called population. 

According to Kumar (2012), a population is an entire group of individuals, events or objects with some observable 

characteristics. A study population comprises of individuals, households or organizations with similar characteristics 

about which a study wants to make inferences (Cooper & Schindler, 2014). In this study, the target population comprised 

employees in all the 70 accredited universities authorized to operate in Kenya by the Commission for University 

Education. According to records available at CUE (2016) there are 50,670 employees in the all the 70 accredited 

universities in Kenya. Table 3.1 shows the categorization of the 70 accredited universities in Kenya with their 

corresponding number of employees. 

Serial No Accredited Universities Number of 

Accredited 

Universitie

s 

 

 

Universitie

s 

Population 

1 Public Chartered Universities 30 32,300 

2 Public University Constituent Colleges 3 7,800 

3 Private Chartered Universities 18 9,230 

4 Private Universities constituent Colleges 5 3,000 

5 Institutions with Letter of Interim Authority (LIA) 14 1,340 

Total  70 50,670 

(Source: Commission for University Education in Kenya, 2016) 
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3.4 Sampling Frame 

Sampling and selection are the means by which a researcher identifies, selects and gains access to the appropriate subjects 

(Sekaran, 2010). According to Mugenda and Mugenda (2003), a sampling frame is a list of all sampling units for a study. 

The sample frame for this study consisted of a list of all 70 accredited universities in Kenya which was obtained from the 

Commission for University Education (October, 2016). In this study each university acted as stratum from which samples 

were selected, that is, the study had 70 stratas because the study considered the population of each university to be 

homogenous and therefore each university constituted a stratum that is, each stratum consists of each university with their 

own employees constituting a population (See Appendix III). 

3.5 Sample Size and Sampling Techniques 

According to Kothari (2012), sampling refers to the process of obtaining information about an entire population by 

examining only a part of it. Sampling technique is the method of choosing a sample from a population. There are two 

main sampling techniques: probability and non-probability (Kothari & Garg, 2014). Sampling techniques are methods that 

are used to select a sample size from the population by reducing it to a more manageable level (Saunders, Lewis and 

Thornhill, 2009). According to Harkness and Janett (2008), sampling techniques were used when inferences were being 

made about the target population. In this study, the sample size was drawn from the target population of 50,670 

employees in all the 70 accredited universities in Kenya by use of stratified sampling technique. According to Cooper and 

Schindler (2008), stratified sampling is a technique used when the population is not homogeneous, that is, re-arranging 

population into sub-groups (strata) which are homogeneous in nature. The respondents should be as closely representative 

of the total population as possible (Kothari, 2009). 

Kim and Park (2010), defines a sample as a part of a large population, which is thought to be representative of the large 

population, as it is not possible to study all members of the population due to the tremendous amount of resources and 

time (Mugenda & Mugenda 2003). In this study, the expression below was used by the researcher to obtain the sample 

size as suggested by Kothari and Garg (2014). The formula used is: 

  
 

2

2

d

pqz
n   

where  n is the sample size, z  is the standardized normal distribution set at 1.96 which correspond to 95%  confidence 

interval, p  is the expected population proportion with desired characteristic being measured (0.5)  level of statistical 

significance, set as 0.05.          

This formula is applicable only when the population size of a study is more than 10,000.  In this study, the sample size 

was 384 because the target population was more than 10,000 as indicated in (appendix III), that is, the total workforce 

figure for all the 70 accredited universities in Kenya was 50,670 employees. From each stratum the sample size was 

arrived at through proportional sampling; a technique where the selection of elements from every stratum is kept 

proportional to the size of the stratum.  This method involves dividing the population into homogenous sub-groups called 

strata and then taking a random sample from each stratum (Kombo & Tromp 2011).  Kothari and Garg (2014) contended 

that one major advantage of this method was that the researcher classified the units into strata on the basis of 

characteristics which if not properly represented in the sample, may bias the inference of the study.  In this study, the 

strata are the universities in Kenya and from this the study obtained the following sample size per each university (See 

appendix III). 

3.6 Data Collection Instruments 

Data collection can be derived from a number of methods, which include oral interviews, focus groups, surveys, telephone 

interviews, field notes, taped social interaction or questionnaires (Heaton, 2004). The choice of instruments was dictated 

by the nature of the problem and both the availability of time and financial resources.   There were two major sources of 

data that were used by researchers.  These are the primary and secondary sources. According to Mugenda and Mugenda 

(2003), primary data are those items that are original to the problem underway. Primary data was gathered using 

structured and semi-structured questionnaires (Creswell, 2009). In this study, the main data collection instrument was 

questionnaires. A questionnaire is a technique of data collection in which each person is asked to respond to the same set 

of questions in a pre-determined order (Saunders, Lewis & Thornhill, 2009). Questionnaires were regarded as effective 
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data collection instruments that allowed respondents to give much of their opinions pertaining to the research problem. 

The questionnaires were designed to address specific objectives, research question(s) or to test hypothesis. Questionnaires 

are economical to administer in terms of time and cost to a large number of respondents (Denscombe, 2014).  They also 

ensured anonymity as questions have no room for researcher‟s biases (Kasomo, 2010).  The choice of the semi-structured 

questionnaire allowed the researcher to collect quantitative data on closed-ended questionnaires as well as allowing the 

researcher a room for a few questions to collect data that may generate unexpected insights not available from structured 

quantitative data. 

3.7 Pilot Testing 

Pilot testing was done before data collection. To ascertain the validity and the reliability of the questionnaire, pilot testing 

was conducted. Pilot testing is a trial-run done in preparation of the major study (Kombo & Tromp, 2011). According to 

Kothari and Garg (2014) at least 10% of the sample size would consist of the pilot testing.  In this study, the questionnaire 

was pre-tested using a representative sample identical to, but not those to be included in the actual study, before 

administering it to respondents in a field setting (Cooper & Schindler, 2014).  Such pre-testing was important as it may 

uncover ambiguity, lack of clarity or biases in questions wording, which could be eliminated before administering the 

questionnaires. The pilot testing helps in detecting potential problems in research design and instrumentation (Cooper & 

Schindler, 2014) as well as helping to check whether or not the questions asked are intelligible to the targeted population 

and ensure that the measurement instruments used in the study was reliable and valid. In this study the suitability of the 

questionnaires was first pre-tested by administering it to thirty eight (38) respondents selected randomly. 

3.8 Validity of the research Instruments 

According to Kothari and Garg (2014), validity is the extent to which differences found with a measuring instrument 

reflect true differences among those being tested. According to Zikmund and Babin (2010), validity is the accuracy of a 

measure or the extent to which a scale truthfully represents a concept.  Validity is concerned with the test being capable of 

testing what it was designed for, which is not as simple as it seems (Hair, 2009). Other scholars suggest it as the ability of 

the research instrument to measure what it purports to measure (Creswell, 2009; Bryman & Cramer, 2006; Saunders, 

Lewis & Thornhill, 2009; Bryman, 2008). Validity is not a unitary concept. In fact, test developers use several widely 

accepted procedures to document the level of validity of their test, including content, criterion and construct related. 

In this study, the validity of the questionnaire was determined using construct validity method.  Construct validity is a 

measure of the degree to which data obtained from an instrument meaningfully and accurately reflected or represented a 

theoretical concept. Construct validity refers to how well the researcher translates or forms a concept, idea or behavior 

into a functioning and operating the reality, the operationalization (Trochim, 2006). To ascertain the validity of the 

research instrument for this study, factor analysis was conducted. In factor analysis, the study employed Principal 

Component Analysis (PCA) and Exploratory Factor Analysis (EFA). Factor analysis also showed any biases which might 

exist between the factors through Common Bias Method (CBM). 

3.8.1 Reliability of Research Instruments 

According to Saunders (2012), reliability is concerned with the robustness of the questionnaires and in particular, whether 

or not it will produce consistent findings. According to Zikmund and Babin (2010a); Sushil and Verma, (2010), reliability 

is an indicator of a measure of internal consistency. The most common method for testing the internal consistency of a 

scale for reliability is the Cronbach‟s alpha coefficient (Mugenda & Mugenda, 2003). The Cronbach‟s alpha coefficient 

ranges from 0 to 1 with a maximum of 0.6 while other studies suggest that anything above 0.7 to 0.9 will suggest a high 

level of internal reliability (Sushil & Verma, 2010). Internal consistency examines the inter-item correlations within an 

instrument and indicates how well the item fits together conceptually. Also, a total score of all the items is computed to 

estimate the consistency of the whole questionnaire. He further stated that reliability is a test of the amount of consistency 

between the different measurements of an individual‟s response, with the purpose of making sure that these responses are 

consistent and similar over a period of time and across situations (Hair, 2009). Furthermore, if the same test is conducted 

under the same circumstances, then the researcher should find similar results which will be called test-retest method 

(Zikmund & Babin 2010a). 

According to Kothari and Garg (2014) there are two aspects of reliability: stability and equivalence. The stability aspect is 

concerned with securing consistent results with repeated measurements of the same person and with repeated 

measurements. The equivalence aspect considers how much error may get introduced by different investigators or 
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different samples of the items being studied. To ensure reliability in this study, the following measures were taken: 

Standardizing the conditions under which the questionnaire administration took place. That is, ensure the external sources 

of variation such as boredom, fatigue and so on are minimized to the extent as possible. This improved stability respect. 

Carefully designing a questionnaire with no variation from group to group and using trained and motivated persons to 

conduct the research. This improved equivalence aspect. In this study, the Cronbach‟s alpha coefficient was tested using 

the below formulae. 

The standardized Cronbach‟s alpha can be defined as 

    
)ˆ)1(1(

ˆ
)(

rK

rK
alpha


  

where K is as above and ȓ the mean of the K ﴾ K-1﴿/2 non-redundant correlation coefficients (that is, the mean of an upper 

triangular, or lower triangular, correlation matrix). Cronbach's   is related conceptually to the Spearman–Brown prediction 

formula. Both arise from the basic classical test theory result that the reliability of test scores can be expressed as the ratio 

of the true-score and total-score (error plus true score) variances. Also, by using SPSS (Version 23) software Cronbach‟s 

alpha coefficient ( ) illustrated above was obtained. 

3.9 Data Analysis and Presentation 

This is the extraction of significant variables, detecting any abnormalities and testing assumptions (Kombo & Tromp, 

2011). According to Mugenda and Mugenda (2003), data analysis refers to examining the coded data critically and 

making inferences.  The presentation of data refers to ways of arranging data to make it clearly understood. Data analysis 

was guided by the objective of the study. Raw data collected from the questionnaires was first cleaned, sorted,   coded and 

subjected to the SPSS software. Data was analyzed using both descriptive and inferential statistics (Mugenda & 

Mugenda). The SPSS (version 23) software was used.The descriptive statistical tool helped the researcher to describe the 

data and features of data that were of interest. In this study, the mode was used as the response measurement that appears 

most in a particular variable among a sample of subjects (Cooper & Schlindler, 2014). Both qualitative and quantitative 

data were analyzed. Qualitative data was analyzed by noticing, collecting and thinking about things. The researcher 

looked for patterns and relationships both within a collection and also across a collection. Finally, the researcher made a 

general discovery about the phenomena(s) he/she was/were researching (Seidel, John & Claus, 1995). Descriptive 

statistics (frequencies and percentages) was computed for all the five objectives of the study.  Quantitative data was 

computed for inferential statistics with a 0.05 (5%) test significance level and the resulting P values and coefficients was 

used to compare the variables, where two sets of the variables were compared to see the extent to which they are related 

and if they can be used to predict each other. In this study, the findings were presented using tables, graphs, histograms 

and bar charts.  Data presentation made use of percentages, tabulations, means and other measures of central tendencies. 

Tables were used to summarize respondents for further analysis and facilitated comparison. 

3.9.1 Statistical Models 

In this study, linear multiple regression models were used to measure retention of employees in universities in Kenya.  

There were five (5) independent variables in this study. Thus the linear multiple regressions used was as shown below: 

Y= β0 + β3 X3 + ϵi 

Where Y was the dependent variable (retention of employees) and β0 was the regression co-efficient while β1, β2, β3, β4 

and β5 were the slopes of the regression equation. 

X1 is the independent variable (employer branding strategy) 

ϵ is an error term normally distributed about a mean of 0 and for purposes of computation, is assumed to be 0.Error term is 

the part of the statistical equation that indicates what remains unexplained by the independent variable. 

4.   RESEARCH FINDINGS AND DISCUSSION 

4.1 Factor Analysis 

The validity of employer branding strategy was also tested using an instrument comprising nine items and the result 

recorded. Subsequently, no item was also removed. Factor loadings recorded was between 0.566 and 0.778 with overall 

factor loading of 0.662 as shown in Table 4.1.  Since no item recorded factor loading below 0.40, the items were 
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considered to be valid measures of influence of employer branding strategy on retention of employees in universities in 

Kenya. As a conclusion in this study, the factor loading for employer branding strategy would be rated as very good as per 

the studies of  Hair et al .,(2009) and Tabachnick  and Fidell (2007) 

Table 4.1: Factor loadings for employer branding strategy 

Employer branding strategy  statements Factor Loadings 

1. The university has an effective employer branding strategy in place. .591 

2. In this university we have a clear employee value proposition. .640 

3. In this university the employer brand has been effectively communicated to all employees. .723 

4. The employer brand is aligned to hiring practices. .778 

5. In this university brand behavior is rewarded. .615 

6. My university is viewed as an employer of choice. .566 

7. In this university employees are catered for well. .671 

8. In this university top management support activities for successful employer branding. .693 

9. My university has positive image in the labour market. .683 

Total factor loading         .662 

4.2 Employer branding strategy 

The third objective of the study was to assess the influence of employer branding strategy on retention of employees in 

universities in Kenya. The respondents were asked to state their level of agreement with the following items based on 

employer branding strategy and how they are associated with retention of employees in universities in Kenya. The 

findings were as follows: On whether or not the universities have an effective employer branding strategy in place, 33.1% 

of the respondents agreed, 16.2% strongly agreed, 18.9% were neutral, 29.1% disagreed and only 2.6% of the respondents 

strongly disagreed. On the other hand, on a scale of 1 to 5, an average score rate of 3.87 was recorded with a standard 

deviation of 0.888. This indicated that majority of the universities have effective employer branding strategy in place.  

To investigate if universities have a clear employee value proposition, 30.6% of the respondents agreed, 7.3% strongly 

agreed, 36.9% were undecided 23.3% disagreed and 2.0% strongly disagreed. This finding was consistent with the study 

by Barrow and Mosley (2011) who found out that value proposition provides the central message conveyed by the brand 

and that employer brand management expands the scope of this brand intervention beyond communication to incorporate 

every aspect of the employment experience. An average score rate of 3.56 was recorded with a standard deviation of 

1.026. This suggested that the universities in Kenya have a clear employee value proposition. Again the respondents were 

asked whether or not the employer brand has been effectively communicated to all employees, 44.9% of respondents 

agreed, 5.0% strongly agreed, 21.5% were undecided, but 25.7% disagreed and 3.0% strongly disagreed. Average scale of 

3.85 out possible scale of 5 and standard deviation of 0.887 was recorded. This meant that majority of the respondents in 

the universities were in agreement that the employer brand had been effectively communicated to all employees. This 

finding was consistent with the studies by Papasolomou and Vrontis (2006) who stated that employer brand should be 

effectively and timely communicated to all employees and internal marketing should also focus on communicating the 

customer brand promises. Further, this finding was also consistent with the studydone by Rousseau (2001), who stated 

that the adequate organizational information helps reduce/ improve the accuracy of the perception by the recruits about 

the firm or about the employment in general.To find out whether or not employer brand is aligned to hiring practices in 

universities in Kenya, majority (37.7%) of respondents agreed, 5.0% strongly agreed, 28.8% were undecided but 26.2% 

disagreed and 2.3% strongly disagreed. Average score rate was 3.16 out of 5 and standard deviation of 0.9424 was 

recorded.  

This also indicates that majority of the respondents in universalities in Kenya were somehow agreed that employer brand 

is aligned to hiring practices. This finding was consistent with the study by Wilden Gudergan and Lings (2010) who 

stated that it is important to align hiring practices with employer branding. Based on whether universities in Kenya, brand 

behavior is rewarded or not , the finding suggests that, 6.8% of respondents strongly agreed , 26.4 agreed 28.0%of 

respondents were undecided, 31.4% disagreed while 6.4% strongly disagreed. Average score rate was 2.92 out of 5 with 

standard deviation of 1.046. In general the respondents were not in agreement that brand behavior is rewarded hence this 

was inconsistent with the findings of Krieger, Esmann and Thomsen (2011) who stated that firms with a strong employer 

brand exhibited a number of features such as: high recognition, positive image in the labor market, adherences to the 

promises of the psychological contract, unique economic and symbolic features that are available to potential employees, 
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accurate differentiation as an employer, stable policies and activities for positioning the company in the labour market. As 

far as employer branding strategy is concerned with overall rating of 3.26 out of possible scale of 5 and standard deviation 

of 1.210 it can be concluded that employer branding strategy has some influence on retention of employees in universities 

in Kenya. This finding was  consistent with studies done by Martin (2011)  who found out that employer branding has a 

potential to attract the human capital that best fits the strategic aims and bottom line of organizations. The details of the 

finding are shown in table 4.2.  

Table 4.2: Employer branding strategy   descriptive Statistics 

Statement S.D D N A S. A Mean Std. Dev 

EBS1 2.6% 29.1% 18.9% 33.1% 16.2% 3.32 1.143 

EBS2 2.0% 23.3% 36.9% 30.6% 7.3% 3.20 .933 

EBS3 3.0% 25.7% 21.5% 44.9% 5.0% 3.25 .984 

EBS4 2.3% 26.2% 28.8% 37.7% 5.0% 3.16 .9424 

EBS5 6.4% 31.4% 28.0% 27.4% 6.8% 2.92 1.046 

EBS6 3.3% 12.0% 33.8% 35.5% 15.4% 3.62 2.679 

EBS7 3.3% 18.5% 27.1% 42.9% 8.3% 3.33 .9912 

EBS8 2.0% 22.5% 28.8% 39.1% 7.6% 3.27 .961 

EBS9 1.0% 9.1% 16.9% 51.0% 22.0% 3.83 .9166 

Total       3.26  1.210 

4.3 Retention of Employees 

In this section, the study is concerned with the descriptive analysis of the dependent variable (retention of employees). 

The respondents were asked to state their level of agreement on the following items regarding retention of employees in 

universities in Kenya. The findings were as follows: On whether or not the university has a robust retention strategy in 

place and implements it, 33.1% of the respondents agreed and 16.2% strongly agreed, 18.9% were undecided, 29.1% 

disagreed and only 2.6% of the respondents strongly disagreed. An average score rate of 2.8963 was recorded with a 

standard deviation of 0.99290. This suggested that majority of the universities have a robust retention strategy in place 

and implements it. This finding contradicts that of Guma (2011) who found that public universities in particular have poor 

retention policies and strategies. Concerning whether or not the respondents would recommend this university to family or 

friends as a great place to work, 7.3% strongly agreed, 30.6% agreed, 36.9% were neutral, 23.3% disagreed and 2.0% 

strongly disagreed. This also indicated that majority the university employees would recommend this university to family 

or friends as a great place to work. This finding was consistent with the study done by Guma (2011) who stated that an 

„employer of choice‟ is one who is highly regarded by a targeted population of employees because they offer great 

opportunities in line with niche market with attractive rewards. The overall mean rate of 3.2508 and standard deviation of 

0.96271 was recorded. 

The respondents were also asked to state whether or not they are encouraged to come up with new ways of doing things in 

their role; 44.9% of respondents agreed, 5.0% strongly agreed, 21.5% were undecided, but 25.7% disagreed and 3.0% 

strongly disagreed. An average score of 2.9967 out possible 5 and standard deviation of 0.97105 was recorded. This 

suggested that employees within universities are encouraged to come up with new ways of doing things in their role. This 

finding was closely consistent with the study done by Sofijanova and Zabijakin-Chatleska (2013) who found out that 

employee involvement and participation are empowerment programs that have a direct and significant correlation to the 

managerial perception of organizational performance as this enhances the employees‟ innovativeness. In addition to that, 

the respondents were asked whether the universities employees have a clear understanding of their job responsibilities and 

what was expected of them or not. 53.3% of the respondents agreed, 14.9% strongly agreed and 19.9% were undecided 

8.6% disagreed and 3.3% strongly disagreed. An average score rate of 3.6355 was recorded with a standard deviation of 

3.08670. This also indicated that majority the university employees have a clear understanding of their job responsibilities 

and what was expected of them. This finding was consistent with the study by (Samuel & Chipunza, 2013) who stated 

that employees are likely to remain with an organization only if they believe that the organization shows more interest and 

concern for them, if they know what is expected of them, if they are given a role that fits their capabilities and if they 

receive regular positive feedback and recognition. 
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To find out if the employees within the universities do not want to leave their current jobs, the majority of the respondents 

at 34.7% were undecided 27.1% agreed, 9.2% strongly agreed, but 24.1% disagreed and 5.0% strongly disagreed. A mean 

score of 3.0836 out of 5 and standard deviation of 1.20807 was recorded. This implied that majority of university workers 

are somehow not satisfied with their work and as such are undecided whether to quit their current jobs or not. This finding 

was consistent with the study by Boomer Authority (2009) who found out that retention factors incorporating the needs 

and desires of employees at any age enhance levels of individual job satisfaction, loyalty and commitment and thus they 

will be retained for a longer time within the organization. To find out whether universities employees are in their current 

job assignment because they do not want to expose themselves to alternative employers or not, the majority of the 

respondents at 38.0% agreed, 21.8% were undecided, 29.0% strongly agreed, but 7.9% disagreed and 3.3% strongly 

disagreed. Mean score of 3.0836 out of 5 and standard deviation of 1.23434 was recorded. In conclusion, many employees 

within universities in Kenya do not want to expose themselves to alternative employers. This is probably because of fear 

of losing their jobs, but further research should be conducted to investigate this. Similarly, the respondents were asked to 

state whether they are actively searching for an alternative job assignment elsewhere or not; 45.9% agreed, 23.1% were 

undecided, 9.2% strongly agreed, but 19.1% disagreed and 2.6 % strongly disagreed. A mean score of 2.9666 out of 5 and 

standard deviation of 1.22292 was recorded. Again the respondents were in agreement that they are actively involved in 

searching for other alternative job assignments.  

The respondents were asked to state if they do interesting and challenging work; 33.4% agreed, 32.1% were undecided, 

11.9% strongly agreed, but 19.2% disagreed and 3.3 % strongly disagreed. A mean score of 3.6622 out of 5 and standard 

deviation of 1.165 was recorded. Lastly, the respondents were asked to state if they feel the level of responsibility given to 

them was acceptable. The responses were as follows: 33.1% agreed, 18.9 % were undecided, 16.2 % strongly agreed, but 

29.1% disagreed and 2.6 % strongly disagreed. A mean score of 3.6622 out of 5 and standard deviation of 1.165 was 

recorded.In general the respondents were in agreement as far as the items listed under retention of employees are 

concerned i.e. the respondents were in agreement that they are actively involved in searching for other alternative job 

assignments. This was consistent with the findings of the studies by Mwiria (2007), Waswa and Katana (2008), Schneider 

and Bowen (2009) and Waithaka (2012) whose studies had shown that universities‟ staffs in public universities had been 

quitting and searching for lucrative jobs in many countries like Namibia, South Africa, Canada, USA and Asia among 

others due to poor human resource management practices and poor governance Tettey (2009) by the universities. The 

details of the findings are shown in table 4.3. 

Table 4.3: Retention of employee’s descriptive statistics 

Statement S.D D N A S. A Mean Std. Dev 

RE1 2.6% 29.1% 18.9% 33.1% 16.2% 2.896 .99290 

RE2 2.0% 23.3% 36.9% 30.6% 7.3% 3.251 .96271 

RE3 3.0% 25.7% 21.5% 44.9% 5.0% 2.997 .97105 

RE4 3.3% 8.6% 19.9% 53.3% 14.9% 3.636 3.0867 

RE5 5.0% 24.1% 34.7% 27.1% 9.2% 3.084 1.2080 

RE6 3.3% 7.9% 21.8% 38.0% 29.0% 2.595 1.2343 

RE7 2.6% 19.1% 23.1% 45.9% 9.2% 2.967 1.2229 

RE8 3.3% 19.2% 32.1% 33.4% 11.9% 2.468 1.1707 

RE9 2.6% 29.1% 18.9% 33.1% 16.2% 3.662 1.1656 

Total       2.987  1.3562 

4.4 Sample Adequacy Test (Kaiser-Meyer-Olkin (KMO)) 

The sample adequate test was done to define if the sample used in the study was adequate or inadequate. It was measured 

using the Kaiser-Meyer-Olkin (KMO) test.  The sampling adequacy should be greater than 0.5 for a satisfactory factor 

analysis to proceed. A common rule is that a researcher should have 10 – 15 participants per variable. Factor analysis is 

inappropriate when the sample size is below 50 (Fiedel, 2005).  Orodho (2008) recommends 0.5 as a minimum (barely 

accepted), values between 0.7- 0.8 acceptable and values above 0.9 are superb. From Table 4.4, the sample was 

acceptable since the KMO values were mainly between 0.707 and 0.810. The least value was 0.644 which was also good 

enough since it was above the minimum of 0.5. 
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Table 4.4: KMO and Bartlett’s test 

Variables Measure  

 Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .894 

Employer Branding Strategy 

Bartlett's Test of Sphericity 

Approx. Chi-Square 1310.960 

Df 36 

Sig. .000 

 Kaiser-Meyer-Olkin Measure of Sampling Adequacy. .717 

Retention of Employees 

Bartlett's Test of Sphericity 

Approx. Chi-Square 835.739 

Df 36 

Sig. .000 

4.5. Skewness and Kurtosis test for normality 

The study sought to find out how well the distribution could be approximated, that is, whether the data is normally 

distributed or not. Consequently, Skewness and Kurtosis was employed as shown in Table 4.5. Skewness measures the 

deviation of distribution from symmetry and Kurtosis measures „peakness‟ of the distribution (Ming‟ala, 2002; Orodho 

2008). The values of Skewness and Kurtosis should be zero in normal distribution (Field, 2009). 

Table 4.5: Skewness and Kurtosis 

Variables Descriptive Statistic Std. Error Z score 

Employer branding strategy 

Std. Deviation .72830   

Skewness -.207 .140 -1.241 

Kurtosis -.368 .279 1.627 

Retention of employees 

Std. Deviation .36153   

Skewness .085 .140 -0.873 

Kurtosis -.573 .279 1.105 

Although it is assumed in multiple linear regressions that the residuals are distributed normally it is a good idea before 

drawing final conclusions, to review the distributions of major variables of interest (Ming‟ala, 2002). Histograms are a 

good way of getting an instant picture of the distribution of data (Field, 2009). Therefore a histogram was also employed 

in the study to test the normality of the dependent variable as shown in Figure 4.1 since t- test, regression and ANOVA 

are based on the assumption that the data were sampled from a Gaussian distribution (Indiana, 2011). 

 

Figure 4.1: Histogram for normality test 

4.5.1 Kolmogorov- Smirnov and Shapiro Wilk test for Normality 

Kolmogorov- Smirnov and Shapiro Wilk test was also used to test the normality of all the study variables. The study 

compared all the scores in all the samples and checked whether they had the same mean or standard deviation or not. The 

findings for Kolmogorov- Smirnov test for normality showed that the p- values were greater than 0.05 indicating that the 

distributions were normal.  The same case applied with Shapiro-Wilk. The details of the findings are shown in Table 4.6. 
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Table 4.6: Kolmogorov-Smirnov and Shapiro-Wilk 

Variables Kolmogorov-Smirnov
a
 Shapiro-Wilk 

Statisti Df Sig. Statistic Df Sig. 

Employer branding strategy .095 303 .200 .980 303 .123 

Retention of employees .109 303 .123 .974 303 .189 

*. This is a lower bound of the true significance. 

4.6 Correlation Analysis of Independent Variables 

Correlation analysis gives the relationship between variables. In this study, Pearson product moment correlation 

coefficient (r’s) was used to establish the relationship between the independent variables. The correlation coefficients are 

summarized in Table 4.7. The findings also revealed that there was a significant relationship between the independent 

variables since all the p-values were less than 0.01, that is p- values 0.000 <0.01. Even though there was a significant 

relationship between the independent variables, there was no problem of multicollinearity among the variables since all 

the r values were less than 0.8 as suggested by Tabachnick and Fidel (2007). 

Table 4.7: Correlation analysis of independent variables 

 HRPS RS EBS CDS ERS 

EBS 

Pearson Correlation .472
**

 .651
**

 1 .683
**

 .596
**

 

Sig. (2-tailed) .000 .000  .000 .000 

N 303 303 303 303 303 

ERS 

Pearson Correlation .565
**

 .597
**

 .596
**

 .625
**

 1 

Sig. (2-tailed) .000 .000 .000 .000  

N 303 303 303 303 303 

**. Correlation is significant at the 0.01 level (2-tailed). 

4.7 Regression analysis for influence of employer branding strategy  

To establish the third objective, a simple regression analysis was conducted to find a relationship between the employer 

branding strategy and retention of employees in universities in Kenya. The hypothesis tested was; H0: There is no 

significant relationship between employer branding strategy and retention of employees in universities in Kenya against 

H1: Employer branding strategy has a significant positive influence on retention of employees in universities in Kenya. To 

test the hypotheses, linear regression model was used as shown in Table 4.8.  

The coefficient determinant, R- square value was 0.522. This, therefore, implied Employer branding strategy explained at 

least 52.2 % of the variability of retention of employees in universities in Kenya. 

ANOVA: Employer branding strategy 

Analysis of variance results for regression coefficients revealed that the F-statistic value 330.640 was recorded showing 

that the model was significant with p-values being 0.000 which was less than 0.05 hence the null hypothesis was rejected. 

Table 4.40 presented, indicated the results.  The implication was that there was a significant positive relationship between 

employer branding strategy and retention of employees in universities in Kenya. This finding was consistent with the 

studies done by Corporate Leadership Council (2004) which found that organizations with managed employment and 

employer brands are able to source from more than 60% of the labour force, while those with unmanaged  brands can 

source only 40%. 

Coefficient: Employer branding strategy (X1) 

The regression coefficient showed that the t-value was 39.72 with p-value of 0.000 which is less than 0.05, significance 

level. These values indicated that employer branding strategy significantly influenced retention of employees in 

universities in Kenya. This was in agreement of the finding based on the ANOVA table.  The model generated from the 

coefficient table was as follows; Y=2.662+ 0.359X3, implying that for every unit increase of employer branding strategy, 

retention of employees in Kenya increases with 0.359.  See table 4.9 for more details. 
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Table 4.8: Regression analysis for employer branding strategy (X3) and retention of employees 

Model R R Square Adjusted R Square Std. Error of the Estimate Durbin-Watson 

1 .724
a
 .523 .522 .24999 1.601 

a. Model  1  Predictors: (Constant), employer branding strategy  (X3) 

Dependent variable: Retention of Employees     (Y) 

Table 4.9: ANOVA for employer branding strategy (X3) 

Model Sum of Squares Df Mean Square F Sig. 

1 

Regression 20.663 1 20.663 330.640 .000
b
 

Residual 18.810 301 .062   

Total 39.473 302    

a. Dependent Variable: retention of employees      (Y) 

b. Model  1  Predictors: (Constant), X3 

Table 4.10: Coefficient for employer branding strategy (X3) 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

T Sig. Collinearity 

Statistics 

B Std. Err Beta Tolerance VIF 

2 

(Constant) 2.662 .067  39.7 .202   

Organization 

structure*Z 

.359 .020 .724 18.2 .000 1.000 1.00 

a. Dependent Variable: retention of employees      ( Y) 

From the analysis it was therefore, concluded that the third null hypothesis was rejected and the alternative was accepted 

so there was a significant relationship between employers branding strategy   and retention of employees in universities in 

Kenya   in Kenya. 

5.   SUMMARY, CONCLUSION AND RECOMMENDATIONS 

5.1 Summary 

From the inferential findings, there was a positive significant relationship between the independent variable (employer 

branding strategy) and the dependent variable (retention of employees) in universities in Kenya. According to the study 

52.2% of retention of employees was explained by employer branding strategy. The coefficient for employer branding 

strategy rejected the null hypothesis and accepted the alternative hypothesis and concludes that employer branding 

strategy has a positive significant influence on the retention of employees in universities in Kenya. 

5.2 Conclusion 

Based on the findings of the study, it can be concluded that there was a significant positive relationship between human 

resourcing strategies and retention of employees in universities in Kenya. According to the study human resource 

planning strategy would help universities in Kenya to get the right number and kind of employees to perform their job 

responsibilities in order to achieve their vision and mission. Since that human resources are the key and most valuable 

asset to an organization for it to achieve competitive advantage, therefore, an effective recruitment strategy would assist 

universities in Kenya to attract, recruit and retain employees with the right skills, knowledge and abilities to realize high 

job performance. The employer branding strategy can help universities in Kenya to attract, recruit and retain committed 

and talented employees. This can be done when universities develop an Employee Value Preposition that is to be 

embodied in their employment brand. The brand contains what universities offer to their employees which is then 

marketed and effectively communicated to targeted and current employees. According to the study, employees would be 

loyal and willing to be retained longer if management puts in place career development opportunities like frequent 

capacity development and competence training to improve employee capabilities which lead to improved productivity. 

Therefore, inability by universities in Kenya to develop clear career development strategy would likely be a major cause 

of poor retention. Finally, employee relations strategy can help universities in Kenya to achieve their objectives. This 

would be done when they recognize and value their employees and one way is through providing them with forums where 
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they can air their grievances and give their inputs to the organization. The study acknowledged that universities whether 

private or public in both developing and developed countries faced challenges in recruiting and retaining their key 

employees particularly the technical, professional and academic. Therefore, management of retention is a key priority for 

universities in Kenya to achieve their mandate and competitive edge. 

5.3 Recommendations  

A good employer branding strategy should enable the universities to differentiate and promote its identity to its 

prospective and current employees.  More importantly, universities managements and councils should have a revised, 

robust and effective policy on employer branding and look upon to its implementation, monitoring and evaluation by 

ensuring that there is a will, resources and leadership. This study makes the following recommendations to top 

universities management boards and councils to enhance employer branding strategies on retention. Firstly, all 

universities should make an effort to develop, implement and review a robust employer branding strategy which unites all 

employees and makes them be known to the world from sharing visual identity by a set of symbols. All universities 

should ensure their employer branding strategy is done in writing and effectively communicated to all levels of employees 

of the organization as an employer of choice to enhance awareness in the market. It is recommended that universities‟ top 

management should fully support the brand with resources, moral support and provide needed leadership in promoting the 

brand and to implement and sustain branding campaign. Secondly, universities should also monitor and evaluate their 

branding strategies. Monitoring is the collection and analysis of information about a branding strategy while it‟s ongoing. 

Monitoring and frequent evaluation should be carried out to identify strengths and weaknesses of the organization, that is, 

the universities should continually improve on the employer branding strategies by reviewing their current branding 

strategy to ensure they are in tandem with the current labor market after receiving feedback on the performance and 

reception internally and externally by the labor market. 

The study recommended that universities top management should allow participatory processes as well as provide training 

(coaching) to all levels of employees to create awareness to their staff for them to understand the brand and support it for 

more efficient branding strategy the same rather than using select personnel at the top.  

This encourages a culture of research, innovation and teamwork which is the key to brand development brought about by 

sharing of ideas and knowledge. Hence employee would feel valued and be motivated to stay. Indeed universities should 

nurture a culture through employee surveys to monitor and evaluate their branding strategies. Information acquired from 

survey helps devise new employee satisfaction methods to motivate and keep their employees retained. Finally, employer 

branding strategy should be aligned to hiring practices and each university should develop a proper employee‟s value 

proposition in their employer branding strategies. This attracts and inspires a trademark to external market and recruits 

who want to join the institution. Branding should be spelt out and stand out for all to identify with the employees. Top 

management should be pro-active and have decentralized opinions from employees on branding strategy with all 

resources and leadership and also reward employees who are brand ambassadors. This instills a sense of loyalty to the 

brand. Hence they feel motivated to stay. 

5.4 Areas for Further Study 

The purpose of this study was to assess the influence of  employer branding strategies on retention of employees in 

universities in Kenya. A similar study could also be done to explore the influence of employer branding strategies on 

retention of employees in other organizations in Kenya such as non-profit organizations, manufacturing and commercial 

sectors considering the importance of human resources to their survival and success in the competitive business 

environment and their contribution to the economic growth and development in the country. Another area of study or 

research could also be done in universities or some other organizations to examine the influence of resourcing strategies 

on performance of their employees using entirely different set of independent variables such as age, gender, sample size, 

marital status or hierarchy.Thirdly, in this study it was also noted that human resourcing strategies are many and dynamic 

hence another study could be done using an entirely different set of human resourcing strategies to investigate their 

influence on retention, performance, commitment, engagement and even job satisfaction of employees in existing 

organizations in Kenya. Finally, in this study some respondents had also said that they were exposing themselves to 

alternative job assignments or to some other employers somewhere else. This suggested that they were dissatisfied hence, 

it is evident that there was also need to conduct a further research to investigate the cause of this dissatisfaction of 

employees in universities in Kenya. 



                                                                                                                                        ISSN 2348-3156 (Print) 

International Journal of Social Science and Humanities Research  ISSN 2348-3164 (online) 
Vol. 7, Issue 2, pp: (68-95), Month: April - June 2019, Available at: www.researchpublish.com 

  

Page | 85 
Research Publish Journals 

 

REFERENCES 

[1] Abbas, Z. (2014). Identification of Factors and their Performance on Employees' Training and Organizational 

performance in Pakistan: Journal of management and Social Science, 7(1), 93 - 109.  

[2] Adeniji A. A. (2011). Organizational climate as a predictor of employee job satisfaction: evidence from Covenant 

University. Business intelligence journal, 4(1), 151-166. 

[3] Adeniji A. A. & Osibanjo A. O. (2012): Human resource management: Theory and practice. Pumark Nigeria 

Limited. 

[4] Agrela, R, Carr, R., Veyra, v, Dunn, c., Ellis, D., Gandolfi, A., Gresham, B., King, L., Sims, A., & Troutman, 1: 

(2008). Retention issues and solutions: tools to ensure University of California becomes an employer of choice. 

http://www.ucop.edu/cucsaldocuments. 

[5] Albaqami, A. (2016): Determinants of turnover intention among faculty members in Saudi public universities. 

[6] Aldrich, H. (2008): Organizations and environments: Stanford University Press. 

[7] Ann Davis & Judy Scully, (2008): Strategic Resourcing: Birmingham: Aston University Publishing. 

[8] Armstrong, M., & Taylor, S. (2014): Armstrong's handbook of human resource management practice. London: 

Kogan Page Publishers. 

[9] Armstrong M.A. (2009): A Handbook of Human Resource Management Practice. (11th Ed); London: Kogan Page 

Limited 

[10] Bakker, A. B., & Demerouti, E. (2008): Towards a model of work engagement. Career development international, 

13(3), 209-223. 

[11] Belay, K. (2004). Postgraduate training in agricultural sciences in Ethiopia: achievements and challenges. Higher 

Education Policy, 17(1), 49-70. 

[12] Barney, J. B. (2000). Firm resources and sustained competitive advantage. Advances in Strategic Management, 

17(1), 203-227. 

[13] Barrow, S., & Mosley, R. (2011): The employer brand: Bringing the best of brand management to people at work: 

John Wiley & Sons. 

[14] Becker, G. S. (1994). Human capital: A theoretical and empirical analysis, with special reference to education. 

Chicago: University of Chicago press. 

[15] Bhatnagar, J. (2008): Keeping employees in Indian call centres: how to address poor rates of retention. Human 

resource management international digest, 16(3), 17-18. 

[16] Blair, R., & Jordan, J. (1995): Retaining Teaching Capacity in African Universities: Problems and Prospects (No. 

9994). New York: The World Bank. 

[17] Bunoti, S. (2011, June). The quality of higher education in developing countries needs professional support. In 

22nd International Conference on Higher Education. Retrieved from http://www. intconfhighered. org/FINAL% 

20Sarah% 20Bunoti. pdf. 

[18] Bryman, A., & Bell, E. (2015): Business research methods. Oxford University Press, USA. 

[19] Blau, P.M. (1964): Exchange and Power in Social Life: New York; John Wiley & Sons. 

[20] Bolagun, O. D. (2005). Role of Informal mentoring in Career Success among Managers. Career Development 

Journal, 10(2), 90 - 97.  

[21] Boomer Authority (2009): Competitive Strategies for a World Class Workforce: Retrieved from http:// 

boomerauthority.ning.com. 

[22] Branham, L. (2001): Keeping the People who keep you in Business: 24 Ways to hang on your most Valuable 

Talent. New York: Amacom 



                                                                                                                                        ISSN 2348-3156 (Print) 

International Journal of Social Science and Humanities Research  ISSN 2348-3164 (online) 
Vol. 7, Issue 2, pp: (68-95), Month: April - June 2019, Available at: www.researchpublish.com 

  

Page | 86 
Research Publish Journals 

 

[23] Breaugh, J. A. (2008). Employee recruitment: Current knowledge and important areas for future research. Human 

Resource Management Review, 18(3), 103-118. 

[24] Burke, R. J., & Ng, E. (2006): The changing nature of work and organizations: Implications for human resource 

management. Human Resource Management Review, 16(2), 86-94. 

[25] Butler, T. & Waldroop, J. (2001): Job sculpting: The art of retaining your best people. Harvard Business Review, 

179-203. 

[26] Businge, G. 2005. Gender mainstreaming enhancing equality at Makerere University. Makerere: Gender 

Mainstreaming Division, Makerere University. Available from http://gender.mak.ac.ug (accessed September 9, 

2008). 

[27] Bryman, A., & Bell, E. (2015): Business research methods. Oxford University Press, USA. 

[28] Cappelli, P. (2000): A Market-Driven Approach to Retaining Talent. Harvard business review, 78(1), 103-111. 

[29] Cappelli, P., & Singh, H. (1992): Integrating strategic human resources and strategic management. Research 

frontiers in industrial relations and human resources, 165, 192. 

[30] Carleton University (2001): Report of the Task Force on Faculty Recruitment and Retention – Carleton University. 

Ottawa: Carleton University 

[31] Caroline, P. (2014). Influence of Career Development on Employee Performance in Public Universities. Nairobi: 

IEA. - 521 - | The Strategic Journal of Business & Change Management. ISSN 2312-9492(Online) 2414-

8970(Print).www.strategicjournals.com  

[32] Chartered Institute of Personnel and Development (2006c): working life: Employee Attitudes and engagement. 

Research Report: London: Routledge. 

[33] Chen, C. K. (2008): Causal modeling of knowledge-based economy. Management Decision, 46(3), 501-514. 

[34] Chew, J. C. (2004). The Influence of Human Resource Management Practices on the Retention of Core Employees 

of Australian Organization: PhD Thesis. Murdoch University 

[35] Creswell, J. W., & Creswell, J. D. (2017): Research design: Qualitative, quantitative and mixed methods approach: 

Sage publications. 

[36] Chiboiwa, W. M., Samuel, M.O., &Chipunza J. (2010): An Examination of Employee Retention Strategy in a 

Private Organization in Zimbabwe: African Journal of Business Management, 4 (10), 2103- 2109. 

[37] Child, D. (2006). The essentials of factor analysis: A&C Black. 

[38] CIPD (2005): Rewarding customer service? Using reward and recognition to deliver your customer service 

strategy. London: CIPD. 

[39] CIPD (2006) Recruitment, retention and turnover: annual survey report 2006. London: CIPD. 

[40] CIPD (2007) Bravo two zero? (Ed). Guide to Recruitment Marketing. London: CIPD. 

[41] CIPD (2014), Skills policy in the UK- factsheet Revised January 2014 CIPD, London 

[42] Cooper, D.R. & Schindler, P.S. (2014): Business Research Methods. Columbus, OH: McGraw-Hill Irwin. 

[43] Coetzee, M., & Roythorne-Jacobs, H. 2012: Career Counseling and Guidance in the Workplace: A Manual for 

Career Practitioners .2nd Edition, Cape Town: Juta Publishers 

[44] Council, C. L. (2004): Driving performance and retention through employee engagement: Washington, DC: 

Corporate Executive Board. 

[45] Commission for University Education (2016): State of university education in Kenya: First edition. 

[46] Commission for University Education (2016): Gender and diversity at public university in Kenya. 

[47] Commission for University Education (2016): State of post graduate research and training in Kenya. 



                                                                                                                                        ISSN 2348-3156 (Print) 

International Journal of Social Science and Humanities Research  ISSN 2348-3164 (online) 
Vol. 7, Issue 2, pp: (68-95), Month: April - June 2019, Available at: www.researchpublish.com 

  

Page | 87 
Research Publish Journals 

 

[48] Cohen, J., Cohen, P., West, S. G., & Aiken, L. S. (2003): Applied multiple correlation/regression analysis for the 

behavioral sciences. UK: Taylor & Francis. 

[49] Creswell, J. W. (2009): Qualitative procedures. Research design: Qualitative, quantitative and mixed methods 

approach, 173-202. 

[50] Crook, T. R., Todd, S. Y., Combs, J. G., Woehr, D. J. &Ketchen Jr, D. J. (2011). Does human capital matter? A 

meta-analysis of the relationship between human capital and firm performance: Journal of applied psychology, 

96(3), 443. 

[51] Cropanzano, R, & Mitchell,M.S. (2005) Social Exchange Theory: An Interdisciplinary Review. Journal of 

Management, Vol.31 (7), 874-900. 

[52] Cunningham, S. (2002). Attracting and retaining employees in a competitive world. Retrieved November 1, 2009 

from: http://www.insurancejournal.com/magazines/southcentra1l2002/09/16/features. 

[53] David Gerbing, (2016). Auto-correlation: School of Business Administration Portland State University. 

[54] DDS Research, Inc. (2004): Sampling error in survey research. Researcher‟s Resource Center: White Papers 

Library. Retrieved March 8, 2004, from http://www.dssresearch.com/toolkit.resource/papers 

[55] Delloitte (2014): Global Human capital trends 2014: Top findings for Kenya engaging the 21st century workforce. 

[56] Delong, T. J., & Vijayaraghavan, V. (2003). Let's hear it for B players. Harvard Business Review, 81(6), 96-102. 

[57] Greene, W. H. (2003): Econometric analysis: Pearson Education India. 

[58] Demirel, M. (2009): Lifelong learning and schools in the twenty-first century. Procedia-Social and Behavioral 

Sciences, 1(1), 1709-1716. 

[59] Denscombe, M. (2014): The good research guide: for small-scale social research projects. UK: McGraw-Hill 

Education... 

[60] Dessler, G. (2007), Human Resource Management, 11th ed., Prentice-Hall, Englewood  

[61] Cliffs, Dixon, N. M. (2011). Helping US HR professionals into action learning. Action Learning in Practice, 2nd 

edition. UK: Gower, Eldershot. Education 42(1):69–90. 

[62] Dillman, D. A. (2000): Mail and internet surveys: The tailored design method. New York: John Wiley & Sons, Inc. 

[63] Robbins, S. P., & DeCenzo, D. A. (2009): Fundamentals of administration: essential concepts and applications: 

Pearson Education. 

[64] Eisenberger, R, Armeli, S., Rexwinkd, B, Lynch, P.D and Rhoades, l. (2001). Reciprocation of Perceived 

Organizational Support: Journal of Applied Psychology, Vol 3(1), 86-42-51 

[65] Eyster, L., Johnson, R., & Toder, E. (2008): Current strategies to employ & retain older workers [PDF document]. 

[66] Effah, P. (2011). A Ghanaian Response to the Study on „Widening Participation in Higher Education in Ghana and 

Tanzania: Developing an Equity Scorecard‟. Research in Comparative and International Education, 6(4), 374-382 

[67] Fashoyin, T. (2005): Management in Africa” a journal of management reviews; called from the Lagos organization 

Review. 

[68] Flexer, R. W., Baer, R. M., Luft, P. J., & Simmons, T. J. (2012) : Transition planning for secondary students with 

disabilities. 

[69] Franckeiss, A. (2010): Mining the good from the goodbyes: Strategic HR Review, 9(5), 24-29. 

[70] Frank, F. D., Finnegan, R. P., & Taylor, C. R. (2004): The race for talent: retaining and engaging workers in the 

21st century: People and Strategy, 27(3), 12. 

[71] Farnham, D. (2015). Human Resource Management in Context: Insights, Strategy and Solutions: Kogan Page 

Publishers. 



                                                                                                                                        ISSN 2348-3156 (Print) 

International Journal of Social Science and Humanities Research  ISSN 2348-3164 (online) 
Vol. 7, Issue 2, pp: (68-95), Month: April - June 2019, Available at: www.researchpublish.com 

  

Page | 88 
Research Publish Journals 

 

[72] Fincham, J. E. (2008): Response rates and responsiveness for surveys, standards and the Journal. American journal 

of pharmaceutical education, 72(2), 43. 

[73] Gathenya, J. W. (2012): Entrepreneurial Strategic Practices and Firm Performance among women-Led Small and 

Medium Enterprises in Kenya. Unpublished PhD Thesis, JKUAT 

[74] Gberevbie, D. E. (2010): Strategies for employee recruitment, retention and performance: Dimension of the 

Federal civil service of Nigeria: African Journal of Business Management, 4(8), 1447. 

[75] Ghazala, I. & Habib, J. (2012): Journal of Business and Management, 3(6): 06-13. 

[76] Githua C. (2006): Human Resource Planning Process in the Private Hospitals in Nairobi, Unpublished MBA 

Project, University of Nairobi. 

[77] Githui D. (2011): Ethical considerations in human resource management in Kenya: Theory and practice. Public 

Policy and Administration Research, 1(4), 8-20. 

[78] Goodhue, D. L., Lewis, W., & Thompson, R. (2012): Does PLS have advantages for small sample size or non-

normal data? Mis Quarterly, 36(3), 891-1001.Chicago 

[79] Gopinath, C. and Becker, T.E. (2000): „Communication, procedural justice and employee attitudes: relationships 

under conditions of divestiture‟: In Journal of Management, v26, pp. 63-83. 

[80] Gouldner, A. W. (1960). The norm of reciprocity: A preliminary statement. American sociological review, 161-

178. 

[81] Greenberg, P. S., Greenberg, R. H., & Antonucci, Y. L. (2007): Creating and sustaining trust in virtual teams. 

Business horizons, 50(4), 325-333. 

[82] Greener Journal of Education and Training Studies ISSN: 2354-225X Vol. 2 (1), pp. 020-024, March 2014. 

[83] Greenhaus, J. H., Callanan, G. A., & Godshalk, V. M. (2009): Career management. Sage: 

[84] Guest, D E (1987) Human resource management and industrial relations, Journal of Management Studies,14 (5), 

pp 503–21 

[85] Guma, P. V. (2011): Organizational factors impacting on employee retention (Doctoral dissertation, NELSON 

MANDELA METROPOLITAN UNIVERSITY). 

[86] Gupta, C. (2008). Human resource management: London. Sultan Chand and Sons Educational Publishers 

[87] Habarurema, A. (2016). Effect of motivational system on productivity of employees in private universities: A case 

study of Marist International University College (MIUC) (Doctoral dissertation, COHRED, Business 

administration, JKUAT). 

[88] Hair, J.F., Wettstein, N., & Hanf, J. H. (2009): What are „true‟ loyal consumers in the food sector? Insights from 

an empirical study: In 113th Seminar, September 3-6, 2009, Chania, Crete, Greece (No. 58141): European 

Association of Agricultural Economists. 

[89] Hong, E. N. C., Hao, L. Z., Kumar, R., Ramendran, C., & Kadiresan, V. (2012). An effectiveness of human 

resource management practices on employee retention in institute of higher learning: A regression analysis. 

International journal of business research and management, 3(2), 60-79. 

[90] Harkness, Janett A. (2008). “Comparative Survey Research: Goals and Challenges.” In International Handbook of 

Survey Methodology, edited by Edith D. de Leeuw, Joop J. Hox and Don A. Dillman, 56–77:  Mahwah, NJ: 

Lawrence Erlbaum. 

[91] Harting, D. (2008): Employees -Your Most Valuable Asset. http://ezinearticles.com/expert= Dennis_Harting, 

accessed on 25 July, 2011 

[92] Hager, M. A., Wilson, S., Pollak, T. H., & Rooney, P. M. (2003): Response rates for mail surveys of nonprofit 

organizations: A review and empirical test. Nonprofit and Voluntary Sector Quarterly, 32(2), 252-267. 



                                                                                                                                        ISSN 2348-3156 (Print) 

International Journal of Social Science and Humanities Research  ISSN 2348-3164 (online) 
Vol. 7, Issue 2, pp: (68-95), Month: April - June 2019, Available at: www.researchpublish.com 

  

Page | 89 
Research Publish Journals 

 

[93] Hausknecht, J. P., Rodda and J. & Howard, M. J. (2009): Targeted employee retention: Performance‐based and 

job‐related differences in reported reasons for staying. Human Resource Management, 48(2), 269-288. 

[94] Hayes, T. (2015). Demographic Characteristics: Predicting Employee Turnover. Walden: Walden University.  

[95] HayGroup: (2009). Australia: HayGroup. www.haygroup.com.au 

[96] Heaton, J. (2004): Reworking qualitative data: Sage. 

[97] Herzberg, F., Mausner, B., & Snyderman, B. B. (1959): The motivation to work Vol. 1. New Jersey: Transaction 

publishers. 

[98] Higgins, C. A., & Judge, T. A. (2004): The effect of applicant influence tactics on recruiter perceptions of fit and 

hiring recommendations: a field study: Journal of Applied Psychology, 89(4), 622. 

[99] HillTrop, J. (2009). The Quest for the best Human Resource Practices to Attract and Retain Talent. European 

Management Journal, 11(3), 422 - 430.  

[100] Ho, S. S., & McLeod, D. M. (2008). Social-psychological influences on opinion expression in face-to-face and 

computer-mediated communication. Communication Research, 35(2), 190-207. 

[101] Horton, S., & Farnham, D. (2007): Turning leadership into performance management. In Public governance and 

leadership (pp. 429-455): DUV. 

[102] http://www.patitospost.com. (2015). Nigeria and new challenges. 

[103] Human Sciences Research Council (2004) “Flight of the Flamingos: As Study on Mobility of R&D Workers 

HSRC Publishers, Cape Town, SA www.hsrcpublishers.ac.za 

[104] Human Resources Research Council (2003) Chapters 10-22, Human Resources Development Review  

[105] Hughes, J. C. (2008). Talent management: A strategy for improving employee recruitment, retention and 

engagement within hospitality organizations. International Journal of Contemporary Hospitality Management, 

20(7), 743-757. 

[106] Hulbert, J. M., & Capon, N. (2009): Managing marketing in the 21st century: Developing and implementing the 

market strategy. Wessex. 

[107] Hytter, A. (2008). Dark Side Leaders, Work Environment and Employee Health: Retrieved from Växjö University. 

Studies in Leadership, Entrepreneurship and Organization Website: hvxu.Se/ehv/forskning/hofreseminarier/2008/ 

080514% 20DarkSide% 20Final% 20version. Pdf. 

[108] Houenou, Pascal and Yveline Hoenoue-Agbo: (2003). "Cote d'Ivoire." In African Higher Education: An 

International Reference Handbook, edited by Damtew Teferra and Philip G. Altbach. Bloomington: 

[109] Jackson, P. (2007). Knowledge Asset Management: A Systems Approach for Human Capital Management: The 

Journal of Information and Knowledge Management Systems. Vine, 37(4), 399-403. 

[110] Jaiyeoba, A. O., & Jibril, M. A. (2008): Sources of occupational stress among secondary school administrators in 

Kano State, Nigeria: African research review, 2(3), 116-129. 

[111] Jaiyeoba, A. O., & Jibril, M. A. (2008). A study of job satisfaction of secondary school administrators in Kano 

state, Nigeria. African Research Review, 2(2), 94-107. 

[112] John Marco Pima (2013). Challenges Facing Higher Education Institutions in Tanzania in Using Portals. 

[113] Johnson, G., Scholes K., & Whittington, R. (2006): Exploring Corporate Strategy, (7th Ed.). London: Prentice 

Hall. 

[114] Joo, P. B. (2010). Career Satisfaction, Organization Commitment and Turnover intention: The Effect of goal 

orientation, organization learning and Development Feedback. Leadership and Development Journal, 34(4), 482 - 

500.  



                                                                                                                                        ISSN 2348-3156 (Print) 

International Journal of Social Science and Humanities Research  ISSN 2348-3164 (online) 
Vol. 7, Issue 2, pp: (68-95), Month: April - June 2019, Available at: www.researchpublish.com 

  

Page | 90 
Research Publish Journals 

 

[115] Jo, V. H. (2008). Voluntary turnover and women administrators in higher education. Higher Education, 56(5), 565-

582. 

[116] Kandiri, J. M. (2014). Effective Implementation of Technology Innovations in Higher Education Institutions: A 

Survey of Selected Projects in Universities in Africa (Doctoral dissertation, Kenyatta University). 

[117] Kasomo, D. (2010). Research Methodology Made Simple for University and Colleges. 

[118] Kehr, H. M. (2004). Integrating implicit motives, explicit motives and perceived abilities: The compensatory 

model of work motivation and volition: Academy of management review, 29(3), 479-499. 

[119] Kochachathu, P. (2010): The Influence of Human Resource Practices on Employee Retention (Doctoral 

dissertation, Universiti Utara Malaysia). 

[120] Kim, J. K., & Park, M. (2010): Calibration estimation in survey sampling. International Statistical Review, 78(1), 

21-39. 

[121] Kombo, D.K. & Tromp, D.L. A. (2011) : Proposal and Thesis Writing. Nairobi: Pauline Publications 

[122] Korir, C. (2014): Organizational culture on the relationship between strategy and performance of the top ten 

insurance companies in Kenya (Doctoral dissertation, University of Nairobi). 

[123] Kothari & Garg (2014): Research Methodology: Methods and Techniques, (3r Ed.). New Delhi:  New age 

International Publishers. 

[124] Kryger Aggerholm, H., Esmann Andersen, S., & Thomsen, C. (2011): Conceptualizing employer branding in 

sustainable organizations. Corporate Communications: An International Journal, 16(2), 105-123. 

[125] Kucherov, D., &Zavyalova, E. (2012): HRD practices and talent management in the companies with the employer 

brand. European Journal of Training and Development, 36(1), 86-104. 

[126] Kulvisaechana, S. (2006): Human capital development in the international organization: rhetoric and reality. 

Journal of European Industrial Training, 30(9), 721-734. 

[127] Kumar R. (2012): Research Methodology, a step by step guide for beginners. 3rd ed. London: Sage Publications 

[128] Kidrakarn, K. (2014). Employer Branding for Successful Recruitment and Retention of Talented Academic Staff in 

Thai Universities (Doctoral dissertation, Victoria University). 

[129] Kwon, D. B. (2009): Human capital and its measurement: In Proc. The 3rd OECD World Forum on Statistics, 

Knowledge and Policy (pp. 6-7). 

[130] Kyndt, E., Dochy, F., Michielsen, M. &Moeyaert, B. (2009): Employee retention: Organizational and personal 

perspectives. Vocations and Learning, 2(3), 195-215. 

[131] Kipkebut, D. J. (2010): Human Resource Management Practices & Organizational Commitment in Higher 

Educational Institutions: A Kenyan Case: IUP Journal of Organizational Behavior, 9. 

[132] Light, G., Calkins, S., & Cox, R. (2009): Learning and teaching in higher education: The reflective professional. 

Sage. 

[133] Long, J. S., & Ervin, L. H. (2000): Using heteroscedasticity-consistent standard errors in the linear regression 

model. The American Statistician, 54(3), 217-224. 

[134] Linder, R. L., Murphy, T. H., & Briers, G. E. (2001): The handling nonresponse in agricultural education. Papers 

presented at the 28th Annual National Agricultural Education Research Conference (pp. 233 – 245). 

[135] Machuki, V. N. (2011). Strategy implementation: The influence of organizational design 

[136] Martin, G., Gollan, P. J., &Grigg, K. (2011): Is there a bigger and better future for employer branding? Facing up 

to innovation, corporate reputations and wicked problems in SHRM: The International Journal of Human Resource 

Management, 22(17), 3618-3637. 



                                                                                                                                        ISSN 2348-3156 (Print) 

International Journal of Social Science and Humanities Research  ISSN 2348-3164 (online) 
Vol. 7, Issue 2, pp: (68-95), Month: April - June 2019, Available at: www.researchpublish.com 

  

Page | 91 
Research Publish Journals 

 

[137] Seneca, L. A. (2007). Seneca: Selected Philosophical Letters: Translated with Introduction and Commentary: 

Oxford University Press. 

[138] Sofijanova, E., & Zabijakin-Chatleska, V. (2013): Employee involvement and organizational performance: 

evidence from the manufacturing sector in the Republic of Macedonia. 

[139] Sturges, J., & Guest, D. (2001). Don't leave me this way! A qualitative study of influences on the organizational 

commitment and turnover intentions of graduates early in their career. British Journal of Guidance & 

[140] Counseling, 29(4), 447-462. http://dx.doi.org/10.1080/03069880120085992 

[141] Garg, G., & Kothari, C. R. (2014): Research Methodology: Methods and Techniques: New Age International 

Publishers: New Delhi-110002. 

[142] Meyer, J. P., & Smith, C. A. (2003): HRM practices and organizational commitment: Test of a mediation model. 

Canadian Journal of Administrative Sciences, 17(4), 319: 

[143] Minchington, B. (2010). Employer brand leadership: A global perspective: Collective Learning Australia. 

[144] Montgomery, D. C., Peck, E. A. and Vining, G. G. (2001): Introduction to linear regression analysis, Third edition: 

John Wiley & Sons, Inc. 

[145] Mitchell, C. (2002). Selling the brand inside. Harvard business review, 80(1), 99-101. 

[146] Mitchell, T. R., Holtom, B. C., Lee, T. W., Sablynski, C. J. & Erez M. (2001): „Why people stay: using job 

embeddedness to predict voluntary turnover.‟ Academy of Management Journal: 44(6), 1102-1121 

[147] Moroko, L. & Uncles, M. D. (2008): Characteristics of successful employer brands:  Emerald management 

Review, 16. 

[148] Mosley, R. W. (2007). Customer experience, organizational culture and the employer brand. Journal of Brand 

Management, 15(2), 123-134.  

[149] Mugenda, A. G., & Mugenda, O. M. (2012). Research Methods Dictionary: Applied Research and Training 

services. 

[150] Mugenda, O. & Mugenda, A. (2003): Research Methodology- Quantitative and Qualitative Approaches. Nairobi: 

ACTS Press. 

[151] Mukuma Kyambi, J. (2015). Influence of Human Resource Diversity Management Practices on Performance of 

Non-Commercial Government Agencies in Kenya (Doctoral dissertation, Mukuma Kyambi Justin). 

[152] Ming‟ala, J. O. (2002): Data analysis using SPSS. 

[153] Mullins, L. J. (2010). Management and Organizational Behaviour (9th Edition) England: Pearson Education Ltd 

[154] Mumme, D. C. (1997): Holland's theory of vocational personalities and work environments applied to students 

majoring in family and consumer sciences (Doctoral dissertation, Texas Tech University). 

[155] Muoki, T. K. (2012): Challenges of human resource planning at the ministry of public health and sanitation 

(Doctoral dissertation). 

[156] Murgor, P. K. (2014): The external environment, firm capabilities, strategic responses and performance of large-

scale manufacturing firms in Kenya (Doctoral dissertation, University of Nairobi). 

[157] Muriithi, E. M. (2016): Role of Human Resource Management in Cultural Integration Process among Selected 

Post-Merged Commercial Banks in Kenya (Doctoral dissertation, Jomo Kenyatta University of Agriculture and 

Technology). 

[158] Mueller, J. (2017). Different generations of social entrepreneurs, generation y, generation x and baby boomers-

what can we learn from their impact models? (Doctoral dissertation) 

[159] Musah, A. A. &Nkuah, J. K. (2013): Reducing turnover in tertiary institutions in Ghana: The role of motivation. 

Journal of Education and Practice, 4(18), 115-135. 



                                                                                                                                        ISSN 2348-3156 (Print) 

International Journal of Social Science and Humanities Research  ISSN 2348-3164 (online) 
Vol. 7, Issue 2, pp: (68-95), Month: April - June 2019, Available at: www.researchpublish.com 

  

Page | 92 
Research Publish Journals 

 

[160] Mwiria, K., Nge‟the, N., Ngome, C. &Odero, D.C. (2007). Public and Private Universities in Kenya: New 

Challenges Issues & Achievements. Nairobi: East African Educational Publishers. 

[161] Myers, M. D. (2013): Qualitative research in business and management: The UK. Sage. 

[162] Myskova, R. (2011): A new measure of employee satisfaction. Global Journal of Business Research, 5(1), 101-

110. 

[163] Mwadiani, M., & Akpotu, N. E. (2002). Academic staff turnover in Nigerian Universities. Education Journal, 123, 

235-281. 

[164] Ng'ethe, J. M. (2014). Determinants of academic staff retention in public universities in Kenya (Doctoral 

dissertation) 

[165] Ng‟ethe, J. M., Iravo, M. E. &Namusonge, G. S. (2012): Determinants of academic staff retention in Public 

universities in Kenya: an Empirical review. International Journal of Humanities and Social Science, 2(13), 205-

212. 

[166] Ngui, T. K., Elegwa, M. & Gachunga, H. G. (2014): Effects of Employee Resourcing Strategies on the 

Performance of Kenya Commercial Banks in Kenya. International Journal of Education and Research, 2(1), 1-20 

[167] Noe, R. A., Hollenbeck, J. R., Gerhart, B. & Wright, P. M. (2004): Fundamentals of human resource management 

(Boston, MA: Irwin). 

[168] Noe, R. A., Hollenbeck, J. R., Gerhart, B., & Wright, P. M. (2006): Human resource management: Gaining a 

competitive advantage. 

[169] North, S. (2011). Finding new roles for existing staff within your organization. Human resource management 

international digest, 19(5), 3-5. 

[170] Nyagotti-Chacha, C. (2007). Public university, private funding: the challenges in East Africa. 

[171] Obasi, I. N. (2008): World university rankings in a market-driven knowledge society: Implications for African 

Universities. Journal for Critical Education Policy Studies, 6(1), 1-18. 

[172] O‟Brien-Pallas, L., Birch, S., Baumann, A., & Murphy, G. T. (2001): Integrating workforce planning, human 

resources and service planning. Human Resources for Health Development Journal, 5(1-3), 2-16 

[173] Ongeti, W. J. (2014). Organizational resources, corporate governance structures and performance of Kenyan state 

corporations (Doctoral dissertation, University of Nairobi). 

[174] Ongori, H. &Agolla, J.E. (2009): A paradigm shift in managing career plateau in the organization: The best 

strategy to minimize employee intention to quit. African Journal of Business Management, 3(6), 268-271. 

[175] Ongori, H. (2013). A review of the literature on employee turnover: African Journal of Business Management, 

1(3), 049-054. 

[176] Ongori, H. (2007): A review of the literature on employee turnover. 

[177] Onyango, O. (2012). Human Resource practices, teacher engagement, teacher intention to stay among secondary 

school teachers. Kampala: Makerere University.  

[178] Orodho, J. A. (2008): Techniques of writing Research Proposal and Reports in Education and Social Sciences. 

Maseno: Kanezja 

[179] Oroni, E. I. (2006). Labour turnover in state corporations in Kenya. 

[180] Osibanjo, A. O., Oyewumi A.E. & Ojo S. I. (2014). Career Development as a determinant of organization growth: 

modeling the relationship between these constructs in the Nigerian Banking Industry:  American Intentional 

Journal of Social Science 3(7). 

[181] Owens, P. L. (2006). One more reason not to cut your training budget: The relationship between training and 

organizational outcomes. Public Personnel Management, 35(2): 163-171. 



                                                                                                                                        ISSN 2348-3156 (Print) 

International Journal of Social Science and Humanities Research  ISSN 2348-3164 (online) 
Vol. 7, Issue 2, pp: (68-95), Month: April - June 2019, Available at: www.researchpublish.com 

  

Page | 93 
Research Publish Journals 

 

[182] Papasolomou, I., & Vrontis, D. (2006): Using internal marketing to ignite the corporate brand: The case of the UK 

retail bank industry. Journal of Brand Management, 14(1-2), 177-195. 

[183] Paton, S. (2012). Introducing Taylor to the knowledge economy. Employee Relations, 35(1), 20-38. 

[184] Paul, R. K. (2006). Multicollinearity: Causes, Effects and Remedies. IASRI, New Delhi. 

[185] Pearce, I. I., J.A. & Robinson Jr. RB (2007): Strategic management: formulation, implementation and control, 10. 

[186] Penrose, E. T. (1959). The growth of firms: Middle East oil and other essays. London: Cass. 

[187] Peretomode, V. F. & Peretomode, O. (2001).  Human Resources Management Principles, Policies and practices, 

Lagos: Onosomegbowho Ogbinaka Publishers 

[188] Pienaar, J. &Willemse, S. A. (2008): Burnout, engagement, coping and general health of service employees in the 

hospitality industry. Tourism Management, 29(6), 1053-1063. 

[189] Ployhart, R.E. (2006). “Staffing in the 21st Century: New Challenges and Strategic Opportunities” Journal of 

Management: 32 (6). 868-897. 

[190] Peress, M. (2010): Correcting for survey nonresponse using variable response propensity. Journal of the American 

Statistical Association, 105(492), 1418-1430. 

[191] Price, A. (2004): Human Resource Management in a Business context (2ndEd.) London: Thomsons Learning. 

[192] Prince, B.J. (2005): Career-focused employee transfer processes. Career Development International, 10(4), 293-

309. 

[193] Pritchard, C. W. (2007). 101 Strategies for recruiting success: where, when and how to find the right people every 

time. AMACOM Div American Mgmt Assn: 

[194] Program for Research on Private Higher Education (PROPHE): n.d. National Data on Private Higher Education: 

Retrieved from: http://www.albany.edu/dept/eaps/prophe/data/national.html on 11 May 2009. 2008. PROPHE 92 

Country Data Summary: 2000-2007: Retrieved from: http://www.albany.edu/dept/eaps/prophe/data/International_ 

Data/PROPHE DataSummaryJAN08.doc on 11 May 2009. 

[195] PROPHE. See Program for Research on Private Higher Education. 

[196] Purcell, J., & Georgiadis, K. (2007): Why should employers bother with worker's voice? What workers say: 

Employee voice in the Anglo-American workplace, 181-197. 

[197] Puia, R. (2007). Human resources strategies–resourcing strategy: Analele Universităţii din Oradea, 16. 

[198] Rao, T. V., Rao, R., & Yadav, T. (2007). HRD Concepts, Structure of HRD Departments, HRD Practices in India. 

Vikalpa, 26(1), 49 - 63.  

[199] Rao, T. V., Rao, R., & Yadav, T. (2001). A study of HRD concepts, structure of HRD departments and HRD 

practices in India. Vikalpa, 26(1), 49-64. 

[200] Rawat, R. (2013). Emerging Employee Retention Strategies in IT Industry. Retrieved on August 10, 2013 

[201] Reilly, P. (2001). Partnership under pressure: how does it survive? : Report-institute for employment studies. 

[202] Reitman, A. &Benatti, S. R. (2014): Creating a Mentoring Program: Mentoring Partnerships Across the 

Generations. American Society for Training and Development. 

[203] Robbins, S. P., & Coulter, M. K. (2009): Organizations and Behavior: Pearson Custom Pub. 

[204] Rubin, H. J., & Rubin, I. S. (2011): Qualitative interviewing: The art of hearing data. Sage. 

[205] Rynes, S. L., & Cable, D. M. (2003): Recruitment research in the twenty‐first century. Handbook of psychology  

[206] Reisberg, L., & Rumbley, L. (2015). Ethiopia: The dilemmas of expansion. International Higher Education, (58) 



                                                                                                                                        ISSN 2348-3156 (Print) 

International Journal of Social Science and Humanities Research  ISSN 2348-3164 (online) 
Vol. 7, Issue 2, pp: (68-95), Month: April - June 2019, Available at: www.researchpublish.com 

  

Page | 94 
Research Publish Journals 

 

[207] Samuel, M. O. &Chipunza, C. (2013). Attrition and retention of senior academics at institutions of higher learning 

in South Africa: The strategies, complexities and realities. Journal of Social Science, 35(2), 97-109. 

[208] Subramaniam, C., Shamsudin, F. M. & Ibrahim, H. (2011). Linking human resource practices and organisational 

performance: Evidence from small and medium organizations in Malaysia. Jurnal Pengurusan, 32, 27-37. 

[209] Surbhi S, (2015) Difference between recruitment and selection comparision http://keydifferences.com/difference-

between-recruitment-and-selection 

[210] San Martín, P. T. (2015). La memoria del cine como extensión de la memoria cultural. Culturales, 2(4), 50-79. 

[211] Saunders, M. N. K., Lewis, P. & Thornhill, A. (2007): Research methods for business students. Harlow, England: 

Financial Times/Prentice Hall. 

[212] Saunders, R. (2012). Assessment of professional development for teachers in the vocational education and training 

sector: An examination of the concerns based adoption model. Australian Journal of Education, 56(2), 182-204. 

[213] Sanderson, A., Phua, V. C., & Herda, D. (2000). The American faculty poll. 

[214] Sisson, K., & Storey, J. (2000): Realities of Human Resource Management: Managing the Employment 

Relationship:  McGraw-Hill Education (UK). 

[215] Schneider, B., & Bowen, D. E. (2010): Winning the service game: In Handbook of service science (pp. 31-59): 

Springer US. 

[216] Schuler, R. S., Jackson, S. E. &Tarique, I. (2011). Global talent management and global talent challenges: 

Strategic opportunities for IHRM. Journal of World Business, 46(4), 506-516. 

[217] Schultz, T. W. (1961): Investment in human capital. Power and ideology in education, 313-324. 

[218] Schumacker, R. E., & Lomax, R. G. (2004): A beginner's guide to structural equation modeling: Psychology Press. 

[219] Seidel, John and Klaus Udo Kelle and (1995) “Different Functions of Coding in the Analysis of Data.” in 

K.U.Kelle ed., Computer-Aided Qualitative Data Analysis: Theory, Methods and Practice. Thousand Oaks, CA: 

Sage Publications 

[220] Selesho, J. M. &Naile, I. (2014): Academic staff retention as a human resource factor: University perspective: The 

International Business & Economics Research Journal (Online), 13(2), 295. 

[221] Sekaran, U., & Bougie, R (2009): Research methods for business: A skill building Approach. London: Wiley & 

Sons. 

[222] Selznick, P. (1957). Leadership in administration: A sociological interpretation: Quid Pro Books. 

[223] Sherif, K. (2014). Education in the Middle East: Challenges and Opportunities. 

[224] Smola, K.W., & Sutton, C.D. (2002): Generational differences, Revisiting Generational Work values for the New 

Millennium. Journal of Organizational Behaviour, 2(3), 363-382. 

[225] Sinha, C., & Sinha, R. (2012): Factors affecting employee retention: a comparative analysis of two organizations 

from heavy engineering industry. European journal of business and management, 4(3), 145-162. 

[226] Stahl, G., Björkman, I., Farndale, E., Morris, S. S., Paauwe, J., Stiles, P., & Wright, P. (2012): Six principles of 

effective global talent management. Sloan Management Review, 53(2), 25-42. 

[227] Steven, J. Rosenstone (revised 2017). “Challenges facing higher education in America: Lessons and 

opportunities”. 

[228] Sullivan, J. (2004). Eight elements of a successful employment brand. ER Daily, 23(2), 501-517. 

[229] Surbhi, J. (April 2013). The causes of turnover intention in the employees of educational institutes: An 

observation. 

[230] Sushil, S., & Verma, N. (2010): Questionnaire validation made easy. European Journal of Scientific Research, 

46(2), 172-178. 



                                                                                                                                        ISSN 2348-3156 (Print) 

International Journal of Social Science and Humanities Research  ISSN 2348-3164 (online) 
Vol. 7, Issue 2, pp: (68-95), Month: April - June 2019, Available at: www.researchpublish.com 

  

Page | 95 
Research Publish Journals 

 

[231] Tabachnick, B. G., & Fidell, L. S. (2007): Using multivariate statistics, Boston, MC: Pearson Education Inc. 

[232] Taylor, S. (2010). Resourcing and Talent Management: (5th Ed). London: Chartered Institute of Personnel and 

Development. 

[233] Testa, B. (2008):  Early engagement, long relationships? Workforce Management: 15: 27-31. 

[234] Tettey, J. W. (2009). Deficits in Academic Staff Capacity in Africa and Challenges of developing and retaining the 

Next Generation of Academics: Partnership for Higher Education in Africa. 

[235] Tettey, W. J. (2006). Staff retention in African universities: elements of a sustainable strategy: World Bank, 

Washington, DC. 

[236] Tabassi, A. A., Ramli, M., & Bakar, A. H. A. (2012): Effects of training and motivation practices on teamwork 

improvement and task efficiency: The case of construction firms. International Journal of Project Management, 

30(2), 213-224. 

[237] The National Council of Science and Technology report (Kenya) of (2014). 

[238] Walker, H. (2007). Employee Testimonials on Recruitment Websites: Inferences Made about Organizations, 

Credibility Perceptions, Organizational Attraction and Website Viewer Behavior (Doctoral dissertation). 

[239] Waithaka, E. M. (2012). Strategies adopted by the University of Nairobi to achieve sustainable competitive 

advantage (Doctoral dissertation, University of Nairobi). 

[240] Wallace, M., Sheldon (2010):  Attraction and images for the Australian rail industry.  Paper presented at British 

Academy of Management conference, Sheffield, U.K. 

[241] Waswa, F. & Katana G. (2008). Academic Staff Perspectives on Operating beyond Industrial Actions for 

sustainable Quality Assurance in Public Universities in Kenya. International Journal of Environment, 4(1), 45-58. 

[242] Werhane, W. & Royal, M. (2009): Engaging and enabling employees for company success: Hay Group‟s 

employee research. Work span, 39-43 

[243] Wilden, R., Gudergan, S., & Lings, I. (2010). Employer branding: strategic implications for staff recruitment. 

Journal of Marketing Management, 26(1-2), 56-73. 

[244] Yamamoto, H. (2006): The relationship between employees‟ inter-organizational career orientation and their career 

strategies. Career Development Journal, 11(3), 243-264. 

[245] Zenger, J., Ulrich, D., & Smallwood, N. (2000, March). The new leadership development: It is about results for 

your company. Training & Development, 54 (3), 22-27. 

[246] Zikmund, W. G., Babin, B. J., Carr, J. C. & Griffin, M. (2009): Business Research Methods (8th edition). USA: 

South-Western College Publishing 


